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1. Universities as global knowledge based organisations

Permanent changes are a characteristic feature of globalisation. Sometimes they may
mean only minor adaptive changes, but often they involve deep transformations. One
of the most important areas affected by these significant changes is the paradigm of
organisational formation, its organisational culture. Obviously, the need for change
can provoke various reactions. For some people managing organisations, such a situ-
ation evokes a sense of uncertainty, lack of stability, predictability, security. For others
it may be a stimulation to take up challenges, create new ideas, introduce innovative
solutions. One of the very important aspects of fulfilling the role of a manager in an
organisation, especially an organisation which meets the expectations of the contem-
porary global world, is building the involvement of all members of the organisation.
Creating the right conditions for the development of all employees is still the primary
task of all managers. Effective managers have to take into account more and more new
factors influencing their organisation, both external and internal. Existing action pat-
terns, stereotypes, habits are becoming less and less effective. According to the litera-
ture (Drucker 2000; Kozminski 2004; Juchnowicz 2012) changes must concern almost
all aspects of organisation functioning such as:

- economic situation of the organization connected with its position on an increas-

ingly competitive market;
- the strategy of the company;
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- the style of organizational management, especially the changes in its structure and
the role of managers;

- innovative products, services, technologies as well as innovative human resources
management;

- organizational culture of the company;

- the labour market - changes from “employers’ labour market” into “employees’ la-
bour market”;

- competencies, skills and knowledge of workers (Juchnowicz 2012).

The development of the organization concerns not only professional skills and
knowledge essential to complete a task, but also skills and knowledge that affect some
changes of the organizational and personal attitudes in the sphere of interpersonal rela-
tions, cooperation, contacts with other organizations and customers. In many compa-
nies nowadays more and more emphasis is put on “soft competencies practicing”. They
include, not only knowledge and managerial skills — for managers, but are directed to
all employees at all levels. Moreover, organizations recognize the need to build teams
of workers based on relational principles. Such teams should be aware of their poten-
tial as well as ready to work on correcting and eliminating inappropriate attitudes and
behaviours. Organizations are transformed into knowledge - based organizations.

Knowledge - based organizations represent some characteristic features, such as:
- decentralization of management which demands deputing most tasks and respon-

sibilities to workers;

- willingness to take some risks;

- good conditions for experiments and innovations;

- diagnosis of the situation and the process of making decisions based on the analy-
sis of empirical data;

- planned training process aimed at directing and supporting the development of all
employees’ careers;

- learning from mistakes;

- extensive cooperation both within the company (between departments) and exter-
nally (e.g. with customers, suppliers, subcontractors or stakeholders);

- cooperation with scientific institutions in order to improve knowledge and to in-

troduce innovative solutions (Juchnowicz 2012).

The process of changes must rely on the cooperation of all employees in the field
of values, standards, norms, objectives and policies implemented in the organization
(Zygadto 2019). It can be achieved through the process of “bottom-up” creation of or-
ganizational culture. The importance of managing based on the sustainable, vertical
hierarchy has decreased. Properly created organizational culture becomes an impor-
tant element of the company intellectual capital. This, in turn, affects not only greater
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identification of all employees with the objectives and values of the company, but also

increases its position on the competitive market (Drucker 2000).
Modern organizational culture which creates employees’ engagement should:

- support learning process of all employees through motivating and rewarding;

- promote the process of sharing knowledge, skills, responsibilities and empowerment;

- create a sense of community, co-ownership, and identification of all organization
members with the values and objectives of the company;

- create good atmosphere based on trust and honesty;

- support proactive and innovative attitudes, experiments and taking responsible
risks;

- promote team work by creating the right conditions for direct and efficient
communication;

- give greater freedom to act and take responsibility; tolerate various points of view;

- be opened to changes and support innovative thinking (Zygadlo 2019)

The concept of organizational culture is closely related to the concept of work cul-
ture. Work culture can be understood as all achievements of humanity related to pro-
fessional theory and practice which have been created for many centuries of civilization
development. Zdzistaw Wolk proposes understanding of work culture in a narrower
sense. The author defines this concept as a personal feature of each of us. It means that
every person has certain individual properties that enable them to participate in the
process of work. Work culture consists of three interconnected elements that consti-
tute an indivisible, complementary whole. These are:

- operational knowledge about work based on wide general knowledge
- intellectual and manual skills;
— attitude towards work (Wotk 2009).

All of the above components of work culture are developed throughout entire life
of each person. Particularly intensively by participating in the process of lifelong edu-
cation. Properly developed work culture represented by individual employees and thus
the desired organizational culture require engagement of members of an organization.
An employee engagement in the aspect of organization management can be under-
stood in three following ways:

- asakind of attitude presented by each of the organization members;

- asasystem of specific behaviours of each of the organization members;

- as a process of mutual exchange of benefits between employees and the organiza-
tion they work for.

Employee engagement is also understood as a kind of individual attitude which
consists of cognitive factors (knowledge), emotional factors (feelings) and behavioral
factors (behaviours) (Cook 2008). Employees’ engagement can take various forms and



12 Pham Le Cuong, Dinh Xuan Khoa, Pham Minh Hung, Andrzej Zygadto

affect various areas of their work for the organization. The co-occurrence of all forms

of engagement is the desired state. Then members of the organization cross the expec-

tations of their managers and customers. They even take activities which cause their

superiors’ positive feeling of surprise and admiration. The most frequently mentioned

forms of employee engagement are:

- employees identification with the mission, values, objectives and tasks of the com-
pany - engagement into the organization;

- performing current tasks at a high level - engagement into work;

- identification with individual objectives of the professional development and im-
plementation of an individual career path — engagement into profession;

- identification with the other members of the organization (co-workers and super-

visors) — engagement into social environment (Juchnowicz 2012).

The concept of employee engagement is inextricably linked with the sense of being
treated in the subjective way. In many organizations such a treatment is the demand or
idea rather than an everyday procedure. Ambiguity of the concept of subjectivity can
also cause even contradictory interpretations. Being a subject can mean freedom, iden-
tity, self-awareness, personal fulfillment, autonomy or responsibility (Zygadlo 2019).
The specific space of freedom and the ability to change the existing system of func-
tioning within the organization are the essential condition of subjectivity. A person -
subject performs independently having an impact on the appearing events. He or she
also has conditions to assess their activity which involves incurring the consequences
for their choices. Staff members who in the organization want to be and are treated in
a subjective way fulfill their responsibilities with greater commitment. They are active
in making independent decisions and have a positive impact on the surrounding ma-
terial and social reality.

A number of important factors influencing the shape of an institution as a knowl-
edge-based organisation, promoting employee involvement, subjectivity and an ap-
propriate work culture have been highlighted above. However, there is one condition
without which no institution, including a university, will become an organisation that
functions efficiently in the contemporary global market. It is, of course, proper, effi-
cient management of the organisation.

2. University governance - rationale

University governance is currently both a theoretical and practical issue that attracts
concern in the academic world. Many authors have emphasized the important role of
governance in the development of universities. According to I. Victor Baldridge good
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governance is the heart of higher education; governing activities form the destiny of
a university. Proper university governance is the decisive factor that determines the
success or failure of any university (Baltridge 1971). When considering the signifi-
cance of university governance concerning the quality of higher education, Fabrice
Henard and Mitterle pointed out that the university governance had become the main
leverage tool to improve the quality in all areas of higher education (Henard, Mitterle
2009). According to Michael Shattock university governance is one of the “important
pieces” of any higher education system. The improvement of this activity may exert
a significant effect on improving the quality of education of the whole higher educa-
tion system. The fundamental element that makes a university the world’s leading one
can be attributed to the leading system of governance (Shattock 2006). In the mean-
time, Jamil Salmi listed key factors of a prestigious international university, including:
a focus on aptitude/competence (students, teaching staff, research, internationaliza-
tion); abundant resources (public funding, revenue, tuition, research grants); favorable
governance (regular support structure, autonomy in training, leadership team, strate-
gic vision, superior culture) (Salmi 2009). Thus, according to Salmi, favorable govern-
ance is one of the three factors of a prestigious international university (Salmi 2009).
However, how to conduct governing activities of a university depends on the quality
and competence of the administrators. Therefore, it is an urgent issue to implement
research to determine the role, the quality and competence requirements for the ad-
ministrators, from which a training program can be built to improve the quality and
competence of the administrators.

3. Research content

3.1.The roles of public university administrators

In a university, the administrators usually play the following roles:

i) Leadership role

With this role, the university administrators must be able to come up with the uni-
versity’s manifesto and mission; at the same time outline the university’s strategic de-
velopment plan for the next 5-10 years, along with many important policies on the
fields of organization, personnel, academic and finance of the University. Besides, with
a leadership role, the administrators are required to know how to encourage their staff
members to complete assigned tasks.

ii) Linkage role

Gradually, universities have to expand their relationship with many stakeholders and
societal organizations, for instance, the labor market, businesses, employers, sponsors,
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etc. Each of them has its unique characteristics and has different effects on universi-
ties. Therefore, the administrators must find the right way to establish a relationship
so that the stakeholders can take advantage of their strengths to actively participate in
the development of the university. In associating with stakeholders, the administra-
tors must constantly pay attention to the interests of the stakeholders. To this end, it is
necessary to build a linkage mechanism between the university and the stakeholders,
in which the administrators play the most important role.

iii) Communication role

Within the university, the administrator plays a role as the information processing center,
the one who communicates and disseminates information, in addition to being the uni-
versity’s spokesperson. All information released from and received by the university must
be “filtered” by the administrators. Thanks to this “filter”, information disseminating to
university members and other stakeholders are not “jammed, is always mainstream in-
formation; helping the university management and administration can be done effectively.
iv) Creative role

This is considered as a vital role of the university administration. Under the impact
of the fourth industrial revolution (Industrial Revolution 4.0), higher education is
changing drastically and deeply. New university models such as Smart University,
Entrepreneurial University, Innovative University, etc. have been increasingly becom-
ing a popular trend (Pham Thi Ly 2008). The characteristics of these new university
models are based on intelligence universities, data science, and digital technology. To
govern universities in the era of Industrial Revolution 4.0 requires the administrators
to be highly creative. The role of the administrators is not only to help the university
adapt to the Industrial Revolution 4.0 but more importantly, to make sure that uni-
versity can have a worthy significant contribution to the development of the Industrial
Revolution 4.0.

v) Controlling roles

At university, the administrator is considered to be the controller. In this role, the ad-
ministrator must regularly review the decisions and policies issued to bring to light
irrational problems in decisions and policies for timely adjustments. In the field of
university governance, compared to the personnel sector, the financial sector often
experiences more changes, due to the variance of the state’s financial and accounting
policies. The academic field is, however, less likely to change.

vi) The role of resource coordination

Resources for universities are often limited, especially in terms of financial resources.
When universities exercise autonomy, this resource becomes more and more difficult
to access, because the state budget provided is becoming much scarcer than before.
Therefore, the administrator must know how to coordinate the resources (finance,
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facilities, human resources, etc) for the operational and developmental needs of the
university. Based on the tasks of each academic year, the development strategy of the
university, the administrators decide whether the priority should be given to investing
resources in this field/unit or other fields/units. Any scattered investment is not only
effective but also a waste of university resources.

vii) Role of negotiation

In this role, the administrator has to meet stakeholders to discuss issues that have not
been agreed upon. Typically, disagreements are often involved with the benefits that the
university is required to please the stakeholders. These conflicts can also occur within
the university when a policy of the administrator is not appropriate. The administrator
must be the one who “solves conflicts” with a “neutral agreement” between the inter-
ests of the university and the interests of stakeholders. Therefore, negotiation is a very
important part of the overall work of university administrators.

3.2. Quality and competency requirements
for public university administrators

For the governance to be effective, the administrators must have these following quali-
ties and competencies:

i) Have a strong will and desire to succeed

Governance is an activity that requires university administrators to be brave. Sometimes
the bravery can be expressed beyond the boundary set by the existing psychological -
mental qualities of the administrators. At times of trouble when the administrators
must answer the question “to be or not to be”, they need to be unwaveringly confident.
Supposing that the university was a ship, then only when having those extraordinary
qualities, could the administrator be able to steer “the ship” over the rapid flows of
water to reach the new shores where “many passengers are waiting for the ship to use
the goods the ship is carrying” (Vukasovic 2006). Along with that strong will, the uni-
versity administrator must have an aspiration to achieve success. If there was no desire
to move forward, no matter how skillful and knowledgeable the administrator is, he
or she would not be able to achieve success. Psychologists have considered aspiration
to succeed as a personal psychological quality which has a close relationship with the
motive of human activity. Therefore, to become a successful administrator, the admin-
istrator must have the desire to achieve a certain position of authority, must be willing
to accept competition with others, must desire to assert themselves and dare to take
responsibility, must desire to show their rights and power to others, must have their
style of behavior in public, must have a sense of responsibility when performing daily
tasks related to management work, etc.
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ii) Have strategic and creative thinking

Although the governance of the university is required to comply with general prin-
ciples, when applied to each specific university, the administrator must be creative.
According to the Vietnamese Dictionary, creativity is “to generate new value whether
it is material or spiritual”; “to find new things, new solutions, which do not depend
on and is not restricted by the existing one” (Hoang Phe 2003). Thus, creativity is the
ability to create new things. The inventions might be new ideas, new principles, new
technological processes, new problem-solving methods, new material, and spiritual
products, etc. Accordingly, creativity is present in any fields of human activities. For
the field of university governance, creativity must be firstly shown itself in the system
of governance and the organizational structure to maintain and improve the effective-
ness of the university operation. In the current context, when universities are moving
towards the model of University 4.0 which is characterized by creativity and entrepre-
neurship, a university administrator must be creative and entrepreneurial. Only when
possessing those capacities, can the administrators help the university not only adapt
but also make a certain contribution to the Industry Revolution 4.0. University admin-
istrators must also have strategic thinking to guide the development of the university
through mission statement and vision. Determining the right mission and vision is
important for the university. When defining the mission and vision, the administrators
must vividly visualize the image of his university for the next 10 years, 20 years or be-
yond, to set short, medium and long-term goals for the development of the university.
iii) Ability to connect and persuade others

The highest goal of the university administrator is to formulate the attitudes, values
and meet the expectations of stakeholders inside and outside the university. This goal
requires university administrators to be able to connect and persuade others. Without
this ability, it is difficult for the administrators to direct their members to a positive
attitude and pursue the core values of the university. Even if the policy put forward by
the administrators is right, if they do not know how to mobilize and persuade others,
the mission still cannot be fulfilled. The administrators also must know how to gain
the credit from the stakeholders, helping them to trust the innovation and develop-
ment of the university, instill the hope and expectations in them about the prospect of
the university not only in the present but also in the future.

iv) Ability to lead the university to adapt to the changes of socio-economic environment
and science and technology

The socio-economic environment of countries around the world is undergoing drastic
and profound changes. For Vietnam, the socialist-oriented market economy has been
profoundly affecting the whole society and its institutions, including the higher educa-
tion sector. Over the past decades, Vietnam’s higher education has been associated with
the development of a market economy. The market economy has both had a positive
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influence and posed challenges to the operational mechanism of higher education in
Vietnam, resulting in fundamental changes in the theory and practice of university gov-
ernance in our country. These changes require that the administrators should be more
adaptive to fulfill the university leadership mission that is to move forward. Not only
has the socio-economic environment changed, but also the science and technology en-
vironment is undergoing a drastic and profound change. The Industrial Revolution 4.0
has become the driving force for all innovation and development on a global scale. To
adapt to the Industry Revolution 4.0, higher education must possess the following char-
acteristics: Career-oriented training; Academic research-oriented and combined with
innovation; Innovative activities in the startup ecosystem; Innovative activities based on
smart university, data science, and digital technology; Higher autonomy mechanism in
relationship with agencies and businesses; The internationalization activities operated
towards promoting innovation; The harmonious development between the goal of cap-
italizing knowledge assets, increasing the economic value of universities and creating
resonant values for businesses and the community. How to build a 4.0 university? What
does it mean by university governance 4.0? These are questions that university admin-
istrators must be familiar with and then have to find ways to answer and solve them.
v) Knowledge of the law and university governance
To govern a university effectively, the administrators must have a broad understanding
of political, socio-economic, cultural-educational and global issues. There are two fields
of knowledge that the administrators must master: knowledge of law and knowledge of
university governance. Knowledge of laws helps the administrator to promulgate poli-
cies for each field of activity, operate autonomy and self-responsibility mechanism and
govern the university’s resources within the legislative framework. Knowledge of uni-
versity governance helps the administrator to achieve success in their activities. John
Fielden has developed a formula for effective university governance, which is “to have
background knowledge, understanding of organization and leadership skills” (Fielden
2008). All three factors are directly related to the knowledge of university governance.
vi) The ability of effective governance of university resources
The university’s resources include human, facilities and financial resources. Of those
resources, human resources play the most important role. For resources to be prop-
erly allocated and used optimally, they need to be effectively governed. The task of the
administrator is to balance resources, prioritize investment in the field/unit to create
a “breakthrough” in the development of the university. In the context of limited re-
sources for university activities, the administrator must have a strategy to develop re-
sources, promote the human factor, pay attention to building a team of “potential tal-
ents’, as an invaluable resource of the university.

The above requirements on quality and capacity for university administrators are
considered as some basic stokes to create a portrait of university administrators in the
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current context. In particular, the core value of the administrators is to have the cour-
age and aspiration to succeed while the basic competence of the administrator is to
be able to lead the university to adapt to the changes of the socio-economic and
scientific-technological environment. To acquire these competencies and qualities,
the administrator needs to constantly learn and practice.

3.3. Refresher training program to improve the quality
and capacity of public university administrators

i) Objectives of the refresher training program

- Program goals: To improve the capacity of the university administrators to meet
the requirements of renovating higher education in Vietnam in the context of in-
ternational integration.

- Specific objectives of the program:

1) Regarding knowledge, learners are equipped with: Common concepts used in uni-
versity governance; Basic knowledge about the system of university governance;
models of modernization; University governance mechanisms; Solutions to improve
the efficiency of the university governance; Quality and competency requirements
for administrators at different levels (university, department/staff and department/
center; subject level); Researching university management science;

2) In terms of skills, learners are trained some skills such as: skills to lead; skills to
communicate; skills to create something new; skills to take control; skills to coor-
dinate resources; skills to negotiate; skill to access to advanced foreign university
governance models...;

3) About attitudes, helping learners to: raise the professional awareness, morality and
behavior of administrators of public universities; Continuing to foster the passion
and excitement for the public university administrators; Demonstrating an objec-
tive and scientific attitude in the governance of public universities.

ii) Participants of the program

The administration staff of public universities includes Party Committee, University

Council, Board of Rectors; Chief, Deputy Dean/Training Institute; Head, Deputy Head

of Department/Center; Head, Deputy Head of Department; Other cadres and lectur-

ers in need.

iii) Program content

- Total minimum knowledge volume: 60 periods including: Theory: 15 periods;
Discussion, practice: 15 periods; Self-study: 30 periods.
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iv) Distribution of training programs

AL EeA5e Discussion Self-
No. Content of the training of Theory .
. practice study
periods
1 Concepts commonly used in university 12 3 3 6

governance

Fundamental knowledge about university
governance (elements of university go-

2 | vernance; university governance model; 20 5 5 10
mechanism of operating the university
governance model ...)

Requirements of quality and personalities

3 for university administrators 16 4 4 8
4 Scientific research on university gover- 12 3 3 6

nance
Total 60 15 15 30

v) Description of the content of the minimum required knowledge

— The commonly used concepts in university governance: governance, university gov-
ernance, university governance model, mechanism operating university governance.

- Basic knowledge about university management: Factors of university governance
(internal factors, external factors); University governance system (Higher education
system administration; internal university administration); Contents and methods
of university administration; The models of university governance in the world and
the methods of application in Vietnam (American university governance model,
British university governance model; Australian university governance model; gov-
ernance model university of Singapore); Requirements for the mechanism of oper-
ating the university governance model.

- Quality and competency requirements for university governance: Having the strong
will and aspiration to succeed; Have strategic and creative thinking; Ability to connect
and persuade others; Being able to lead the university to adapt to the changes of the
socio-economic science and technology environment; Knowledge of the law; Ability
to effectively manage resources.

- Scientific research in university governance: The need for scientific research in high-
er education in public universities; The content should focus on research in pub-
lic university governance; Organizing scientific research on university governance
in public universities; Application, transfer, and publication of research results in
university governance in public universities...
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vi) Instructions for the program implementation

- Capacity building program for public university administrators is a tool to help
public universities manage the university’s staff training.

- Based on this program, presidents of public universities take the initiative in fos-
tering capacity building for university administrators.

- The method needs to be easy to understand, giving a reasonable time for partici-
pants to research, discuss and practice by themselves.

— The form of organizing the training program should be flexible to suit all kinds of
participants.

- After each part, participants need to be evaluated seriously and objectively through
exams and essays.

4, Conclusions

We live in the context of permanent changes. All organisations that are knowledge
based ones have to follow the changes. Universities are to be the leaders among the or-
ganisations which do something more. They have to create the changes and show the
other institutions how to develop. In university governance, the administrators play an
important role. If we consider that university governance is the main factor that con-
tributes to the success of a university, then the administrators are the ones who decide
the success of all governing activities. The higher education system of our country is
undergoing fundamental changes, especially the diversification of ownership of uni-
versities, types of training as well as the requirements of employers, which has changed
how the governance of university operates. To meet the increasing demands of society,
administrators must have certain qualities and competencies. They need to be fully
fostered, following a standardized program to have those qualities and competencies.
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Administrators of public universities in Vietham
in the current and future global context

Summary: Modern organisations operate in conditions of permanent changes of global
scope. Organisations face the necessity to make transformations in many spheres of their
functioning. These include: organisational culture, work culture, employment policy, the
subjective role of employees and, what’s in the opinion of the authors the most important,
appropriate, innovative management. Governance is essential in the development of a pub-
lic university. In university governance, the administrator plays a pivotal role. If govern-
ance is the factor that contributes to the success of a university, the administrator must be
the one who takes a decisive role in the success of all governing activities. In the context
of Vietnam’s higher education system, in which fundamental changes are taking place, the
university administrators are required to possess certain qualities and competencies. They
need to be fully fostered to obtain those qualities and competencies. The authors of the ar-
ticle, on the basis of the conducted research, presented a number of guidelines and recom-
mendations relevant to the activities of current and future administrators of educational
public institutions, especially universities.

Keywords: knowledge based organisations, organisational culture, governance, adminis-
trators, competence, quality, public university
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Administratorzy publicznych uniwersytetéw w Wietnamie
w obecnym i przyszlym kontekscie globalnym

Streszczenie: Wspolczesne organizacje dzialaja w warunkach permanentnych zmian o za-
siegu globalnym. Organizacje staja przed koniecznosciag dokonywania przeobrazen w wie-
lu sferach swojego funkcjonowania. Nalezg do nich: kultura organizacyjna, kultura pracy,
polityka zatrudnienia, podmiotowa rola pracownikéw oraz, co zdaniem autoréw jest naj-
wazniejsze, odpowiednie, innowacyjne zarzadzanie. Zarzadzanie ma zasadnicze znaczenie
dla rozwoju uczelni publicznej. W zarzadzaniu uczelnig kluczowa rol¢ odgrywa admini-
strator. Jesli zarzadzanie jest czynnikiem, ktory przyczynia sie do sukcesu uczelni, to admi-
nistrator musi by¢ tym, ktory odgrywa decydujaca role w powodzeniu wszystkich dzialan
zwigzanych z zarzadzaniem. W kontekscie wietnamskiego systemu szkolnictwa wyzszego,
w ktorym zachodzg fundamentalne zmiany, od administratoréw uczelni wymaga si¢ po-
siadania okreslonych cech i kompetencji. Nalezy im w pelni sprzyja¢, aby te cechy i kom-
petencje uzyskali. Autorzy artykulu, na podstawie przeprowadzonych badan, przedstawili
szereg wskazdwek oraz rekomendacji istotnych dla dziatalno$ci obecnych i przysztych ad-
ministratoréw edukacyjnych instytucji publicznych, szczegélnie uniwersytetow.

Stowa kluczowe: organizacje oparte na wiedzy, kultura organizacyjna, zarzadzanie, admi-
nistratorzy, kompetencje, jako$¢, uniwersytet publiczny

Nha quan tri truéng dai hoc céng 1ap trong béi cadnh hién nay

Tém tat: Quén tri c6 vai tro quan trong ddi véi sy phat trién cia mot trudng dai hoc cong
l4p. Trong quan tri dai hoc, nha quan tri giti vai trd ch thé. Néu quan tri lam nén sy thanh
cong ctia mot trudng dai hoc thi nha quan tri quyét dinh su thanh cong ctia moi hoat déng
quan tri. Trong bdi cdnh hé thong gido duc dai hoc nudc ta dang c6 nhiing thay ddi co ban,
doi hoi cac nha quan tri dai hoc phai c6 nhiing phidm chét va nang luc nhat dinh. Ho can
dugc boi dusng mét cach ddy du dé c6 dugc nhiing phdm chdt va ning luc do.

T khéa: Quin tri, nha quan tri, nang luc, phdm chét, dai hoc cong lap



