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ABSTRACT: In modern educational management
theory, the ultimate goal is no longer merely the
transmission of knowledge but the development of
self-reliance in learners. Especially for Human
Resource Management — a field directly managing
"human capital™ — the requirement for adaptability
and lifelong learning skills has become vital.

The explosion of digital platforms has created a
significant gap between traditional training
programs and business reality. This research is not
simply a statistical report, but an attempt to decipher
the internal and external barriers impacting the
competency development journey of students at the
Vietnam Trade Union University.
KEYWORDS:adaptive skills, development, human
resource management major, Vietnam Trade Union
University.

I. INTRODUCTION
Entering the digital age, the boundary between a
skilled professional and an outstanding professional
no longer lies in qualifications, but in the ability to
adapt and a lifelong learning mindset. For Human
Resource Management—the "heart” of every
business's  resource  allocation—this  pressure
becomes even more pronounced as there are
significant gaps between classroom theory and
practical operation. To understand the development
trajectory of the next generation's capabilities, we
need a deeper insight into the current state of
training at key educational institutions.

Il. SOME RELATED THEORIES

Adaptability is not just about changing to
fit in, but about the ability to "reshape" oneself in
the face of change. Based on Savickas's (2005)
model, the definition of adaptability consists of four
components: Concern, Control, Curiosity, and
Confidence.

I1l. RESEARCH METHODS AND

SAMPLE CHARACTERISTICS

This study conducted a field survey with a
sample size of n = 147 students currently studying
Human Resource Management at the Vietham Trade
Union University.

Tools: A 5-point Likert questionnaire was
tested for reliability using Cronbach's Alpha (>0.7),
ensuring the collected data has high scientific value.

Analysis Model:  Exploratory  factor
analysis (EFA) was used to filter important variables,
and multiple regression was used to determine the
weighting of the factors: Environment (VM), School
(NT), and Student Self (SV).

specialized professional, legally tasked
with connecting strong collective bargaining
structures at the industry level with the operational
realities of enterprise-level  co-determination

Lifelong learning is a natural consequence
of adaptability. In educational management, lifelong
learning is considered a core competency that helps
individuals maintain a competitive advantage in a
labor market where the lifespan of knowledge is
increasingly shortened.

mechanisms.

IV. SURVEY RESULTS AND
ASSESSMENT OF THE CURRENT
SITUATION
4.1. Current Status of Employabilityand Initial

Adaptation

Statistical data on the employment situation of
Human Resource Management students in recent
years shows an impressive rate of employment
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within the first year after graduation, averaging
around 80%.

From this 80% figure, we can affirm that the
training program of the Human Resource
Management Faculty — Vietnam Trade Union
University has ensured the "minimum competency
threshold" for students to enter the labor market.
However, if we delve deeper into the analysis of job
quality, the majority of students are still at a
"passive” level of adaptation — that is, fulfilling
basic administrative and human resource tasks, and
have not yet clearly demonstrated the role of a
strategic manager capable of adapting to complex
human resource management systems. This shows
that adaptation is only at a surface level, lacking
depth in digital skills.

4.2. Assessing Satisfaction with the Environment
and Training Program

When surveying satisfaction with learning
conditions (Non-Practical Factor), the average score
for practical skills courses was only 3.2/5.0.
Meanwhile, foundational theoretical courses
achieved a score of 4.1/5.0. Regarding facilities,
over 65% of students stated that they had few
opportunities to interact with  specialized
management software during their studies.

The difference between the satisfaction score for
theory (4.1) and practice (3.2) reflects a "bottleneck”
in educational management: the training program is
still being "theoretically focused.” Students master
labor law and management principles but are
confused when operating software or resolving real-
world conflicts. The lack of a digital practice
environment hinders students' ability to adapt to the
digital age right from within the school.

4.3. Analysis of Influencing Factors through
Regression Model

This is the most important result of the study,
forming the foundation for all policy proposals. The
regression results yield the following standardized
Beta coefficients:

External Environment Factor (VM): Beta coefficient
=1.705 (p < 0.05).

Student's Own Factor (SV): Beta coefficient = -
0.670 (p < 0.05).

School and Faculty Factor (NT): Beta coefficient = -
0.395 (p < 0.05).

Interpretation and assessment:

Regarding the Environment factor (1.705): This is
the only positive coefficient and has a very large
value. This shows that pressure from the 4.0 labor
market and technological development is a powerful
driving force for students to adapt. Students feel

"afraid" of falling behind, and this fear forces them
to self-learn.

Regarding the Student's Self factor (-0.670): This
negative coefficient is a serious warning. It reflects
that students' passive mindset, rote learning habits,
and lack of personal goals are the biggest obstacles.
This data shows that no matter how strongly the
external environment motivates them, if students do
not change their mindset internally, their
adaptability cannot be developed.

Regarding the School factor (-0.395): This negative
coefficient indicates that the current management
system and teaching methods have not kept pace
with the changing reality. Instead of being a support
system, outdated teaching content inadvertently
becomes a barrier to students' flexibility.

From the above data, we see a contrasting picture:
Students are aware of the importance of the digital
age (high VM), but are stuck in individual passivity
(negative SV) and systemic lag (negative NT).
Additional survey data shows that only about 25%
of students regularly seek out online courses
(Coursera, Udemy, LinkedIn Learning) to improve
their skills. This demonstrates that “lifelong learning
capacity" here is still in its infancy, mainly based on
spontaneity rather than systematic guidance from
educational administrators.

V. PROPOSED SOLUTIONS FROM AN
EDUCATIONAL MANAGEMENT
PERSPECTIVE
- Breakthrough solutions in Strategy and
Management (Macro level): Based on the
environmental impact coefficient (1.705), the school
needs to transform "external pressure” into “internal

motivation".

A standard 4.0 output competency framework
should be developed, in which digital literacy and
adaptability are mandatory criteria. "Career advisory
councils" should be established with the
participation of Chief Human Resources Officers
(CHROs) from businesses to reassess the
practicality of training programs annually.

- Group of solutions regarding Academic
Conditions and Environment (Medium Level):
Based on low satisfaction level with practice (3.2)
and school coefficient (-0.395).

Investment should be made in a "Digital Human.
Resource Management Lab". Here, students should
not only learn theory but also be provided with
accounts to practice on real HRM software. At the
same time, the teaching staff needs to be
standardized through "Lecturer internship programs"
to update practical knowledge and avoid teaching
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outdated knowledge.

- Solutions for Professional Skills and Internal
Capacity Activation (Micro-level): Based on the
negative self-assessment coefficient of students (-
0.670) and low self-learning rate (25%).

i. Innovate teaching methods: Apply the Project-
based Learning model. Instead of taking theoretical
exams, students must develop recruitment proposals
or solve a specific HR situation of a struggling
business.

ii. Build a culture of lifelong learning: The Faculty
should organize workshops sharing "Effective Self-
Learning Methods” and create professional clubs
such as the "HR Tech Club".

iii. Mentoring System: Each student from their
second year onwards should have a mentor (possibly
a lecturer or a successful alumni) to guide their
personalized learning path, helping students
overcome passivity.
CONCLUSIONS
ANDRECOMMENDATIONS

The study provided strong empirical
evidence for the need to change the training
management model at the Faculty of Human
Resources Management — Vietnam Trade Union
University. The statistics (Beta VM = 1.705; Beta
SV = -0.670) are not just dry data, but a voice
reflecting the urgent need for profound reform.

The university needs to bravely cut out
outdated training content, increase the "technology
content” in each course, and most importantly,
inspire self-learning in students. Only when students
are proactive (transforming the student coefficient
from negative to positive) can they truly adapt and
succeed in a volatile future.
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