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ABSTRACT

The competency of student affairs staff is an important factor for the effectiveness of higher
education. The relationship between competence and employee performance has been found
in many previous studies in areas outside of education. To add to the evidence of previous
studies on the relationship between competence and work performance, to enrich the research
literature, this study tests hypothesis about relationship between competency factors and job
performance of student affairs staff in Vietnamese universities. This study was conducted
through a cross-sectional survey using a purposive sampling technique (n = 200). Multivariable
linear regression analysis technique was applied to prove the proposed hypotheses. Research
results show that 6 / 11 research hypotheses are accepted. The factors including budget and
fiscal management, student affairs as a profession, career development within student affairs,
diversity, communication, management & administration have a positive and significant
impact on the task performance of student affairs staff. The results of this study show that
universities in Vietnam need to change their policies on capacity building in student affairs in
the near future to match their core competencies.

INTRODUCTION

Since the Vietnamese Government accepted the existence of a private university
system from 1988 until now, the number of universities have been growing.
Vietnam currently has 237 universities, including 172 public universities, 60
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private universities, 5 universities with 100% capital owned by foreigners with
2 million students. The competition for high-quality human resources between
public and private universities is fierce in response to the current need to
improve the quality of higher education in Vietnam (Hung & Dung, 2020).
Student affairs in the university is an important issue, encompassing all aspects
of education, administration, and service activities to help students develop
holistically. In 2007, the Vietnamese Ministry of Education and Training
defines student work as one of the key activities contributing to realizing the
goal of education and training Vietnamese people to develop comprehensively
in morality, intelligence, health, aesthetics, and professional (Vietham Ministry
of Education and Training, 2007).

Since 2007, the Vietnam Ministry of Education and Training has stipulated that
the basic task of student affairs staff is to plan and organize the implementation
of socio-political, cultural, and sports activities for students in university,
student orientation; coordinate in the assessment, emulation, commendation,
discipline students, and implement student support policies (Vietnam Ministry
of Education and Training, 2007). However, previous studies have found that
student affairs in Vietnam in recent years is still heavily political, under the
control of the Communist Party of Vietnam. In addition, the competence of
student affairs staff has not yet met the requirements of supporting students in
the changing economic, social, and technological conditions (Hung & Dung,
2020).

However, currently in this country, student affairs is increasingly demanding in
terms of competence due to new contexts such as new technologies, changing
student demographics, requirements for greater accountability, concerns about
the growing cost of higher education, and criticism of the ethical environment
on campus. Higher education institutions are also affected by social and political
issues, including multiculturalism, individual responsibility, and equal
opportunity (Jankowski, & Makela, 2010).

In higher education, student affairs have the benefits of a seamless connection
between in- and out-of-classroom experiences enhanced co-curricular
experiences, support, and holistic development students, increasing student
resources and support leading to academic and personal success, increasing
satisfaction with the overall university experience (Mandew, 2014; Boyd, Liu,
& Horissian, 2020). Student affairs staffs have to assist students in positioning
their success as an institutional priority (Kuh, 2011), supporting fresh students
on how to make effective use of institutional resources (Kuh, Kinzie, Schuh, &
Whitt, 2010), collaborate with various institutional stakeholders to scale impact
programs or practices (Kuh, O’Donnel, & Reed, 2013), establishing and
monitoring early warning systems and safety nets to support students when they
need help, connecting experiences in and out of the classroom (Madiba, 2014).
The decline in academic performance and the increase in violence in the student
society are demanding research on the comparative of student staffs (Hung &
Dung, 2020).

Faced with the fact that student affairs in universities are often weak in efforts
to develop (Schuh, & Upcraft, 1998; Kuh, & Banta, 2000), because the
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connections established at university are transformative and life-changing to
student problems and academic support services can make all the difference in
students dropping out or failing to study (Bettinger, & Baker, 2014; Hoyt,
2021), and therefore to study the competitiveness and performance of the
student affairs staff is necessary to develop an appropriate human resource
policy because the workforce is the greatest asset to any organization (Ellis,
2005), therefore the use of competency systems to evaluate, reward and promote
employees have become popular, including student affairs staffs (Levenson,
Van der Stede, & Cohen, 2006).

More and more competencies are discovered in the research of human resource
development of organizations (Dario Russo, 2016). However, each competency
must be linked and possibly linked to specific processes that have an important
impact on overall quality improvement (Dario Russo, 2016). Performance
measurement studies focus on tools and procedures that can improve
organizational performance and dynamism (Micheli &Mari, 2013). The concept
of competence can be studied at various levels from the individual level to the
organization level, the macro-level (context and environment), and micro-level
(individual) (Morgan, 1998). At the micro-level, where competence is
individual-specific and competency development is defined as the development
of an individual's knowledge, skills, and attitudes. Competence can be defined
at the medium level referring to small organizations and systems (Simister &
Smith, 2010). Incompetence leads to underperformance because capacity is a
necessary condition for performance (UNDP, 2008). However, not every
capacity development necessarily improves performance, therefore it will not
be sufficient to measure the performance of an individual or organization to
evaluate a capacity development intervention (Fukuda-Parr, 2002).

Many studies have found evidence of a link between competence and
performance in a variety of occupations such as traffic managers (Dirnberger &
Barkan, 2007; Martland, Little, Kwon, & Dontula, 1992; Logan, 2006), health
care worker (Crutcher, 2008; van de Geer, Veeger, Groot, Zock, Leget, Prins,
& Vissers, 2018). In particular, many studies in education such as ability and
learning outcomes of students (Doss, Zaber, Master, Gates, & Hamilton, 2022;
Niu, & Tienda, 2010; Hillman, Tandberg, & Fryar, 2015; Hillman, Tandberg,
& Fryar, 2015; Lee & Reeves, 2012), capacity and teaching results of teachers
(Steinberg & Garrett, 2016; Borko, Wolf, Simone, & Uchiyama, 2003),
relationship between students' ability and career choice (Grissom, Mitani &
Blissett, 2017), school leadership (Grissom, Blissett, & Mitani, 2018),
developing teacher policy (Fuller, Noel, & Malouf, 1985; Raudenbush,
Eamsukkawat, Di-lIbor, Kamali, & Taoklam, 1993). Due to the absence of
studies on the competence and work performance of student afairs staff and the
fact that student affairs in Vietnam is still a gray picture that needs to be
explained, it is necessary to research to find out the causes. This study aims to
fill the theoretical gap on staff competence and explore evidence on the
relationship between competence and performance of student affairs staff in
Vietnam.
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LITERATURE REVIEWS
Staff Competency

There are different views on staff competence. It equates to performance, which
is the ability to perform nursing tasks, and second, competence as a
"psychological construct” (Miller, Hoggan, Pringle, & West, 1988).
Competence is the ability to perform in effective ways in different situations
including in different and unexpected contexts (Graham, 2005). An individual
is described as competent if he or she can meet or exceed the prevailing standard
of adequacy for a particular activity. Although competence is not synonymous
with excellence, it implies a level of proficiency that has been assessed as
sufficient for the purpose of the activity in question (Trett & David, 1975).

Staff competence is the possession of knowledge, skills, techniques, and
communication, and the ability to solve problems through the use of judgment,
which is the ability to successfully perform a task, action, or specific function
(Norman, 1985; Verma, 2006), the interpersonal application of knowledge and
skills, decision making, and expected action (Gaberson et.al.,2003: Sechrist,
Valentine, & Berlin, 2006), handle what is available (Potter, 2004), innovation,
flexible new ideas to improve a product or service with improved features
(Szeto, 2000). The competencies describe what is needed to succeed in an
organization beyond a particular job. Thus, competence is characteristic of a
person but not a job (Hecht, 2008), includes knowledge, know-how, and
behavior. It is an elusive concept, a process, and an outcome that exists for the
purpose of performing a certain action or enabling the realization of "the ability
to fulfill stated objectives" (Goodman, 1998). Competence can be acquired
through talent, experience, or training (Barr, 1998).

Job Performance

There are different opinions about jod performance of staff. It is reflected in the
skills and competencies needed to enhance the end results for their organizations
(Rida-E-Fiza, Syeda & Farooq, Muhammad & Mirza, Faria & Ud-Din, Shamas,
2015), firmly defined through multi-purpose competencies such as people,
technology, organization, and institutional levels (Pfeffer, 1998), based on
employees' abilities, their loyalty, satisfaction, training, and skills (Marginson
et al. (2013). Staff performance focused on the strategic goals of their
organization (Kaplan & Norton, 2000). The level of competence of staff is
positively related to their performance, and the quality of communication
between leaders and members will moderates the relationship between
competence and performance (Kim & Hong, 2005).

Job performance of staff is the output of a process (Boyne, 2002; Andrew et al.,
2010; Brewer & Walker, 2013; Walker et al., 2011; Atwater et al., 1998; Brewer
& Selden, 2000; Delery & Shaw, 2001), influenced by the individual
employee's ability, understanding of the task, environment, and motivation
(Mitchell, 1982), feel pressured to act effectively (Janice Johnson Dias &
Steven Maynard-Moody, 2007), a personal contribution to the accomplishment
of the organization's public mission (Boyne, 2002; Jgrgensen & Bozeman,
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2007), appropriate thinking and acting, responsiveness, fairness, accountability,
reliability (Jgrgensen & Bozeman, 2007). Measuring employee performance
can create a positive or negative psychological experience, so it can either
promote good results in terms of employee performance or undermine it
indirectly (Micheli & Mari, 2013). It is the basis for aligning policies and
organizations, thereby saving time and increasing the probability of identifying
an appropriate alternative (Toderas & Stavaru, 2015).

The Relationship Between Competence and Job Performance of Staff

Many studies show that there is a positive relationship between competence and
employee performance in many areas such as traffic manager (Dirnberger &
Barkan, 2007;Martland, Little, Kwon, & Dontula, 1992; Logan, 2006), health
care worker (Crutcher, 2008; van de Geer, Veeger, Groot, Zock, Leget, Prins,
& Vissers, K. (2018). In the field of education, many studies have found this
connection as well as student learning (Doss, Zaber, Master, Gates, & Hamilton,
2022; Niu, & Tienda, 2010; Hillman, Tandberg, & Fryar, 2015; Hillman,
Tandberg, & Fryar, 2015; Lee & Reeves, 2012), university lecturer (Steinberg
& Garrett, 2016; Borko, Wolf, Simone, & Uchiyama, 2003).

The link between competence and performance allows to support the investment
of time and money in the development of employees, to enhance their capacity
to achieve greater personal effectiveness (Kolibacova & Gabriela, 2014),
develop their capabilities, improve performance and distribute rewards
(Fletcher, 2001), provide feedback to employees on their performance, facilitate
decisions regarding salary increases, promotions, encourage performance
improvement; set and measure goals; identify personal and organizational
development (Grote, 2002), building models and evaluation methods to increase
service quality (Toderas & Stavaru, 2015).

HYPOTHESES
The following theories have been made based on the above research documents:

H1. The budget and fiscal management factor have a positive and significant
relationship with students affairs staff performance.

H2. The assessment factor have a positive and significant relationship with
students affairs staff performance.

H3. The technology factor have a positive and significant relationship with
students affairs staff performance.

H4. The student affairs as a profession factor have a positive and significant
relationship with students affairs staff performance.

H5. The leadership factor have a a positive and significant relationship staff
performance with students affairs staff performance.

H6. The career development within student affairs factor has a positive and
significant relationship with students affairs staff performance.

H7. The diversity factor have a positive and significant relationship whith
students affairs staff performance.

H8. The communication factor have a positive and significant relationship with
students affairs staff performance.
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H9. The management & administration factor have a positive and significant
relationship with students affairs staff performance.

H10. The perspective knowledge of students factor have a positive and
significant relationship with students affairs staff performance.

H11. The legal and ethical issues factor have a positive and meaningful
relationship with students affairs staff performance.

The authors have developed a research model based on the literature review, as
illustrated in Figure 1 below:

Figure 1
The Research Model

Budget and Fiscal
Management (BFM)

Assessment

Technology

Student Affairs as a
Profession (SAP)

Leadership

Career Development within

Student Affairs (CDSA)

Task
performance

Diversity

Communication

Management & Administration
(MA)

Knowledge of Students from
Student Affairs Perspective
(KSSP)

Legal and Ethical Issues
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RESEARCH METHOD
Surveyed Area

The study was carried out in Hanoi and Ho Chi Minh City in September 2021.
The headquarters of most universities in Vietnam are mainly located here.
Participating in the survey were full-time student affairs staff.

RESEARCH SAMPLES AND METHODS
To conduct this study, the authors conducted a preliminary and formalized
survey to collect the participants' opinions.

Preliminary Investigation

The research team uses a qualitative method by in-depth interviews with
psychological and education researchers to adjust the research scale and to
better the questionnaire in such a way to suit the characteristics of the survey
area. Based on the results from the literature review and their comments, the
questionnaire is designed with two parts, in which part 1 collects information
about the participants’ demographics such as ages, genders, education levels,
and occupation whereas part 2 gathers core competencies of student affairs staff
and their performance. Core competencies of student staff include the following
factors: Budget and Fiscal Management (3 items); Assessment (6 items);
Technology (3 items); Student Affairs as a Profession (4 items); Leadership (4
items); Career Development within Student Affairs (5 items); Diversity ( 4
items); Communication ( 3 items); Management & Administration ( 4 items);
Knowledge of Students from Student Affairs Perspective ( 3 items); Legal and
Ethical Issues (3 items). Collect information about student work staff
performance by using a partial editing questionnaire built by Ramos, Pedro,
Juan Ramén, Elena, & Linda (2019), includes 5 items. A 5-point Likert scale is
applied: (1) Strongly disagree; (2) Disagree; (3) Neither agree nor disagree; (4)
Agree; (5) Strongly agree (Jebb, Ng, & Tay, 2021).

Two professional translators translated the English questionnaire was translate
into Vietnamese. The translation was carried out under specific rules to adapt to
various Vietnamese cultures. A single Vietnamese version was created after
significant discussion and a final consensus. A bilingual professional education
expert contributed his ideas to this version to generate a final one. Then, it was
pre-tested on 40 participants selected to be demographically representative of
ages, genders, education levels, and occupations. During the assessment period,
they were instructed to complete this final version. Following that, minor
tweaks were made to perfect the questions and make them easier to understand.
Finally, it was used for the official survey.

Official Investigation
A selection of full-time university student affairs staff participated in the study.
The questionnaire was directly sent to them by the non-random sampling

method. As a result, 200 answer sheets are valid (100%). Table 1 below shows
their demographic statistics (Table 1).
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Table 1. Demographic characteristics of survey participants

PJAEE, 19 (1) (2022)

Education
Bachelor MA PhD
Count Row N % Count Row N % Count Row N
%
Gender Female 31 35.2% 26 29.5% 31 35.2%
Male 42 37.5% 29 25.9% 41 36.6%
Age 25-30 years 13 31.7% 6 14.6% 22 53.7%
31-35 years 10 34.5% 11 37.9% 8 27.6%
36-40 years 12 48.0% 10 40.0% 3 12.0%
41-45 years 16 41.0% 7 17.9% 16 41.0%
46-50 years 11 36.7% 26.7% 11 36.7%
above 50 years 11 30.6% 13 36.1% 12 33.3%
University_level Local_university 28 41.8% 15 22.4% 24 35.8%
National_university 24 31.2% 22 28.6% 31 40.3%
Regional_university 21 37.5% 18 32.1% 17 30.4%
Type_of university | International _university 21 34.4% 18 29.5% 22 36.1%
Private_university 26 36.6% 20 28.2% 25 35.2%
Public_universities 26 38.2% 17 25.0% 25 36.8%
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RESEARCH RESULTS

The R Programming language is used to analyze the reliability of the scales, the
exploratory factors, correlation, linear regression. Its results suggest removing
and merging some observed variables, helping the scale evaluate concepts more
accurately.

Analyzing the Reliability of the Scales

The testing of the scales through Cronbach's Alpha reliability coefficient to
identify and eliminate junk variables avoid creating misleading factors when
analyzing exploratory factor analysis. Cronbach's Alpha coefficient has a
variable value in the interval [0,1]. If a measured variable has a corrected item-
total correlation coefficient of 0.3, then that variable meets the requirements
(Cronbach, 1951; Taber, 2018). The verification criterion is that the Cronbach's
Alpha coefficient must be greater than 0.6 and the correlation coefficient of the
total variance in each items must be greater than 0.3. (Hair, Black, Babin, &
Anderson, 2010). Table 2 shows that the items of the factors all meet the
standards. Therefore, all the items of the factors are reliable and used for
subsequent factor analysis.

Table 2
Summary of Reliability and Relative Minimum Variables of Scales

Scales Number of | Reliability The correlation
variables coefficients | coefficient of the
observed (Cronbach smallest total

Alpha) variable

BFM 3 0.698 0.471

Assessment 6 0.818 0.509

Technology 3 0.723 0.522

SAP 4 0.796 0.588

Leadership 4 0.790 0.583

CDSA 5 0.813 0.546

Diversity 4 0.793 0.586

Communication 3 0.684 0.467

MA 4 0.772 0.535

KSSP 3 0.717 0.523

LEI 3 0.758 0.556

Task performance |5 0.792 0.537

After testing Cronbach's Alpha, the author conducted Exploratory Factor
Analysis (EFA) to preliminary evaluate the unidirectional, convergent, and
discriminant values of the items. EFA was used by extracting the Principal
Components Analysis Factor and Varimax Rotation to group factors. With a
sample size of 200, the factor loading factors of the observed variables must be
greater than 0.5; variables converge on the same factor and are distinguished
from other factors. In addition, the Kaiser-Meyer-Olkin coefficient (KMO) is
an index used to consider the suitability of factor analysis, it must be in the range
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0.5 < KMO < 1 (Cerny & Kaiser, 1977; Kaiser,1974; Snedecor, George,
Cochran & William, 1989).

The analysis results in Table 3 show that all factor loading coefficients of the
observed variables are greater than 0,5; Bartlett test with meaning Sig. = 0.000
with KMO coefficient = 0.879. All 47 items using EFA were extracted into 12
factors with Eigenvalues > 1 and Cumulative variance percent = 63.259%. Thus,
the research model consisting of 11 independent variables and 1 dependent
variable is used for multivariable linear regression analysis to test the proposed
hypothesis.

Table 3. Exploratory factor analysis
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Mean item complexity = 1.8

Test of the hypothesis that 12 components are sufficient.

The root mean square of the residuals (RMSR) is 0.04 with the empirical chi square 687.26 with prob <
0.0018

Fit based upon off diagonal values = 0.98

Kaiser-Meyer-0Olkin Measure of Sampling Adequacy (KMO)=0.879

Bartlett's Test of Sphericity Approx (Chi-Square =3787.806; df = 1081; Sig=0.000)

Initial Eigenvalues = 1.077; Total Variance Explained =63.259

Pearson Correlation Analysis

Pearson correlation analysis to analyze the correlation between quantitative
variables in the research model. Figure 2 shows that, with 95% confidence, the
correlation coefficient shows that the relationship between the dependent
variable and the independent variable is statistically significant (Sig. < 0.05).
The magnitude of the correlation coefficients ensures that the variables are used
to analyze the multiple linear regression in the next step.

Figure 2
Pearson correlation analysis results

TITTTTT
3,

1358

Linear Regression Analysis and Moderation Regression

Table 4 (modell) shows the results of multivariable linear regression analysis
on the relationship between 11 independent variables (BFM, Assessment,
Technology, SAP, Leadership, CDSA , Diversity , Communication, MA, KSSP,
LEI) and the dependent variable (Task_performance) with the coefficient of
determination R? = 0.422 , F-test is statistically significant (p.value =0.00).
However, there are 5 variables excluded from the research model because it is
not statistically significant (p.value>0.05). Table 4 (model2) shows the results
of multivariable linear regression analysis on the relationship between 6
independent variables (BFM, SAP, CDSA, Diversity, Communication, MA)
and 1 dependent variable (Task performance) with the coefficient of
determination R? = 0.413, F-test is statistically significant (p.value =0.00).
Based on the coefficient of determination R? of modell and model2 (R? of
model 2 > R? of modell), so that model 2 was chosen to analyze the research
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results. Model2 with R? = 0.413 shows that the linear regression model is built
in accordance with the research data set = 0.413 %. It means that all 6 variables
independent in model2 are affected by the independent variable statistically

significant.

Table 4

The results of multiple linear regression analysis

Assessment

Technology

SAP

Leadership

CDSA

Diversity

Communication

KSSP

LET

Constant

Observations

R2

Adjusted R2
Residual Std. Error

Dependent variable:

Task performance

(modell) (model?2)
0.124*%* 0.125*%*
(0.053) (0.050)
-0.068
(0.060)

0.030
(0.057)

0.160*** 0.1l6o***
(0.059) (0.050)
0.072
(0.062)

0.135*%* 0.119%*
(0.065) (0.061)
0.136*%* 0.152*%*
(0.063) (0.060)
0.118** 0.124%%
(0.059) (0.050)
0.138*%* 0.152*%*
(0.064) (0.062)
0.029
(0.061)

-0.039
(0.056)

0.522*%* 0.511*%*
(0.239) (0.224)
200 200
0.422 0.413
0.388 0.395
0.575 (df = 188) 0.572 (df = 193)
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F Statistic 12.456*** (df = 11; 188) 22.615*** (df = 6;
193)

Note: *p<0.1; **p<0.05;
***p<0.01

DISCUSSION AND CONCLUSIONS

Table 4 (modell) shows that, with 95% confidence, the rejected hypotheses
include (H2, H3, H5, H10 and H11) because no statistical significance (p.value
> 0.05). The remaining hypotheses accepted include H1: The budget and fiscal
management factor have a positive and significant relationship with staff
performance with the regression coefficient f = 0.125, 95% confidence interval
(p.value =0.01). H4: The student affairs as a profession factor have a positive
and significant relationship with staff performance (p =0.166; p.value = 0.00).
H6: The career development within student affairs factor has a positive and
significant relationship with staff performance (p =0.119, p.value =0.01). H7:
The diversity factor has a positive and significant relationship staff performance
(B = 0.152, p.value =0.01). H8: The communication factor has a positive and
significant relationship with staff performance (B = 0.124, p.value =0.01), and
H9: The management & administration factor have a positive and significant
relationship with staff performance (B = 0.152, p.value =0.01).

Firstly, Table 4 (model2) shows that the factor budget and fiscal management
have a positive and significant relationship with task performance with the
regression coefficient f = 0.125 and 95% confidence interval (p.value = 0.01).
These results demonstrate that in the Vietnamese context, the student affairs
staff's understanding of fiscal policies and procedures, the preparation and
interpretation of financial statements, and analysis and management Budget has
a positive and significant relationship with employee performance as mentioned
in previous studies (Mitchell, Simmons, & Greyerbiel, 2014; Aguirre &
Martinez; 2006; Lori & Barbara, 2010).

Secondly, Table 4 (moddel2) shows that in the Vietnamese context, student
affairs as a professional competency factor has a positive and significant
relationship with task performance (B = 0.166, p.value =0.00). This result is
similar to that found by Long (2012) that student affairs staff understand the
history, values, and philosophies of the profession, and stay abreast of current
trends in the field that will positively impact their performance. Their
recognition of the unique culture and political environment in student affairs,
and the building of partnerships with other parts of the university, especially
with the academic department, has had a positive impact and implications for
their performance (Karkouti, 2015; Long, 2012).

Thirdly. Table 4 (model2) show that the career development within student
affairs factor have a positive and significant impact on task performance of
student affairs (B = 0.119, p.value = 0.01). This result proves that in the
Vietnamese context, the ability of student affairs staff to engage in networking
and mentoring relationships, maintain links with professional organizations,
take advantage of opportunities to develop careers, write articles or speak at
professional conferences, maintain a working knowledge of institutional
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practices, procedures and requirements, and the political environment has a
positive and significant impact on their work performance (Dan Bureau, 2017).
Fourthly. Table 4 (model2) show that diversity factor has a positive and
significant impact on task performance of student affairs (B = 0.152, p.value
=0.01). These results demonstrate that in the Vietnamese context, it is important
for student affairs staff to maintain cross-cultural awareness, contribute to a
respectful and inclusive campus environment, and work effectively with other
students. from all backgrounds, helping students cultivate an appreciation of
how difference has a positive impact on their work performance (Marine, 2011,
Haring-Smith, 2012; Karkouti, 2015; Marine, 2011; Pope et al, 2009; Mitchell,
Simmons, & Greyerbiel, 2014; Aguirre & Martinez; 2006, Antonio & Clarke,
2011).

Fifthly. Table 4 show that communication factor has a positive and significant
impact on task performance of student affairs (f = 0.124, p.value =0.01). These
results demonstrate that in the Vietnamese context, the effective communication
of student affairs staff both in face-to-face and in group environments, creating
well-informed written communications has a positive impact on their work
performance (Kathleen Manning & Patrice Coleman-Boatwright, 1991,
Calhoun & Green, 2015).

Sixthly. Table 4 (model2) show that management & administration factor have
a positive and significant impact on task performance of student affairs (p =
0.152, p.value =0.01). These results show that in the Vietnamese context,
student affairs staff understand institutional and departmental priorities and
incorporate them into departmental activities, engage in long-term planning and
strategies, become familiar with crisis management processes and crisis
preparedness, identify and respond appropriately to risk management issues
related to the positive impact department and their implications with their work
capacity (Naqvi, Fiaz, Batool, & Fareed, 2012; Naqvi et al.2011).

Seventhly. Research results have not found evidence of the impact of
assessment, technology, leadership, knowledge of students from a student
affairs perspective, legal and ethical issues on the work performance of student
affairs staff in Vietnam. There are many reasons, including that the student
assessment function belongs mainly to the professional council without the role
of student affairs staff (Ministry of Education and Training, 2021). The nature
of student affairs in Vietnam is mainly to propagate the policy of the Communist
Party of Vietnam (Ministry of Education and Training, 2016). The fact that the
research results do not find evidence of a link between technology competence
and leadership competence of student affairs staff in relation to their work
performance. This shows the truth that universities in Vietnam give high priority
to training staff and others such as academic support staff, librarians, laboratory
support staff. Meanwhile, student affairs staff often receive little support to
improve their technology and leadership capabilities (Le & Nguyen, 2019).

Finally. The above results imply that universities in Vietnam need to have a
broader and more complete approach to the competencies of student staff (Chen,
2005; Toderas & Stavaru, 2015). Due to the lack of many necessary
competencies of student staff, universities in Vietnam need to focus on building
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the capacity of student affairs staff to respond to the fast-paced requirements of
science and technology, increasing the capacity of student affairs staff in the
organization (Bogathy, 2007), consider methods of analyzing student affairs
officers’ capacity building interventions carefully (DeCorby et al.,2018;
Yamoah, Emmanuel, 2013). Universities in Vietnam need to continually
improve their recruitment and selection practices for student affairs staff
through a focus on required competencies (Sparrow, 1995; Meera Singh, 2012).
Higher education administrators in Vietnam should develop a competency
framework and assessment systems of student affairs staff based on it so that
they can better understand their potential career growth, strengthen their
commitment to the organization further (Sparrow, 1995).

LIMITATIONS

As with other empirical studies, there are limitations to this study that should be
considered when discussing the results. Our survey method, it reflects the
subjective perception of the respondents towards the questions being
investigated. Subjective data has some inherent disadvantages that are hard to
avoid in surveys (Pakpour, Gellert, Asefzadeh, Updegraff, Molloy, & Sniehotta,
2016). Our data is collected over a single period of time so there are certain
limitations in the analysis and evaluation of the results (Xin & Zhanyou, 2019).
Future research should combine cross-sectional and longitudinal studies. The
purposeful sampling method has certain limitations and does not fully reflect
population characteristics (Lin et al., 2016; Strong et al., 2018). Our survey was
conducted in the cultural context of Vietnam and therefore more general
statements are needed to apply the development research model and research
conclusions to other countries, and other cultures. (Sun et al., 2012). .
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