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II1. NOi dung cau héi thi

PHAN 1: THI TRAC NGHIEM: 20 cau; 0.25d/ cau (5 diém)
Do dac thu chwong trinh nén cau héi dwgec soan song ngit.

1. Which of the following is NOT a reason for managers to plan?

Piéu nao sau diy KHONG phai la Iy do dé cac nha quan tri hoach dinh?

A. To establish responsibility for mistakes/ Bé xac dinh trach nhiém cho nhiing sai lam
B. To give direction to an organization/ dé dua ra dinh huéng cho mét to chirc

C. To deal with change/ dé d6i ph6 véi su thay ddi

D. To establish goals/ dé thiét lap muc tiéu

Answer: A

2. Managers who fail to plan may

Cac nha quan tri that bai trong viéc hoach dinh cé thé vi

A. Be adversely affected by change/ bi anh huéng bat 1gi boi su thay d6i
B. Take advantage of change/ tin dung su thay doi

C. Stimulate change/ kich thich sy thay d6i

D. Be positively affected by change/ bi anh huong tich cuc bdi su thay doi

Answer: A

3. Which of the following best defines plans?

Piéu nao sau diy dinh nghia ké hoach chinh x4c nhit?

A. Documents that describe how goals will be met/ cac tai liéu mo ta cach thirc dé dat duoc
cac muc tiéu

B. Documents that identify company problems/ céc tai liéu x4c dinh cac van dé cta cong ty
C. Documents that define goals/ cac tai li¢u xac dinh muc tiéu

D. Documents that identify how goals from the past were met/ cac tai liéu xac dinh céach dat
dugc cac muc ti€u trong qué khur

Answer: A

4. In management by objectives (MBO), goals

Trong quan tri theo muc tiéu (MBO), cac muc tiéu

A. Are jointly determined by employees and managers/. Do nhan vién va nha quan tri cung
xac dinh

B. Must be easily accomplished/ Phai d& dang hoan thanh

C. Are determined by top management/ Puoc x4c dinh béi 1anh dao cip cao

D. Are developed by employees/ Pugc phat trién bai nhan vién

Answer: A



5. All of the following are part of the process of organizational design EXCEPT /
Téat ca nhirng diéu sau 12 mét phan cia qua trinh thiét ké té chirc NGOAI TRU

A. Determining goals for the organization/ Xac dinh cac muc tiéu cua t chirc

B. Deciding how specialized jobs should be/ quyét dinh mirc d6 chuyén mén hoa nén cé cua
cac cong viéc

C. Determining rules for employee behavior/ quyét dinh quy tic hanh vi ctia nhan vién

D. Determining the level at which decisions are made/ quyét dinh mirc d6 ra quyét dinh
Answer: A

6. Which of the following is synonymous with work specialization?
Diéu nao sau diy dong nghia v6i chuyén mén héa cong viéc?

A) Division of labor/ phan cong lao dong

B) Job discrimination/ phan biét d6i xir trong céng viée

C) Chain of command/ chudi ménh Iénh

D) Job preference/ su uva chudng cong viéc

Answer: A

7. In alearning organization, it is important that all employees

Trong mét té chirc hoc tap, diéu quan trong la tat ca nhan vién .
A. Share the same vision for the organization/ ¢6 chung tam nhin véi t6 chirc
B. Collaborate/ hop tac

C. Study each night/ hoc mdi dém

D. Have a strong sense of leadership./ c6 y thitc 1anh dao manh mé

Answer A

8. A(n) organization has a high degree of specialization, formalization, and
centralization.

Mot to chirc c6 mirc d) chuyén mon ho4, chinh thirc va tap trung cao.

A. Mechanistic/ co hoc

B. Organic/ hitu co

C. Horizontal/ theo chiéu ngang
D. Learning/ hoc tap

Answer: A
9. Human resource management is concerned with competent employees.
Quan ly nguon nhan lyc quan tam dén nhan vién c6 nang luc.

A. Obtaining, training, motivating, and retaining / tuyén dung, dao tao, tao dong luc, giit
chan

B. Obtaining/ tuyén dung

C. Obtaining, training, and motivating/ tuyén dung, dao tao, tao dong luc

D. Training and keeping/ dao tao va duy tri

Answer: A



10. For the most part, are involved in HR decisions within their own
department or unit.

Phin I6n, tham gia vio cic quyét dinh nhan sw trong bd phén hoiic don vi ciia
ho.

A. All managers/ tat ca nha quan ly

B. Very few managers/ rat it nha quan 1y

C. Some managers/ mot vai nha quan ly

D. Most managers/ hau hét nha quan 1y

Answer: A

11. This is the goal of employment planning.

Piy la muc tiéu cia viée 1ap ké hoach nhan sy

A) Selecting competent employees/ lya chon nhan vién ¢6 nang luc

B) Obtaining competent employees with up-to-date skills/ tuyén dugc nhitng nhan vién c6
nang lyc voi cac k§ nang cap nhat

C) Obtaining competent and high-performing employees/ tuyén dugc nhitng nhan vién co
nang luc va hi¢u suit cao

D) Selecting high-performing employees only/chi Iya chon nhitng nhan vién c6 hiéu suét cao
Answer: A

12. Recruitment is the process of

Tuyén dung la qua trinh .

A. Locating, identifying, and attracting potential employees/ dinh vi, x4c dinh va thu hut
nhan vién tiém nang

B. Hiring from outside the organization/ thué tir bén ngoai to chirc

C. Assessing the national, international, and local labor market/ danh gia thi truong lao dong
trong nudc, qudc té va dia phuong

D. Hiring from inside the organization/ thué tir bén trong to chirc

Answer: A

13. Leaders are

Nha lanh dao 1a .

A) Individual people, while leadership is a process/ con nguoi, co thudc tinh ca nhan, trong
khi d6 viéc 1anh dao 1a mot qua trinh.

B) The first step in the leadership process/ budc dau tién trong qué trinh lanh dao

C) Individual people who study the leadership process./ nhirng ca nhan nghién ctru qua trinh
lanh dao.

D) The final step in the leadership process./ budc cudi cliing trong quy trinh linh dao.
Answer: A



14. Your boss has total control over hiring, firing, and promotions in your department.
According to Fiedler’s ratings of the S|tuat|on your boss has

Sep ban c6 toan quyen trong viéc tuyen dung, sa thal & thang chirc trong phong ban
cua ban. Theo danh gia tlnh huong cua Fiedler thi sep ban co

A. High position power/ quyen luc vi tri cao

B. Low position power/ quyén lyc vi tri thap

C. High task structure/ cau tric cong viéc rd rang

D. Low task structure/ cau triac cong viéc khong rd rang

Answer: A

15. A major criticism of Fiedler's work stated that it failed to recognize that effective
leaders .

Mot chi trich quan trong vé Iy thuyét ciia Fiedler néi ring Ong da khong thé nhan ra
dugc rang cac nha lanh dao hiéu qua

A. Can change leadership styles / ¢6 thé thay ddi phong cach lanh dao

B. Are always task oriented/ ludn dinh huéng nhiém vu

C. Cannot change leadership styles/ khong thé thay d6i phong cach lanh dao

D. Are always relationship oriented/ luén dinh hudng vé moi quan hé

Answer: A

16. A(n) leader in path-goal theory gives specific guidance in performing tasks.
Mot nha lanh dao co trong 1y thuyét con dwdng muc tiéu dwa ra huéng din cu
thé trong viéc thue hién nhi¢m vu.

A) directive/ tinh dinh hudng

B) achievement-oriented/ dinh hudng thanh tich

C) participative/ tinh tham gia

D) supportive/ tinh hd trg

Answer: A
17. The control management function ensures that in an organization.
Chirc nang kiém soat nham dam bao trong mot to chirc.

A. Goals are met/ cac muc ti€u duoc thuc hién
B. Goals are set/ muc tiéu dugc thiét 1ap

C. Plans are made/ ké hoach dugc thuc hién
D. Plans are realistic/ ké hoach 1a thuc té
Answer: A



18. The value of the controlling function is seen in three specific areas: planning, _ A
Gia tri ciia chirc ning kiém soat dwgc nhin thay trong ba linh vuc cu thé: 1ap ké hoach,

A. Empowering employees, and protecting the workplace/ trao quyén cho nhan vién va bao
vEé noi lam viéc

B. Organizing, and leading/ to chirc va lanh dao

C. Protecting employees, and empowering the workplace/ bao vé nhan vién va trao quyén
cho noi lam viéc

D. Protecting employees, and protecting the workplace/ bao vé nhan vién va bao vé noi lam
VI1EeC

Answer: A
19. Controlling is the in the management process.
Kiém soat la trong qua trinh quan ly.

A. Final step/ budc cudi cing

B. First step/ budc dau tién

C. Most important step/ budc quan trong nhat
D. Least important step/ budc it quan trong nhat
Answer: A

20. The first step in the control process is to

Buwéc dau tién trong quy trinh kiém soat 1a .

A. Measure actual performance/ do ludng hiéu suat thuc té

B. Take action/ hanh dong

C. Compare performance against a standard/ so sanh hiéu suat véi tiéu chuan

D. Compare a standard against an ideal/ so sanh mét tiéu chuin voi mét Iy tudong
Answer: A



PHAN 2: PHAN TU LUAN (5 diém)
Question 1(2 points): What do you do?
*Students answer the questions in ENGLISH.

In the case of younger generations of great employees, managers may have to learn to
manage a team of aggressive, talented people who do not have automatic respect for
their seniors. Dealing with this type of team can be a challenge, as subordinates will
constantly be asking and expecting managers to prove that their approach is the right
one. It might be easy to get caught on the defensive. Two options that generally present
themselves in this scenario is to squelch the interferences and risk losing high potential
employees to competitors; hear them out, be ready to make your own case and risk
feeling resentful for being put on the spot.
Ban sé lam gi trong truwong hop nay?
Ngay nay nhom nhan vién thudc thé hé tré rat tuyét voi. Ho nang nd, tai ning nhung
khong dé né phuc tién bdi theo cach dwong nhién nhu trude ddy. Quan 1y hiéu quan va
tao dong luc tét cho nhom nhan vién nay la mot thach thirc 1on d6i voi nha quan ly. Céc
nha quéan 1y can tiép can ho theo cach phu hop. Ho lién tuc hoi va mong doi cac nha
quan ly chimg minh rang cach tiép can cua ho 1a dung. Nha quan Iy c6 thé dé dang bi
mac ket trong vi tri phong thu hodc co thé s& dap tat ngay su can thiép d6 va duong
nhién c6 nguy co cao mat nhan vién tiém nang vao tay cac doi thu canh tranh.

Answer:

1. Look for ways to have authentic, one-on-one conversations with your people.
Generally, alphas are more likely to listen to you when they know their voices are
being heard as well.

2. Remember that it's about serving your company and its people. Don’t make

customers pay for a misguided attempt at making things easier for you. Look for

efficiencies to free you up to add value to the role.

3. Be an “A player” yourself. Talented, alpha employees pride themselves on being

passionate and innovative. Make sure you bring this same passion to the table; look

for areas to explore and add a level of personal challenge

to the job in the same manner you expect from your employees.

Question 2: (3 points)
Read the case carefully and answer the questions below.
STARBUCKS: SERVING UP LEADERS

Here is something to consider: $35 million; 5,000 live coffee plants; 1,000 lighting
instruments; 120 speakers; 21 projection screens. These are just a few of the “numbers”
describing the spectacle known as the Starbucks Leadership Lab. For 03 days in the fall of
2012, some 9,600 Starbucks store managers walked to a conference center in Houston to be
immersed (hoa minh) in a massive interactive experience. While there, these managers were
steeped (say mé) in the Starbucks brand.



The Leadership Lab was part leadership training and part trade show. The company’s store
managers were given a behind-the-scenes (hau truong) look and introduced up close and
personal to what makes Starbucks go. From an exhibit featuring live coffee shrubs (bui cay ca
phé) to a drying patio (san phoi) where they could get hands-on experience raking through
coffee beans, to an enormous exhibit (trién 13m khong 16) of used shoes with customer
experiences noted on cards (sort of a “walk in my shoes” theme). Most of these experiences
were designed to be instructive for the store managers. However, in addition, the store
managers—who are on the “firing line” day in and day out (ngudi tryc tiép ban hang mdi
ngay) —had the opportunity to interact with top managers of the company’s roasting process
(quy trinh rang xay), blend development (phat trién phdi trén), and customer service
functions. Managers also were encouraged to share what they had learned from the Leadership
Lab by stopping at a station lined with laptops.

The lights, the music, and the dramatic presentation were all designed to immerse the store
managers in the Starbucks brand and culture. The goal was to “mobilize its employees to
become brand evangelists (nguoi quang ba thuong hiéu)”. And since the presentation is a
significant component of what the Starbucks experience is built on—the sights, the sounds, the
smells—the entire presentation at the Leadership Lab was well thought out (cn nhic k¥ ludng)
and intentional (c6 chu y).

1. Describe the experiences that store managers have at Starbucks Leadership Lab. (1 point)
2. From those experiences, what kinds of leadership lessons that store managers can learn? (1
point)

3. “All managers should be leaders, but not all leaders should be managers.” Do you agree or
disagree with this statement? Support your position. (1 point)

*Students answer the questions in ENGLISH.

Answer:

1. The experiences that store managers have at Starbucks Leadership Lab:

Brand Immersion: The managers were steeped in the Starbucks brand through various
exhibits and experiences. This included live coffee shrubs, a drying patio where they could
rake through coffee beans, and a large exhibit of used shoes with customer experiences noted
on cards.

Behind-the-Scenes Look: The managers were given a behind-the-scenes look at what makes
Starbucks function. They were introduced to the company’s roasting process, blend
development, and customer service functions.

Interaction with Top Managers: The store managers had the opportunity to interact with top
managers of the company’s roasting process, blend development, and customer service
functions.

Sharing of Learning: Managers were encouraged to share what they had learned from the
Leadership Lab by stopping at a station lined with laptops.

Brand Evangelism: The goal of the Leadership Lab was to mobilize its employees to become
brand evangelists. The lights, music, and dramatic presentation were all designed to immerse
the store managers in the Starbucks brand and culture.



2. Student responses will vary. Leadership lessons can be as follows:

- Immersive Learning: The Leadership Lab provided an immersive experience that allowed
store managers to deeply understand the Starbucks brand and culture. This kind of experiential
learning can be more impactful than traditional training methods.

- Understanding the Product: By interacting with live coffee plants and raking through coffee
beans, managers gained a hands-on understanding of the product they sell. This can help them
better communicate the value and quality of the product to customers.

- Customer Empathy: The exhibit of used shoes with customer experiences allowed managers
to “walk in the customers’ shoes”. This can foster empathy and improve customer service.

- Cross-Functional Interaction: The opportunity to interact with top managers from different
functions like roasting, blend development, and customer service can broaden the store
managers’ understanding of the business and foster cross-functional collaboration.

- Brand Evangelism: The goal of the Leadership Lab was to mobilize employees to become
brand evangelists. Store managers can learn the importance of not just selling a product, but
being ambassadors for the brand.

- Sharing Knowledge: The station lined with laptops encouraged managers to share what they
learned. This highlights the importance of knowledge sharing and continuous learning in
leadership.

3. Student responses will vary.

The ability to influence others outside of one’s own authority and to perform beyond
expectations are essential to high-performing organizations and are characteristic of leaders,
not managers. So, if a manager can do this, so much the better. However, leadership is a skill
or ability set and having that set does not mean the individual has the other necessary
characteristics to manage.
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