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PART A: INTRODUCTION AND EXECUTIVE SUMMARY 

1. Background and Objectives  

It is obvious that, in the next decades, Vietnam will be deeply into the global disruptive changes in political, 

social and economic development, which will have great impact on the human capital and labor resources. 

Recent macro global trends such as the industrial 4.0 movement and digital economy, aggravated by the 

recent Covid-19 pandemic, the shifting of global production supply chain and the shifting trends of FDI 

investment flow from China to Vietnam, all of those have put pressure and impact on the requirements 

in terms of volume, structure and quality of the human resource in multi-sectors. The dynamic movements 

have triggered strategic questions to all related stakeholders at both national strategy level and 

institutional level as labor suppliers, higher education institutions, and vocational training institutions 

about long-term development directions for sustainable socioeconomic development within this global 

mechanism. Recently, besides the Socio-Economic Development Strategy (SEDS) for period 2021-2030, 

the Government has issued several other important strategies and development plans for the long-term 

industrial development and development of the labor market of the nation.  

hƴ ǘƘŜ ƻǘƘŜǊ ƘŀƴŘΣ WL/!Ωǎ ŘŜǾŜƭƻǇƳŜƴǘ ŎƻƻǇŜǊŀǘƛƻƴ ƛƴ ±ƛŜǘƴŀƳ Ƙŀǎ ōŜŜƴ ǇǊƻǾƛŘƛƴƎ ǎǘǊŀǘŜƎƛŎ ǊŜǎƻǳǊŎŜǎ 

and support for critically empowering and enhancing the industrial human resource development in the 

country, via multiple actions from establishing and building the capacities of universities, strengthening 

networks among universities and institutions to assure the quality of education, promoting industry-

academia collaboration, increasing access to technical education and vocational training, and preparing 

skillful industrial human resources that meet the needs of private sector, especially for the industrial fields 

that Japan has vast experience.  

Lƴ ƻǊŘŜǊ ǘƻ ŜƴŦƻǊŎŜ WL/!Ωǎ ǎǳǇǇƻǊǘǎ ƘǳƳŀƴ ǊŜǎƻǳǊŎŜǎ ŘŜǾŜƭƻǇƳŜƴǘ ǘƘŀǘ ŎƻƴǘǊƛōǳǘŜǎ ǘƻ ŜƴƘŀƴŎŜ ǘƘŜ 

foundation for socioeconomic development of Vietnam, and a strategic relationship between Japan and 

±ƛŜǘƴŀƳ ƛƴ ǘƘŜ ƴŜȄǘ ŘŜŎŀŘŜΣ WL/! Ƙŀǎ ŘŜŎƛŘŜŘ ǘƻ ŎƻƴŘǳŎǘ ǘƘƛǎ ŎƻƳǇǊŜƘŜƴǎƛǾŜ ά5ŀǘŀ ŎƻƭƭŜŎǘƛƻƴ ŀƴŘ 

situation analysis of industrial human resource development ƛƴ ±ƛŜǘƴŀƳέΣ with four key objectives: (1) To 

grasp and analyze the current status of various strategies and development plans in the field of industrial 

human resource development, including higher education in Vietnam; (2) To evaluate the needs for 

industrial human resources of companies and universities as well as vocational training institutions, and 

so forth on industrial human resource development; (3) To confirm needs for medium and long term 

industrial human resource development support in Vietnam, together with identify issues in project 

implementation; (4) All information and analysis is for rolling out the future direction and plan of JICA's 

cooperation in this field.   

B&Company Vietnam, a Japanese research and consulting company established in Vietnam since 2009, 

was assigned by JICA Vietnam as the research and consulting partner to conduct the overall study.  

2. Process and Methodology of the Study 

The study was designed based on a mapping of main stakeholders related to human resource 

development in Vietnam, to understand different roles in demand and supply of human resource system, 
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and to recognize different finding aspects that constitute to a comprehensive situation review. The 

mapping of stakeholders is briefly described as below:  

Figure 1. Mapping of stakeholders in HRD support system for data collection and analysis 

 

This research is conducted in 8 months from September 2021 to April 2022, including broad desk research 

(Phase 1), primary data collection via interviews and mass surveys with stakeholders (Phase 2), analysis 

and report writing (Phase 3). The overall research progress and the detail content being covered in each 

phase is presented as follows: 

Figure 2. Overall research progress & Report structure 
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Phase 1 includes broad desk review to grasp the overall status of various strategies, trends, development 

plans and issues in IHRD in Vietnam, including reviewing previous HRD reports of JICA.  

Phase 2 requires heavy primary data collection via questionnaire survey (mass survey) and in-depth 

interviews with stakeholders, in which 3 sub-teams for fieldwork study were carried out in parallel. The 

table below present the volume of fieldwork results, which were used for analysis:  

Structure of Fieldwork research (Phase 2) 

Stakeholder groups In-depth Interviews (IDIs)*1 Questionnaire surveys 

A ς HE &TVET HEIs (Universities) 12 IDIs 43 surveys 

TVETIs 11 IDIs 49 surveys 

B- Enterprises 

Japanese Enterprises 

& Non-Japan 

(Vietnam & Other 

FDIs enterprises) 

77 IDIs 

(41 with Japanese enterprises & 

36 with non-Japan enterprises) 

1000 surveys  

(390 Japanese enterprises, 610 non-

Japan enterprises) 

C- Government, 

Donors, Other 

associations 

C1 - Government 

counterparts 

12 IDIs 

DVET, DOLAB, MOIT, MOET-HE 

Dept; SAHEP project 

DOLISA Hanoi, Hai Phong, Da 

Nang, Can Tho, Dong Nai  

FALMI & HIDS in Ho Chi Minh city 

n/a 

C2- International 

Donors 

10 IDIs 

WB; ADB, ILO; GIZ, KOICA, 

Australian Embassy, Embassy of 

Canada, British Council; Irish Aid 

n/a 

C3 ς Associations/ 

Others 

10 IDIs 

06 Japanese associations/ experts 

04 Vietnamese associations 

31 surveys 

Quick surveys with Industry associations, 

institutes, Japanese language centers 

*1: Detail List of IDIs to be provided in Appendix 1 

*2: Detail quota of enterprises in mass survey to be explained in Chapter 3 

Phase 3 is to gather findings of all desk research and fieldwork activities to provide critical analysis of the 

gaps and to brainstorm the ŦǳǘǳǊŜ ŘƛǊŜŎǘƛƻƴ ŀƴŘ Ǉƭŀƴ ƻŦ WL/!Ωǎ ŎƻƻǇŜǊŀǘƛƻƴ ƛƴ ƛƴŘǳǎǘǊƛŀƭ ƘǳƳŀƴ ǊŜǎƻǳǊŎŜ 

development in Vietnam. 
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3. Report Composition 

This report consists of six chapters, each chapter combines both desk review and fieldwork research 

findings for presenting the status and providing fact-based analysis.  

Chapter 1 focuses on introduction of the macro context of HRD in Vietnam, explaining global trends which 

may have big impacts on the national IHRD in the future, current issues of HRD in Vietnam and recent 

ƎƻǾŜǊƴƳŜƴǘΩǎ ǎǘǊŀǘŜƎƛŜǎ ŀƴŘ ǊŜƭŀǘŜŘ ǇƻƭƛŎƛŜǎ ƛƴ ƘǳƳŀƴ ǊŜǎƻǳǊŎŜ ŘŜǾŜƭƻǇƳŜƴǘΦ 

Chapter 2 addresses the supply of human resource in Vietnam, providing an overview understanding 

about the education system in Vietnam, with a focus on Higher education system and TVET system in 

terms of current status, challenges, development directions and their collaboration with enterprises in 

education and training. This chapter also includes quantitative and qualitative insights from the survey 

and IDIs with educational institutions, thus illustrates clearer their points of view. 

Chapter 3 is the analysis on the demand for ƘǳƳŀƴ ǊŜǎƻǳǊŎŜ ŦǊƻƳ ŜƴǘŜǊǇǊƛǎŜǎΩ ǇŜǊspective, in which 

requirements regarding education qualifications, skills and capacity are presented through results from 

mass survey, together with perception of enterprises on skills gap and their challenges in HR. 

Chapter 4 is a review of support in HRD sector from key international donors in Vietnam, their recent 

strategies and projects on HRD and lesson learnt from their experience operating in the field.  

Chapter 5 presents an overview on cooperation status between Japan and Vietnam in the last two 

decades, with a focus on several specific support programs in HRD for Vietnam. This chapter also 

addresses Japanese related specific factors, including the situation of return technical trainees and 

Japanese language education. 

Chapter 6 presents analysis and recommendations on future directions for JapanΩǎ ŎƻƻǇŜǊŀǘƛƻƴ ŀƴŘ 

support in human resource development for ±ƛŜǘƴŀƳΣ ǎǇŜŎƛŦƛŎŀƭƭȅ ƻƴ WL/!Ωǎ ǊƻƭŜ ŀƴŘ ǇƻǘŜƴǘƛŀƭ ŀǊŜŀǎ ǘƻ 

focus on.  
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4. Executive Summary  

The macro context for human resource development in Vietnam 

Human resource development has the mission to fuel sufficient resources for the country to thrive in 

global competitiveness pressures and to tackle with internal challenges to move forward. In this report, 

we discussed the four main global socioeconomic development trends that largely impact on socio-

economic development and thus the requirements for human resrouce development of Vietnam.  (1) 

Digitalization, Automation and the 4th Industrial Revolution will cause job losses in some industries and 

possibly force the laborers to switch occupations and acquire new skills; (2) Under the impact of Climate 

Change, environmental degradation, and resource scarcity, Vietnam will expect strong hit towards the 

workforce in agriculture and aquaculture sectors which may lead to the decrease needs of unskilled 

workers, and there emerge demand for new jobs towards green economy; (3) Global value chain shifting 

and US-China trade tension are opportnities for Vietnam to attract FDI but deeper integration in GVCs 

requires higher skilled workforce; (4) Aging population: Vietnam is forecasted to become an aged society 

by 2050, expecting to cause the slowing growth of the labor force which will tighten resources for 

economic growth. Meanwhile, there has been a significant shortage of healthcare human resource to 

prepare for the caring economy.  

Vietnam has stable labor supply in medium term but needs to prepare to ensure the availability of HR in 

the long run. On the other hand, the country will soon lose its current comparative advantage of low-cost 

labor in industries that require low-skill and labor-intensive. The fact that Vietnam is among the lowest 

labor productivity countries emphasizes a critical requirement for the nation to build up competitive labor 

advantage based on higher labor skills and capabilities. Besides, low innovation capacity will limit the 

ability to foster growth in new context, putting Vietnam under the pressure of falling into the middle-

income trap. In general, it will need to devote more resources to scientific research and education for 

increasing innovation capacity of the workforce and the whole economy. 

With recognition of the competitive challenges, human resource development (HRD) has been always 

determined as one important strategic solution for sustainable socio-economic development of Vietnam 

in the next decades, and has been embedded in key objectives in national strategies and master plans  

such as  Socio-Economic Development Strategy (SEDS) period 2021-2030; Resolution 136/ND-CP on 

sustainable development towards 2030, Decision 176/QD-TTg promulating the program to support labor 

market development until 2030. The SEDS 2021 ς 2030 emphasizes the four focused demand for human 

resource for the country, inclusing (i) Technical HR, (ii) Digitalization HR, (iii) Managerial HR in technical, 

business and public/social fields, and (iv) Human, social care HR.  

 The supply of human resource - The system of Higher Education (HE) and Vocational Education & 

Training (TVET) in Vietnam 

The education system is managed mainly by Ministry of Education and Training (MOET) and the Ministry 

of Labor, Invalids and Social Affairs (MOLISA). Specifically, MOET performs the function of state 

management of education from preschool education to higher education (HE) and MOLISA performs the 
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function of state management with technical vocational education and training (TVET), with the central 

role of the Directorate of Vocational Education and Training (DVET).  

The reform of higher education over the period 2011 ς 2020 has witnessed positive results. The revised 

Law on Higher Education (2018) has created an important legal basis to promote university autonomy, 

effective use of resources, and innovated the governance of HE institutions. Much efforts were put in 

developing the HE sector towards improvement of education quality, institutional management capacity 

and international integration, transforming public HEIs towards autonomation. The network of HEIs has 

expanded and strongly contributed to the supply of high-skilled workforce.  

Despite of notable progress in the HE reform, there remain critical system challenges, to mention briefly: 

(i) Governance & State management of HE, which still cause complexity and fragmentation in 

management of public HEIs, and confusion for the institutional autonomy process; (ii) Institutional 

Autonomy and Accountability, as there have been limitations caused by unclear implementation strategy, 

overlapping functions among different related authorities, and lacking sufficient financial support for the 

change process at institutional level; (iii) lacking of holistic national quality assurance framework to 

provide guidelines for HEIs; (iv) Insufficient teaching infrastructure and digitalization capacity of HEIs,  and 

gaps between public and private sector; (v) low capability of academic research and technology transfer;  

and (vi) counseling and career orientation for students are still not well associated with socio-economic 

development plan, that can lead to the HR shortage in some future industries. 

Besides, there are some other positive dynamic movements such as international collaboration among 

universities and the emerging of new university models in Vietnam, including research universities, 

applied science universities, and not-for-profit and liberal universities. In terms of direction, the draft of 

έI9 5ŜǾŜƭƻǇƳŜƴǘ {ǘǊŀǘŜƎȅ нлнм ς нлол ǿƛǘƘ Ǿƛǎƛƻƴ ǘƻ нлпрέ ǎŜǘǎ ŦƻŎǳǎ ƻƴ ƛƳǇǊƻǾŜƳŜƴǘ ƻŦ ǎŜŎǘƻǊΩǎ ǉǳŀƭƛǘȅ 

and efficiency, enhancing investment and adaptability on global development trends.  

With regards to TVET reform progress, the new Law on Vocational Education (2014) covered many 

important and breakthrough content in order to strongly institutionalize as well as to comprehensively 

reform the TVET system. During the last 10 years, the number TVET institutions has remained stable with 

stronger emerging of non-public TVET institutions and restructuring of public ones. Admission to TVET 

institutions has increased positively.  

From TVET system development perspective, besides positive results, there are important limitations and 

on-going development aspects. To mention briefly, the issues include: (i) Governance structure is still 

evaluated as fragmented and the capacity of state management agencies is still limited; (ii) TVET facilities 

and equipment still need synchronous investment for improving training quality in order to meet practical 

requirements of the labor market; (iii) Skills Standards, Quality Assurance & Accreditation need 

improvements, as the standards in the TVET system are not strongly synchronized and the national system 

of skills assessment and recognition ƘŀǾŜƴΩǘ ōŜŜƴ ŜŦŦŜŎǘƛǾŜƭȅ updated to catch up with international 

integration; (iv) Capacity of teaching and management workfore is considered as not sufficient and 

training for teachers have not yet met with the demand of practical occupations; (v) Digital transformation 

capabilities in the current TVET system have  been very limited due to insufficient insufficient 

infrastructure and equipment, limited application in digitalizing management system and low readiness 

in teaching programs and methods.  
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!ƴƻǘƘŜǊ ǎŀƭƛŜƴǘ ƛǎǎǳŜ ƛǎ ǘƘŜ ŘŜǾŜƭƻǇƳŜƴǘ ƻŦ ǘƘŜ άфҌ ƳƻŘŜƭέ ŀǎ ŀ ōǊƛŘƎŜ ŜŘǳŎŀǘƛƻƴ ǇǊƻƎǊŀƳΣ ƻŦŦŜǊƛƴƎ ŀƴ 

education route that having faster track of TVET program for those who aim to join vocational trained 

work force after lower-secondary education. There has been initial positive perception of 9+ model from 

students and parents, but the current 9+ model also show some clear limitations, such as insufficient 

vocational orientation of students when entering the program, and the difficulties of TVET institutions in 

coordinating the delivery of upper-secondary education content together with the TVET training program.  

Besides, in recent years, developing high quality TVET has been a focus strategy of system development, 

the expected high-quality TVET model in Vietnam is comprehensive and ambitious, showing the intention 

to systemically restructure the TVET institution network.   

The TVET Development Strategy 2021 ς 2030 sets a clearer matrix for TVET reform in the next decade, 

with strategic focus on improving quality and structure, and thriving towards global integration. Overall 

objectives for TVET development until 2030 emphasize that TVET need to be developed rapidly, and need 

ǘƻ άƳŜŜǘ ǘƘŜ ŘƛǾŜǊǎŜ ƴŜŜŘǎ ƻŦ ǘƘŜ ƭŀōƻǊ ƳŀǊƪŜǘ ŀǎ ǿŜƭƭ ŀǎ ƎŜƴŜǊŀƭ ŎƛǘƛȊŜƴǎέΣ ŀƴŘ ƳŜŜǘ άƘƛƎƘŜǊ 

requirements in terms of quantity, structure, and quality of skilled human resources for the development 

ƻŦ ǘƘŜ ŎƻǳƴǘǊȅ ƛƴ ŜŀŎƘ ǇŜǊƛƻŘέΦ  

Industry ς Academia Collaboration 

Between HEIs and enterprises: Collaboration activities between enterprises and HEIs are various, focus 

primarily on recruitment purpose, internship & field-practice opportunities for students and knowledge 

& experience sharing. In the future, there will be high intention for collaboration both from enterprises 

and HEIs, with expectation on more complex and customized collaboration activities such as training by 

orders and technology transfer.  

Between TVET Institutions and enterprises: Almost all surveyed TVET institutions are active in 

collaboration with enterprises, but from the side of enterprises, collaboration with TVET is much less 

popular, especially among Japanese enterprises. 9ƴǘŜǊǇǊƛǎŜǎ ƘŀǾŜƴΩǘ ǎŜŜƴ ǘƘŜƛǊ ōŜƴŜŦƛǘ ŜƴƻǳƎƘ ŀǘǘǊŀŎǘƛǾŜ 

for stronger commitment, meanwhile there has not been a clear legal framework that specify 

responsibilities as well as benefit for businesses to actively take part in vocational education. Some 

encouragement policies exist but are evaluated as not practial enough. Though, there is a clear trend that 

companies show stronger willingness in the future. Besides, the related government agencies and 

international donors are putting high effort to foster the collaboration of TVETIs and enterprises, with 

several good example of multi-stakeholder collaborating models at both institution level (e.g. Quality 

Advisory Board) and industry level (e.g. Vocational Training Advisory Board in logistics industry).   

¢ƘŜ ŘŜƳŀƴŘ ƻŦ ƘǳƳŀƴ ǊŜǎƻǳǊŎŜ ŦǊƻƳ ŜƴǘŜǊǇǊƛǎŜ ǎŜŎǘƻǊΩǎ ǇŜǊǎǇŜŎǘƛǾŜ  

Currently, soft skills are top prioritized requirements for employees, regardless of positions. At manager 

level, management-related skills include leadership, organization management and negotiation are most 

required. While in recruitment of technical or specialized staff, industry knowledge & skills are more 

important, following by soft skill related to teamwork cooperation and problem-solving skill.  
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Meanwhile, the biggest weakness of HE graduates is lacking soft skills, advanced cognitive skill and 

technical skill. Most HE graduates usually have basic technical knowledge, language ability and ICT skill, 

which seem to help them to stand at starting line but are not enough for practical work requirement. TVET 

graduates are perceived as lack of problem-solving and lack of technical skills compared to ŜƴǘŜǊǇǊƛǎŜǎΩ 

demand. Therefore, in most of the cases, employers need to put much effort in in-house training activities.  

The global industrial development trends are perceived to affect the HR demand in all industries. Industry 

4.0 revolution with digitalization have the greatest influence on the IT and Service industry, requiring 

future employees to improve ICT skills, adaptability and flexibility skills. HR requirement in industrial 

manufacturing industry is most likely to be affected by automation, thus there is demand for both up-

skilling and re-skilling for laborers. Meanwhile, global value chain shifting will lead to increasing 

competition in recruiting low-skill laborers and middle-level HR.  

In the future, top 5 future requirements are technical/specialized skill, problem solving skill, ICT 

knowledge & skill, language English, and active learning. Under the influence of global and industrial 

trends, technical specialized skills remain as top priority while cognitive skills remain highly importance. 

.ŜǎƛŘŜǎΣ ΨCreativityΩ emerges as one of the most important skill requirements for the future labor market.  

In terms of education qualification, currently university degree is most popular requirement for levels of 

manager, technical/professional staff, and office workers; but TVET qualification is not well-perceived 

among the ŎǳǊǊŜƴǘ ŜƳǇƭƻȅŜǊǎ ŀǎ Ƴƻǎǘ ƻŦ ǘƘŜ ǎǳǊǾŜȅŜŘ ŎƻƳǇŀƴƛŜǎ ŘƻƴΩǘ ǊŜǉǳƛǊŜ ŀƴȅ ǾƻŎŀǘƛƻƴŀƭ 

qualifications when recruiting workers. However, in the future, qualification requirement will become 

more important, since the surveyed enterprises show clearly higher requirement for eucation 

qualifications across all HR group, including requirement of TVET qualifications for worker group.  

HR challenges of the enterprises mostly include the increase in HR cost, insufficient supply of qualified HR, 

and lack of skilled or experienced human resource. HR increasing cost ranks as the most popular 

challenges and being more intense in the IT industry. Besides, IT industry is facing with the big shortage 

of skilled HR, while manufacturing and construction industry companies mainly experience the 

insufficiency of workers, and the unsatisfaction of practical working skills of newly recruited staff, 

especially in low-skill laborers.  

Following common trends, Japanese companies in Vietnam also face the challenges of increasing HR cost, 

insufficient HR supply, especially middle level managers. Big companies face more difficulties of recruiting 

workers due to the large recruitment quantity normally during peak time. According to some main 

Japanese associations in Vietnam, lacking local management level is forecasted to be more seriously for 

Japanese enterprises in near future.  

International donors support situation 

Many donors have committed their cooperation strategies to strengthen human resource development 

in Vietnam. From observation, there are three main approaches of international donors in designing HRD 

support, as (i) Systemic  sector approach which priorities are given to solve the HE/TVET systemic sector 

issues, (ii) Industry-led approach, which priority actions are driven by a specific industry demand for HR, 
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and (iii) Aid development approach that the HRD projects give priority towards social development 

objectives, and target to support the disadvantaged beneficiaries. 

Though only a few big donors commit comprehensive assistance towards systemic HE reform, almost all 

donors engage in higher education sector via supporting high-quality human resource and enhancing 

international cooperation of HE. Up-skilling the labor force by investing in TVET system has been a 

common priority of various multilateral and bilateral donors. While, regarding other labor force issues,  

there has been mainly effort from multilateral donors.  

5ƻƴƻǊǎΩ support for HE is more demand-based, leading by universitiesΩ ǊƻƭŜΣ meanwhile supports for TVET 

sector are more centralized via facilitation role of DVET.  Digitalization, green economy, gender equality 

and other sustainable development issues could be embedded aspects in HRD projects. It is also observed 

that there is a tendency of bilateral donors to have stronger industry focus in HRD projects in the future.  

WL/!Ωǎ ŎƻƻǇŜǊŀǘƛƻƴ ƛƴ IǳƳŀƴ wŜǎƻǳǊŎŜ 5ŜǾŜƭƻǇƳŜƴǘ ƛƴ ±ƛŜǘƴŀƳ 

The most recent cooperation policy is Vietnam Country Assistance Policy - December 2017 (JCAP 2017), 

specifys the 03 focus areas: (A1) Promote economic growth and strengthen competitiveness; (A2) 

Response to fragility; and (A3) Good Governance. Following these 3 targets areas, there are 06 main 

development objectives (O) and 13 overall programs (P). In which, IHRD assistance is mainly defined in 

ǘŀǊƎŜǘ ǇǊƻƎǊŀƳ tн άLƴŘǳǎǘǊƛŀƭ 5ŜǾŜƭƻǇƳŜƴǘ ŀƴŘ IǳƳŀƴ wŜǎƻǳǊŎŜ 5ŜǾŜƭƻǇƳŜƴǘέ ǳƴŘŜǊ ƻōƧŜŎǘƛǾŜ hн 

ά9ƴƘŀƴŎŜ ƛƴŘǳǎǘǊƛŀƭ ŎƻƳǇŜǘƛǘƛǾŜƴŜǎǎ ŀƴŘ ƘǳƳŀƴ ǊŜǎƻǳǊŎŜ ŘŜǾŜƭƻǇƳŜƴǘέ ƻŦ ǘƘŜ ŦƻŎǳǎ ŀǊŜŀ !м άtǊƻƳƻǘƛƴƎ 

ŜŎƻƴƻƳƛŎ ƎǊƻǿǘƘ ŀƴŘ ǎǘǊŜƴƎǘƘŜƴƛƴƎ ŎƻƳǇŜǘƛǘƛǾŜƴŜǎǎέΦ 

Lƴ ǘŜǊƳǎ ƻŦ ǎǳǇǇƻǊǘƛƴƎ ǎŎƘŜƳŜǎΣ WL/!Ωǎ human resource development projects often go under technical 

cooperation scheme, financial support via ODA loans and grant. Citizens participation scheme such as 

Japanese Overseas Cooperation Volunteers (JOCVs) and JICA partnership program (JPP) also contribute to 

human resource development projects. 

From angles of HRD system classification, JICA has been active in projects in HE system, TVET system, labor 

force development issues, as well as extended aspects in human resource development such as 

developing high-quality experienced human resources for public and private sectors, leadership 

development for start-ups and SMEs.   

WL/!Ω ǎǳǇǇƻǊǘ ƛƴ ƘƛƎƘŜǊ ŜŘǳŎŀǘƛƻƴ ς high quality human resources for Vietnam in the last two decades are 

marked by the five main efforts: (i) Strong commitment to develop the VJCC Institute to become one of 

the pioneering and leading institutes of training high-quality managerial human resources; (ii) Long-term 

commitment for developing high-quality HR in public sector via JDS scholarships; (iii) Developing human 

resources in technical engineering and ICT regarding projects supporting Hanoi University of Technologies; 

(iv) Contributing critically to develop human resource for the Mekong Delta region through financial and 

technical assistance to develop Can Tho University (CTU) to become an excellent institution of Education, 

Scientific Research, and Technology Transfer; and (v) Strategic investment to develop Vietnam- Japan 

University as an excellent university model, and fostering the significant expertise and technology transfer 
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between Japan and Vietnam, especially in the future interdisciplinary sciences for sustainable 

development of the country.  

WL/!Ωǎ ǇǊƻƧŜŎǘǎ ƛƴ ±ƻŎŀǘƛƻƴŀƭ 9ŘǳŎŀǘƛƻƴ ϧ ¢ǊŀƛƴƛƴƎ ό¢±9¢ύ ƛƴ ±ƛŜǘƴŀƳ included both support for system 

management at sector level and support at institutional level with specific TVET institutions. Projects that 

addressing system-level challenges of the TVET sector in Vietnam such as advising for the national skill 

test system and related national skill standards, and initial support to introducing the Japanese Kosen 

Model to Vietnam. Besides, JICA has been providing technical cooperation to strengthen vocational 

training institutes through curriculum development, training of trainers, and provision of training 

equipment at Japanese standard.  

Consideration of Japanese specific factors  

Japan FDI and the expansion trends of Japanese enterprises to Vietnam:  Despite some fluctuation, Japan 

FDI has been in a gradual rising trend, ranked top 3 FDI inflow countries to Vietnam. The number of 

Japanese enterprises operating in Vietnam increased gradually during, concentrating mostly in Southeast 

and Red River Delta. It is estimated that 6.8 hundred thousands people are working in Japanese 

enterprises, manufacturing companies have the biggest labor size. From evaluation of Japanese 

companies, human resources in Vietnam still mostly compete on HR cost but not on quality.  However, 

rising HR cost is an increasing pressure for many Japanese enterprises in Vietnam. Besides, under the 

effect of GVCs shifting and US-China trade tension, the demand of laborers working in Japanese 

companies will increase, along with requirement for higher skilled laborers.  

Returned Technical Trainees (RTTs): In recent 5-10 years, the supply of Vietnamese Technical Intern 

Trainees has increased remarkably, ranking top among the countries dispatching technical intern trainees 

to Japan, especially in construction, food manufacturing and machinery. When returning home, however, 

the actual proportion of Vietnamese RTT who could utilize their experience in Japan for getting 

recruitment in Vietnam is relatively low (about 26.7%) compared to other countries. There are prominent 

barriers for RTT to integrate to Vietam labor market, include: TǊŀƛƴŜŜǎΩ ƛǊǊŜƭŜǾŀƴǘ ǿƻǊƪ ŜȄǇŜǊƛŜƴŎŜ and 

skills & mismatch of expectation for salary and position, Mismatch of skills recognition system between 

Japan and Vietnam cause the difficulties for RTT to effectively prove their skills level to Vietnamese 

employers, Lack of sufficient information and data management of RTTs group at level of local authorities, 

Lack of communication channels to support them connected to most demand enterprises.  

The RTTs when returning to Vietnam could be an important skilled workforce to participate in the Vietnam 

labor force. Therefore, supporting this group to integrate effectively to the workforce in Vietnam is 

considered as one important contribution of JICA in HRD for Vietnam.  

Japanese language education: Vietnam has been growing consistently in terms of Japanese learners, 

teachers and training institutions. Most popular purpose of training courses at language education centers 

is for Japanese Language Proficiency Test (JLPT) preparation. Kaiwa basic communication courses for 

adults will become more popular, with offer pocket-sized training courses that can support people with 

full-time job in learning Japanese in a more convenient method. Besides, companies in manufacturing and 
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IT industries have highest training demand for their staffs, apart from Japanese language, Japanese 

working mindset and culture are also introduced.  

CǳǘǳǊŜ ŘƛǊŜŎǘƛƻƴ ŦƻǊ WL/!Ωǎ ŎƻƻǇŜǊŀǘƛƻƴ ƛƴ Iw5 ǎǳǇǇƻǊǘ ǘƻ ǾƛŜǘƴŀƳ 

Addresing HE-TVET system challenges to contribute to HRD development priorities of Vietnam 

Understanding key aspects the socioeconomic development goals as well as recognizing key development 

challenges, nine areas of priority for human resource development in Vietnam could be determined as 

directions for any cooperation support of JICA, including: (i) Enhance supply of high-quality human 

resources; (ii) Supply skilled HR for emerging jobs towards future economy and green development 

trends; (iii) Improve education quality towards international standard; (iv) Enhance skills match between 

supply and demand; (v) Cost-effective & quality relevance for learners; (vi) Increase quality and scale of 

skilled labor force align with market demand, and demand for industrialization; (vii) Re-train for adults & 

support for Life-long learning; (viii) Social security & labor rights; (ix) Ensure quality basic education.  

Recognizing the national HRD priorities and the main challenges of the HE - TVET system is the basis to 

ǎǳƎƎŜǎǘ ŘƛǊŜŎǘƛƻƴǎ ŦƻǊ WL/!Ωǎ support, to contribute to the strategic development of HE and TVET, both 

system-level issues and institution level issues (as shown in Figure 171- Mapping of IHRD priorities issues 

& HE-TVET main development issues for support). 

¢ƘŜ ŦǊŀƳŜǿƻǊƪ ƻŦ LIw5 /ƭŀǎǎƛŦƛŎŀǘƛƻƴ ŀƴŘ WL/!Ωǎ ŀǇǇǊƻŀŎƘ set ŎƻƳƳƻƴ ǳƴŘŜǊǎǘŀƴŘƛƴƎ ǘƻ ŘƛǎŎǳǎǎ WL/!Ωǎ 

strategy for HRD support. The framework (Figure 172) is develop to define JICAΩǊƻƭŜ on HRD system for 

Vietnam, each of the efforts well contributes to the human resource development strategy of Vietnam in 

the next decade, including: (1) Develop high quality human resource, which is directly linked to higher 

education system; (2) To increase the quality supply of high-skilled technical human resource, and (3) 

increase the scale and quality of skilled labor force with better skill-match; Enhance cost-effective and 

quality relevance for learners & society.  

Reviewing of  Target industries for JICAΩǎ Iw5 ǎǳǇǇƻǊǘ:  

The five criteria are used to evaluate the relevancy and priority of an industry: (i) wŜƭŜǾŀƴŎŜ ǘƻ WL/!Ωǎ 

assistance policy; (ii) Value contribution to Vietnam; (iii) Relevance to JICA experience in Vietnam; (iv) 

Potential to support Japanese companies in Vietnam; (vi) Donor positioning.  

The total evaluation are made for the 06 industries, as presented in Figure 173. To briefly mention:  

Mechanical & Supporting industry is recommended as High priority,  IT & Digitalization industry is 

recommended as High priority, Environment/ Green tech is recommended as Medium- High priority, 

Healthcare is recommended as Medium - High priority, Civil Engineering is recommended as Medium 

priority while Agriculture ƛǎ ǊŜŎƻƳƳŜƴŘŜŘ ƻǾŜǊŀƭƭ ŀǎ [ƻǿ ǇǊƛƻǊƛǘȅ ŦƻǊ WL/!Ωǎ Iw5 ǎǳǇǇƻǊǘΦ  

hǇǇƻǊǘǳƴƛǘƛŜǎ ŦƻǊ WL/!Ωǎ Iw5 ǎǳǇǇƻǊǘ ŀǘ ǇǊƻǾƛƴŎŜ ƭŜǾŜƭΣ ǊŜǾƛŜǿƛƴƎ с ǘŀǊƎŜǘ ǇǊƻǾƛƴŎŜǎ  

The summary of province characteristics is presented in Figure 174, together with recommendations of 

ƪŜȅ ǇƻǘŜƴǘƛŀƭ Iw5 ǇǊƻƎǊŀƳǎ ƛƴ ǘƘŜ ŀƭƛƎƴƳŜƴǘ ǿƛǘƘ ǇǊƻǾƛƴŎŜΩǎ ǇǊƛƻǊƛǘƛȊŜŘ ƴŜŜŘǎ. Noticeably, the industry 
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development direction of each target province is putting much focus on the application of high-technology 

application, digitalization, and the development of smart city, confirming the demand to develop high-

quality and skilled human resource at provincial level. In brief, key suggestions are: 

In Hanoi: continue current projects in higher education, expand the KOSEN model development, and new 

project to strengthen the collaboration of Japanese enterprises with TVETIs in support industry; 

In Hai Phong: support to build capacity for the TVET sector, including management and teaching staff, 

management system, with a focus on supporting industry occupations. Support to develop labor market 

information platform for forecasting & matching supply-demand could also be considered; 

In Da Nang: support to build high quality human resource for smart-city,  green & renewable energy 

sector, and there could be programs that connect Japanese enterprises with key TVETIs in IT or supporting 

industry; 

In Can Tho: cƻƴǘƛƴǳŜ ǎǘǊŜƴƎǘƘŜƴƛƴƎ /¢¦Ωǎ ŘŜǾŜƭƻǇƳŜƴǘ ǿƛǘƘ ŦƻŎǳǎ ƻƴ ŎƭƛƳŀǘŜ change & green technology 

for agriculture & fishery, and consider support to build capacity for TVET sector, together with strengthen 

Mekong Delta regional linkage in TVET; 

In Ho Chi Minh City: expand support to the HE sector, fostering internationalization and aiming to supply 

to high-quality HR for HCMC in advance technology fields; consider to support for healthcare ς nursing 

care HR in TVET sector, support  to develop efficient labor market information system applying Japanese 

experience; 

In Dong Nai: continue some support TVETIs with focus in quality assurance and skill-test system,  

strengthen connection of Japanese enterprises with TVETIs, and consider programs to develop high skilled 

workforce for future Aviation industry to serve the new largest airport in Vietnam (both in HCMC and 

Dong Nai) 

Recommendations of focus support directions in the future period 

We made a mapping that match the HRD direction in target industries with the on-going projects and new 

initiatives for HE sector and TVET sector. Overall, there are eight main priority direction being 

recommended:  

(A) Foster the development of VJCC institute as the leading role model for developing high quality 

industrial human resource in Vietnam, including consideration to support and advice for the άStrategy to 

develop high quality HR for high technology development in VietnamέΣ ǿƘƛŎƘ ƛǎ ƭŜŀŘƛƴƎ ōȅ ah9¢Τ  

(B) Initiatives to enhance higher education training system for providing high quality HR for future green 

economy with the participation of current higher education projects but integrating improvements into 

each program such as VJU, VJCC institutes, JDS, CTU to cover activities and training programs for green 

economic resources and green technology; 
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(C) Initiatives to enhance the quality and scale of skilled nursing & caring HR, with the basic idea is to 

ŜȄǇŀƴŘ WL/!Ωǎ current projects in nursing care (which belong to healthcare programs) in a way that could 

further touch to training supply system; 

(D) Support to strengthen the NOSS system, focus on fields & occupations that having major amount of 

RTT, in particular, construction/civil engineerging, mechanical & supporting industry; 

(E) Comprehensive support for RTT in Vietnam via muliple solutions, such as enhancing the access to 

information and increase role of DOLISA, matching skills evaluation and skill standard system for RTTs, 

provide supplementary capacity building activities for and empower more innovative solutions from 

grass-root level;  

(F) Support for the expansion of KOSEN project in Vietnam in strong collaboration with DVET an existing 

partners; 

(G) Strengthen practical collaboration of Japanese enterprises with TVETIs via multi stakeholder 

intervention model;    

(H) Provide support to enhance capacity of training for key TVETIs in target industries and target provinces 

such as Support Industry occupations (in Hanoi, Hai Phong, Dong Nai, HCMC);  Healthcare- Nursing (in 

HCMC);  Environment & Green occupations for TVET (in Can Tho, HCMC); IT (in Da Nang, HCMC) and Civil 

Engineering (in Hanoi, HCMC, Da Nang) 

(I) Support for start-up and SMEs development in healthcare, environmental - green development and 

agri-tech. 
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PART B: MAIN REPORT CONTENT 

CHAPTER 1. THE MACRO CONTEXT OF HUMAN RESOURCE DEVELOPMENT IN VIETNAM 

1.1 Major related global socio-economic development trends 

1.1.1 Automation, Industry 4.0 & Digitalization 

Machines, robots, artificial intelligence, and information technology are rapidly entering the workplace 

worldwide, technological advances are transforming human experiences and capabilities while causing 

potential labor market disruptions and job losses.  

Recently, automation is the driver for development progresses, which we have seen in many sectors such 

as automotive, healthcare, education, finance, and other industries. As a result, it may lead to a large 

number of humans no longer needed in the workplace1. 

Besides, the Corona pandemic is taking place worldwide with far-reaching impacts on all aspects of life in 

a short time. This pandemic itself is not a global trend, but it gives momentum for these shifts to rapidly 

accelerate. The crisis has been speeding up the adoption of advanced technology, automation, and 

digitalization in almost all industries and transforming businesses. During the crisis, advanced 

technologies like robotics, digital payment, remote work, distance learning, and telehealth are employed 

to support the society functions work during lockdown and quarantine. Automation and AI are deployed 

in warehouses, grocery stores, call centers, and manufacturing plants to replace workers and to reduce 

workplace density. 

A recent report of PwC2 indicates the impact of automation on jobs by industries across 3 waves of 

automation (Figure 3).   

¶ The 1st wave ς algorithm (to early 2020s) focuses on the automation of simple computational 

tasks and analysis of structured data. It impacts mostly on data-driven sectors such as financial 

and insurance, information and communication, and professional, scientific, and technical 

services.  

¶ The 2nd wave ς augmentation (to late 2020s), repeatable tasks in clerical support and decision 

making are automated. The financial and insurance sector will continue to be highly impacted, 

along with much broader, almost all sectors.  

¶ The 3rd wave ς autonomy (to 2030s) with the evolution of Artificial Intelligence (AI), autonomous 

vehicles and robots will further automate routine tasks, focusing on physical labor and manual 

dexterity, and problem-solving in dynamic real-world situations that require responsive actions, 

such as in transportation and storage, manufacturing and construction.  

 

1 Allianz Partners ς Mega trends of the 21st century (Jun. 2019) 
2 PwC ς Will robots really steal our jobs: An international analysis of the potential long-term impact of automation (2018) 
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It is forecasted that job losses are more in highly educated workers at 1st wave, but safer at later waves 

because of their greater adaptability to technology changes, or by their senior managerial roles.  Finally, 

low and medium education level workers concentrated in jobs to be lost with high routine content. 

Figure 3. Potential rates of job automation by industry and education level across waves 

 

Source: PwC, Will robots really steal our jobs: An international analysis of the potential long-term impact of 

automation, 2018 

As stated in a report of OECD3, in many G20 countries, it is forecasted that job losses are concentrated in 

jobs with high routine content. As the demand for jobs that require high-level cognitive and social skills is 

increasing over years, routine and manual work will be more automated.  

Additionally, new technologies may have considerable impacts on how jobs are performed, thus relevant 

skills are required to change accordingly.  It is necessary for employees to have basic literacy, numeracy, 

and reading comprehension to use technology, on the other hand, higher human skills such as teamwork 

and communications are considered important. 

Vietnam does not stand out from this trend. The alleviation of manual work will lead to a structural shift 

in the production process, particularly among some occupations. However, at same time, Vietnam also 

need to face another wave that started half a century ago in developed countries, the basic level 

machinalization, that is mostly in agriculture sector (Figure 4). Together with among-industry shift 

(discussed in Sec. 1.1.3), the sector will need to surf on 3 big waves that are DX, basic machinalization, 

and workforce shift to other sectors. 

 

3 OECD ς Global skill trends: Training Needs and Lifelong Learning Strategies for the Future of Work (Jun. 2018) 
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In agriculture, the utilization of equipment for field preparation and harvesting will lead to a higher risk of 

automation. In terms of the garment industry, if the sewing process can be automated by the sewing 

machine operators, there will be a significant decrease in worker employment because sewing employees 

account for the largest proportion of the workforce in a garment factory (45ς70%) especially on its 

manufacturing line (85ς96%)4. Admittedly, jobs that are immune from automation, require non-routine 

and non-manual tasks. 

Figure 4. Leading occupations by employment in categories of low and high risk  
of automation in Vietnam 

 

Source: ILO, ASEAN in transformation: The future of jobs at risk of automation, 2016 

To cope with the circumstances, a large number of agricultural employees in Vietnam will need to acquire 

a variety of skills to avoid being swept away by the wave of automation. On the other side, it will boost 

the digital literacy and human skills of the labor workforce. In countries with the acceleration in the use 

of machine, their agricultural laborers need to be able to conduct internet searches to follow 

manufacturer instructions and know how to operate programs on a computer. Therefore, Vietnamese 

laborers in all industries, including in agriculture, need to have basic knowledge including literacy, 

numeracy, and reading comprehension to use technology.  

According to the Vietnam Digital Readiness Report5, most Vietnamese respondents (84%) denoted that 

they are willing to learn new skills in digital transformation, this rate is higher compared to global level 

 

4 Lan, P.T.T (Oct. 2020), Automation and its impact on employment in the garment sector of Vietnam 
5 PwC ς Vietnam Digital Readiness Report (Mar. 2021) 
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(77%). That means Vietnamese are aware of concerns about automation putting jobs at risk, and they also 

express their readiness in adapting to ameliorate future employability.  

Besides, although Vietnam's digital evolution index (DEI) is 46.79, which is low when compared to 

Malaysia's (69.03), Thailand's (53.04), Singapore's (98.82), and Indonesia's (47.72)6, some lower- and 

middle-skilled occupations are still projected to be lost. It is also anticipated that 20% to 30% of current 

employees would be transformed or eliminated in the next years, necessitating the training of the 

workforce for new jobs. To take advantage of digitization, Vietnamese laborers will be required the right 

skills. Besides digital skills, some soft skills that also need to be acquired are critical thinking and problem-

solving, along with communication, teamwork, creativity, and management. 

1.1.2 Climate change, environmental degradation, and resource scarcity 

Climate change, environmental degradation, and resource scarcity are expected to have significant 

impacts all over the world including employment lost, disappearance of current jobs and emerging of new 

job as well as changing in requirements of skills of laborers.  

According to Intergovernmental Panel on Climate Change (IPCC), if present greenhouse gas emissions 

continue, the atmosphere would warm by up to 1.5 degrees Celsius over pre-industrial levels by 2040. 

Climate change is becoming a real-time issue, with its main symptom is more frequent and severe weather 

phenomena. By 2040, the number of yearly extreme weather events will have doubled. Some foreseeable 

consequences are persistent droughts, inundating coasts, diseases, loss of human lives, and destruction 

of assets.  

The crisis will definitely lead to economic downturns and job loss. In 1995, extreme heat levels caused an 

estimated 1.4% of total hours worked to be lost globally, equating to about 35 million full-time jobs. It is 

estimated that there is a 1.5°C rise in global temperature by the end of the 21 century and labor force 

trends imply by 2030, the percentage of total hours of work lost will have risen to 2.0%, equating to 72 

million full-time jobs lost. The detrimental consequences of rising temperatures are dispersed unevenly 

between sub-regions. South-Eastern Asia area, including Vietnam, ranks the 3rd to be hardly hit, with 

productivity losses of 3.3% by 20307, respectively, equating to 4.6 million full-time jobs.  

Particularly, these changes lead to jobs loss in industries which rely on the environment including 

agriculture, fisheries, forestry, mining, fossil fuel-based energy rely on natural resources, and related 

sectors such as food manufacturing, related services and tourism industry.  

The transition to greener, low-carbon economies will reshape the labor market; New jobs will be created, 

some current jobs will disappear  

According to ILO, the energy sector is one of the main sources of greenhouse gas emissions. By 2030, the 

transition to sustainability in energy sector is expected to bring about net job creation of around 18 million 

jobs globally. Around 24 million jobs will be created, driven by the higher labor demand in renewable 

 

6 Knoema Corporation website - https://knoema.com/DEI2020/digital-evolution-index-dei 
7 ILO, World Employment and Social Outlook 2018: Greening with jobs (2018) 

https://knoema.com/DEI2020/digital-evolution-index-dei


The Data Collection Survey and Situation Analysis on Industrial HR Development in Vietnam (2022) 

_________________________________________________________________________________________ 

 
28 

energy production and the entire value chain associated with renewable energy and electric vehicles and 

construction.  

Furthermore, the increasing demand for inputs to produce electric vehicles and electrical machinery also 

bring additional jobs in the mining of copper, nickel, iron, and other non-ferrous and metal ores. In 

addition, due to the economic linkages between sectors, employment in services, waste management, 

and agriculture will also grow.  

On the other hand, around 6 million jobs will disappear due to a reduction in the mining and extraction of 

coal, petroleum, and natural gas, sectors which closely links to the fossil fuel-based automotive industry, 

fossil-fuel based vehicles manufacturing, and the retail sale of automotive fuel8. 

Figure 5. Sectors most affected by the transition to sustainability in the energy sector ς globally 

Industries set to experience the highest job demand 

growth (absolute) 

Industries set to experience the strongest job demand 

decline (absolute) 

Sector 
Jobs 

(millions) 
Sector 

Jobs 

(millions) 

Construction 6.5 Petroleum refinery -1.6 

Manufacture of electrical machinery and 

apparatus 
2.5 

Extraction of crude petroleum & services related 

to crude oil extraction, excluding surveying 
-1.4 

Mining of cooper ores and concentrates 1.2 Production of electricity by coal -0.8 

Production of electricity by hydropower 0.8 Mining of coal and lignite, peat extraction -0.7 

Cultivation of vegetables, fruits, nuts 0.8 Private households with employed persons -0.5 

Production of electricity by solar 

photovoltaics 
0.8 

Manufacture of gas, distribution of gaseous fuels 

through mains 
-0.3 

Retail trade, except of motor vehicles and 

motorcycles; repair of personal and 

household goods 

0.7 
Extraction of natural gas and services related to 

natural gas extraction, excluding surveying 
-0.2 

Industries set to experience the highest job demand 

growth (%) 

Industries set to experience the highest job demand decline 

(%) 

Sector Jobs (%) Sector Jobs (%) 

Production of electricity by solar thermal 

energy 
3.0 Production of electricity by coal -0.19 

Production of electricity by geothermal 

energy 
0.4 

Extraction of crude petroleum and services 

related to crude oil extraction, excluding 

surveying 

-0.11 

Production of electricity by wind 0.4 
Extraction, liquefaction, and regasification of 

other petroleum and gaseous materials 
-0.11 

Production of electricity by nuclear energy 0.3 Petroleum refinery -0.8 

Production of electricity by biomass and 

waste 
0.3 

Manufacture of gas, distribution of gaseous fuels 

through mains 
-0.5 

Production of electricity by solar 

photovoltaics 
0.3 Mining of coals and lignite, peat extraction -0.3 

Production of electricity by hydropower 0.2 
Extraction of natural gas and services related to 

natural gas extraction, excluding surveying 
-0.3 

Source: ILO, World Employment and Social Outlook 2018 ς Greening with jobs, 2018 

 

8 ILO ς World Employment and Social Outlook 2018: Greening with jobs (2018) 
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Requirement of skills set of many jobs will change 

Changes in a set of skills, especially in energy and emissions-intensive industries are necessary to adapt 

with new consumption and production patterns, resource efficiency, and emission targets. Retraining and 

skills upgrading are important to make production processes, goods and services greener. 

Figure 6Φ άDǊŜŜƴέ ǊŜǎǘǊǳŎǘǳǊƛƴƎΥ LƴŘǳǎǘǊƛŜǎ ƭƛƪŜƭȅ ǘƻ ōŜ ŀŘǾŜǊǎely affected  
& the associated retraining needs 

Industry Training needs 

Agriculture, forestry, 

including food/wood 

processing 

¶ New farming practice, crop diversification and organic farming 

¶ Biofuel production and new technologies 

¶ Eco-tourism, rural and forest tourism 

¶ Retraining of farmers as forestry workers  

¶ Skills upgrading for farmers in sustainability, climatology, eco-counselling skills, 

entrepreneurial skills 

¶ Complex use of timber and new technologies in wood processing 

Fisheries ¶ Retraining for jobs in marine natural parks 

¶ Retraining of agricultural workers 

¶ Skills upgrading (sustainable fish/seafood farming, aquaculture) 

Extractive industries and 

fossil fuel energy generation 

¶ Retraining (into e.g. renewable energies) 

¶ Skills upgrading (sustainable practices, energy and resource efficiency, new green 

technologies, clean coal, carbon capture and storage) 

Emission-intensive 

manufacturing 

¶ Skills upgrading: core/portable skills; training for specialized sustainability skills  

¶ Training for compliance with industries environmental regulations 

¶ Environmental impact assessment  

¶ Change in production processes (energy and resource efficiency, recycling, treatment of 

hazardous waste) 

Automotive ¶ Skills upgrading for car: mechanics, technicians and engineers  

¶ Training on design, maintenance and recycling, fuel efficiency 

Shipbuilding ¶ Retraining for other heavy industries, including installations for off-/onshore wind 

turbines and wave and tidal energy 

Cement ¶ Retraining  

¶ Skills upgrading (energy efficiency) 

Source: ILO, Skills for green jobs: a global view: synthesis report based on 21 country studies, 2011 

Vietnam will expect strong hit towards the workforce in agriculture and aquaculture sectors 

Vietnam is among five countries most heavily affected by climate change with a long coastal line and 

majority of population and economic assets locating in coastal lowlands and deltas. More than 50% of 

±ƛŜǘƴŀƳΩǎ ǿƻǊƪŦƻǊŎŜ ŀƴŘ ƛƴŎƻƳŜ ŘŜǇŜƴŘǎ ƻƴ ŎƭƛƳŀǘŜ-sensitive natural resources. Agriculture is predicted 

to be hit hard, especially rice production and the Mekong Delta, where majority of the land area is 2 

meters or less above sea level (Wassmann et al. 2009)9. Aquaculture, which is particularly important for 

employment and rural income in Mekong Delta, will be suffered high risk of disease and increasing cost 

 

9 World Bank ς Vietnam 2035 (Feb. 2016) 
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in operations. As a consequence, related services and manufacturing sectors in the agro-food value chain 

is also affected.  

For example, the coastal areas of Vietnam have a population of about 18 million people, of which 58% of 

the population mainly live on agriculture and fishing. There are around 480,000 people directly engaged 

in fishing, around 100,000 people work in the seafood processing industry and about 2,140,000 people 

are engaged in fisheries services10. Fishing and aquaculture, which depend heavily on water availability 

and the abundance of coastal resources, are among the most sensitive and vulnerable sectors to the 

effects of climate change.  

According to a research on Ensuring decent work for workers in the Mekong Delta to adapt to climate 

change by the Institute of Labor science and Social affairs (MOLISA) and Hanns Seidel Foundation (2020), 

33.3% of surveyed enterprises and production facilities had to suspend production from the end of 2019 

to March 2020; 20% must change production models, change varieties and products; 26.7% had to change 

production techniques under the impact of drought and saltwater intrusion. Notably, for enterprises that 

cut or temporarily stop working, unskilled workers and self-employed workers are the first employees to 

be cut and usually do not receive severance allowance11. 

1.1.3 Global value chain integration, US ς China trade tension 

Deeper integration in GVCs requires countries to equip higher skilled workforce  

Economic opportunities gained from GVCs participation go beyond the opportunity of increasing exports, 

but also include technology and knowledge transfer, rising FDI, and human capital upgrading. Low- and 

middle-income countries (LMICs) are particularly situated to benefit from GVCs with job creation, 

productivity and income improvement. 

At the early stage of globalization, the world witnessed the shift of labor-intensive goods production from 

developed countries to developing countries to leverage the labor-cost arbitrage. However, with higher 

competition between more countries in GVCs as well as the acceleration of automation, trade based on 

low labor costs is no longer sustainable. As a consequence, GVCs are becoming more knowledge intensive. 

Within many industries, value creation is shifting to upstream activities such as R&D and design and 

downstream activities such as distribution, marketing, and after-sales services, proven by the growth of 

investment in intangible assets in all sectors. The share of value created by the actual production of a 

good is declining12, at the same time, production of goods requires more sophisticated, higher quality 

inputs. Thus, demand for higher level skills of labor in GVCs increases accordingly. Countries that 

participate more deeply and move up the value chain will be in need of more skilled workforce. For 

countries that expand into more sophisticated and higher-technological sectors, the type of work in 

different sectors will shift. 

 

10 Science, technology and environment Committee - Response to climate change in Vietnam (2017) 
11 Online newspaper: https://nld.com.vn/cong-doan/bien-doi-khi-hau-gay-anh-huong-den-viec-lam-20201217203115809.htm 
12 OECD - Interconnected economies: Benefiting from global value chains (2013) 

https://nld.com.vn/cong-doan/bien-doi-khi-hau-gay-anh-huong-den-viec-lam-20201217203115809.htm
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Impact of COVID-19 pandemic further lessen the importance of low-cost labor advantage  

Along with globalization and GVCs participation, most nations become interdependent and related to 

each other, but the critical hit of COVID-19 outbreak has raised much concerns on the risks of instability 

associated with the international fragmentation of production. To recover or to respond to the pandemic, 

developed countries are likely to readjust their supply chains shifting to nearshoring production places in 

order to shorten delivery time as well as to lower further risk of supply chain disruption. This shifting13 

trend in developed countries is supported by automation & digitalization trends, which reduce the heavy 

dependence on labor. This means, developing countries like Vietnam should not mainly depend on low-

cost labor strength because distance advantage and delivery effectiveness have been increasingly 

important factors in GVCs movements. 

Situation of Vietnam: enhance the supply of skilled labor force in main manufacturing sectors is the key to 

ŀŘǾŀƴŎŜ ǘƘŜ ŎƻǳƴǘǊȅΩǎ ǇŀǊǘƛŎƛǇŀǘƛƻƴ ƛƴ D±/ǎ 

Vietnam has a lot of space to grow in GVCs with a large pool of young and unskilled labors who can be the 

source to enter the manufacturing sectors. However, it is still necessary to aware that the size of labor 

force of Vietnam is much smaller compared to China or India and labor size advantage is just a relative 

strength of the country.  Improving labor productivity and high-skilled workers is a relatively prerequisite 

to enhance the competitiveness compared to other countries in the same region.  

Vietnam currently has 4 key GVCs including agribusiness, textiles and apparel, transport equipment, and 

electronics/ICT equipment. The trade agreements, especially new FTAs are crucial to boost up Vietnam in 

moving up in GVCs. In textiles, garments, and clothing, as well as hi-tech sectors like electronics, Vietnam 

is projected to make a greater contribution to the global and regional manufacturing environment14. 

However, as a consequence, it also required to increase the sophistication of manufacturing processes, to 

necessitate extra capital expenditure, and increase the demand for high-skilled labor.  

Besides human resource factors, key challenges for Vietnam to take more inclusive participation in GVCs 

include: (1) resolving the bottlenecks in logistics and infrastructure15; (2) advancing the development of 

supporting industry with a higher rate for localization of materials ς components in the manufacturing 

sector, reducing the dependence on importing inputs; (3) enhance FDI effectiveness towards boosting 

local firms to participate in value chains of large foreign-invested enterprises.  

Overall, it still emphasizes that there is a strong need for Vietnam to increase the supply of higher skilled 

labor, especially in sectors that deeply engaged in GVCs as well as support sectors such as logistics and 

supporting industries. In these sectors, there will be demand for the future workforce who can do complex 

tasks and be able to adapt to advanced industrial technology movement, such as automation and 

 

13 United Nations Conference on Trade and Development ς South-South Cooperation at the time of Covid-19: Buiding Solidarity among 
Developing Countries (May 2020) 
14 KPMG ς Investing in Vietnam (Mar.2021) 
15 Online newspaper: https://en.vietnamplus.vn/vietnam-looks-to-address-bottlenecks-in-logistics-infrastructure/198173.vnp  

https://en.vietnamplus.vn/vietnam-looks-to-address-bottlenecks-in-logistics-infrastructure/198173.vnp
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digitalization. The quality of human resource in local small and medium enterprises (SMEs) are also 

important to leverage the effectiveness of FDI flow into the country.   

USA-China trade tension may have positive impacts on FDI in Vietnam and create job opportunities  

From 2018 through 2019, as the trade war between the USA and China intensified, Vietnam was 

considered one of the biggest beneficiaries of this fallout because many Chinese goods, which are affected 

by tariffs, are also produced and consumed in Vietnam16. Several companies, including those that 

manufacture furniture, refrigerators, and automobile tires have relocated their operations to Vietnam, 

and other Southeast Asian countries. Multinational corporations such as Foxconn, Samsung, and Daikin 

were opening new factories in Vietnam rather than in China due to the doubling of Chinese manufacturing 

salaries over the last seven years17. As for textile and garment sector, one of the key industries,  USA-China 

ǘǊŀŘŜ ǿŀǊ ŀƭǎƻ ŀŎŜƭƭŜǊŀǘŜǎ ŀǇǇŀǊŜƭ ŦŀŎǘƻǊƛŜǎΩ ǎƘƛŦǘ ŦǊƻƳ /ƘƛƴŀΣ ŀƴŘ ±ƛŜǘƴŀƳ ƛǎ ǘƘŜ ŀǇǇǊƻpriate choice for 

footwear industries18. Many giant retailers in footwear, such as Nike, Adidas and Brooks Running, eye 

Vietnam to shift majority of shoes production due to trade-war tariffs.19 The CEO of Brooks Running said 

that this production shift will move more than 8000 jobs from China to Vietnam.20  

The relocation has created further job opportunities for Vietnamese laborers; but there were concerns 

ŀōƻǳǘ ±ƛŜǘƴŀƳΩǎ ŀōƛƭƛǘȅ ǘƻ Ŧǳƭƭȅ ŀōǎƻǊō ŀƴŘ ǘŀƪŜ ŀŘǾŀƴǘŀƎŜ ƻŦ ǘƘŜ ǊŜƭƻŎŀǘƛƻƴ ƻŦ ŦƻǊŜƛƎƴ ŎƻǊǇƻǊŀǘƛƻƴǎ ŘǳŜ 

to a structural labor shortage as Vietnam had limited supply of human resource who earned vocational 

training or higher. On the other hand, this production shift can be seen mostly in labor-intensiveness 

sectors, such as in agriculture, footwear, textile and garment, etc. However labor intensiveness is another 

concern of local provinces as it leads to other social pressure and stakeholders need to take actions. For 

example, to decrease labor-intensiveness in labor-intensive industries, HCMC government has issued a 

plan to support enterprises in their innovation process with the aim of increase the competitiveness21.  

On the other hand, USA-China trade tension was considered to positively impact to Vietnam from the 

aspect of increasing the ability to absorb foreign direct investment opportunities. 

In the face of declining global economic growth, Vietnam was one of the few nations that have achieved 

extraordinary development, as seen by its registered capital reached 38 billion USD in 2019. However, in 

2020 & 2021, the Covid-19 outbreak has had a tremendous impact on Vietnam, as it has on all countries 

around the world, limiting investor movement and reducing the attractiveness of the new foreign 

investment. 

  

 

16 Financial Times: https://www.ft.com/content/4bce1f3c-8dda-11e9-a1c1-51bf8f989972 
17 Vina Capital ς US-China Trade Tensions and Vietnam (Jul. 2018) 
18 Online newspaper: https://www.scmp.com/lifestyle/fashion-beauty/article/3035927/us-china-trade-war-accelerates-apparel-factories-shift 
19 Forbes:https://www.forbes.com/sites/peterpham/2018/11/29/vietnams-trade-war-balancing-act/?sh=12937fbe7b36 
20 Online newspaper: https://e.vnexpress.net/news/business/companies/us-footwear-maker-to-move-china-production-to-vietnam-this-year-
3918368.html 
21 Online newspaper: https://nhandan.vn/tin-chung1/giam-tham-dung-lao-dong-o-cac-nganh-san-xuat-cong-nghiep-649679/ 

https://www.ft.com/content/4bce1f3c-8dda-11e9-a1c1-51bf8f989972
https://www.scmp.com/lifestyle/fashion-beauty/article/3035927/us-china-trade-war-accelerates-apparel-factories-shift
https://www.forbes.com/sites/peterpham/2018/11/29/vietnams-trade-war-balancing-act/?sh=12937fbe7b36
https://e.vnexpress.net/news/business/companies/us-footwear-maker-to-move-china-production-to-vietnam-this-year-3918368.html
https://e.vnexpress.net/news/business/companies/us-footwear-maker-to-move-china-production-to-vietnam-this-year-3918368.html
https://nhandan.vn/tin-chung1/giam-tham-dung-lao-dong-o-cac-nganh-san-xuat-cong-nghiep-649679/
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Figure 7. Foreign Investment in Vietnam as of 8M2021 

 

Source: MPI, KPMG, Investing in Vietnam, 2021 

In 2020, the total FDI in Vietnam, down 25% from 2019 even though the country had some initial success 

of suppressing the virus for much of the pandemic in 2020. From early 2021, Vietnam has been dealing 

with a difficult breakout of the virus, with the majority of new infections occurring in the southern 

business hub of HCMC and adjacent regions. As a result, global trade has stalled and affected supply 

networks which would lead to risks of foreign enterprises moving out from Vietnam, which could lead to 

the threads of job loss in related sectors at a large scale. 

1.1.4 Population aging 

By 2030, the world population will be 8.5 billion and it will surpass 9 billion by 2050. There will be 11.2 

billion people in the world by 210022. The fastest-growing segment of the population will be the older 

people of 60 years old and above23.  

Figure 8. Global population by age groups in 1980, 2017, 2030 and 2050 (Unit: billions) 

 
Total 4.5 7.5 8.5 9.7 

Source: United Nations, World Population Ageing 2017: Highlights, 2017 

 

22 World Economic Forum: https://www.weforum.org/agenda/2015/07/world-of-11-billion-population-growth/ 
23 United Nations ς World Population Ageing 2017: Highlights (2017) 

https://www.weforum.org/agenda/2015/07/world-of-11-billion-population-growth/
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The worldwide population of older people is projected to have surpassed that of children under age 10 in 

2030. In 2050 there will be 2.1 billion people age 60+ compared to 1.4 billion of those under age 10. An 

increasing share of the elder population combines with a declining share of working-age means an 

increase in the old-age dependency ratio. Asia-Pacific had 11.1 people of working age to support one 

elderly person on average in 2015. By 2055, this figure is expected to more than halve to 4.024. This 

scenario implies the downsizing of the workforce and potential labor shortage, which requires greater 

participation in the labor force from women and the elderly, and the need to increase labor productivity. 

Vietnam will soon lose the golden population advantage and there will be structural-demographic 

transition toward an aging society in the next 30 years  

By 2050, it is predicted that Vietnam will face a structural-demographic transition toward an aging society. 

The total population is forecasted to reach approximately 109 million people, increasing nearly 15% 

ŎƻƳǇŀǊŜŘ ǘƻ нлмрϥǎΦ Lƴ нлмрΣ ±ƛŜǘƴŀƳ ŜƴƧƻȅŜŘ ǿƘŀǘ ǿŀǎ ƪƴƻǿƴ ŀǎ ǘƘŜ άDƻƭŘŜƴ !ƎŜέΣ ǿƛǘƘ тл҈ ƻŦ ǘƘŜ 

population was aged between 15 and 64 (legal working age)25Φ IƻǿŜǾŜǊΣ ±ƛŜǘƴŀƳΩǎ ǇƻǇǳƭŀǘƛƻƴ ǿƛƭƭ ŀƎŜ 

extremely rapidly by 2050, with 60% of the population in the working age and a quarter of the population 

will be over 60. This statistic also implies a high old-age dependency ratio: there is one dependent elder 

for every two people of working age. 

These trends will bring notable challenges, as the aging of Vietnam's population will soon slow labor force 

growth. Unless productivity growth and labor market participation improve, population aging is expected 

to lead to significantly slower growth in economic development and increase the possibility of labor 

shortages. 

Figure 9. Vietnam Population Age Pyramid in 2015 & 2055 

 
{ƻǳǊŎŜΥ tƻǇǳƭŀǘƛƻƴtȅǊŀƳƛŘΦƴŜǘΣ wŜǎŜŀǊŎƘ ǘŜŀƳΩǎ ŀƴŀƭȅǎƛǎ ǿƛǘƘ ŦƻǊŜŎŀǎǘŜŘ Řŀǘŀ ŦƻǊ нлрр 

 

24 OECD ς Society at a glance: Asia Pacific 2019 (2019) 
25 Online newspaper: https://www.gov.uk/government/publications/vietnam-from-golden-age-to-golden-oldies/vietnam-from-golden-age-to-
golden-oldies 

https://www.gov.uk/government/publications/vietnam-from-golden-age-to-golden-oldies/vietnam-from-golden-age-to-golden-oldies
https://www.gov.uk/government/publications/vietnam-from-golden-age-to-golden-oldies/vietnam-from-golden-age-to-golden-oldies
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A high dependence ratio indicates that the entire economy bears a heavier burden in supporting and 

providing social services to children and elderly people who are often the economically dependent ones. 

Vietnam is predicted to rank 6th, both in 2015 and 2055, in the old age dependency ratio among among 

East Asian and Pacific countries. 

Figure 10. Old age dependency ratio in 2015 & 2055 among East Asian & Pacific countries 

 

Source: OECD (2019) 

An important consequence of this trend is the structural decline in working age population, which leads 

to demand in raising labor productivity of the shrinking work force. In fiscal terms, the biggest and most 

urgent challenge will be financial sustainability of the pension system. With the current low coverage of 

social insurance at 33.5% of the labor force in 202026, older persons in the future will face more difficulties 

in their life and may also cause heavily burden for state budget.  

Besides, there are also significant challenges for healthcare and the elder care systems. In 2019, Vietnam 

had more than 11 million elderly people (aged 60 and above), with about 1.9 million aged over 80. 

However, family plays a significant role in providing health care to older persons, only around 1% receives 

care and support from a paid healthcare worker, caregiver, or neighbor. This reveals a fact that Vietnam 

is lacking healthcare workforce that serve for elderly care services and the related healthcare issues. The 

proportion of disability is significant among the older persons and increases with age, especially over 50% 

among those 80 years old and above have at least one difficulty in activities of daily living. Common 

chronic diseases and non-communicable diseases are the main cause of disability. However, the geriatric 

system and social services system for the elder people in Vietnam are still far from meeting the current 

demand27. Care for older persons is mainly provided by family members, mostly women in the families, 

leading to lower participation rate of female in the work force. In other cases, individual caregivers or 

domestic workers without training are often hired to take care of the older person at home or in the 

hospital, mostly with low quality. 

 

26 Online newspaper: http://www.congdoan.vn/tin-tuc/thoi-su-487/nam-dau-tien-so-nguoi-tham-gia-bao-hiem-xa-hoi-bat-buoc-giam-do-dich-
599716.tld 
27 Viet Nam National Committee on Ageing (VNCA) - Towards a comprehensive national policy for an ageing Viet Nam (2020) 

http://www.congdoan.vn/tin-tuc/thoi-su-487/nam-dau-tien-so-nguoi-tham-gia-bao-hiem-xa-hoi-bat-buoc-giam-do-dich-599716.tld
http://www.congdoan.vn/tin-tuc/thoi-su-487/nam-dau-tien-so-nguoi-tham-gia-bao-hiem-xa-hoi-bat-buoc-giam-do-dich-599716.tld
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The shortage of healthcare staff has negative impacts on the provision of primary healthcare and health 

ǎȅǎǘŜƳ ǎǳǎǘŀƛƴŀōƛƭƛǘȅΦ !ƭǘƘƻǳƎƘ ƘŀǾƛƴƎ ǎƭƛƎƘǘ ƛƴŎǊŜŀǎŜ ƻǾŜǊ ǘƘŜ ƭŀǎǘ ŘŜŎŀŘŜΣ ±ƛŜǘƴŀƳΩǎ ƘŜŀƭǘƘŎŀǊŜ 

workforce is still far to catch up with that of Asian developed countries like Malaysia, Japan or South 

Korea. 

Figure 11Φ ±ƛŜǘƴŀƳΩǎ ƘŜŀƭǘƘ ǿƻǊƪŦƻǊŎŜ ǇŜǊ м0,000 population, 2011 - 2019 

Types of work force 2011 2012 2013 2014 2015 2016 2017 2018 2019 

Nurses 10 10.4 10.7 10.8 11.1 11.3 11.3 11.4 n/a 

Doctors 7.3 7.3 7.6 7.8 8.0 8.6 8.6 8.7 8.8 

Pharmacists 1.9 2.0 2.1 2.4 2.4 3.0 2.9 2.9 n/a 

Source: MOH Health statistics year book annually28 

In comparison to a country like Japan, which has been dealing with an elderly population for many years, 

the ratio of nurses and midwives in Vietnam is substantially lower, at around 1.4 compared to 12 in Japan 

(2016). Not only is there a human resource scarcity in Vietnam, but the country also lacks official system 

of nursing workers for the elderly. In reality, nurses in his hospital were responsible for both medical 

treatment and senior care at the same time, putting strains on nurses as they struggled to perform both 

tasks. Besides nursing, health workers in the rehabilitation also play a significant role as seniors usually 

need extra rehabilitation from accidents or health setbacks. However, this specialty has also experienced 

a scarcity of doctors, with the density of doctors was 7.6 per 10,000 population (2013). Moreover, in 

recent years, the training target for rehabilitation doctors has been quite low in comparison to other 

specialities within educational universities that offering rehabilitation training. 

Furthermore, the distribution of human resource in healthcare is imbalanced between healthcare 

institutions of different levels and between different regions. The shift of many medical personnel from 

rural to urban areas has happened, resulting in a lack of qualified workforce at the grassroots level 

providing primary care29. In general, 29% healthcare workforce of Red River Delta is working in Hanoi, 

while 59% workforce of the Southeast concentrates in HCMC.  

In terms of specialized nursing training, Vietnam now lacks a specialization for the elderly, and has a low 

number of specialties. The country also has limitation in advanced training with only one intense training 

program in hemodialysis, far fewer than Japan, which is well-known for its aged care system due to an 

aging population, with 21 training programs. Thanks to its experience in the caring services regarding 

technology, system, and human resources training, cooperation in this specialty to convey experience to 

Vietnam will undoubtedly aid Vietnam in better preparing nurses for the elderly. 

 

28 https://moh.gov.vn/thong-ke-y-te  
29 Sustainability and Resilience in the Vietnamese Health System, Tran Thi Mai Oanh, Nguyen Khanh Phuong and Khuong Anh Tuan, Health 
Strategy and Policy Institute 

https://moh.gov.vn/thong-ke-y-te
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1.2 Vietnam human resource development issues toward long-term global competitiveness 

1.2.1 Labor force growth 

Vietnam has a stable labor supply in medium term but needs to prepare to ensure the availability of human 

resources in the long run 

The labor force continued to grow slightly, reaching its highest of about 55.8 million in 2019. In which, the 

middle-age (35-59) made up half of the labor force. The proportion of the young labor force (15-34) 

maintained quite stable around 38%, while that of middle-aged people slightly increased. In 2020, the 

figure decreased slightly to 54.8 million. However, with the aging of the Vietnamese population, it is 

expected that the fraction of the labor force over 60 years old will rise in the future. 

Figure 12. Vietnam Employment Structure by Ages 

 
Source: GSO (2020) 

At 74.4% in 2020, labor force participation in Vietnam is remarkably high, compared to 60.5% (world), 

67.2% (South-East Asia and the Pacific). In which, working-age people who are not working account for 

only approximately 23% of the population, with many women shouldering the burden of caring for 

children and the elderly. Based on the aforementioned factors, it can be inferred that, in the future, 

notwithstanding the inflǳŜƴŎŜ ƻŦ ǘƘŜ ǇŀƴŘŜƳƛŎ ƻǊ ŜŎƻƴƻƳƛŎ ǊŜǎǘǊǳŎǘǳǊƛƴƎΣ ±ƛŜǘƴŀƳΩǎ ƭŀōƻǊ ǎǳǇǇƭȅ ǿƛƭƭ 

remain stable in the short to medium term. However, in the long run, there would be challenge of limited 

reserve of the labor force to boost aggregate labor supply. 

Figure 13. Labour force participation rate, by overall and rural/urban areas 

 

Source: GSO (2020)  
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The national unemployment rate has been low and stable in Vietnam, slightly increased from 2.1% in 2014 

to 2.17% in 2019. However, it raised to 2.48% in 2020 under the impacts of the Covid-19 pandemic. The 

unemployment rate among the youth (15-24 years old) followed the same trend as the national average 

but it was much higher.  To ensure the availability of human resources in the next 50 years, Vietnam will 

need to raise the education level of the 15-24 age group. As the population ages in the coming years, 

ǇŜǊǎƻƴǎ ƛƴ ǘƘƛǎ ŀƎŜ ōǊŀŎƪŜǘ ǿƛƭƭ ōŜŎƻƳŜ ǘƘŜ ōŀŎƪōƻƴŜ ƻŦ ±ƛŜǘƴŀƳΩǎ ƭŀōƻǊ ŦƻǊŎŜΦ 

Figure 14. Youth Unemployment Rate 

 

Source: GSO (2020) 

1.2.2 Labor force structure 

Sector reallocation towards Industry and Services is a positive change in the national labor structure and 

needs to be promoted in the coming years 

Employment shift by economic sectors has been occurring quite rapidly and following the global trend. 

The number of workers in agriculture, forestry, and fisheries fell significantly, together with the increased 

number of workers in the industry ς construction and services. In which, the service industry grew from 

24.8% to 36.1% between 2000 and 2020. This demonstrates the efficiency of government initiatives in 

altering the structure of industries to match the global economic trend. 

Figure 15. Sector Reallocation by Number of Employees (2000 ς 2020) 

 

Source: GSO (2020) 
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However, as laborers in agriculture are mainly manual, untrained, or low-skilled, the relatively high 

portion of labor in agriculture will remain as an obstacle to improve the quality of the labor force in order 

to meet with demand of Industrialization 4.0.  Thus, there is still a need to continuously decrease the 

portion of the labor population in the agriculture, forestry and fishery sector in the coming years. 

According to the forecast of the General Statistics Office and the National Center for Employment Services 

(MOLISA), the national labor workforce will reach nearly 63 million persons by 2025, in which 28.3% works 

in Agriculture, 25.1% in Industry & construction, and 46.6% in Services. Demand on human resources in 

each sector is estimated as in the Table below. 

Figure 16. Forecasted demand on human resources of Vietnam by 2025 

Sector Trained labor of all 

level (person) 

In which (%) 

Elementary 

level 

Intermediate 

level 

College level 

Agriculture, Forestry & Fisheries 14.3 million 69.5 22.5 6.0 

Industry & Construction 17.6 million 56.0 33.5 4.0 

Services (Healthcare, 

Transportation included) 
16.5 million 

37.0 23.0 12.0 

Source: Scheme on training and retraining to improve human resource skills to meet the requirements of the 4th 

industrial revolution (DVET) 

By 2030, among 70 million persons in the national labor force, the ratio is forecasted to change to 25% - 

40% - 35% for Agriculture ς Industry & Construction ς Services sector. The proportion of trained labor 

accounts for around 80% (56 million persons), in which 14.3% is trained in higher education system. 

Unbalanced human resources from Higher Education and Technical & Vocational Education & Training  

The unreasonable human resources structure is also captured in terms of education level. For example, 

according to Education statistics 2010-2011, 81.1% students graduated from Lower secondary school 

went to Upper secondary school while 9.86% participated in labor market30. That means only 9% enrolled 

in VET schools, just one ninth of that of Upper secondary school.  Additionally, while number of graduates 

from Upper secondary school annually is 0.8-1 million students, admission quota of Higher Education 

sector is set at around 500 ς 550 thousand students and actual admission is even higher. This situation 

leads to the unbalanced human resource structure in Vietnam with a majority of low skilled labor and 

higher education graduates, while TVET trained labor only accounts for a small portion31. The lopsided 

structure has its roots in the lack of central coordination to implement HR strategy between Ministries in 

charge, as well as the perception of the society to prefer HE than TVET, especially those living in urban 

areas. This situation is illustrated by the competition between HE sector and TVET sector in admission and 

the gap of income between labor graduated from HE and TVET sector. 

 

30 Online newspaper: https://giaoduc.net.vn/giao-duc-24h/hoi-dap-3-hiep-hoi-ve-cau-truc-he-thong-giao-duc-viet-nam-moi-post163581.gd 
31 Department of Formal Vocational Training, DVET 

https://giaoduc.net.vn/giao-duc-24h/hoi-dap-3-hiep-hoi-ve-cau-truc-he-thong-giao-duc-viet-nam-moi-post163581.gd
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1.2.3  Labor Productivity and Innovation capacity 

Increasing labor productivity via education and training for the labor force is critical for progressing 

industrialization and overcoming the middle income trap  

tǊƻŘǳŎǘƛǾƛǘȅ ƎǊƻǿǘƘ ǇƭŀȅŜŘ ŀ ƳŀƧƻǊ ŘǊƛǾŜǊ ƛƴ ±ƛŜǘƴŀƳΩǎ D5t ƎǊƻǿǘƘ ƛƴ ǘƘŜ ŜŀǊƭȅ ǎǘŀƎŜ ƻŦ ǘǊŀƴǎƛǘƛƻƴΣ 

contributed two-thirds to the average GDP growth rate. However, it faced a downward trend in the past 

decade and has been stagnated. Besides, as wages certainly rise, Vietnam will lose its current comparative 

advantage of low-cost labor in industries that require low-skill and labor-intensive.  

Another related aspect to discuss is the risk of Vietnam being entangled in the middle income trap32. Since 

the year 2008, Vietnam has achieved the low middle income level but there have been signs of Vietnam 

being fallen into middle income trap, including (i) slowing growth, (ii) low productivity, (iii) lacking of 

practical structural transformation, (iv) no sign of improvement in competitiveness ratio, and (v) many 

problems caused by economic growth.  The ŎƻǳƴǘǊȅΩǎ Ŏompetitiveness will be eroded as labor cost rise 

rapidly compared to the increase of labor productivity.  Meanwhile, if industrial human resources are still 

not equipped with higher skills, knowledge and capacity, technology-intensive industries will not appear 

- the process of industrialization will possibly stop, or in other words, the problem known as 

deindustrialization will happen. This problem is at the heart of the middle-income trap. Besides 

rennovating in industrial policies, policies to increase labor productivity should be one important focus for 

Vietnam to overcome the middle income trap33. 

Education and skill development are important prerequisites for economic growth and especially gains in 

labor productivity. As can be seen in the figure 17, although the labor productivity of Vietnam has 

improved, it is extremely low when compared to other countries in the region. In 2019, Vietnam labor 

productivity reached $13.817, which was only equal to 8.7% of Singapore, 10.3% of Brunei, 23.2% of 

Malaysia, 41.2% of Thailand, 56.6% of Indonesia, and 63.3% of the Philippines. 

Figure 17. Vietnam Labor Productivity among South-Eastern Asia countries 

Unit: USD, by GDP PPP 

Country 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 

Singapore 136.243 139.918 141.219 145.405 146.818 147.417 151.030 156.376 160.348 159.680 

Brunei 147.354 150.119 149.045 143.778 138.331 136.813 133.030 134.309 129.057 133.209 

Malaysia 48.813 49.061 49.750 49.865 51.467 52.986 54.641 56.625 57.841 59.364 

Thailand 25.028 24.542 26.268 27.448 28.014 28.956 30.174 31.586 32.523 33.502 

Indonesia 18.360 19.033 19.033 20.488 21.166 22.034 22.851 23.303 24.013 24.425 

Philippines 14.955 15.016 15.805 16.582 17.102 17.877 18.690 20.379 21.202 21.832 

Lao PDR 9.843 10.362 10.911 11.498 12.083 12.677 13.285 13.920 14.507 14.887 

Viet Nam 8.833 9.214 9.547 9.851 10.299 10.933 11.559 12.216 12.859 13.817 

Myanmar 6.689 6.997 7.446 8.007 8.572 9.091 9.774 10.584 11.036 11.548 

Cambodia 4.818 4.999 5.393 5.847 6.160 6.475 6.656 6.959 7.368 7.774 

Timor-Leste 7.831 8.094 8.393 8.361 8.524 8.560 8.632 8.018 7.704 7.741 

Source: ILO (2019) 

 

32 Prof. Kenichi Ohno (2009) states that a middle income trap is a situation in which a country is stuck at an income level determined by certain 
resources and initial advantages and cannot overcome it. 
33 Ohno, Kenichi & Le, H Thanh. (2015). Bay thu nhap trung binh o Vietnam: Thuc trang và giai phap (The middle income trap in Vietnam: status 
and solution). Tap chi cac van de kinh te va chinh tri the gioi So 3 (227) 2015 
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There are several factors behind improvement in productivity. The shift of unproductive labor from 

agricultural activities to industry, construction and services is a major element that has contributed to 

productivity growth in Vietnam over the last 20 years; however, the marginal contribution to productivity 

growth from this transition was nearly depleted. In addition, the size of enterprises in Vietnam is also a 

barrier to productivity growth. The majority of enterprises in Vietnam are household enterprises of micro 

and small scale, thus they are lacking of substantial economic means to invest in and adopt improvement 

in technology, equipment, organization or production34. The third factor is skill of workers which also plays 

an important role in improving productivity of enterprises. In 2020, the labor force graduating from lower-

secondary school or lower accounts for 61.2% of the total labor force. The below figure for the labor force 

graduating from upper-secondary school or having technical and professional qualifications only accounts 

for the remaining 38.8% of the total labor force. It can be said that a lower education level is one of the 

factors that makes Vietnam to be identified recently as one of the countries having the lowest labor 

productivity in the region. 

Figure 18. ±ƛŜǘƴŀƳΩǎ [ŀōƻǊ CƻǊŎŜ ōȅ 9ŘǳŎŀǘƛƻƴ [ŜǾŜƭ 

 

Source: GSO (2020) 35 

Skill enhancement and develop innovation capacity ƛǎ ǘƘŜ ƪŜȅ ŦƻǊ ƛƴŎǊŜŀǎƛƴƎ ǘƘŜ ŎƻǳƴǘǊȅΩǎ ŎƻƳǇŜǘƛǘƛǾŜƴŜǎǎ 

for global integration 

At the moment, Vietnamese employees' integration capability is low, and their skills are still relatively low 

in comparison to regional and global standards. According to the Global Competitiveness Report in the 

4.0 Period (GCI 4.0) in 2019, Vietnam is currently rank at 67th out of 141 nations for GCI 4.0 index, but only 

rank at 93th in terms of skills, the lowest rank among 13 indicators. Therefore, low skills can be considered 

a barrier for Vietnamese workers in the 4.0 employment market, and a barrier for Vietnam towards global 

integration in the future. 

 

34 Online newspaper: https://www.ilo.org/hanoi/Informationresources/Publicinformation/comments-and-analysis/WCMS_694938/lang--
en/index.htm  
35 In 2020, there were 53.61 million peoplŜ ƛƴ ǘƘŜ ±ƛŜǘƴŀƳΩǎ ƭŀōƻǊ ŦƻǊŎŜ ōŜƛƴƎ ŜƳǇƭƻȅŜŘ 

https://www.ilo.org/hanoi/Informationresources/Publicinformation/comments-and-analysis/WCMS_694938/lang--en/index.htm
https://www.ilo.org/hanoi/Informationresources/Publicinformation/comments-and-analysis/WCMS_694938/lang--en/index.htm
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Figure 19. Vietnam Global Competitive Index 4.0 in 2019- Performance Overview 

Vietnam ς Global Competitive Index 4.0 2019 edition 

Rank: 67th/ 141 Rank 2018 edition: 77th/ 141 

 

Source: WEF- the Global Competitiveness Report 201936   

Besides, innovation capacity is also considered important for Vietnam to deal with changes under impact 

of automation and digitalization. In the Global Innovation Index (GII), Vietnam stands at rank 42 out of 

131 countries and is ranked third in Southeast Asia, behind Singapore and Malaysia, with a score of 37.12 

out of 100. This result is due to many factors such as supporting incentives for tech and green energy, 

±ƛŜǘƴŀƳΩǎ ƭŜŀŘƛƴƎ C5L ŀǘǘǊŀŎǘƛƻƴΣ ŀƴŘ ǘƘŜ ŘŜǾŜƭƻǇƳŜƴǘ ƻŦ ŦƻǊŜƛƎƴ wϧ5 ŎŜƴǘŜǊǎ ŀǎ ƛǘǎ ǇǊƻȄƛƳƛǘȅ to 

manufacturers, etc. In terms of human resources, Vietnam also has a young workforce with education 

backgrounds in science and engineering. However, if Vietnam wants to be a leader in cutting-edge 

technical breakthroughs, it will need to devote more resources to scientific research and higher education. 

 

 

 

36 WEF - https://www3.weforum.org/docs/WEF_TheGlobalCompetitivenessReport2019.pdf (Vietnam profile - Page 594) 

https://www3.weforum.org/docs/WEF_TheGlobalCompetitivenessReport2019.pdf
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Figure 20. ±ƛŜǘƴŀƳΩǎ Dƭƻōŀƭ LƴƴƻǾŀǘƛƻƴ LƴŘŜȄ wŀƴƪƛƴƎ 

STT Asean 2015 2016 2017 2018 2019 2020 

1 Singapore 7 6 7 5 8 8 

2 Malaysia 32 35 37 35 35 33 

3 Vietnam 52 59 47 45 42 42 

4 Thailand 55 52 51 44 43 44 

5 Philippines 83 74 73 73 54 50 

6 Brunei N/A N/A 71 67 71 71 

7 Indonesia 97 88 87 85 85 85 

8 Cambodia 91 95 101 98 98 110 

9 Lao PDR N/A N/A N/A N/A N/A 113 

10 Myanmar 138 N/A N/A N/A N/A 129 

11 Papua New Guinea N/A N/A N/A N/A N/A N/A 

12 Timor-Leste N/A N/A N/A N/A N/A N/A 

Source: WIPO - Global Innovation Index Report, 2015, 2016, 2017, 2018, 2019, 2020 

Take a comparison with Indonesia, even though it is well-known as one of the new industrial economies37, 

LƴŘƻƴŜǎƛŀΩǎ DLL ƛƴ нлнл ƛǎ ƻƴƭȅ ǊŀƴƪŜŘ урth out a total of 127 countries, which is behind Vietnam and other 

ǊŜƎƛƻƴŀƭ ǇŜŜǊǎΦ ¢ƘŜ Dƭƻōŀƭ LƴƴƻǾŀǘƛƻƴ LƴŘŜȄ Ǉƻƛƴǘǎ ǘƻ ƴǳƳōŜǊ ƻŦ ŦŀŎǘƻǊǎ ŎƻƴǎǘǊŀƛƴƛƴƎ LƴŘƻƴŜǎƛŀΩǎ 

innovation system such as institutional strength, human capital and research quality, and business 

sophistication knowledge. The detail factors in ranking method show that the overall low level of 

ŜŘǳŎŀǘƛƻƴ ƛƴ LƴŘƻƴŜǎƛŀ ƛǎ ŀ ƳŀƧƻǊ ƛƳǇŜŘƛƳŜƴǘ ǘƻ ƛƴƴƻǾŀǘƛƻƴ ƻŦ ǘƘƛǎ ŎƻǳƴǘǊȅΦ ¢ƘŜ ƭƻǿ ƎƻǾŜǊƴƳŜƴǘΩǎ 

expenditure on research and development is another block; while Vietnam and Singapore spend about 

2.5% of their GDP on research and development, the figure for Indonesia accounts for only 0.2%38. 

Indonesia is currently attempting to improve its human capital as well as its business sophistication 

knowledge capabilities, but it would be more difficult for this country as both of which are dependent on 

the role of R&D and product development efforts.39 The case of Indonesia also emphasizes the importance 

of investing in research capabilities and high quality human resources for a country like Vietnam in order 

not to stay behind global innovation movements. 

To briefly conclude, Vietnam needs to improve the education and training for the labor workforce for the 

purpose of increasing labor productivity, and thus can lead to the improvement of industrial performance, 

ŀƴŘ ǘƻ ƛƴŎǊŜŀǎŜ ǘƘŜ ŎƻǳƴǘǊȅΩǎ ŎƻƳǇŜǘƛǘƛǾŜƴŜǎǎ ŦƻǊ Ǝƭƻōŀƭ ƛƴǘŜƎǊŀǘƛƻƴ. Improving worker skills and providing 

conditions for Vietnamese workers to engage in the global human resource supply chain is a pressing issue 

that will necessitate significant changes in the Vietnamese human resource system. 

 

37 International Moneytary Fund: https://www.imf.org/external/pubs/ft/wp/2016/wp16207.pdf 
38 Online newspaper: https://www.indonesia-investments.com/news/news-columns/difficult-for-indonesia-to-become-an-innovation-driven-
economy/item7920 
39 Indonesia Development Forum: https://indonesiadevelopmentforum.com/en/2021/article/detail/179826-technology-key-in-diversifying-
economic-growth-across-indonesia 

https://www.imf.org/external/pubs/ft/wp/2016/wp16207.pdf
https://www.indonesia-investments.com/news/news-columns/difficult-for-indonesia-to-become-an-innovation-driven-economy/item7920
https://www.indonesia-investments.com/news/news-columns/difficult-for-indonesia-to-become-an-innovation-driven-economy/item7920
https://indonesiadevelopmentforum.com/en/2021/article/detail/179826-technology-key-in-diversifying-economic-growth-across-indonesia
https://indonesiadevelopmentforum.com/en/2021/article/detail/179826-technology-key-in-diversifying-economic-growth-across-indonesia
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1.2.4 HRD aspects towards implementing SDGs commitment of Vietnam 

{ŜǾŜƴǘŜŜƴ Ǝƭƻōŀƭ {5Dǎ ƘŀǾŜ ōŜŜƴ ƴŀǘƛƻƴŀƭƛȊŜŘ ƛƴǘƻ ммр ǎǇŜŎƛŦƛŎ ǘŀǊƎŜǘǎ ƛƴ ǘƘŜ άbŀǘƛƻƴŀƭ !Ŏǘƛƻƴ tƭŀƴ ŦƻǊ 

LƳǇƭŜƳŜƴǘŀǘƛƻƴ ƻŦ ǘƘŜ нлол !ƎŜƴŘŀ ŦƻǊ {ǳǎǘŀƛƴŀōƭŜ 5ŜǾŜƭƻǇƳŜƴǘέΣ ōŀǎŜŘ ƻƴ ǘƘŜ ƴŀǘƛƻƴŀƭ ŘŜǾŜƭƻǇƳŜƴǘ 

context and priorities. In which, notable attention has been paid to vulnerable groups such as the poor, 

people with disabilities, women, children and ethnic minorities. Human resource development topic is 

also addressed in several SDGs as the 17 SDGs are interactive and the implementation of one SDG will 

have an influence on another.  

Education is considered the top priority of Vietnam, receiving 20% of government budget dedicated to 

education and training. SDG 4 on Quality Education is realized through the issuance of a number of laws 

and policies, including the Law on Education, Education Development Strategy (2011-2020) and 

Vocational Training Development Strategy (2011-2020). Certain results related to SDG 4 have been 

achieved in the period 2010 - 2020. The trained laborer ratio increased annually, from 40% in 2010 to 

64.5% in 2020, in which, those who have certificate grew from 14.6% in 2010 to 24.5% in 2020.40 

Furthermore, the country has also established high quality Vocational and Educational Training 

Institutions in order to provide high quality training and advanced training at the international level to 

overcome the labor shortage situation in high demand occupations. 

Besides, the SDG 8 on Decent Work and Economic Growth targets to promote sustainable and decent 

employment. The improvement in employment quality is reflected by the improvement in income of paid 

employees, and the shift of labor from areas with low and unstable productivity and income to higher and 

stable income areas. Policies and programs to support labors are implemented by government at city and 

provincial level based on requirements of each locality, such as short training courses and vocational 

training programs targeting rural labors, disabilities, women and youth. By the end of 2016, about 17,000 

persons with disabilities were supported to have vocational training and jobs41. In 2017 alone, 2,690,000 

persons received vocational training, including 600,000 rural laborers42. Especially in the Covid-19 

epidemic, retrain and upskill training programs are deployed to support labors in career change and re-

integration into the labor market.  

Those above-mentioned policies and programs not only contribute to fill the skilled-labor shortage, but 

also generate higher earnings to reduce inequality and spur economic growth. However, educational 

inequality is still a persistent issue with main subjects are the poor, ethnic minorities, people with 

disabilities, and women and girls. This issue is also addressed in SDG 10 - Reduce Inequality and 

concretized in policies and laws, such as Higher Education Strategy for 2021-2030. One out of five 

prioritized pillars of the strategy is to ensure sustainable financing for higher education, in which the 

challenge is to avoid the risk of shifting the sub-sector financing responsibility to students as this will 

 

40 Online newspaper https://daihoidang.vn/dai-hoi-dang-xiii-phat-trien-thi-truong-lao-dong-dong-bo-hien-dai/1234.vnp 
41 ±ƛŜǘ bŀƳΩǎ ±ƻƭǳƴǘŀǊȅ bŀǘƛƻƴŀƭ wŜǾƛŜǿ hƴ ¢ƘŜ LƳǇƭŜƳŜƴǘŀǘƛƻƴ hŦ ¢ƘŜ {ǳǎǘŀƛƴŀōƭŜ 5ŜǾŜƭƻǇƳŜƴǘ Dƻŀƭǎ όнлмуύ: 
https://sustainabledevelopment.un.org/content/documents/19967VNR_of_Viet_Nam.pdf  
42 ±ƛŜǘ bŀƳΩǎ ±ƻƭǳƴǘŀǊȅ bŀǘƛƻƴŀƭ wŜǾƛŜǿ hƴ ¢ƘŜ LƳǇƭŜƳŜƴǘŀǘƛƻƴ hŦ ¢ƘŜ {ǳǎǘŀƛƴŀōƭŜ 5ŜǾŜƭƻǇƳŜƴǘ Dƻŀƭǎ όнлмуύ 

https://daihoidang.vn/dai-hoi-dang-xiii-phat-trien-thi-truong-lao-dong-dong-bo-hien-dai/1234.vnp
https://sustainabledevelopment.un.org/content/documents/19967VNR_of_Viet_Nam.pdf
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stretch the finances of poorer households/students.43 Additionally, policies such as Resolution 

30a/2008/NQ-CP or Program 135 were deployed to promote access to education, particularly vocational 

training, by stipulating exemptions from or reductions of tuition fees and granting other allowances for 

ethnic minority students living in remote areas, students from poor households and for other 

disadvantaged groups. To address disadvantages population who did not graduate yet from lower 

secondary school (which is a prerequisite for TVET entrance), nonformal short-term courses were 

organized. However, the relationship between the nonformal course with formal TVET system and the 

ability to connect the two types in the national qualification framework are not clear yet.44 

DŜƴŘŜǊ Ŝǉǳŀƭƛǘȅ ƛǎ ŀƭǎƻ ōŜƛƴƎ ŀŘŘǊŜǎǎŜŘ ƛƴ ǘƘŜ ŎƻǳƴǘǊȅΩǎ ǇƻƭƛŎȅ ŦǊŀƳŜǿƻǊƪΣ ǊŜƭŀǘƛƴƎ ǘƻ {5D р όDŜnder 

Equality) and achieved certain results. More than 46% of female workers have been provided with 

vocational training in accordance with the rural vocational training scheme. However, this cross-cutting 

issue is not reflected clearly in policies and regulations yet. Policies on training, re-training, appointment 

and nomination of candidates remain general and not synchronized with the Law on Gender Equality.45 

Particularly in TVET sector, there are only a few gender policies or other strategies and mechanisms to 

improve female enrollment, participation, graduation, and school-to-work transitions of women. 

²ƻƳŜƴΩǎ ŜƴǊƻƭƭƳŜƴǘ ƛƴ ¢±9¢ ƛǎ ƴŀǊǊƻǿŜŘ ƛƴ ŎŜǊǘŀƛƴ ƻŎŎǳǇŀǘƛƻƴŀƭ ŀǊŜŀǎ ǎǳŎƘ ŀǎ ǘƻǳǊƛǎƳ ŀƴŘ ǎƻŎƛŀƭ ǎŜǊǾƛŎŜǎΣ 

their participation in male-dominated areas of training and employment is limited.  

Besides education, health and social security are also addressed in government policies, targeting to a 

comprehensive human development. A number of policies have been implemented nationwide in this 

field, relating to the implementation of SDG 3 (Health) and SDG 1 (End Poverty), including the Law on 

Social Insurance, Law on Medical Examination and Treatment, National Strategy to Protect, Care, and 

Improve Public Health in 2011-2020 and Vision to 2030, Law on the Elderly, etc. Certain positive results 

have been achieved in the recent years. Health insurance coverage was as high as 90.85%, in which 58% 

received financial support from the government46, including the poor, near poor, children under 6, the 

elderly, ethnic minorities in socio-economically disadvantaged regions and other disadvantaged groups. 

By the end of 2020, nearly 16.2 million people had social insurance, accounting for 33.5% of labor force.47 

However, the coverage of the social security system is still modest. There is still a lack of comprehensive 

policies for social security, expansion of social insurance schemes, unemployment insurance and health 

insurance for informal groups, especially for poor and vulnerable groups. 

  

 

43 Improving the Performance of Higher Education in Vietnam: Strategic Priorities and Policy Options, World Bank (2020) 
44 Vietnam technical and vocational education and training sector assessment, ADB (2020) 
45 ±ƛŜǘ bŀƳΩǎ ±ƻƭǳƴǘŀǊȅ bŀǘƛƻƴŀƭ wŜǾƛŜǿ hƴ ¢ƘŜ LƳǇƭŜƳŜƴǘŀǘƛƻƴ hŦ ¢ƘŜ {ǳǎǘŀƛƴŀōƭŜ 5ŜǾŜƭƻǇƳŜƴǘ Dƻŀƭǎ όнлмуύΥ 
https://sustainabledevelopment.un.org/content/documents/19967VNR_of_Viet_Nam.pdf 
46 MOH website: https://moh.gov.vn/hoat-dong-cua-lanh-dao-bo/-/asset_publisher/TW6LTp1ZtwaN/content/het-nam-2020-co-87-96-trieu-
nguoi-tham-gia-bhyt-bao-phu-90-85-dan-
so#:~:text=B%E1%BB%99%20tr%C6%B0%E1%BB%9Fng%20Nguy%E1%BB%85n%20Thanh%20Long%20%C4%91%C3%A3%20th%C3%B4ng%20ti
n%20v%E1%BB%81%20k%E1%BA%BFt,tri%E1%BB%87u%20ng%C6%B0%E1%BB%9Di%2C%20chi%E1%BA%BFm%2058%25. 
47 Online newspaper https://baohiemxahoi.gov.vn/tintuc/Pages/linh-vuc-bao-hiem-xa-hoi.aspx?ItemID=17357 

https://sustainabledevelopment.un.org/content/documents/19967VNR_of_Viet_Nam.pdf
https://moh.gov.vn/hoat-dong-cua-lanh-dao-bo/-/asset_publisher/TW6LTp1ZtwaN/content/het-nam-2020-co-87-96-trieu-nguoi-tham-gia-bhyt-bao-phu-90-85-dan-so#:~:text=B%E1%BB%99%20tr%C6%B0%E1%BB%9Fng%20Nguy%E1%BB%85n%20Thanh%20Long%20%C4%91%C3%A3%20th%C3%B4ng%20tin%20v%E1%BB%81%20k%E1%BA%BFt,tri%E1%BB%87u%20ng%C6%B0%E1%BB%9Di%2C%20chi%E1%BA%BFm%2058%25
https://moh.gov.vn/hoat-dong-cua-lanh-dao-bo/-/asset_publisher/TW6LTp1ZtwaN/content/het-nam-2020-co-87-96-trieu-nguoi-tham-gia-bhyt-bao-phu-90-85-dan-so#:~:text=B%E1%BB%99%20tr%C6%B0%E1%BB%9Fng%20Nguy%E1%BB%85n%20Thanh%20Long%20%C4%91%C3%A3%20th%C3%B4ng%20tin%20v%E1%BB%81%20k%E1%BA%BFt,tri%E1%BB%87u%20ng%C6%B0%E1%BB%9Di%2C%20chi%E1%BA%BFm%2058%25
https://moh.gov.vn/hoat-dong-cua-lanh-dao-bo/-/asset_publisher/TW6LTp1ZtwaN/content/het-nam-2020-co-87-96-trieu-nguoi-tham-gia-bhyt-bao-phu-90-85-dan-so#:~:text=B%E1%BB%99%20tr%C6%B0%E1%BB%9Fng%20Nguy%E1%BB%85n%20Thanh%20Long%20%C4%91%C3%A3%20th%C3%B4ng%20tin%20v%E1%BB%81%20k%E1%BA%BFt,tri%E1%BB%87u%20ng%C6%B0%E1%BB%9Di%2C%20chi%E1%BA%BFm%2058%25
https://moh.gov.vn/hoat-dong-cua-lanh-dao-bo/-/asset_publisher/TW6LTp1ZtwaN/content/het-nam-2020-co-87-96-trieu-nguoi-tham-gia-bhyt-bao-phu-90-85-dan-so#:~:text=B%E1%BB%99%20tr%C6%B0%E1%BB%9Fng%20Nguy%E1%BB%85n%20Thanh%20Long%20%C4%91%C3%A3%20th%C3%B4ng%20tin%20v%E1%BB%81%20k%E1%BA%BFt,tri%E1%BB%87u%20ng%C6%B0%E1%BB%9Di%2C%20chi%E1%BA%BFm%2058%25
https://baohiemxahoi.gov.vn/tintuc/Pages/linh-vuc-bao-hiem-xa-hoi.aspx?ItemID=17357
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1.3 DƻǾŜǊƴƳŜƴǘΩǎ strategy and policy framework for human resource development 

1.3.1 Review the HRD strategy 2011 ς 2020, existing issues 

The Government issued Decision No. 579/QD-TTg on the Strategy on Development of Vietnamese Human 

Resources in period 2011-2020 as the main policy framework for human resource development other the 

last 10 years. Besides, Decision No.1216/QD-TTg was issued on July 2011 approving the master plan on 

development of Vietnam human resources during 2011 ς 2020, but it has been expired in August 2019. 

By ǘƘŜ ŜƴŘ ƻŦ нлнлΣ ±ƛŜǘƴŀƳ Ƙŀǎ ƎŀƛƴŜŘ ǎƻƳŜ ŎƻƴǎƛŘŜǊŀōƭŜ ǊŜǎǳƭǘǎ ȅŜǘ ǘƘŜǊŜ ŀǊŜ ǘŀǊƎŜǘǎ ƘŀǾŜƴΩǘ ōŜŜƴ 

achieved, as well as targets that could not be evaluated due to insufficient public data. The following figure 

consolidates data from different public sources to show some main review of achievements. 

Figure 21. Human Resources Development Strategy 2011 ï 2020 

No Target Indicators48  2010 2015 2020 Achievement  Achievement level 

2015 2020 2015 2020 

A. Raising of intellectual power and working skills 

1 Rate of trained laborers (%) 40.0 55.0 70.0 51.6 64.549   
2 Rate of vocationally trained 

laborers (%) 

25.0 40.0 55.0 11.750 12.951 × × 

3 Number of university and college 

students per 10,000 people 

(number of students) 

200 300 400 257,7 N/A  N/A 

4 Number of international-standard 

vocational schools (number of 

schools) 

- 5 >10 N/A N/A N/A N/A 

5 Highly qualified human resources in breakthrough fields (number of persons) 

¶ University and college 

lecturers 

77,500 100,000 160,000 93,851 N/A  N/A 

¶ Science-technology 40,000 60,000 100,000 128,997 N/A ₃ N/A 

¶ Medicine, health care 60,000 70,000 80,000 N/A N/A N/A N/A 

¶ Finance-banking 70,000 100,000 120,000 113,600 N/A ₃ N/A 

¶ Information technology 180,000 350,000 550,000 N/A N/A N/A N/A 

B. Raising of physical strength of human resources 

1 Average life expectancy (years) 73 74 75 73.2 73.7   
2 ¸ƻǳƴƎ ǇŜƻǇƭŜΩǎ ŀǾŜǊŀƎŜ ƘŜƛƎƘǘ 

(m) 

>161 >163 >165 164.4 168.1 ₃ ₃ 

3 Malnutrition rate among under-5 

children (%) 

17.5  <10.0 <5.0 14.1  11.1% 

 
× × 

Note: ₃: fully completed, : partly completed, ×: incomplete 

Source: Target - Decision No. 579/QD-TTg on approving the Strategy on Development of Vietnamese Human 

Resources during 2011-2020, Achievement - GSO, MOET, MOST, SBV, NIN, B&Company synthesized articles 

 

48 Oƴƭȅ ƭƛǎǘŜŘ Řƻǿƴ ǎƻƳŜ ǘŀǊƎŜǘǎ ǘƘŀǘ ƳƛƎƘǘ ōŜ ǊŜƭŀǘŜŘ ǘƻ ǘƘŜ ǊŜǇƻǊǘΩǎ ǘƻǇƛŎ 
49 Vietnam News Agency https://daihoidang.vn/dai-hoi-dang-xiii-phat-trien-thi-truong-lao-dong-dong-bo-hien-dai/1234.vnp 
50 Labor & Employment survey 2015, GSO 
51 Labor & Employment survey 2020, GSO  

https://daihoidang.vn/dai-hoi-dang-xiii-phat-trien-thi-truong-lao-dong-dong-bo-hien-dai/1234.vnp
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The rate of trained laborers, including those with professional qualification and certificates and those with 

other training without official certificates, nearly met the targets with 51.6% compared to the target of 

55% in 2015, and 64.5% compared to the target with a target of 70% by 2020. However, the indicator of 

vocationally trained laborers who are trained with official certificates at elementary level or Intermediate 

level are far lower than targets. The ratio of labor force with college degree or university and post-

graduate degree was partly achieved.  

Figure 22. Target of trained labor by education level 

Target Indicators  
by Education level 

Target Achievement  Achievement level 

2015 2020 2015 2020 2015 2020 

Trained labor (%) 55 70 51.6 64.5   
Vocational Elementary (%) 32.5 37.8 5 4.7 x x 

Vocational Intermediate (%) 12.7 18.9 4 4.4 x x 

College (%) 3.3 4.9 2.7 3.8   

University & Postgraduate (%) 9.9 12.6 8.6 11.1   

Note: ₃: fully completed, : partly completed, ×: incomplete 

Source: Targets - Decision No. 579/QD-TTg; Decision No. 1216/QD-TTg, Achievement - GSO, Labor and Employment 

Survey Report 2015, 2020 

In terms of high qualified human resources in breakthrough fields, the targets are set clearly for specific 

fields but there  is a lack of published statistic information for understanding status of achievement for 

each field. Among available data, the number of human resource in science-technology and finance-

banking field has met target by 2015.  

From perspective of raising of physical strength of human resources, the indicators of Vietnam life 

expectancy almost meet target, and average height have exceeded the target in 2015 and 2020. 

Meanwhile, the rate of malnutrition rate among under-5 children have remained very high compared to 

targets. In the coming years, ensuring nutrition should still be one crucial objective for enhancing the 

human capital in Vietnam. 

Distribution of employment by economic sector achieved positive results until 2020, labor force in 

agriculture sector strongly shifted to the other two sectors and satisfied targets. 

Figure 23. Shares of Labor Force over Total Labor Force by Economic Sector 

Economic Sector 
Target  Achievement  

2010 2015 2020 2015 2020 

Agriculture, Forestry and Fishery Sector (%) 51 45 - 46 35 - 38 44 33.1 

Industry & Construction Sector (%) 22 27 31 22.8 30.8 

Service Sector (%) 26.8 27 - 29 27 - 29 33.2 36.1 

Source: Decision No. 1216/QD-TTg52, GSO 

 

52 Decision No. 1216/QD-TTg on approving the Master Plan on Development of Vietnam Human Resources during 2011 ς 2020, dated on 22th 
July 2011 
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1.3.2 The direction for HRD in SEDS 2021 ς 2030  

As human resource development is determined as one strategic solution for the socio-economic 

development strategy during 2021- 2030 period,  the Government has issued the Decision 176/QD-TTg 

promulating the program to support labor market development until 2030.  

The overall objective for human resource development in the next decade  is to create a solid premise for 

the synchronous development of labor market factors that contributing to the effective mobilization, 

allocation and utilization of resources for socio-economic development; transforming the labor structure 

towards modern development and ensuring the connection of the domestic labor market with the 

regional and global labor markets.  Regarding detail targets, many detail targets are similar with the stated 

ones in sustainable development roadmap to 2030 and the socio-economic development plan to 2025 

and strategy 2021 -2030, as presented in the table below:   

Figure 24. Development of labor market to 2030 

No Objectives Status Milestone 

2020 2025 2030 

Objective 1: Increase number of skilled workers in line with the labor market demand 

1.1 Trained workers with professional qualification 
and certificates 

24% 30% 35-40% 

1.2 Skilled Labor Index in the Global Innovation 
Index (GII) 

Top 79  
countries 

Top 60 
countries 

Top 55 countries 

1.3 Rate of employees with information technology 
skills 

N/A 80% 90% 

Objective 2: Creating better jobs for laborers 

2.1 Overall unemployment rate 2.52% < 3% < 3% 

2.2 Proportion of employees working in the 
agricultural sector 

33.1% < 30% < 20% 

2.3 Average social labor productivity growth rate 5.8% > 6.5%/year > 6.5%/year 

Objective 3: Reduce proportion of young people who are out of work, go to school or receive no training 

3.1 Proportion of young people without work, 
without school or training 

12.9% 
(Q3/2020) 

<8% <8% 

3.2 Urban youth unemployment rate 10.63% <7% <7% 

3.3 Underemployment rate of the rural youth N/A <6% <6% 

Objective 4: Ensuring a safe working environment for employees 

4.1 Proportion of working age employees 
participating in social insurance 

33.5% 45% 60% 

Objective 5: Invest in and develop a modern job transaction and national labor market information system, synchronously, 
uniformly and interconnected between information systems 

5.1 Pupils and students graduating from upper 

secondary school will receive vocational 

guidance rate 

N/A 80% >90% 

5.2 Laborers will be advised and recommended to 

have jobs by system of employment service 

centers rate 

N/A 40% 45% 
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No Objectives Status Milestone 

2020 2025 2030 

5.3 Technical infrastructure, software, data 

connection sharing and integration system; 

transformation and standardizing the national 

labor database  

N/A Complete till 

2025 

N/A 

Labor market information system N/A Till 2030, connected national labor 

market database, connecting to target 

regional countries   

Source: Decision No. 176/QD- TTg53 on program to support labor market development 

Compared to the strategy of the previous period (2011- 2020), this strategy program can show solution-

based approach, presenting clear targets following objectives towards contributing to socioeconomic 

development and solving the major HRD challenges recognized from the last period. In particular, it 

specify the objectives for supporting services for laborers, which is one of the biggest weakness in HRD 

system, such as setting target for  vocational guidance for students graduated from upper secondary 

schools (at least 80% by 2025 and 90% by 2030), and indicator for job placement service for laborers.  

1.3.3 Key policies, master plans that influence HRD in Vietnam in the next decade  

Human resource development (HRD) has been determined as one of the most important strategic 

solutions for sustainable socio-economic development of Vietnam in the next decades, and has been 

embedded in key objectives in national strategies and master plans  such as  Socio-Economic Development 

Strategy 2021-2030; Resolution 136/ND-CP on sustainable development towards 2030. The following 

figure presentǎ ǘƘŜ ƳŀƧƻǊ ƎƻǾŜǊƴƳŜƴǘΩǎ ǇƻƭƛŎƛŜǎ ƻƴ ƭƻƴƎ-term development strategies and plans, from 

which we can take a review of HRD related aspects. 

Figure 25. List of strategies, plans related to Human Resources and Industrialization in 

future period 

Theme tƻƭƛŎȅ ŘƻŎǳƳŜƴǘΩǎ ƴŀƳŜ 
Issuing 
time 

Planning time 

 To 2025 To 2030  

Socio-
economic 
development 

Vietnam Socio-economic 
Development Strategy for 10-

year 2021 - 203054 

02/2021 

 
 

 
 
 

 

Resolution 50/NQ-CP on 
DƻǾŜǊƴƳŜƴǘΩǎ ŀŎǘƛƻƴ 
programs to implement the 
resolution of the 
13th National Congress of the 
Communist Party of Viet 
Nam  

20/05/2021    

(with vision to 
2050) 

Resolution No. 
16/2021/QH15 on five year 
socio-economic development 

27/07/2021     

 

53 Decision No. 176/QD- TTg on Program to Support Labor Market Development, dated on 5th February 2021 
54 Vietnam government website: https://tulieuvankien.dangcongsan.vn/ban-chap-hanh-trung-uong-dang/dai-hoi-dang/lan-thu-xiii/chien-luoc-
phat-trien-kinh-te-xa-hoi-10-nam-2021-2030-3735 
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Theme tƻƭƛŎȅ ŘƻŎǳƳŜƴǘΩǎ ƴŀƳŜ 
Issuing 
time 

Planning time 

 To 2025 To 2030  

plan during the 2021-2025 
period 

Sustainable 
development 

Decision 681/QD-TTg on 
roadmap for implementation 
ƻŦ ±ƛŜǘƴŀƳΩǎ  ƻōƧŜŎǘƛǾŜǎ ŦƻǊ 
sustainable development 
until 2030 

04/06/2019     

Resolution 136/NQ-CP on 
sustainable development 

25/09/2020     

Decision 1658/QD-TTg on 
Approving the National Green 
Growth Strategy for 2021-
2030 period, vision to 2050 

01/10/2021    
(with vision to 

2050) 

Industrial 
development 

Decision No. 879/QD- TTg on 
strategy on Vietnam 
industrial development until 
2025, towards 2035 

09/06/2014    
(with vision to 

2035) 

Resolution No. 23-NQ/TW on 
orientation of policies for 
building national industrial 
development until 2030, 
towards 2045 

22/03/2018   
 
 

 

(with vision to 
2045) 

Decision No. 749/QD-TTg on 
Introducing Program for 
National Digital 
Transformation by 2025 with 
orientation towards 2030 

03/06/2020   

(with orientation 
to 2030)  

Human 
Resources 

Decision No. 176/QD- TTg on 
program to support labor 
market development until 
2030 

05/02/2021     

Decision No. 2239/QD- TTg 
on strategy to develop 
vocational education period 
2021 -2030 with vision to 
2045 

30/12/2021    (with vision to 
2045) 

Socio-economic Development goals to 2025 and 2030 

In January 2021, the 13th National Congress of the Communist Party of Viet Nam approved the Socio-

Economic Development Strategy 2021-2030. After that, Resolution No. 16/2021/QH15 on five year socio-

economic development plan for period 2021-2025  specifies the targets until 2025. The following figure 

presents the major economic and social target towards 2025 and 203055, it also take a reference of the 

current status of each target in 2020.  

  

 

55 By purpose of focusing on human resource related aspects, this part does not mention environmental specialized goals 
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Figure 26. Socio-economic development targets to 2025 ς 2030 

No Target 
Status  2020 
As reference 

Milestones 

To 2025 To 2030 

A. Economic Targets 

1 Average GDP growth rate  Average 2016-2020 
5.9%  

Average 2021-2025 
6.5% - 7% 

7%/year 

2 GDP per capita 3,521 USD 4,700 ς 5,000 USD 7,500 USD 

3 Contribution of manufacturing & processing 
industry in GDP 

16.9% 25% 30% 

4 Contribution of the digital economy to GDP N/A 20% 30% 

5 Average social labor productivity growth 
rate 

5.8% > 6.5%/year > 6.5%/year 

6 Urbanization rate 37.3% 45% >50% 

7 The contribution of total factor productivity 
(TFP) to growth 

45.2% 
(average 2016-2020) 

45% 50% 

B. Social Targets 

8 Human Development Index (HDI) 0.704 (at 2019) N/A > 0.7 

9 Average life expectancy 73.7 years 74.5 years 75 

10 Proportion of labor in agriculture sector in 
total labor force 

33.1% 25% < 20% 

11 Proportion of trained labor force 64.5% 70% 75% 

12 Proportion of trained labor force with 
professional qualification and certificates 

24% 28 ς 30% 35-40% 

Source: Status 2020: GSO,  Draft Summary of Implementation of the 10 year economic ς social development strategy 

2011 ς 2020, building a 10-year economic ς social development strategy 2021-203056, Milestone 2025-2030: Vietnam 

Socio-economic Development Strategy for 10-year 2021 ς 2030, Resolution No. 16/2021/QH15 57, Resolution No. 23-

NQ/TW58, Decision No. 176/QD- TTg59, Decision No. 749/QD-TTg60 

It can be seen that the Government still keep ambitious goals for GDP growth despite the fact that the 

global economy has been hit critically by the Covid-19 pandemic and the growth rate of GDP and GDP per 

capita of Vietnam in 2020 were only at 2.9% and 1.98% respectively.  Besides, both the 10-year strategy 

and 5-year development plan have set the targets for proportion of manufacturing and processing 

ƛƴŘǳǎǘǊȅ ŀǎ ǿŜƭƭ ŀǎ ŘƛƎƛǘŀƭ ŜŎƻƴƻƳȅ ǘƻ D5tΣ ǿƘƛŎƘ ƘŀǾŜƴΩǘ ŜȄƛǎǘŜŘ ƛƴ ǇǊŜǾƛƻǳǎ ŘŜǾŜƭƻǇƳŜƴǘ ǇƭŀƴǎΦ ¢Ƙƛǎ 

emphasizes the determination to develop Vietnam towards an industrialization country adapting to the 

global movement of fourth industrial revolution.  

Compared to previous period, SEDS 2021 - 2030 still emphasizes the importance of increasing quality of 

HR, but a clear target is set to meet the demand of High quality human resource for Industry 4.0 and 

international integration. Some important directions of HRD solutions are specified in SEDS 2021 - 2030:  

 

56 Online newspaper: https://nhandan.vn/tin-tuc-su-kien/bao-cao-tong-ket-thuc-hien-chien-luoc-phat-trien-kinh-te-xa-hoi-10-nam-2011-2020-
xay-dung-chien-luoc-phat-trien-kinh-te-xa-hoi-10-nam-2021-2030-621156/ 
57 Resolution No. 16/2021/QH15 on 5-year Socio-economic Development Plan during period 2021-2025, dated 27th July 2021 
58 Resolution No. 23-NQ/TW on Orientation on Building National Industrial Development until 2030, towards 2045, dated 22th March 2018 
59 Decision No. 176/QD- TTg on Program to Support Labor Market Development, dated 5th February 2021 
60 Decision No. 749/QD-TTg on Introducing Program for National Digital Transformation by 2025 with orientation towards 2030, dated 3th June 
2020 

https://nhandan.vn/tin-tuc-su-kien/bao-cao-tong-ket-thuc-hien-chien-luoc-phat-trien-kinh-te-xa-hoi-10-nam-2011-2020-xay-dung-chien-luoc-phat-trien-kinh-te-xa-hoi-10-nam-2021-2030-621156/
https://nhandan.vn/tin-tuc-su-kien/bao-cao-tong-ket-thuc-hien-chien-luoc-phat-trien-kinh-te-xa-hoi-10-nam-2011-2020-xay-dung-chien-luoc-phat-trien-kinh-te-xa-hoi-10-nam-2021-2030-621156/
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¶ Human Resource Development is approached in SEDS 2021 ς 2030 as a comprehensive 

development theme, which not only focuses on skills or working capacity development, but also 

covers health, capacity, qualifications, conscientiousness, and responsibilities; 

¶ There are four focused demand for HR in this decade: (i) Technical HR, (ii) Digitalization HR, (iii) 

Managerial HR: technical managers, business managers, public/social managers, and (iv) Human, 

social care HR. Despite the lack of definition of HR for industry 4.0, it can be seen that the HR 

demand is mentioned much clearer than in the previous period, which defining management skill 

is an important and cross-cutting need; 

¶ Regarding TVET sector, the reform in this sector is prioritized towards openness & flexibility, with 

aims to (i) Improve national competitiveness by developing high-skilled trained labour force, (ii) 

Positive transition of labour force structure, and (iii) Support for reskilling, continuing education 

¶ Regarding HE sector, the HE reform is continued in order to (i) Foster the implementation of HE 

autonomy, (ii) Transform ineffective public universities into PPP model, (iii) Restructure tertiary 

education network (colleges & universities), and (iv) Develop some key HE institutions towards 

high quality regional education hub 

¶ Additionally, other general directions are addressed in the coming period, including: (i) assure 

inclusiveness in education, develop an open education system for lifelong learning and promote 

a learning society, (ii) a social/market demand-oriented education, (iii) balance public & private 

education, (iv) enhance vocational orientation after junior/upper high-school 

Besides, target on proportion of labor in agriculture sector in total labor force until 2030 is set as below 

20%, which means that the need for human resource in next 10 years will be more than 80% of the labor 

force working on industrial and service sector.  

In terms of social development targets, there remains two important indicators on trained labor force, 

however, the target on proportion of trained labor force with professional qualification and certificates 

has been revised to considerably lower compared to Human resource development plan 2011- 2020, 

which seems to be more practical with the status in 2020.  

Sustainable development goals and plan towards 2030  

Resolution 136/ND-CP on sustainable development, emphasizes the 17 sustainable development goals of 

Vietnam (VSDG) and strengthens the Decision 681/QD-TTg on 04th June 2019 on promulgation of the 

roadmap for implementation of Vietnam sustainable development goals to 2030.  

VSDGs are set showing commitments of Vietnam to develop the country towards the global common 

sustainable goals. Among 17 SDGs, human resource development is Ƴŀƛƴƭȅ ǊŜŦƭŜŎǘŜŘ ƛƴ άObjective 4: 

Ensure quality, equitable, inclusive education and promote lifelong learning opportunities for allέΣ and 

Objective 8: Ensure sustainable, comprehensive and continuous economic growth; full employment, 

productivity and decent work for all.  The table below only select the targets under these 2 objectives, and 

those that relate to human resource development: 
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Figure 27. LƳǇƭŜƳŜƴǘƛƴƎ ǊƻŀŘƳŀǇ ŦƻǊ ±ƛŜǘƴŀƳΩǎ ǎǳǎǘŀƛƴŀōƭŜ ŘŜǾŜƭƻǇƳŜƴǘ Ǝƻŀƭǎ ǳƴǘƛƭ нлол 

No61 Target 
Milestones 

To 2020 To 2025 To 2030 

Objective 4: Ensure quality, equitable, inclusive education and promote lifelong learning opportunities for all 

29 Percentage of students graduating  

- Primary school 95% 97% 99% 

- Secondary school 85% 87% 90% 

32 Proportion of people aged 15 and older 
participating in intermediate-level vocational 
education, or in college, or in university training 
programs 

80% 85% 90% 

33 Proportion of trained workers 65% 70% 75% 

34 Proportion of workers with ICT skills 70% 80% 90% 

35 Proportion of ethnic minority workers who have 
gone through a training 

40% 45% 50% 

36 Proportion of people with disability who are still 
able to work and receive vocation training 

30%  35% 40% 

37 Proportion of literates among people aged 15 years 
or older 

98%  98.8%  99.6% 

Objective 8: Ensure sustainable, comprehensive and continuous economic growth; full employment, productivity and 
decent work for all 

67 Growth rate of labor productivity Sustain the annual growth rate of 5% 

68 Unemployment rate <3% 

69 Underemployment rate <1.89% 

70 Proportion of people aged 15- 30 years not in 
employment, education or training 

<7.5% <8% <8% 

Source: Resolution 136/NQ-CP62, Decision 681/QD-TTg63  

Proportion of trained workers remain as an important objective to ensure quality, equitable and inclusive 

education to all as it is also covered in social objectives of socio-economic development plan. Besides, 

proportion of workers with ICT skills, proportions of disadvantaged communities being able to receive 

trainings  and other targets related to ensuring general education are important aspects of human 

resource development that are emphasized in sustainable development plan.  

National green growth strategy for the 2021-2030 period64 

Besides, Vietnam government has issued the national green growth strategy for the 2021-2030 period 

that puts focus on modern science and technology as well as high-quality people resources. The decision 

points out that MOET is in charge of incorporating green growth material into education at all levels, while 

MOLISA is in charge of organizing technical human resource training in green economy professions, as 

 

61 The order of target is kept as original document Decision 681/QD-TTg 
62 Resolution 136/NQ-CP on Sustainable Development, dated on 25th September 2020 
63 Decision 681/QD-TTg on Roadmap for Implementation of Objectives for Sustainable, dated on 4th June 2019 
64 Decision 1658/QD-TTg on Approving the National Green Growth Strategy for 2021-2030 period, vision to 2050, dated on 1st October 2021 
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well as developing policies to promote green jobs. With this new policy, the Vietnamese government is 

prioritizing promoting human resources for green economic sectors for the coming period. 

Industrial Development goals and policies  

The most recent comprehensive goals and master plans for industrial development in Vietnam are mainly 

governed by the two policies in 2014, include the Decision No. 879/QD-TTg approving the strategy on 

Vietnam industrial development through 2025 with a vision toward 2035; and the action plan are provided 

by Decision No. 880/QD-TTg approving the general planning of industrial development for Vietnam by 

2020 with a vision towards 2030. Besides, as recognizing practical challenges in many policies relating to 

industrial development, in 2018, the Resolution No.23 ς NQ/TW has revised some important targets for 

national industrial development until 2030 with vision to 2045, and set the directions for developing 

policies for industrial development of the country. Among the major industrial development indicators, it 

can be seen that manufacturing and processing industry will play as key role in leading the general growth 

of the industry and also the whole economy. Human resource for manufacturing industry will be the key 

for future development. 

Figure 28. General Index on Industrial Development 

No Target  Status 2020 
Milestone 

To 2025 To 2030 To 2035 

1 
Proportion of industry and construction in the 

national economic structure 

Industry & 

Construction  

33.72% 

45% 50% 

2 Proportion of industry sector in GDP* N/A N/A 40% N/A 

3 Proportion of manufacturing & processing 

industry in GDP* 
16.9% 25% 30% N/A 

4 Proportion of manufacturing industry in GDP* N/A N/A >20% N/A 

5 Annual growth rate of industrial added value*  N/A N/A 8.5% N/A 

6 Annual growth rate of industrial production 

value 
N/A 11 ς 12.5% 10.5 ς 11% 

7 Value of hi-tech industrial products and hi-tech 

application products in GDP 
N/A 45% 50% 

8 Ratio of exported industrial commodities to 

total export turnover 

90.9% 

(Q1/2021) 
85 ς 88% > 90% 

9 LƴŘǳǎǘǊƛŀƭ ǎŜŎǘƻǊΩǎ LƴŎǊŜƳŜƴǘŀƭ /ŀǇƛǘŀƭ hǳǘǇǳǘ 

Ratio (ICOR) 
N/A 3.5 - 4% 3 - 3.5% 

10 Average labor productivity growth rate in 

industrial sector*  
N/A N/A 7.5% N/A 

11 Workforce in industrial and service sectors 66.9% N/A > 70% N/A 

 (*) targets that are added or revised by Resolution No.23 ς NQ/TW 

Source: Status 2020: GSO; Milestone:  Resolution No.23 ς NQ/TW, Decision No. 879/QD-TTg65 Decision No. 880/QD-

TTg66 

 

65 Decision No. 879/QD-TTg  on Strategy on Vietnam Industrial Development until 2025, towards 2035, dated on 9th June 2014 
66 Decision No. 880/QD-TTg on Master Plan of Industrial Development of Vietnam, dated on 9th June 2014 
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Recently, Vietnam has adopted priority industry sectors based on geographical regions so that these 

focused sectors can reach the highest level of development compared to the rest of the region.  

Particularly, heavy industries will be concentrated in the northern regions, service industries in the south, 

and agriculture, forestry, and fishery industries in the Mekong Delta. Electronics and telecommunications 

industries will be developed in large urban areas like the Red River Delta and the Southeast. Due to 

suitable climate conditions, the renewable energy industry is primarily centered in the Central region. 

Figure 29. Priority industries and industrial fields through 2025, with a vision to 2035 

Priority industry 
sectors  Manufacturing & processing 

Electronics & 
telecommuni
cations 

New & 
renewable 
energy 

Mechanics and 
metallurgy 

Chemicals Agricultural, 
forest & 
fishery 
product 
processing 

Textiles, 
garments, 
leather & 
footwear 

  

Priority Industrial 
fields through 2025 

¶ Agricultural 
machinery & 
equipment  

¶ Shipbuilding 

¶ Automobiles 
& 
mechanical 
spare parts 

¶ Steel 
manufacturi
ng 

¶ Petro 
chemistry 

¶ Technical 
plastic 
rubber 

¶ Pharmace
utical 
chemistry 

¶ Prioritize 
key 
agricultural
, aquatic 
products 
and wood 
processing 

¶ Raw 
materials & 
auxiliary 
materials 
for garment 
& footwear 
products 
for export 

¶ Communica
tion & 
telecommu
nications 
equipment 

¶ Atomic 
energy for 
peaceful 
purposes. 

Priority Industrial 
fields through 2035 

¶ Nonferrous 
metal & new 
materials 

¶ Pharmace
utical 
chemistry 
(vaccines) 

N/A ¶ Fashion 
clothing & 
high-grade 
shoes 

¶ Medical 
electronics 

¶ Renewable 
energies 
(wind, 
solar, 
geothermal 
& wave 
energy) 

Priority regions  ¶ Northern 
midlands 
and 
mountains 

¶ Red River 
Delta 

¶ Central 
coast  

¶ Mekong 
Delta 

¶ Red River 
Delta 

¶ Southeast  

¶ Central 
highlands 

¶ Mekong 
Delta 

¶ Southeast  ¶ Red River 
Delta 

¶ Southeast  

¶ Central 
coast  

¶ Central 
highlands 

¶ Mekong 
Delta 

 

(Forecast) 
Ratio of 
production 
value in the 
entire 
industrial 
sector (%) 

2010 55.84 3.54 4.22 

2015 61.79 6.8 5.85 

2025 72.74 7.54 6.9 

2035 74.61 10.75 8.64 

Source: Decision No. 880/QD- TTg, Decision No. 879/QD- TTg on Strategy on Vietnam Industrial Development until 

2025, towards 2035 
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Despite the primary goal of becoming an industrial country, Vietnam's supporting industry has recently 

been undeveloped, and the country's processing and manufacturing industry are highly reliant on the 

supply of imported input materials and components, particularly in major industries like electronic, textile, 

shoes, bags, and automobile assembly, etc. As a result, when the Covid-19 outbreak broke out in countries 

that primarily supply components and accessories for production to Vietnam, including China, Korea, and 

Japan, domestic companies faced significant challenges. Therefore, Vietnam government also put priority 

to develop the supporting industries, especially mechanical, chemical, electronic, and 

telecommunications products are prioritized to be developed, to increase the localization rate, reduce 

external dependence, and thus could participate more deeply in the global value chain.  

According to Decision No. 68/QD-TTg, the government plans to spend 870 billion VND on the development 

of supporting industry in the period 2021-2025, covering 5 missions: 

(1) Connect to support businesses to become product suppliers of domestic and foreign customers; 

promote and attract foreign investment supporting industries 

(2) Support enterprises to build management systems satisfying business administration and 

manufacturing administration requirements of global value chains. 

(3) Support training to raise the quality of human resources meeting manufacture requirements of 

supporting industry products 

(4) Support research and development, application, transfer, and renovation of technologies in the 

experimental manufacture of components, spare parts, and materials 

(5) Build and operate a supporting industry information page 

Small and Medium Enterprises and Start-up Development 

Law on Small and Medium Enterprise Support (Law on SME) was issued in 2017, setting the foundation 

for assistances and incentives targeting to SMEs and start-up enterprises. The Law was concretized by a 

number of related documents as mentioned in the Table below: 

Figure 30. List of legal documents related to SMEs and Startups 

wŜƭŀǘŜŘ ŘƻŎǳƳŜƴǘΩǎ ƴŀƳŜ Issuing time and 
authority 

Main contents 

5ŜŎƛǎƛƻƴ уппκv7-TTg on Approval 
for the assistance policy on 
national innovative startup 
ecosystem to the year 2025 

18/05/2016 
The Prime 

Minister 

Approval for the assistance policy on national 
innovative startup ecosystem to the year 2025, 
targeting to complete legislations on assistances in 
startup ecosystems; to set up a national startup 
ecosystem portal; to provide assistance for 800 
startup projects and 200 startups  

Law on Small and Medium 
Enterprise Support 

01/01/2018 
National Assembly 

Regulations on principles, contents and resources of 
assistance for SMEs and the responsibilities of 
authorities, organizations and individuals related to 
the provision of assistance for SMEs 

5ŜŎǊŜŜ оуκнлмуκb7-CP on 
Investments in small and 
medium-sized startup companies 

11/03/2018 
Government 

Guidelines for investments in small and medium-
sized startup companies, the establishment, 
management and operation of venture capital 
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wŜƭŀǘŜŘ ŘƻŎǳƳŜƴǘΩǎ ƴŀƳŜ Issuing time and 
authority 

Main contents 

funds, and use of local government budgets to make 
investments in startups 

5ŜŎǊŜŜ ртκнлмуκb7-CP on 
Incentive policies for enterprises 
investing in agriculture and rural 
development sector 

17/04/2018 
Government 

Regulations on additional incentives to investment 
and related procedures for enterprises investing in 
agriculture and rural development sector, with 
priority given to small and medium sized SMEs 

5ŜŎǊŜŜ офκнлмфκb7-CP on 
organization and operation of 
SME Development Fund 

10/05/2019 
Government 

Instructions on implementation of Article 20 in the 
Law on SME regarding organization and operation of 
SME Development Fund 

Circular 07/2020/TT-BKHCN on 
Guidelines for establishment of 
SME incubators, technical 
facilities supporting SMEs and co-
working spaces supporting start-
up SMEs 

11/12/2020 
MOST 

Guidelines for establishment of SME incubators, 
technical facilities supporting SMEs and co-working 
spaces supporting start-up SMEs 

5ŜŎǊŜŜ улκнлнмκb7-CP on 
Elaboration of some articles of 
the Law on Small and Medium 
Enterprise Support 

26/08/2021 
Government 

Elaboration of some articles regarding criteria for 
identification of SME, provision of assistance in 
terms of technology, information, consultancy, 
development of human resources, provision of 
ŀǎǎƛǎǘŀƴŎŜ ŦƻǊ {a9Ωǎ ŎƻƴǾŜǊǎƛƻƴ ŦǊƻƳ ƘƻǳǎŜƘƻƭŘ 
businesses; startups, SMEs that recently participate 
in industry clusters and the value chain; 
responsibilities of agencies and organizations for 
provision of assistance for SME 

Various assistances in different aspects were formed to support the establishment and operation of SMEs 

and start-up enterprises:  

(1) Finance & Tax: access to credit, credit guarantee funds for SMEs, tax and accounting regimes;  

(2) Infrastructure and technology: assistance in production areas, technologies, assistance for incubators, 

technical establishments and co-working space; and  

(3) Incentives and business promotion: assistance in expansion into markets, access to information, 

consultancy and legal issues and developing HR.  

In which, supporting activities related to HR development are mainly to provide training 

courses/programs, including: 

¶ Reduction or exemption of charges for training courses funded by the state budget on 

entrepreneurship, enterprise administration and job training for employees working in SMEs  

¶ Provide online training programs and training programs through mass media for SMEs and 

provide training courses at premises of SMEs engaged in production and processing area. 

Besides, assistances for SMEs in conversion from household business to SMEs and startups, in joining 

business clusters and value chains are also regulated.  
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CHAPTER 2. THE SUPPLY OF HUMAN RESOURCE IN VIETNAM 

2.1 Overview of education system in Vietnam regarding HE and TVET sector 

2.1.1 Overview of the education system  

The Figure below presents an overall structure of the education sector in Vietnam, including showing the 

linkage between pre-school education, general education, regular education, vocational education and 

higher education levels as various pathways from education to the labor market.  

Figure 31. Structure of education system in Vietnam, 2021 

MOET67  MOLISA 

   

 

Source: Research team developed from ǊŜƭŀǘŜŘ ƳƛƴƛǎǘǊƛŜǎΩ information 

General education is divided into basic education stage and career-oriented education stage. The basic 

education stage includes primary and lower secondary education. The stage of career-oriented education 

is from the upper secondary level. 

 

67 Pedagogical education (intermediate and college-level) is under control of MOET 
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¢ƘŜ ŀƛƳǎ ƻŦ ƎŜƴŜǊŀƭ ŜŘǳŎŀǘƛƻƴ ŀǊŜ ǘƻ ŎƻƳǇǊŜƘŜƴǎƛǾŜƭȅ ŘŜǾŜƭƻǇ ƭŜŀǊƴŜǊǎΩ ƳƻǊŀƭΣ ƛƴǘŜƭƭŜŎǘǳŀƭΣ ǇƘȅǎƛŎŀƭΣ 

aesthetic capacity and basic skills for personal development, dynamism, and creativity, forming the 

human personality and civic responsibility, and to prepare learners to continue studying in higher 

education, or vocational education or to participate in labor market. 

The mergers and integration of institution across three levels of vocational education has created more 

opportunities for students to achieve higher level of education. From ISCED-4 programs, students can 

ǇǊƻƎǊŜǎǎ ǘƻ ǘŜǊǘƛŀǊȅ ŜŘǳŎŀǘƛƻƴ ƛƴŎƭǳŘƛƴƎ 5ƛǇƭƻƳŀ 5ŜƎǊŜŜΣ ǘƘŜƴ .ŀŎƘŜƭƻǊΩǎ ¦ƴƛǾŜǊsity Degree programs. 

2.1.2 Governmental bodies managing HE and TVET 

Ministry of Education and Training (MOET) and Ministry of Labor, Invalids and Social Affairs (MOLISA) are 

the two main organizations performing the state management of education system in Vietnam. 

Specifically, MOET performs the function of state management of education from pre-school education 

to higher education (HE) and MOLISA performs the function of state management with technical 

vocational education and training (TVET).  

(a) The role of Ministry of Education and Training (MOET) 

MOET is the government agency performing the function of state management of pre-school education, 

general education, pedagogical education (intermediate and college-level), higher education and other 

educational institutions regarding:  

¶ Educational goals, programs, content;  

¶ Regulations on examination, enrollment and certificates;  

¶ Development of teachers and educational administrators;  

¶ School facilities and equipment;  

¶ Quality control and accreditation of education quality.  

Higher Education Department under MOET is the governmental organization with the direct management 

responsibility of HE system, which includes: 

(1) HE enrolment and educational activities  

¶ Guideline and supervision of HE programs (formal/ non-formal/ joint-training/ international 

ŎƻƻǇŜǊŀǘƛƻƴ ǇǊƻƎǊŀƳǎΧύ ŀōƻǳǘ the implementation of enrolment activities, education and 

training regulations 

¶ Guideline for the development of National Qualification Framework, training programs and 

output standards, minimum credit for training programs, teaching materials and curricula 

¶ Regulations for compulsory subjects 

(2) Quality control of HE and the training of teaching staff  

¶ Provide guideline, inspection and evaluation regarding the required conditions and capacity 

of the HEIs, pedagogical colleges 
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¶ Approval of admission quantity 

¶ Supervise the public announcement of information regarding the education quality of HEIs 

and pedagogical colleges on website (such as information about facility, teaching faculty, 

ǊŜǎǳƭǘǎ ƻŦ ǘŜŀŎƘƛƴƎ ŀƴŘ ǊŜǎŜŀǊŎƘ ŀŎǘƛǾƛǘƛŜǎΣ ŜƳǇƭƻȅƳŜƴǘ ǊŀǘŜ ŀŦǘŜǊ ƎǊŀŘǳŀǘƛƻƴΧύ 

¶ Supervise foreign invested HEIs 

(3) Management of the network of HEIs and Pedagogical colleges  

Besides HE Department, there is a number of other Departments, Centers, and Associations under the 

MOET to support the management and development of the HE sector, such as Quality Control 

Department, Teacher & Educational Management Department, International Cooperation Department, 

etc.  

(b) The role of the Ministry of Labor-Invalids and Social Affairs (MOLISA) 

Until 2016, vocational education system in Vietnam was governed in parallel by both MOET and MOLISA. 

The merge of two streams of TVET under MOET and MOLISA into one unified TVET sector under the 

management of MOLISA took effect from January 2017, as stated by Resolution No. 76/NQ-CP (on 3rd 

September 2016) that MOLISA is the state management agency on vocational education. Specifically, the 

Directorate of Vocational Education and Training (DVET) of MOLISA became the single central state 

management agency for TVET.  

As a result, college is separated from the higher education system. The aim of this adjustment is to (1) 

reduce the overlap of the education system, (2) foster the role of vocational education, (3) create 

opportunities for vocational learners to continue higher level of education, and (4) enhance the quality of 

education in general. Moreover, the output of national education system based on level also is tied with 

Vietnam National Qualifications Framework68 to ensure that the quality of education meets the 

requirements of labor market. 

DVET performs the state management role on vocational education area (excluding pedagogical 

education) in the whole country, manages and implements the public service on vocational education. 

The main roles of DVET are stated as followings: 

(1) Collaborating with relevant ministries, sectors in providing guidelines on the implementation of 

legal regulations on TVET 

(2) Issuing the regulation of TVET institutions; enrollment, examination, graduation;  

(3) Regulating occupational certificates and the equivalent recognition for graduates with oversea 

vocational training qualifications; 

 

68 5ŜŎƛǎƛƻƴ bƻΦ мфунκv7-TTg on Approving Vietnam Qualification Framework, issued by the Prime Minister, issued on October 18, 2016 
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(4) Regulating the minimum knowledge requirement for each vocational education level; process of 

formulation, assessment and issuance of vocational training programs; compilation, evaluation, 

approval and implementation of vocational education curriculum; 

(5) Managing and implementing the accreditation of vocational education quality; 

(6) Managing and implementing training, improving skills for teachers and administration staff; 

(7) Making decision of establishment of vocational training colleges  

Generally, higher education (HE) and technical vocational education and training (TVET) are two relatively 

independent track.  The interconnection management aspects of MOLISA and MOET are mostly seen in 

facilitating the vocational orientation for students since lower/upper secondary school level, and 

implementing the bridge training programs (9+ model), which will be discussed in next part.   

(c) The role of other line ministries and provincial government authorities on the management of public 

HE and TVET institutions 

In addition to the management of MOET or MOLISA, many public HE and TVET institutions can also be 

under the administration of a so-ŎŀƭƭŜŘ άƎƻǾŜǊƴƛƴƎ ŀƎŜƴŎȅέΦ ¢ƘŜ ƎƻǾŜǊƴƛƴƎ ŀƎŜƴŎȅ Ŏŀƴ ōŜ ŀ ƭƛƴŜ ƳƛƴƛǎǘǊȅ 

administering a specialized HE or TVET institutions or local provincial governments managing the 

ŜŘǳŎŀǘƛƻƴ ƛƴǎǘƛǘǳǘƛƻƴǎ ǘƘǊƻǳƎƘ ǘƘŜƛǊ ǊŜǎǇŜŎǘƛǾŜ tŜƻǇƭŜΩǎ /ƻƳƳƛǘǘŜŜΦ {ǇŜŎƛŦƛŎŀƭƭȅΣ two National Universities 

(Hanoi and HCMC) with several specialized universities under them are directly managed by the Prime 

aƛƴƛǎǘŜǊΩǎ hŦŦƛŎŜΦ 

The main roles of the governing agency on public HE or TVET institutions are: (1) to allocate the state 

budget for the operation of the HE/TVET institutions; (2) to participate in the management of the public 

HE or TVET institutions through the Board of Trustees or School Council in terms of development strategy, 

organizational structure, and financial policies. 

(d) The 9+ model   

Rationale and legal basis: The 9+ model is the bridge education program between intermediate level and 

college level 

According to the Decision 522/QD-¢¢Ǝ όƛǎǎǳŜŘ ƻƴ aŀȅ мрΣ нлмуύ ǳǇƻƴ ǘƘŜ ŀǇǇǊƻǾŀƭ ƻŦ ǘƘŜ άtƭŀƴ ŦƻǊ /ŀǊŜŜǊ 

Orientation Education and Filtering of Students from Secondary Education Level in the period of 2018-

нлнрέΣ ǘƘŜ Ǝƻŀƭ ƻŦ ǘƘŜ DƻǾŜǊƴƳŜƴǘ ƛǎ ǘƻ ƘŀǾŜ ŀǘ ƭŜŀǎǘ пл҈ ƻŦ ƭƻǿŜǊ ǎŜŎƻƴŘŀǊȅ ŜŘǳŎŀǘƛƻƴ ƎǊŀŘǳŀǘŜǎ ǘƻ 

enter TVET sector at elementary and intermediate TVET level by 2025 (the rate is at least 30% for regions 

with less developed social-economic conditions). Career orientation and student classification to 

vocational education is an important task for MOLISA as the state management role of vocational 

ŜŘǳŎŀǘƛƻƴΦ .ǊƛƎŘŜ ǇǊƻƎǊŀƳ ƛƴ ǾƻŎŀǘƛƻƴŀƭ ŜŘǳŎŀǘƛƻƴ ƛǎ ƻƴŜ ǎƻƭǳǘƛƻƴ ǘƻ ǎǳǇǇƻǊǘ  ǘƘƛǎ άcareer orientation and 

student classification to vocational educationέ ǊƻƭŜΦ  

MOLISA has issued the Circular 27/2017/TT-.[7¢t·I ƻƴ provision of bridge program integrating levels of 

vocational education, including the bridge program to connect elementary level and intermediate level, 

and to connect intermediate level and college level.  
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According to the Education Law 2019 (effective from July 1, 2020), the 9+ model can be understood  that: 

students graduating from lower secondary school but not entering upper secondary school and 

transferring to formal vocational training at vocational colleges. Here, along with vocational training, 

students will learn general education course that are same as at the high school level.  

The 9+ model  was designed to provide an education option for post Lower Secondary Education students 

who cannot/ do not want to proceed to HE to follow a faster track of TVET program, in order to join 

technical and vocational work force. Students following 9+ will participate in two training programs at the 

same time: general education content (condensed content following regulations by MOET), and technical 

training course at intermediate and college level provided by the TVET institutions (under the 

management of MOLISA). MOET has issued an official letter that agree for TVETIs to organize the 

condensed general education content following related training regulations, however, as feedback by 

interview with TVETIs, this training content is  mostly provided by a regular education center under the 

management of local Department of Education & Training ς DOET.  

The training options of the 9+ model include Ƴŀƛƴƭȅ ǘƘŜ ΨфҌоΩ ƳƻŘŜƭ ŀƴŘ Ψф ҌрΩ ƳƻŘŜƭΣ ŀǎ ōŜƭƻǿ: 

The 9+ model in the structure of education system in Vietnam 

 

Source: Research team developed from ǊŜƭŀǘŜŘ ƳƛƴƛǎǘǊƛŜǎΩ information 
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The table below explain the differences of the 9+ model options: 

Model Entry level TVET Output 

level 

Duration 

(year) 

General education content 

9+3 model Lower 

secondary 

education 

Intermediate 

vocational 

education  

3 ¶ Equivalent to Upper secondary 

education (condensed content). After 

finishing 9+3, students will have 

certificate of completion.  

9+5 model Lower 

secondary 

education 

College  5 ¶ Equivalent to Upper secondary 

education (condensed content) 

¶ Need to have certificate of completion 

the condensed content of Upper 

secondary education for continuing 

college level program. 

¶ Need to take examination for having 

upper secondary school qualification 

(degree) together with college degree 

9+4 

model69 

Lower 

secondary 

education 

College 4 ¶ Equivalent to Upper secondary 

education (condensed content) 

¶ Need to have certificate of completion 

the condensed content of Upper 

secondary education for continuing 

college level program  

¶ 5ƻƴΩǘ ƴeed to take examination to get 

upper secondary school qualification. 

In general, students of this 9+ model can reach ISCED-4 qualification after 3 years with intermediate 

vocational degree plus the additional certification for upper secondary education, from which they can 

enter the labor market or spend 2 more years on average to achieve the TVET college degree, equivalent 

to ISCED-5 qualification. 

 (e) The transition opportunities from TVET to HE as a part of life-long learning aspiration 

One interconnection aspect between HE and TVET sector in the education system system is the open 

opportunity for college graduates to continue to higher education track by applying for a Bachelor degree 

course. However, despite the theoretical opportunity, the reality can be quite different. The formal track 

for TVET graduates to enter an HE program is through the standard admission procedure which requires 

 

69 Lƴ ǘƘŜ ǎƘŀǊƛƴƎ ŘƻŎǳƳŜƴǘ ƻŦ 5±9¢ ŦƻǊ ǘƘƛǎ ǊŜǇƻǊǘΣ ǘƘŜǊŜ ŜȄƛǎǘ ΨфҌпΩƳƻŘŜƭΤ ƘƻǿŜǾŜǊΣ ōȅ ƻŦŦƛŎial documents there is only the official proposal from 
MOLISA for the bridge education to college level (which mean the 9+5 model), which having 9+3 level (bridge education to Intermediate 
vocational education level) and 9+5 level (bridge education to college level). We may understand that 9+4 is a special case of 9+5 program, 
ŀǇǇƭȅƛƴƎ ŦƻǊ ǎǘǳŘŜƴǘǎ ǿƘƻ ŘƻƴΩǘ ƘŀǾŜ ŘŜƳŀƴŘ ǘƻ ƎŜǘ ǳǇǇŜǊ ǎŜŎƻƴŘŀǊȅ ŜŘǳŎŀǘƛƻƴ ŘŜƎǊŜŜΦ 
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the completion of upper secondary education level with the certification of graduation from the national 

examination. This means that only those who graduate from 9+5 model would have opportunity to apply 

for HE level.  

Besides, except for those cases where there is agreement between a university and a college for 

transitional programs (in which graduates from the partner college of a selected major with certain 

qualification can continue the relevant study program at the partner university), many universities are not 

confident with the quality of students from a college to offer a shorten transitional study track. In other 

words, there exists certain gap between the quality outcome of many TVET colleges and the requirement 

for the transition to an HE program at a university.  

2.1.3 ¢ƘŜ ǎǘŀǘŜΩǎ ƛƴǾŜǎǘƳŜƴǘ ƛƴ ŜŘǳŎŀǘƛƻƴ ŀƴŘ ǘǊŀƛƴƛƴƎ  

The Education Law 2019 stipulates that the budget for education and training should be at least 20% of 

the total state budget expenditure. The state expenditure on education and training has increased 

noticeably in terms of value over the past 10 years.  The ratio to total state expenditure remained stable 

at around 14-15%. 

Figure 32. Government expenditure on education & training in Vietnam (2010 - 2020) 

 

Source: GSO, 2020 

The allocation of the government budget for education and training must ensure proportions according 

to Resolution No. 29-NQ/TW issued on 4 November 2013 by the Central Committee of the 8th Term XI . 

Regarding state expenditures for HE and TVET, under the provisions of the Law on State Budget 2015, the 

state budget does not allocate HE and TVET expenditures separately, but general expenditures on 

education, training and vocational training. Therefore, the statistics of state budget expenditures for HE 

and TVET are determined only during the process of allocating and assigning the estimates within the 

Government system. 
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(a) Investment on higher education  

The tertiary education sector70, however, receives the lowest share of public funding allocation (as of 

2016: 0.33% of GDP, 1.1% of total government spending and 6.1% of total government spending on 

education and training)71. This ratio of public spending on tertiary education to GDP is by far the lowest 

when benchmarking against peer and aspirational countries. Recurrent public funding resources are 

located to education institutions through block grants based on historical norms instead of consideration 

of real situation such as the actual number of students or any performance measure. 

In Japan, public expenditure on educational institutions as a percentage of GDP on tertiary education is 

only 0.4% (2018). The share of private expenditure on tertiary education is high (as of 2018: 67.9%)72. The 

number of public universities is around 160 (22%) while that of private ones around 620. In Vietnam, the 

large number of public universities (84%) seems to be heavy burden on the state budget. That is also the 

motivation for enhance university autonomy among public institutions to improve the quality of 

education and effectiveness of the system. 

Figure 33. Government expenditure on tertiary education, as % of GDP (2016) 

 

Source: World Bank, 2020 

Especially, the state expenditure for HE sector is relatively lower, compared with other countries. 

Historically, the Government focused on investment for general education more than higher education73. 

Figure 34. Public expenditure on HE sector 

 2004 2011 2015 

% of public expenditure on HE/ Gross Domestic Product 0.33 0.24 0.24 

% of public expenditure on HE/ Total Government Expenditure 1.16 0.83 0.80 

% of public expenditure on HE/ Total Government Expenditure on Education 6.80 4.76 4.41 

Source: World Bank, 2020 

 

70 Tertiary education is defined as from ISCED5 to above level  
71 World Bank ς Improving the Performance of Higher Education in Vietnam: Strategic Priorities and Policy Options (2020) 
72 OECD: https://gpseducation.oecd.org/CountryProfile?primaryCountry=JPN&treshold=10&topic=EO  
73 World Bank ς Improving the Performance of Higher Education in Vietnam: Strategic Priorities and Policy Options (020) 

https://gpseducation.oecd.org/CountryProfile?primaryCountry=JPN&treshold=10&topic=EO
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Spending per student in tertiary education in Vietnam is much lower compared to that of other countries. 

The state budget investment per student is also low, while public universities account for 84% of total 

enrollment74. The average ratio of GDP per capita to tertiary education spending per student in most 

developed countries is 2.0 while that of Vietnam is 3.4. This reflects the low cost for higher education in 

Vietnam, yet also the under-invested situation of the HE in the country. On a different note, the ongoing 

transformation towards autonomation of public universities in Vietnam has to some extent resulted in a 

significant shift of cost of HE onto students, which may lead to the decrease in new enrollments and 

potential thread of misuse of university revenues for private purposes75. Besides, many universities are 

probably unable to generate sufficient tuition resources through marketable disciplines. 

Figure 35. Spending per student and GDP per capital (USD) 

 

Note: Government expenditure per student is the average general government expenditure (current, 

capital, and transfers) per student in the given level of education, expressed as a percentage of GDP per 

capita. Most spending in education is devoted to salaries for teachers and other staff as well as other core 

services (school buildings, teaching materials, books and administration). At the tertiary level, however, 

other services, particularly research and development activities (R&D), also constitute a large slice of 

expenditure and ancillary services76. 

Source: OECD, World Bank 

(b) State investment on TVET 

The state budget has also been considered as the main and most important financial source for TVET 

sector. According to the statistics on the budget and treasury management information systems, the total 

estimated recurrent budget expenditure for TVET recorded on the system in 2019 was more than 21,342 

billion VND, of which, from central budget was 5,146.7 billion VND, from local budgets was 16,195.3 billion 

 

74 National Council for Education and Human Resources Development 
      http://hoidongquocgiagiaoduc.moet.gov.vn/tintuc/Pages/default.aspx?ItemID=5622 
75 Võ and Laking (2019), An institutional study of autonomisation of public universities in Vietnam  
76 Organisation for Economic Co-operation and Development (OECD): https://www.oecd-ilibrary.org/docserver/eag_highlights-2012-16- 
en.pdf?expires=1635195665&id=id&accname=guest&checksum=1373DB18BC405D21DF969DA54B965740 

http://hoidongquocgiagiaoduc.moet.gov.vn/tintuc/Pages/default.aspx?ItemID=5622
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VND. The estimate entered and approved on the system for budget in 2020 as of March 31, 2020 was 

17,708.8 billion VND (from central budget: 4,430.7 billion VND, from local budgets: more than 13,278 

billion VND). 

The state budget allocation for TVET is currently used for three categories: recurrent expenditures, basic 

construction expenditures and target programs. Among target programs, for the period of 2016-2020, 

there were two remarkable National Target Programs approved by the Prime Minister, namely, the 

National Target Program for New Rural Development and the National Target Program for Vocational 

Education and Training. 

CƛǊǎǘΣ ǘƘŜ bŀǘƛƻƴŀƭ ¢ŀǊƎŜǘ tǊƻƎǊŀƳ ŦƻǊ bŜǿ wǳǊŀƭ ǿŀǎ ŀǇǇǊƻǾŜŘ ƛƴ 5ŜŎƛǎƛƻƴ мсллκv7-TTg77, of which 

άƛƳǇǊƻǾŜƳŜƴǘ ƻŦ ǘƘŜ ǉǳŀƭƛǘȅ ƻŦ ǾƻŎŀǘƛƻƴŀƭ ǘǊŀƛƴƛƴƎ ŦƻǊ ǊǳǊŀƭ ǿƻǊƪŜǊǎέ was the most notable project. The 

second National Target Program ς the National Target Program for Vocational Education and Training was 

ŀǇǇǊƻǾŜŘ ƛƴ 5ŜŎƛǎƛƻƴ уффκv7-TTg78 ƛƴŎƭǳŘƛƴƎ ǘƘǊŜŜ ǇǊƻƧŜŎǘǎΣ ŀƳƻƴƎ ǿƘƛŎƘ ƛǎ ǇǊƻƧŜŎǘ άwŜŦƻǊƳ ŀƴŘ 

improvement of VET qualƛǘȅέΦ aƻǎǘ ƻŦ ǎǘŀǘŜ ŦǳƴŘƛƴƎ ŦƻǊ ±9¢ ǇǊƻƧŜŎǘǎ ǳƴŘŜǊ bŀǘƛƻƴŀƭ ¢ŀǊƎŜǘ tǊƻƎǊŀƳ ǿŀǎ 

ǳǎŜŘ ŦƻǊ ǇǊƻƧŜŎǘ άwŜŦƻǊƳ ŀƴŘ ƛƳǇǊƻǾŜƳŜƴǘ ƻŦ ±9¢ ǉǳŀƭƛǘȅέΣ ŀŎŎƻǳƴǘƛƴƎ ŦƻǊ сп҈ ŀƴŘ ƛƴŎǊŜŀǎƛƴƎ over 2 

times from 2016 to 2018. 

Figure 36. State budget for VET projects under National Target Programs (Unit: VND billion) 

 

Source: Vietnam VET Report 2018, National Institute for VET  

Regarding expenditure structure, the budget has prioritized allocating funds for vocational education and 

training in remote, isolated, disadvantaged areas, border and island areas and ethnic minority areas. 

According to Decision No. 46/2016/QD-TTg on promulgating norms for the allocation of recurrent 

expenditure estimates of the State budget in 2017, the allocation norm of training and vocational training 

expenditures was adjusted to increase by an average of 1.76 times depending on the region compared to 

Decision No. 59/2010/QD-TTg; the norm of allocation of expenditures on training and vocational training 

according to population criteria for mountainous areas - ethnic minorities in the delta and deep-lying 

areas is 1.56 times higher than in urban areas; for highland - islands, 2.22 times higher than that of urban 

areas. 

 

77 5ŜŎƛǎƛƻƴ bƻΦ мсллκv7-TTg, issued by the Prime Minister, issued on 16th August 2016  
78 5ŜŎƛǎƛƻƴ bƻΦ уффκv7-TTg, issued by the Prime Minister, issued on 20th June 2017  
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In addition to the state budget, in fact, there are many sources of investment funding for TVET such as 

funding from tuition fees, from enterprises, and ODA. However, investment funds from the state budget 

still account for 60%.  Besides the achieved results, the allocation of state budget expenditures for TVET 

in recent years has also encountered difficulties and limitations such as: The proportion of state budget 

expenditures on TVET tends to decrease gradually, causing difficulties in investment in facilities and 

equipment for improving the quality of teaching and learning of vocational schools. Along with that, the 

mobilization and allocation of funds by ministries, provincial departments for vocational training 

development is still low, not meeting practical requirements.  

2.2 Higher education (HE) system: status, challenges and development direction  

2.2.1 The network of higher education institutions (HEIs) 

As of September 2021, there are 278 Universities and Institutes and 24 Pedagogical College under the 

supervision of MOET and public institutions outnumber private ones. In term of region, the northern and 

the southern areas gather most of HEIs in Vietnam. While, the northern area locates a large number of 

public one, the southern have a bigger proportion of private HEIs. 

Figure 37. Number of public and private HEIs by region  

Classification Number of HEIs North Central South 

Number of HEIs 278 142 49 87 

Public HEIs 211 116 38 57 

Private HEIs 67 26 11 30 

Source: Research team consolidate from MOET data 

Most universities are still concentrated in Hanoi (137 HEIs) and Ho Chi Minh City (52 HEIs) ς the two 

political and economic centers of Vietnam. The number of HEIs in Hanoi accounts for almost half of total 

number of HEIs in Vietnam. Cities and provinces with relatively specific geographic location and economic 

sector focus like Da Nang (13 HEIs), Hue (12 HEIs), Bac Ninh (9 HEIs), Thai Nguyen (9 HEIs) also have more 

HEIs compared to the rest of the country. 

This statistic reflects the imbalance of HEI distribution by geographic regions, in which there is more 

opportunity of HE accessibility in big cities. Additionally, the private sector of HE is more active in two 

biggest cities of Hanoi and HCMC (29 private HEIs out of total 67 HEIs nationwide) 
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Figure 38. Mapping of universities & colleges across Vietnam (as of September 2021) 

 

 

Source: wŜǎŜŀǊŎƘ ǘŜŀƳΩǎ synthesis from MOET data79 

By governing agency, out of 278 HEIs, there are only 119 institutions are directly under the direct 

management of MOET, other HEIs belong to the administration of other governing agencies including line 

ministries, local governments or foreign organizations. 

Governing agency Number of HEIs 

MOET 119 

Ministry of Defence 22 

The Government 17 

Ministry of Culture, Sports and Tourism 13 

Ministry of Health 11 

Ministry of Industry & Trade 9 

Ministry of Public Security 8 

Ministry of Finance 4 

Ministry of Transport 4 

Ministry of Agriculture and Rural Development 4 

Ministry of Agriculture and Rural Development 4 

Ministry of Construction 4 

Other Ministries, Institutes, Associations 54 

Foreign Organizations 5 

 

79 MOET - https://moet.gov.vn/giaoducquocdan/giao-duc-dai-hoc/Pages/tin-tuc.aspx?ItemID=7503 

https://moet.gov.vn/giaoducquocdan/giao-duc-dai-hoc/Pages/tin-tuc.aspx?ItemID=7503
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In general, these HEIs would follow the guideline and supervision of MOET for education related activities 

while financial and general management will involve the direct management of respective management 

organizations that the HEI is under. This is one of the reasons why there is a large difference in recurrent 

expenditures from the state budget per student80. It may be necessary to reform the method of allocating 

state budget for higher education, according to new spending methods such as ordering and bidding 

associated with output results, gradually reducing allocation by tasks. 

Additionally, several research institutes are operating independently from the universities, following the 

East-European model of separation between teaching and research activities. This separation can result 

in the ineffectiveness of both teaching and research outcomes as well as the inefficiency in the use of 

human and financial resources. 

2.2.2 The HE reform agenda, overview and current progress  

(a) Overview of higher education reforms over the period of 2011 ς 2020 

The revised Law on Higher Education (2018) (Law on Amendments to the Law on Higher Education in 

2012) has created an important legal basis; promoted university autonomy, effective use of resources, 

improvement in sector management; and innovated the governance of higher education institutions. 

There are nine key policies for HE development: 

(1) The development of HE sector shall focus on providing a high-skilled workforce for socio-

economic development. 

(2) Funds and resources shall be given to development of higher education on principles of 

competitiveness, equality and efficiency through investment in research and development (R&D) 

investment, signing research and training contracts, offering scholarships, student credit and 

other forms. Higher education development will be given certain privileges and incentives in 

terms of land, tax, credit and other policies. 

(3) Support the development of HEIs with regional and international standards; HEIs that commit to 

develop a high-skilled teaching workforce; HEIs that develop specialized programs and contribute 

to the achievement of national/ regional development goals. 

(4) Encourage the development of private HEIs and promote the socialization of education with the 

participation of different sectors and stakeholders in the development of HE sector including 

education, research and technology transfer activities.  

(5) Foster the autonomation together with the accountability in management of HEIs. 

(6) Emphasize the link between education and labor market demand, research and implementation 

of technology innovation; strengthen the partnership between HEIs and enterprises and science 

and technology organizations; foster the participation of enterprise sector in HE activities.  

 

80 Online newspaper of Vietnam State audit: http://baokiemtoannhanuoc.vn/giao-duc/ngan-sach-cho-giao-duc-dai-hoc-can-duoc-phan-bo-theo-
don-dat-hang-cua-nha-nuoc-140037 
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(7) Improve the policy to appeal and retain high-skilled teaching workforce, especially those with PhD 

qualification and leading professors in the respective field. 

(8) Improve the inclusivity and equal accessibility for HE. 

(9) Promote international collaboration and integration in HE sector. 

Key changes in HE sector reflected in the new Law on Higher Education include: 

ü Promote the diversity of education forms and models, which consequently offers learners with more 

choices to acquire HE opportunities based on personal preferences and condition as well as foster life-

long learning: 

¶ Clearer definition of different forms of HE including formal education, distance education, part-

time learning and continuing education 

¶ Introduce the notion of research universities and applied science universities  

ü Encourage the transformation of public HEIs towards autonomy and the development of private 

sector 

¶ HEIs can make their own decisions and take responsibility for their professional, academic, 

organizational, personnel, financial, property and other activities on the basis of the provisions of 

law and the capacity of the HE institution. 

¶ The school council has real power to decide development strategies; issue internal rules and 

regulations including financial regulations; decide plans for enrollment, establishing new 

programs, partnership and cooperation, training, education and research activities, quality 

assurance; determine the organizational and personnel structure; decide investment guidelines 

and the use of institutional assets; decide policies for attracting investments, tuition fees and 

assistance for students. Noticeably, this direction, which states that representative from the 

governing agency is one member of the school council, is considered a solution to reduce the 

overlapping of different layers of management on HEIs and to give public HEIs more room for 

autonomation. 

¶ The development of HEI network has emphasized the efficiency of resources, the balance 

between public and private sector, fostered the development of not-for-profit private universities 

and the establishment of strategic HE clusters. 

¶ Clarify more details on the source of revenue of HEIs: Tuition fees and revenues from training, 

science and technology activities and other ancillary training services; Payment from the State, 

other organizations and individuals for performance of training and research contracts; 

completion of tasks given by the State; Revenues from investment of domestic and foreign 

entities; annual additional revenue from operation of the institution; Revenue from business 

operation, social activities, financial investment (if any) and other lawful sources of income; Loans; 

Sponsorships, donations, gifts from former students, domestic and foreign entities; State funding 

(if any) 

ü More flexible policy on evaluating and ranking of HEIs, which allows more participation of the private 

sector and integration with regional and international standards 
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¶ HEIs can choose and participate in different national or international ranking system.  

¶ Vietnamese non-commercial legal entities may rank higher education institutions and have the 

responsibility to ensure truthfulness, objectivity and transparency; publish and explain their 

ranking method, criteria and results. 

ü Encourage research and technology transfer through research activities at HEIs, participation of 

enterprise sector in HE development and international collaboration  

¶ Provide support through financial funds and incentives for research and development activities at 

HEIs 

¶ Encourage enterprises participating in research and technology transfer activities with HEIs 

¶ Encourage HEIs participating in international collaboration  

(b) Agenda and achievement of higher education reforms over the period of 2011 ς 2020 

The reform agenda of HE sector in Vietnam over the period of 2011 ς 2020 possessed noticeable 

resolutions: 

¶ Changes in university enrollment method towards diversifying assessment methods and more 

efficiency of resource usage: (1) the national examination for upper secondary education level 

was combined with the university entrance examination, which reduced the resource usage for 

organizing two separate examination for evaluation and the stress for students; (2) besides using 

the result of the fore-mentioned examination, there are various ways for assessment: base on the 

results of upper secondary education or base on the achievement of students from national and 

international gifted student awards 

¶ Setting learners at the center of education: encourage the implementation of credit-based 

education system through which learners can actively plan their study. This, as a result, fosters 

the creativity, proactivity and accountability of learners and respects the personal preferences 

and capacity of each learner on their path to achieve education. 

¶ Transformation in quality assurance from which HEIs shall conduct internal quality assurance 

based on the guidelines provided by MOET and acquire external quality assurance through 

qualified agencies. The standards for HEIs as regulated by MOET have close synergy with regional 

standards of Asian University Network Quality Assurance (AUN-QA).  

¶ Strengthening the socialization of education, encouraging the investment from different 

organizations and individuals. This is believed to create more opportunities for prospective 

learners to access HE and to improve the quality of education through fair competition among 

HEIs. 

¶ Continue the transformation of public HEIs towards autonomation. This reform has enabled public 

HEIs to have more power in determining their development strategies, thus improved the 

management capacity of public HEIs, the operational efficiency and the speed of response and 

adaptability to changes and new trends of the market and the socio-economic development. 

Achievements of HE reform over the period of 2011 ς 2020 basically witnessed positive results which 

reflected the set targets of the period of developing the HE sector towards improvement of education 

quality, institutional management capacity, and international integration. 
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The network of HEIs has expanded and strongly contributed to the supply of high-skilled workforce 

¶ Between 2011 ς 2019, the number of HEIs increased 1.6 times. In the same period, the number 

of faculty members increased 1.6 times. Particularly, the number of faculty members with PhD 

qualification increased 3.3 times81. 

¶ Over the period of 2015-2020, on average, the HE sector provides 470,000 Bachelor Degree 

graduates for the HR market in Vietnam annually (MOET) with increasing choices of education 

majors. Post-graduate education was also expanded with more partnership programs with 

foreign HEIs.  

There is noteworthy improvement in education quality of HEIs 

¶ By end of 2020, there were 404 HE programs which were assessed and accredited, of which 192 

programs from 48 HEIs were recognized based on domestic standards, and 212 programs from 36 

HEIs were accredited based on foreign standards (MOET) 

¶ Clearer guidelines from MOET regarding setting the program learning outcomes and designing 

new programs with requirement to involve the participation of enterprise sector to reflect the 

trends and demand of labor market. Existing programs are required to be reviewed at least every 

2 years to be updated with new knowledge and technology. 

¶ Research and technology transfer activities have achieved positive results: Between 2009 ς 2018, 

the number of international publications by HEIs on Scopus increased 4.7 times from 1,764 articles 

to 8,234 articles82. Some HEIs offer a funding amount of 5,500 to 8,800 USD for research team 

with publication on Scopus. 19/23 HEIs in the pilot phase of autonomation have achieved 

remarkable results in international publications (the number of research articles published in 

international research journals doubled between 2014 ς 2016, from 848 to 1,651 articles) and 

technology transfer (the number of technology transfer contracts tripled between 2013 ς 2015). 

¶ According to the rankings published by the QS83 World University Rankings (QS) of the British 

educational organization Quacquarelli Symonds in 2018, for the first time, Vietnam has 02 

representatives in the top 1,000 best universities in the world, VNU-HCMC and VNU-Hanoi. As of 

27/11/2019, Vietnam has 8 institutions84 ranked in the list of top 500 universities in Asia (out of 

13,578 HE institutions). 

(c) The draft of HE Development Strategy 2021 ς 2030 with vision to 2045 

The draft of έHE Development Strategy 2021 ς 2030 with vision to 2045έ85 sets focus on improvement of 

ǎŜŎǘƻǊΩǎ ǉǳŀƭƛǘȅ ŀƴŘ ŜŦŦƛŎƛŜƴŎȅΣ ŜƴƘŀƴŎƛƴƎ ƛƴǾŜǎǘƳŜƴǘ ŀƴŘ ŀŘŀǇǘŀōƛƭƛǘȅ ƻƴ Ǝƭƻōŀƭ ŘŜǾŜƭƻǇƳŜƴǘ ǘǊŜƴŘǎ. 

 

81 Tap chi lich su dang (Journal of Party History) ς !ǳƎǳǎǘ нлнмΣ άIƛƎƘŜǊ 9ŘǳŎŀǘƛƻƴ όнлмм ς 2020) ς wŜǎǳƭǘǎ ŀƴŘ [Ŝǎǎƻƴǎ [ŜŀǊƴǘέΣ tƎΦ 73-80 
82 https://dantri.com.vn/giao-duc-huong-nghiep/10-nam-so-luong-cong-bo-quoc-te-cua-viet-nam-tang-gan-5-lan-20190115081238291.htm 
83 The 11 indicators used to compile the QS Asia University Rankings include: (1) Academic reputation (30%), (2) Employer reputation (20%), (3) 
Faculty/student ratio (10%), (4) International research network (10%), (5) Citations per paper (10%), (6) Papers per faculty (5%), (7) Staff with a 
PhD (5%), (8) Proportion of international faculty (2.5%), (9) Proportion of international students (2.5%), (10) Proportion of inbound exchange 
students (2.5%), and (11) Proportion of outbound exchange students (2.5%) 
84 MOET website 
85 According to the recent announcement of MOET on 31st 5ŜŎΣ нлнмΣ ǘƘŜ ŘǊŀŦǘ ƻŦ άHE Development Strategy 2021 ς 2030 with vision to 2045έ is 
ǎǘƛƭƭ ƛƴ ǘƘŜ ǇǊƻŎŜǎǎ ƻŦ ŎƻƳǇƭŜǘƛƴƎ ŀƴŘ ŜŘƛǘƛƴƎ ƛƴ ǘƘŜ ŀƭƛƎƴƳŜƴǘ ǿƛǘƘ DƻǾŜǊƴƳŜƴǘΩǎ ǘŀǊƎŜǘǎ ŀƴŘ ŜȄǇŜǊǘǎΩ ƻǇƛƴƛƻƴǎ 



The Data Collection Survey and Situation Analysis on Industrial HR Development in Vietnam (2022) 

_________________________________________________________________________________________ 

 
74 

The MOET determines the requirements for the formulation of the HE Overall Development Strategy over 

the period of 2021-2030 with vision towards 2050, as the basis for innovation, comprehensive and 

sustainable development in the long-term of Vietnam's higher education system. The reform agenda has 

a strong focus on developing an HE ecosystem that is favorable to the emergence of the University of the 

CǳǘǳǊŜΦ Lǘ ƛǎ ŎƻƴǎƛŘŜǊŜŘ ŀǎ άŀ ŘȅƴŀƳƛŎ ƛƴǎǘƛǘǳǘƛƻƴ ǘƘŀǘ ƛǎ ƛƴŎƭǳǎƛǾŜΣ ƻǇŜǊŀǘŜǎ ƛƴ ŀ ŦƭŜȄƛōƭŜ ƳŀƴƴŜǊΣ ƛǎ 

academically, organizationally and financially autonomous and accountable, and achieves outstanding 

results in terms of training highly-qualified graduates and producing leading-edge research that can 

ǇƻǎƛǘƛǾŜƭȅ ƛƳǇŀŎǘ ǘƘŜ ƴŀǘƛƻƴŀƭ ŀƴŘ ǊŜƎƛƻƴŀƭ ŜŎƻƴƻƳȅέ86 

ü Three pillars of the development strategies for HE sector in 2021 ς 2030 include: 

System optimization Develop the master plan on the network of higher education and pedagogical 

institutions for the period of 2021 - 203087 

¶ The planning of the network of HEIs is to restructure the university 

network to ensure a reasonable size and structure of training 

professions, to meet the needs of human resources for socio-economic 

development of the country; at the same time ensure investment 

efficiency, limit waste; education quality; liberalization, innovation, 

association with businesses 

¶ Forming a number of prestigious universities and universities in the 

region and the world 

¶ Merging of small-scale, inefficient universities and planned in an open 

direction, developing universities and universities with good quality 

assurance conditions. 

V Enhancing the institutional autonomy of HEIs 

V Improving the capacity and operational efficiency at institutional 

and sectorial level  

Implementation of 

financial leverage 

strategy 

¶ Reformation of financial policy to improve the effectiveness of public 

investment on HE sector 

¶ Develop policy to encourage investment from other sectors for HE 

Digitalization of HE 

sector  

Enhancing the digitalization in HE sector at all levels from governmental 

management, between HEIs, and within each HEI towards a more 

transparent, dynamic, effective, efficient HE system and to create more 

opportunities for high-quality HE 

ü The expected outcomes of the next decade strategy were first envisioned through the set of objectives 

for the first 5-year of the plan 

As stated in the Decision 69/QD-TTg issued by the Prime Minister on January 15, 2019 regarding the 

approval of the Plan for HE Quality Development 2019 ς 2025, the general objective is to enhance the 

quality of education, research and technology transfer to meet the demand for high-skill workforce, foster 

 

86 World Bank ς Improving the Performance of Higher Education in Vietnam: Strategic Priorities and Policy Options (2020) 
87 Decision 209 QD-TTg issued on February 17, 2021  
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innovation and entrepreneurship, improve the competitiveness of Vietnam at regional and international 

level.  The aforementioned objective is quantified in following key performing indicators. 

Figure 39. Performance Indicators for HE Quality Development in 2019 - 2025 

Key development indicators Till 2025 

Regarding the quality of HE graduates 

Percentage of HE graduates meet the program learning outcomes and ready to participate 
in labor market 

100% 

Regarding quality assurance 

Percentage of faculty members with master qualification 100% 

Percentage of faculty members with PhD qualification At least 35% 

Percentage of HEIs qualified for domestic quality assurance 100% 

Percentage of HEIs qualified for reputable international quality assurance At least 10% 

Percentage of HE programs qualified for domestic or international quality assurance Above 35% 

Regarding institutional autonomy  

Percentage of HEIs achieving institutional autonomy and accountability 100% 

Regarding international integration 

Percentage of HEIs utilizing open source of reference and curriculum shared by 
internationally reputable HEIs 

100% 

Percentage of HEIs having student/ teacher exchange programs with other regional and 
international HEIs 

Above 70% 

Percentage of HEIs which offers programs among the 8 majors that are mutually 
recognized among ASEAN members completing the procedure for credit transferring with 
other HEIs in the region, including Architecture, Technical Consulting, Nursing, Medical 
Practice, Dentist, Tourism, Auditing, and Surveying 

Above 70% 

Number of HEIs in the Asia top 100 best HEIs by reputable ranking system At least 2 

Number of HEIs in the Asia top 400 best HEIs by reputable ranking system At least 10 

Number of HEIs in the world top 1000 best HEIs by reputable ranking system At least 4 

Regarding scientific research, technology transfer and community service activities 

Percentage of HEIs having at least 3 annual research projects with international partner(s) Above 30% 

Percentage of HEIs having at least 2 annual research or technology transfer projects with 
domestic or international partner(s) 

Above 50% 

Number of scientific journals by domestic HEIs meeting the regional and international 
standards of ASEAN and the world 

At least 10 

Regarding curriculums 

Percentage of domestic HEIs applying foreign curriculum and reference materials  Above 50% 

Percentage of curriculum designed to meet the demand of labor market and socio-
economic development 

100% 

Source: Decision 69/QD-TTg issued by the Prime Minister on January 15, 2019 regarding the approval of the Plan for 
HE Quality Development 2019 ς 2025 
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(d) The HE development strategic solutions in the period of 2019 ς 2025  

The HE development strategic solutions in the period of 2019 ς 2025 show breakthrough approaches in 

various aspects 

ü More assertive actions towards institutional autonomy and sector management 

V Select, develop and implement effective HEI management models 

V Reduce the participation and intervention of governmental organizations  

V Empower HEIs to actively develop strategies  

V Disintegrate or merge inefficient HEIs 

V Stop programs which are out of date or do not meet market demand  

ü More beneficial policy for teaching and management workforce 

V Improve the training activities for faculty staff  

V Increase the investment on teaching and management workforce through performance-

based remuneration package and support in capacity building activities and international 

exchange programs 

V Establish talent acquisition strategy to invite more highly reputable lecturers from abroad 

to join the teaching workforce in Vietnam 

ü Innovative solutions to improve teaching facility  

V Encourage the implementation of technology innovation  

V Foster the establishment of modern research and development facility to be shared 

ŀƳƻƴƎ I9Lǎ ŀƴŘ ǘƘŜ ŦƻǊƳŀǘƛƻƴ ƻŦ άǳƴƛǾŜǊǎƛǘȅ ǾƛƭƭŀƎŜέ ǘƻ ōŜ ǘƘŜ ōŀǎŜ ŦƻǊ ƛƴǘŜǊƴŀǘƛƻƴŀƭ 

collaboration in research and teaching activities  

V Encourage resource sharing and research collaboration among HEIs  

ü Diversify training programs for HE graduates to offer more opportunities for continuing education 

and re-training based on labor market demand; develop different teaching models including 

online and distance learning; encourage the establishment of training centers at enterprises;  

ü Develop the system to collect and process data for high-skill human resource demand forecast; 

ü Continue fostering research and technology transfer activities, international integration 

2.2.3 Existing system challenges & perspective of stakeholders 

Despite much emphasis from various HE reform agenda on developing a HE system that would meet 

international standards and be highly competitive, the sector has not yet been able to claim such status 

by 2020 though significant progress in improving quality and effectiveness over the past 10 years is 

undeniable. One of the major reasons for the slow and sporadic pace of reformation is due to the fact that 

άǘƘŜ ǎŜŎǘƻǊΩǎ ƴŜŜŘ ǘƻ rely upon leadership from a slow-ƳƻǾƛƴƎ {ǘŀǘŜ ōǳǊŜŀǳŎǊŀŎȅέ ŀƴŘ άŜȄƛǎǘƛƴƎ ƴŜŜŘ ŦƻǊ 

better sector-wide coordination, for more global integration, and for public universities to be given 
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ŀǇǇǊƻǇǊƛŀǘŜ ŦƻǊƳǎ ƻŦ ƛƴǎǘƛǘǳǘƛƻƴŀƭ ŀǳǘƻƴƻƳȅέ88. The HE reform journey in the past years can be seen as 

άƳŜǎǎȅΣ ŎƘŀƻǘƛŎΣ ǎǇƻƴǘŀƴŜƻǳǎΣ ǇŀǘŎƘȅΣ ƛƴŎƻƴǎƛǎǘŜƴǘΣ ŀƴŘ ƛƴŎƻƘŜǊŜƴǘΣ ȅŜǘ ǊŜŦǊŜǎƘƛƴƎΣ ŜǾƻƭǾƛƴƎΣ ƛƴƴƻǾŀǘƛǾŜΣ 

ŀƴŘ ŀǎǇƛǊŀǘƛƻƴŀƭ ŀǘ ǘƘŜ ǎŀƳŜ ǘƛƳŜέ89. However, the transformation can at the same time bring 

opportunities for Vietnam HE to reposition itself as a note-worthy new player in the global HE landscape. 

This part would be summarized and divided into 9 items: (a) Governance & State management of HE, (b) 

Institutional Autonomy and Accountability, (c) Quality Assurance, (d) Teaching workforce, (e) Teaching 

infrastructure with focus on digitalization of HEIs, (f) Academic Research and Technology Transfer, (g) 

International collaboration in HE sector, όƘύ {ǘǳŘŜƴǘǎΩ 9ƴǊƻƭƭƳŜƴǘ and (i) Emerging new university models 

(a) Governance & State management of HE  

Existing multiple streams of state management on public HEIs 

From the perspective of regulation framework, despite recent positive transformation from the 

amendment of Law on Higher Education in 2018, fragmentation and inconsistency still exist with the fact 

that higher education is overseen not only by MOET but also by a number of other governing agencies 

ƛƴŎƭǳŘƛƴƎ ƭƛƴŜ ƳƛƴƛǎǘǊƛŜǎ ŀƴŘ ƭƻŎŀƭ ƎƻǾŜǊƴƳŜƴǘǎ ǘƘǊƻǳƎƘ ǘƘŜƛǊ tŜƻǇƭŜǎΩ /ƻƳƳƛǘǘŜŜΦ ¢ƘŜǊŜ ǊŜƳŀƛƴǎ 

confliction between different regulations regarding the management of public HEIs. As regulated in the 

2018 amended Law on Higher Education, the School Council would have more authority and decision-

making power in managing the institution. However, as a public organization under the administration of 

a state governing agency, a public HEI would also be required to follow other regulations regarding 

matters like state budget allocation, usage of public assets, or the human resource organizations for public 

organizations. The inconsistency of these multiple bylaws caused more complexity and fragmentation in 

the legal framework on management of public HEIs and confusion for the institutional autonomy process. 

Ineffectiveness in state budget allocation for public HEIs 

Public HEIs receive state recurrent funding through their respective governing agencies in the form of 

block grants. The volume of funding is associated with maximum number of student enrollment quota 

instead of actual number or performance measures90. The amount of expenditure per student can also 

vary depending on the respective governing agency (e.g.: average per student public funding for 

universities under MOET is under VND 9 million per year while that for VNU-Hanoi received from MOF is 

around VND 30 million per year). On the other hand, even though the ongoing path of institutional 

autonomy transformation is expected to reduce certain burden on the state budget, there might be other 

demand for state funding on the overall development of the HE sector to achieve ambitious objectives in 

the next decade. 

 

88 Hayden M., Le-Nguyen D.C. (2020) A Review of the Reform Agenda for Higher Education in Vietnam. In: Le Ha P., Ba Ngoc D. (eds) Higher 
Education in Market-Oriented Socialist Vietnam 
89 tƘŀƴ [ΦIΦΣ 5ƻŀƴ .ΦbΦ όнлнлύ LƴǘǊƻŘǳŎǘƛƻƴ ŀƴŘ CƻǊŜƎǊƻǳƴŘƛƴƎ ǘƘŜ ²ƻǊƪΥ ΨbŜǿΩ tƭŀȅŜǊǎΣ ΨbŜǿΩ 5ƛǎŎƻǳǊǎŜǎΣ ΨbŜǿΩ tǊŀŎǘƛŎŜǎΣ ŀƴŘ άbŜǿ CƭŀǾƻǳǊǎέΦ 
In: Le Ha P., Ba Ngoc D. (eds) Higher Education in Market-Oriented Socialist Vietnam 
90 World Bank ς Improving the Performance of Higher Education in Vietnam: Strategic Priorities and Policy Options (2020) 
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Lack of unified database system 

Regarding the management of HE sector database, there is no unified higher education management 

information system (HEMIS), which reflects the fragmentation of decision-making role from all related 

stakeholders. The current HE data are collected and managed by many organizations including MOET, 

GSO, and other ƳƛƴƛǎǘǊƛŜǎΩ ŘŜǇŀǊǘƳŜƴǘǎ91. 

(b) Institutional Autonomy and Accountability 

As of 2020, 23 public universities in Vietnam are allowed to transfer to the autonomy scheme under the 

Resolution 77/2014/NQ-CP (issued in 2014) on autonomy transformation of HEIs. These universities can 

determine their own tuition fee rate, which became averagely US$800 ς 2,000 per year, 2 ς 3.5 times 

higher than the normal old tuition fee of public universities that are not autonomous92. Related to this, 

there is the Decree 81/2021/ND-CP on tuition fees of education institutions affiliated to national 

education program and collection, management thereof; policies on tuition fee exemption, reduction, and 

financing for learning fees; service fees in education and training sectors. In this document, there are 

regulations on tuition limits for higher education in public HEIs that have not guaranteed recurrent 

expenditure and investment expenditure entirely, and those that have guaranteed recurrent expenditure 

and investment expenditure entirely (almost financial autonomous). 

Figure 40. List of autonomous public universities in Vietnam (2020) 

No. University Location No. University Location 

1 Hanoi University Hanoi 13 University of Economics HCMC HCMC 

2 Foreign Trade University Hanoi, HCMC 14 HCMC University of Law HCMC 

3 National Economics University Hanoi 15 Ton Duc Thang University HCMC 

4 Thuong Mai University Hanoi 16 HCMC Open University HCMC 

5 
Hanoi University of Science and 

Technology 
Hanoi 17 University of Finance & Marketing HCMC 

6 
Vietnam National University of 

Agriculture 
Hanoi 18 

HCMC University of Technology and 

Education 
HCMC 

7 
Posts & Telecommunications 

Institute of Technology 
Hanoi 19 Industrial University of HCMC HCMC 

8 Electric Power University Hanoi 20 HCMC University of Food Industry HCMC 

9 University of Hanoi Industrial Textile Hanoi 21 Da Nang University of Economics Da Nang 

10 Hanoi University of Industry Hanoi 22 Tra Vinh University Tra Vinh 

11 Hanoi Open University Hanoi 23 
Can Tho University of Medicine and 

Pharmacy 
Can Tho 

12 
University of Economics-Technology 

for Industries 

Hanoi & Nam 

Dinh 
   

Source: tuyensinhso.vn (HE enrollment portal)93 

 

91 World Bank ς Improving the Performance of Higher Education in Vietnam: Strategic Priorities and Policy Options (2020) 
92 For example, according to Decree 81/2021/ND-CP, the tuition limit of school year 2021 ς 2022 in HE level in public HEIs that have not 
guaranteed recurrent expenditure and investment expenditure entirely ranges from 980 ς 1,430 VND thousand/student/month while that of the 
public HEIs that have guaranteed recurrent expenditure and investment expenditure entirely is 2,020 ς 5,050 VND thousand/student/month. 
93 HE enrollment portal - https://tuyensinhso.vn/ban-tin-cho-diem/danh-sach-23-truong-dh-cong-lap-thu-hoc-phi-cao-hon-2-35-lan-cac-truong-
cong-lap-khac-c28962.html  

https://tuyensinhso.vn/ban-tin-cho-diem/danh-sach-23-truong-dh-cong-lap-thu-hoc-phi-cao-hon-2-35-lan-cac-truong-cong-lap-khac-c28962.html
https://tuyensinhso.vn/ban-tin-cho-diem/danh-sach-23-truong-dh-cong-lap-thu-hoc-phi-cao-hon-2-35-lan-cac-truong-cong-lap-khac-c28962.html
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The notion of promoting institutional autonomy and accountability has been one key theme in the HE 

reform agenda of Vietnam more than a decade, aiming to increase the effectiveness of the system. By 

moving away from the traditional centralization in decision-making, this transformation surely possesses 

potential for more innovative development in HE sector and follow the mainstream global trend of HE 

governance and management. All interviewed HEIs for this report agreed that autonomy transformation 

create positive changes and opportunities for them towards a more efficient management: 

¶ Faster decision-making process for many important managerial issues such as organizational 

structure, study program, partnership, etc. 

¶ Improve productivity and efficiency  

¶ More proactive actions for collaborations and initiatives  

However, certain limitation exists in (i) ǎŎƘƻƻƭǎΩ understanding and experience in leading the change, (ii) 

unclear strategy for implementation, (iii) overlapping functions among different related authorities, and 

(iv) lacking sufficient financial support for the change process. These factors have created obstacles for 

the decentralization process, especially when many newly empowered stakeholders are not ready to take 

the lead upon the loosen of control from the central ministries94.  

tŀǊǘƛŎǳƭŀǊƭȅΣ άǘƘŜ ǎƻ-called financial autonomy in many public HEIs is largely associated with financial self-

reliance in terms of mobilization of non-ǇǳōƭƛŎ ǊŜǎƻǳǊŎŜǎέ95. Among interviewed HEIs, 100% of interviewed 

public HEIs which are now on the path of institutional autonomy admitted that financial autonomy was 

the most challenging issue of the transition. The main source of income for most HEIs is from tuition fee. 

With financial aid from the governing agency, the tuition fee of public HEIs is considerably affordable 

compared to the normal range from private HEIs. However, the timeline for removal of state funding 

support often comes before the increase adjustment in tuition fee. This often results in the imbalance of 

income and expenditure for the newly autonomous institutions, especially in the case of those which are 

still passive in finding solutions for diversifying sources of income.  

However, there are some noteworthy models for HEIs for more effective financial autonomation. These 

approaches have been applied in some universities and have shown positive results. It also reflects one 

of the expected outcomes from institutional autonomy: enhancing the capacity, creativity and 

proactiveness of education institutions towards organizational management and development. There are 

two main approaches for revenue generation apart from tuition fee: 

¶ From research and technology transfer and consulting services 

¶ Through financial aids and sponsorship 

All HEIs have different opportunities for additional revenue depending on the advantage of each. For HEIs 

with strengths in the fields of mechanical engineering, agriculture, and technology, they can cooperate 

with factories, production enterprises, and groups of people directly engaged in production. HEIs with 

 

94 Thi Tuyet Tran (2014) Governance in higher education in Vietnam ς A move towards decentralization and its practical problems, Journal of 
Asian Public Policy, 7:1, 71-82  
95 World Bank ς Improving the Performance of Higher Education in Vietnam: Strategic Priorities and Policy Options (2020) 
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strengths in the social sciences, economics and business are suitable to strategic consulting. For revenue 

from Financial Aids and Sponsorship, HEIs need to generate matching benefits with partners. 

Regarding institutional accountability, HEIs are requested to: (i) ensure education quality and academic 

integrity in accordance to regulated quality assurance framework; (ii) publish information on curriculums, 

enrollment, performance, minutes of school council meetings to the public; (iii) other requirement to 

provide information for learners, the public, competent authorities, the owner and relevant parties about 

their conformity with law and their rules and commitment. However, according to World Bank, 

ά±ƛŜǘƴŀƳŜǎŜ I9Lǎ Řƻ ƴƻǘ ƘŀǾŜ ŎƭŜŀǊ ŀƴŘ ǊŜƭƛŀōƭŜ ŀŎŎƻǳƴǘŀōƛƭƛǘȅ ƳŜŎƘŀƴƛǎƳ ƛƴ ǇƭŀŎŜέΦ 

Revenue generation from research and technology transfer and consulting services 

Case of Can Tho University and Foreign Trade University 

With the advantages from (i) professional academic lecturers with expertise and experience as well as research 

skills; (ii) research facilities and technology, many HEIs can actually actively provide services for the government 

and enterprise sector in the form of: Research and consulting projects; and Innovation and technology transfer 

activities.  

Besides providing opportunities for faculty members and students to enhance research and innovation capability, 

this approach is an effective solution for revenue generation, especially at high-ranking researched and applied 

science HEIs. At Can Tho University, various consultancy projects have been done to support foreign investors to 

evaluate the Mekong Delta region and make strategic decision the penetrate this market. Besides, the 

universitiesΩ technical and technological teams have also successfully conduct many technology transfer projects 

for local enterprises. One of those many successful stories is the cooperation with Yanmar ς the Japanese market 

leader in agricultural machinery to develop modification for its agriculture machines to better adapt the Vietnam 

ƭŀƴŘ ŎƻƴŘƛǘƛƻƴ ŀƴŘ ƭƻŎŀƭ ŦŀǊƳŜǊǎΩ ǇǊŀŎǘƛŎŜǎΦ ¢Ƙƛǎ ŦƻǊƳ ƻŦ ŎƻƻǇŜǊŀǘƛƻƴ Ŏŀƴ ōŜ ǎŜŜƴ ƛƴ Ƴŀƴȅ I9Lǎ ǿƛǘƘ ǘƘŜ ǎǘǊŜƴƎǘƘ 

in engineering or agriculture field, where practical innovation and technology transfer outputs can support 

partnering enterprises to improve productivity or marketability of their products or services.  

For the case of HEIs with the strength in social science, economics and business field, research and consultancy 

projects for government and enterprises is popular and effective. Foreign Trade University, one of the leading 

universities in Vietnam in this field, has established the Institute of Economics and International Trade since 2011. 

The Institute is the focal point for the universities research, bidding and implementing of local and international 

projects, as well as providing training courses for enterprises, students and community. This model has also 

become popular in many applied science oriented private universities. 

Even though above-mentioned activities do not contribute to the major part of revenue for many public and 

private HEIs where tuition fee still accounts for the main revenue source, it can be considered as a starting point 

to become more financial independent. On the other hand, it is also considered an effective approach to enhance 

knowledge and hand-on experience for faculty staff and students, which in result would improve the overall 

performance of the university. 
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Revenue generation through financial aids and sponsorship  

Case of Fulbright University 

Following the American liberal arts education model and as an independent and non-profit university, Fulbright 

¦ƴƛǾŜǊǎƛǘȅ ŎƻƳƳƛǘǎ ǘƻ ǇǊƻǾƛŘŜ άŦǳƭƭ ŀŎŀŘŜƳƛŎ ŦǊŜŜŘƻƳ ǎŎƘƻƭŀǊǎƘƛǇ ŦƻǊ ǘƘƻǎŜ ƛƴ ƴŜŜŘέ όŀǎ ǎǘŀǘŜŘ ƻƴ ǘƘŜ ǳƴƛǾŜǊǎƛǘȅ 

website). To keep this goal, the university aspires to promote various campaign and forms for financial 

ŎƻƴǘǊƛōǳǘƛƻƴΣ ŎŀƭƭŜŘ άƎƛŦǘέΣ ŦǊƻƳ ǇǊƻǎǇŜŎǘƛǾŜ ŘƻƴƻǊǎ ŀƴŘ ǎǳǇǇƻǊǘŜǊǎΥ 

¶ Financial aids 

¶ Supporting construction of campus  

¶ Outfitting classrooms with technologies 

¶ Bringing international scholars to school campus 

By doing so, Fulbright can assist two third of its students with need-based financial aids assistance in the form of 

scholarship and ƎǊŀƴǘǎΦ tŀǊǘǎ ƻŦ ǘƘŜ άƎƛŦǘǎέ ŀǊŜ ŀƭǎƻ ƎƻƴŜ ƛƴǘƻ ŦǳƴŘƛƴƎ ǘƘŜ ōǳƛƭŘƛƴƎ ƻŦ ƳƻŘŜǊƴ ŎŀƳǇǳǎ ŀǎ ǿŜƭƭ ŀǎ 

to attract and retain qualified faculty members, visiting professorship, fellowship, research activities, and enhance 

student experience.  

(c) Quality Assurance (QA) 

According to current regulation, QA for higher education system has 5 functions: 

¶ Assessments related to the establishment of a new institution or the initiation of a new program; 

¶ Supervision of the operation of institutions and programs to ensure that they maintain the 
minimum standards defined in the law; 

¶ Accreditation to ensure high levels of quality; 

¶ Professional certification of graduates, which is most frequently done by professional associations 
to grant a license for professional functioning; 

¶ Provision of information regarding the recognition and accreditation of institutions and programs. 

QA system for HE sector has been through various reforms towards more international integration, 
aligning with regional and international standards:  

¶ Between 2014 -201696, four accrediting agencies were established, which marked the launch of 
the first official phase of accreditation. After this time, the standards were revised to align with 
the Asian University Network QA (AUN-QA). The AUN-QA system was developed with 
collaboration and technical assistance from the European Union (EU), German Academic 
Exchange Services (DAAD), German Rectors Conference (HRK), European Association for Quality 
Assurance in Higher Education (ENQA). The system is recognized in Asia, Europe and East Africa 
and provides QA at program level and institutional level97. All HEIs evaluated from 2018 and 
onwards are assessed against these new standards. 

¶ The majority of HEIs view the MOET policy and direction on QA of HE institutions and programs 

are in sync with regional and global trends. Many universities will finish the assessment of their 

 

96 World Bank ς Improving the Performance of Higher Education in Vietnam: Strategic Priorities and Policy Options (Apr. 2020) 
97 AUN - http://www.aunsec.org/institutionallevel.php 

http://www.aunsec.org/institutionallevel.php
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institution and programs in the next 2 years, from either MOET approved assessment agencies or 

other regional and international agencies. Many representatives from interviewed institutions in 

the study for this report shared opinion that the requirements from MOET can be considered as 

the minimum qualifications which basically align with the regional standards and approaches. 

However, to remain competitive, many HEIs aim at achieving internationally recognized 

qualifications. 

IƻǿŜǾŜǊΣ ŀŦǘŜǊ ƳƻǊŜ ǘƘŀƴ ŀ ŘŜŎŀŘŜ ƻŦ ŘŜǾŜƭƻǇƳŜƴǘΣ ǘƘŜ v! ǎȅǎǘŜƳ ŦƻǊ I9 ƛƴ ±ƛŜǘƴŀƳ ǎǘƛƭƭ ƭŀŎƪǎ ƻŦ άƘƻƭƛǎǘƛŎ 

ƴŀǘƛƻƴŀƭ v! ŦǊŀƳŜǿƻǊƪέ ǘƻ ǇǊƻǾƛŘŜ ƎǳƛŘŜƭƛƴŜ ŦƻǊ ƛƴǘŜǊƴŀƭ ŀƴŘ ŜȄǘŜǊnal QA:  

¶ This issue is reflected in the lack of evaluation tools for QA. Moreover, despite the effort to 

establish independent agencies for external QA, many part-ǘƛƳŜ I9LǎΩ ǎǘŀŦŦ ǿŜǊŜ ƘƛǊŜŘ ŀǎ 

assessors, which resulted in the conflict of interests and loss of trust and credibility in the QA 

process.  

¶ In terms of the self-assessment activities of HEIs (internal QA), there exists opinion that the 

credibility of this work is not standardized among HEIs. This is mainly due to the different methods 

used by the university and its responsibility and transparency in conducting research and 

collecting data for assessment. An example of this is the estimation of employment rate after 

graduation, which can vary significantly depending on the approach and methodology of the 

research.  

¶ Besides, while many HEIs keep a very serious attitude on this internal and external assessment as 

a way to improve their performance and education quality, many also see this as an unavoidable 

process that they just need to find ways to work around it.  

Enterprise sector is increasingly engaged in the assessment of education quality and development of 

curriculum  

¶ Many HEIs develop their network of enterprises or establish an advisory council of professionals 

and industry experts besides academic members to periodically review and provide feedback and 

advice for the university. 

¶ Regarding the establishment of new programs, there is an emphasis on engaging with enterprises 

sector in sharing inputs on program design, setting the learning outcomes, and reviewing of 

syllabus. Most common methods for this procedure are: (i) to conduct research and hearings with 

enterprises; (ii) to organize seminar with the participation of enterprise representatives, industry 

experts, alumni to gain insight on labor market demand and future trends of the industry. This 

practice is also similar for the reviewing and revising of existing programs, which is regulated to 

be done every 2 years based on the guidelines by MOET. 
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(d) Teaching workforce 

The teaching workforce has increased in both quantity and quality98.  

¶ Total number of faculty members in HE sector has increased 12% between 2013 ς 2020  

¶ The proportion of teaching staff in HEIs with Doctor Degrees has doubled from 15% in 2013 to 

30% in 2020.  

¶ The proportion of teaching staff in HEIs with Master Degree has also increased from 53% to 60% 

between 2013 ς 2020. 

Figure 41. Teaching workforce in Vietnam HE sector by educational qualification (Unit: %) 

 

Source: MOET (2020)99 

However, the quality of university teachers in Vietnam is still low (especially regarding foreign language 

and computer skill proficiency) and there is gap of quality between geographic regions   

¶ The foreign language proficiency and computer skills of public university teachers are quite 

limited, especially those on smaller cities and provinces. There are not many teachers who can 

teach in English or other foreign languages. Those who can mostly base in Hanoi & HCMC 

¶ Very few lecturers participate in research activities. 

¶ Except for some top ranking universities, many HEIs still have low rate of academic staff with 

Doctor Degree (just about 30%). 

  

 

98 State Organization Journal (Ministry of Home Affairs) - https://tcnn.vn/news/detail/41635/Thuc-trang-doi-ngu-giang-vien-cac-truong-dai-hoc-
cong-lap-o-Viet-Nam.html  
99 MOET website - https://moet.gov.vn/thong-ke/Pages/thong-ko-giao-duc-dai-hoc.aspx 

https://tcnn.vn/news/detail/41635/Thuc-trang-doi-ngu-giang-vien-cac-truong-dai-hoc-cong-lap-o-Viet-Nam.html
https://tcnn.vn/news/detail/41635/Thuc-trang-doi-ngu-giang-vien-cac-truong-dai-hoc-cong-lap-o-Viet-Nam.html
https://moet.gov.vn/thong-ke/Pages/thong-ko-giao-duc-dai-hoc.aspx
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HE teachers in Vietnam face pressure on managing quality of interaction with students due to high student 

to teacher ratio:  

¶ Vietnam has a high student to teacher ratio (STR) compared to some countries in the Southeast 

Asian region. The STR of Vietnam was 27 in 2015 while that of Thailand, Indonesia, and Malaysia 

was 21, 22, and 16 respectively.  

¶ Many public universities still maintain classes with 100 students per each or 40 ς 50 students per 

class as the case of private universities. This situation indirectly indicate concern on the quality 

and quantity of contact time between students and lecturers. 

There are existing challenges in talent management for HEIs, especially in the public sector: 

¶ Regarding the remuneration policy for academic staff, most university lectures do not receive a 

ŎƻƳǇŜǘƛǘƛǾŜ άǇŀŎƪŀƎŜέΣ ŜǎǇŜŎƛŀƭƭȅ ǘƘƻǎŜ ǿƻǊƪƛƴƎ ƛƴ ǇǳōƭƛŎ ƛƴǎǘƛǘǳǘƛƻƴǎΦ ¢ƘŜ ǎƛǘǳŀtion seems to be 

better at private institutions, foreign HEIs or universities with bilateral cooperation between 

±ƛŜǘƴŀƳ ŀƴŘ ƻǘƘŜǊ ŎƻǳƴǘǊƛŜǎΩ ǇŀǊǘƴŜǊ όǎǳŎƘ ŀǎ ǘƘŜ ±W¦ύΣ ƛƴ ǿƘƛŎƘ ǘƘŜǊŜ ŀǊŜ ƎǊŀƴǘǎ ŀƴŘ ŦƛƴŀƴŎƛŀƭ 

aids to support this matter. For many autonomous HEIs, one of the common actions in the 

transition to institutional autonomy is scaling down the number of HR as a way to improve 

efficiency and to increase the benefits for remaining staff.  

¶ Many public schools have received support from the government and donors to assist their faculty 

members with continuing education and training activities including short-courses or PhD courses 

abroad. Many HEIs offer these opportunities for their talents as a way to retain talents for future 

academic workforce. 

¶ Human resource policy and incentives can be a crucial measure for creating a highly qualified 

academic staff. The recent Circular 20/2020/TT-.D57¢ όнлнлύ Ƙŀǎ ŀŘƧǳǎǘŜŘ ǘƘŜ ƪŜȅ ǊŜƎǳƭŀǘƛƻƴ 

and guidelines for working condition of HE academic staff including reduction of required annual 

lecture hour, promoting research activities, remuneration for lecturing classes with more than 40 

students and for over-performance of required annual workload. These adjustments can be seen 

as some first steps to tackle current pending issue of policy and incentives for academic staff, yet 

more strategic approach and innovative system need to be considered in order to attract more 

talents for the HE sector. The effectives of these initiatives would contribute to the higher 

outcomes of HE sector in the long run.  

¶ In addition, the autonomy policy for HEIs has also contributed to the attracting of talents as it 

allows these institutions to independently develop recruitment policy and remuneration package 

to appeal academic talents. 

(e) Teaching infrastructure with focus on digitalization of HEIs 

Infrastructure is one of crucial factors to facilitate enriched studying experience. This includes the physical 

facility and ICT infrastructure.  

  



The Data Collection Survey and Situation Analysis on Industrial HR Development in Vietnam (2022) 

_________________________________________________________________________________________ 

 
85 

Physical infrastructure 

Existing gap in infrastructure situation between public and private sector: Upgrading institutional 

infrastructure in HEIs is among key goals for the transformation agenda as to meet international 

standards. Almost half of the universities in Vietnam are located in big metropolitan cities of Hanoi, HCMC, 

and Da Nang. Many of these universities, especially the public ones, are not well equipped. The public 

sector which is more often having less investment and financial autonomy seems to be behind the private 

sectors in the infrastructure funding. 

ICT infrastructure 

Digitalization of teaching and organizational management activities is the main theme in recent years: 

¶ Hybrid learning, which is a combination of in-campus lectures and online learning, has become 

popular.  

¶ Many schools have confirmed the transition of teaching materials and after-class discussion onto 

digital platforms to improve the learning experience for their students.  

¶ Other management work such as student, administration, library and reference material database 

management has also been gradually integrated to digital system. 

The level of digitalization varies among HEIs:  

¶ Private schools with strong investment have begun the process from the beginning and seems to 

be at the forefront of this roadmap, while public sector seems to be behind.  

¶ Public HEIs, on the other hand, have received various support from the government, donors, and 

technology enterprises in this field, especially during the COVID-19 pandemic.  

¶ Another key challenge for digitalization, as shared from the study for this report, is from the older 

age group of staff who are often slower in adaptation to technological changes. This issue is more 

popular in public HEIs compared to the private sector. 

Amid the COVID-19 outbreak, the digitalization in education has been speeded up faster than ever before 

but there is remaining gap between geographic regions  

¶ Education and training facilities are transiting to online teaching platforms. 324 lessons100 were 

broadcast on channel VTV7 (National TV broadcaster) and channel K+ (one of the leading digital 

TV services).  

¶ 6 cities directly under the Central Government lead in the percentage of students learning via the 

internet (86.5%) and on television (87.5%), followed by other localities in the Red River Delta, the 

Southwest, the South Central and the Central Highlands.  

 

100 MOET website - https://moet.gov.vn/giaoducquocdan/tang-cuong-ung-dung-cntt/Pages/tin-tuc.aspx?ItemID=6703 

https://moet.gov.vn/giaoducquocdan/tang-cuong-ung-dung-cntt/Pages/tin-tuc.aspx?ItemID=6703
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¶ The percentage of students learning via the internet and on television in the northern 

mountainous areas, the northern midlands and the north central region is less than 50%, mainly 

due to difficulties in infrastructure and facilities. 

(f) Academic Research and Technology Transfer 

There was a notable improvement in the evaluation of academic research in Vietnam over the last decade 

based on global ranking. However, when compared with other benchmarking countries, the status of 

Vietnam in the regional and global academic landscape is among the lowest101.  

¶ Over the period of 2010 ς 2018, the average annual growth rate in the number of international 

research publication from Vietnam is 20%102 

¶ The number of citable documents per 1 million population in Vietnam increased 3 times from 23 

in 2010 to 63 in 2017. Meanwhile, in 2017, that statistic of Indonesia is 71. Also at the same year, 

Thailand is 212, China is 356, Japan is 898, and Singapore is 3,388. 

The imbalance in resource mobilization for research activities and in the participation of HEIs.  

¶ aƻǊŜ ǘƘŀƴ сл҈ ƻŦ ±ƛŜǘƴŀƳΩǎ ƛƴǘŜǊƴŀǘƛƻƴŀƭ ǎŎƛŜƴŎŜ ŀǊǘƛŎƭŜǎ ŀǊŜ ŦǳƴŘŜŘ ōȅ ¢ƘŜ bŀǘƛƻƴŀƭ CƻǳƴŘŀǘƛƻƴ 

for Science and Technology Development (NAFOSTED).  

¶ 5 HEIs contribute 50% of total international research publications: Vietnam Academy of Science 

and Technology, VNU-HCMC, Ton Duc Thang University, VNU-HN, Hanoi University of Science and 

Technology; 

¶ By researched field, between 2000 ς 2018, top 3 areas of research from international publications 

from Vietnam include: Natural Science (49% of total publications); Medical and Pharmaceutical 

Science (20.8% of total publications); Technical and Technological Science (19.5% of total 

publications). 

Some main factors hindering the progress of academic research and technology transfer in Vietnam HE 

sector include: 

¶ Lack of sufficient research funding: total public funding for research activities is low and the HE 

sector even receive less funding compared to the government research institute group; 

¶ The registration for academic research grants and projects can sometimes be complicated and 

the benefits from these activities can be not clear and appealing; 

¶ Lack of research talents: despite the increase in number of Master and PhD graduates, the 

quantity and quality of research outputs is modest; 

¶ Limited links to global research frontier and low level of university ς industry linkage;  

 

101 World Bank ς Improving the Performance of Higher Education in Vietnam: Strategic Priorities and Policy Options (2020) 
102 Vietnam Journal on Science and Technology - https://vjst.vn/vn/tin-tuc/3793/cong-bo-khoa-hoc-quoc-te-cua-viet-nam--thuc-trang-va-mot-
so-khuyen-nghi.aspx 
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¶ Under-developed ICT/ research infrastructure. 

However, with direction and encouragement from MOET, good signs are witnessed among many HEIs in 

the field of academic research. A number of research universities were established in recent years as a 

result of agreement between Vietnam government and other partner countries such as: Vietnam ς Japan 

University, Vietnamese ς German University, University of Science and Technology of Hanoi (Vietnam and 

France), Fulbright University. These universities are all aimed at becoming a leading research university in 

the region with international standards. Other public universities such as the VNU-HN, VNU-HCMC, Hanoi 

University of Science and Technology or HCMC University of Technology are all good model of HEIs with 

strong records for academic research and technology transfer.  

(g) International collaboration in HE sector 

The trend of globalization and the explosion of science and technology innovation have been encouraging 

the higher education sector of each country to thrive in research activities and international collaboration 

and international integration to catch up with new trends, knowledge and skills. In the development trend 

of modern education, international cooperation of universities takes place as an objective necessity and 

increasingly asserts its important role in the development of universities in the world. Vietnam has 

established educational cooperation relations with more than 100 countries and territories; and is an 

active member of many international educational organizations103. 

As of December 31, 2019, Vietnam had over 500 valid foreign investment cooperation projects in the field 

of education with a total investment capital of over 4.4 billion USD104. Vietnam currently has 5 universities 

and nearly 100 foreign-invested education institutions from preschool to high school levels with foreign 

investment, and more than 450 international training programs taught at 70 universities nationwide. 

HEIs are encouraged in participating in international partnership in various forms including: 

¶ Develop dual programs provided by Vietnam and foreign institution  

¶ Establish credit transfer mechanism between similar programs to support the exchange of 

students and qualification recognition between partnering institutions  

¶ Establish exchange programs for students, teaching staff and managing staff for sharing 

opportunities of learning and capacity building  

¶ Share resources, knowledge and collaborate in research and technology transfer activities  

όƘύ {ǘǳŘŜƴǘǎΩ ŜƴǊƻƭƭƳŜƴǘ 

After some constant increase in the number of students enrolled in universities in Vietnam during the 

period of 2005-2016, the speed has been slowing down since school year 2015-2016 and tended to slightly 

level off in the past 3 years. The period of 2015-2020 saw an average of 1.7 million university students per 

school year. Public universities account for 85% of total student enrollment. The number of students 

 

103 Online Newspaper of the Government of the Socialist Republic of Vietnam: http://baochinhphu.vn/Doanh-nghiep/Tang-cuong-hop-tac-va-
dau-tu-de-thuc-day-doi-moi-giao-duc/410993.vgp 
104 Online Newspaper of the Government: http://baochinhphu.vn/Doanh-nghiep/Tang-cuong-hop-tac-va-dau-tu-de-thuc-day-doi-moi-giao-
duc/410993.vgp 

http://baochinhphu.vn/Doanh-nghiep/Tang-cuong-hop-tac-va-dau-tu-de-thuc-day-doi-moi-giao-duc/410993.vgp
http://baochinhphu.vn/Doanh-nghiep/Tang-cuong-hop-tac-va-dau-tu-de-thuc-day-doi-moi-giao-duc/410993.vgp
http://baochinhphu.vn/Doanh-nghiep/Tang-cuong-hop-tac-va-dau-tu-de-thuc-day-doi-moi-giao-duc/410993.vgp
http://baochinhphu.vn/Doanh-nghiep/Tang-cuong-hop-tac-va-dau-tu-de-thuc-day-doi-moi-giao-duc/410993.vgp
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enrolled in post-graduate programs has shown notable decrease with 94,920 master degree students and 

11,054 PhD students in school year 2019-2020, a 14% drop in total post-graduate students from 106,567 

master degree students and 14,686 PhD students in school year 2017-2018. 

Figure 42. Students enrolled in Bachelor Degree in Vietnam 

 

Source: MOET (2020) 

wŜŀǎƻƴǎ ōŜƘƛƴŘ ǘƘŜ ŘŜŎǊŜŀǎŜ ƛƴ I9 ǎǘǳŘŜƴǘǎΩ ŜƴǊƻƭƭƳŜƴǘΥ 

¶ DƻǾŜǊƴƳŜƴǘ ǇƻƭƛŎȅ ǘƻ Ǉǳǘ ŀ ōǊŜŀƪ ƻƴ ǉǳŀƴǘƛǘȅ ƎǊƻǿǘƘ ŀǎ ŎƻƴŎŜǊƴ ƻŦ άǎȅǎǘŜƳ ƎǊŜǿ ǘƻƻ Ŧŀǎǘ ŀƴŘ 

ŎƻƳǇǊƻƳƛǎŜŘ ǉǳŀƭƛǘȅέ105. The underlying issues were believed to be a consequent of setting a too 

ambitious growth target in the previous period while lacking various factors such as: (i) effective 

policy design with logical framework and guidelines; (ii) clear solution for the fragmentation in 

tertiary education governance between The MOET and The MOLISA as well as with other line 

ministries and related authorities; (iii) consistent regulatory framework to encourage the private 

sector expansion. 

¶ The competition between domestic and foreign HEIs also results in this drop as many students 

choose to acquire their master degree abroad. As of 2017, Vietnam ranked 2nd in the Southeast 

Asian region in term of outbound mobility rate (only after Malaysia), with 3.6% of total tertiary 

education enrolment took place abroad106. This rate was 1.5 times higher than that in 2012. As a 

result, families with more economic privilege tend to send their children to study abroad. 

¶ The birth rate in Vietnam decreased sharply in the past 10 years from 1992 to 2001, so the rate 

of students entering universities among those finish general education in the following 18 years 

(2010-2017) also decreased. A similar situation may occur in the next 10 years (2020-2029). 

 

105 World Bank ς Improving the Performance of Higher Education in Vietnam: Strategic Priorities and Policy Options (Apr. 2020) 
106 L. Tran et al. 2014. Higher Education in Viet Nam: Flexibility, Mobility and Practicality in the Global Knowledge Economy. 4th edition. 
Basingstoke:PalgraveMacmillan  
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¶ Some students have chosen vocational training instead of going to university as TVET system has 

been developed and become more attractive and due to the results of student filtering into HE 

and TVET after lower secondary education level as the general policy from the government. 

Figure 43. Registration and Admission situation of training programs in HE in 2021 

 

Note: Registration is the number of students applying for an HE program while admission is the number of students can be admitted to an HE 

program as approved by The MOET 

Source: MOET (2021) 

Despite various reform agendas, many see that the counseling and career orientation for students are not 

well associated with the socio-economic development plan. Looking at the admission rates of different 

Bachelor programs, many students register for trending sector like business and management, journalism 

and communications, hospitality-tourism-sports, and social science while engineering, technology and 

natural science major seem to have relatively low registration. This can lead to the shortage of HR in some 

key industries. 

(i) Emerging new university models 

Changes in HE-related legal framework and diverse education demand from learners can be seen as three 

main driving factors for the emerging of different university models: 

¶ HEIs are given the rights to decide their own strategy for development  

¶ Law on Higher Education has encouraged the participation of private sector in HE and the model 

of not-for-profit private HEI 

¶ Prospective learners have different demand for higher education 

The following three models are the most popular ones in Vietnam: 

¶ Research universities: there have been an increasing number of universities choosing the 

direction of becoming a research university, among which are those in the public sector. In 
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addition, universities established as a mutual cooperation between Vietnam and other countries 

such as the VGU, VJU, and USTH are setting examples for research university models with 

international standards and the thrive to be among top research universities in the region. These 

universities are supported by a consortium of high ranking HEIs with strong research base faculty 

as well as the bilateral governmental support and funding. Students enrolled in these universities 

are exposed to international educational environment with opportunities for various exchange 

programs in many foreign partner universities of the institution.  

¶ Applied science universities: on a parallel track with research university model, applied science 

universities are focusing on active tǊŀƛƴƛƴƎ ŀƴŘ ǘŀƪƛƴƎ ǘƘŜ άƭŜŀǊƴƛƴƎ ōȅ ŘƻƛƴƎέ ŀǇǇǊƻŀŎƘ ǿƛǘƘ ƳƻǊŜ 

ƛƴǾŜǎǘƳŜƴǘ ƻƴ ǎǘǳŘŜƴǘǎΩ ŜȄǇŜǊƛŜƴŎŜ ŀƴŘ ŀŎǘƛǾƛǘƛŜǎ ŀǎ ǿŜƭƭ ŀǎ ƛƴǘŜǊƴǎƘƛǇ ǇǊƻƎǊŀƳǎ ŀƴŘ ǇǊŀŎǘƛŎŀƭ 

skill training. Besides theoretical education, these universities often engage with industry experts 

ŀƴŘ ǇǊŀŎǘƛǘƛƻƴŜǊǎ ŀǎ άǾƛǎƛǘƛƴƎ ƭŜŎǘǳǊŜǊέ ǘƻ ŜȄǇƻǎŜ ǎǘǳŘŜƴǘǎ ǘƻ ǘƘŜ ǇǊŀŎǘƛŎŀƭ ǎƛŘŜ ƻŦ ǘƘŜ ƛƴŘǳǎǘǊȅΦ 

Many private universities are following this direction. Some highlight models include Phenikaa 

University & FPT University. 

¶ Not-for-profit and liberal univŜǊǎƛǘƛŜǎΥ  CǳƭōǊƛƎƘǘ ¦ƴƛǾŜǊǎƛǘȅ ǿŀǎ ά±ƛŜǘƴŀƳΩǎ ŦƛǊǎǘ ƴƻǘ-for-profit, 

ƛƴŘŜǇŜƴŘŜƴǘΣ ƭƛōŜǊŀƭ ŀǊǘǎέ ǳƴƛǾŜǊǎƛǘȅΦ ¢ƘŜ ƳƻŘŜƭ ǇǊƛŘŜǎ ƛǘǎŜƭŦ ǘƻ ŎƻƴǘǊƛōǳǘŜ ǘƻ ǘƘŜ ŘŜǾŜƭƻǇƳŜƴǘ ƻŦ 

±ƛŜǘƴŀƳΩǎ ƴŜȄǘ ƎŜƴŜǊŀǘƛƻƴ ƻŦ ƭŜŀŘŜǊǎ ŜǉǳƛǇǇŜŘ ǿƛǘƘ ǎƪƛƭƭǎ ŀƴŘ ƪƴƻǿƭŜŘƎŜ ǘƘŀǘ Ŏŀƴ ǘŀŎƪƭŜ global 

challenges. The model promotes the student-centered pedagogy and liberal arts approach as the 

education philosophy. There are also research or applied science universities with liberal-oriented 

approach, which means that such university would encourage its students to take part in 

interdisciplinary courses as a way to expand knowledge and expeǊƛŜƴŎŜ ŀƴŘ ǘƻ άŎǳǎǘƻƳƛȊŜέ ǘƘŜ 

study plan based on personal preference. 

2.2.4 Support situation and existing challenges from perspective of HE Institutions 

This part focuses on presenting the findings from the survey with HE institutions about their perception 

on prioritized issues for development and thus can reflect the demand for support in the future.  

(a) Support activities for HE in the last 5 years 

Among 44 HE institutions responded to the survey, 31 organizations confirmed that they have received 

certain support from international donors or government in the last 5 years. Besides MOET as the 

Government management body, the HE institutions mostly receive support collaboration from the World 

Bank, ADB, USAID, KOICA and JICA. The range of donors is not as diversified as in TVET sector.  

The support was mainly for capacity building for teaching staff (90%), and teaching facilities and 

equipment (84%), or in terms of developing training programs and curriculum (74%), as well as 

international cooperation.  

άwŜƎŀǊŘƛƴƎ ōƛƭŀǘŜǊŀƭ ŎƻƻǇŜǊŀǘƛƻƴ ǿƛǘƘ ŘƻƴƻǊǎΥ tǊƛƻǊƛǘƛȊŜ ŜȄǇƭƻƛǘƛƴƎ ǘƘŜ ǎǘǊŜƴƎǘƘǎ ƻŦ ŜŀŎƘ ǇŀǊǘƴŜǊ όŜΦƎΦ ¦{!L5 - 

improve education and training of human resources, JICA - training soft skills and languages, KOICA - short 

training course for students). With the support of donors, the school has undergone significant changes, being 

more enhanced and developed. It is important to be able to access and exploit various forms of sponsors from 

different donors. Therefore, the school always needs to upgrade and improve internally. The school has received 
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limited support from the Ministry of Industry and Trade, mainly self-funded and self-governing, even before the 

ǎŎƘƻƻƭ ōŜŎŀƳŜ ŀǳǘƻƴƻƳƻǳǎΦέ Office of Science Management and International Relations, HE, South 

ά! ƭƻǘ ƻŦ support from projects: Europe (Eramus), Japan (JICA, FTU - JAPI Universal House), Research project 

(facilities project, training room). Other organizations that FTU participates in are Switzerland, Germany's DAAD 

Foundation, Germany's FNF Foundation. The main content and goals are training and developing human 

ǊŜǎƻǳǊŎŜǎΦ DƻǾŜǊƴƳŜƴǘ ǎǳǇǇƻǊǘ ƛǎ ǎŎƘƻƭŀǊǎƘƛǇ ŦƻǊ ƭŜŎǘǳǊŜǊǎΦέΣ 'Director of International Office, HE, North 

Figure 44. Support received since the last 5 years by the surveyed HE institutions 

 

Unlike in TVET sector, when the support from international donors mostly goes through centralize 

government management bodies, the HE institutions normally have much autonomy in directly develop 

collaboration programs, proposing initiatives with supporting organizations as well as implementing 

project activities. Support in terms of facilities and equipment mostly carried out in form of ODA loans in 

big scale projects; while support in terms of capacity building for lecturers, development of training 

programs or international cooperation can be very flexible and in various project size and implementation 

levels. The support situation will be discussed more comprehensively in chapter 4 when reviewing overall 

ŘƻƴƻǊǎΩ ŀŎǘƛƻƴǎ ƛƴ ƘƛƎƘŜǊ ŜŘǳŎŀǘƛon sector.  

(b) Perception of existing challenges at institution level  

When being asked about the challenges have the HE institutions faced in order to meet with training 

demand of the current and future labor market107, top three challenges shared by the HE institutions 

include: lack of ability to provide practical trainings that could meet with the changes of HR market under 

the impact of global trends of industrial 4.0, digitalization & automation etc. (68%), lack of resources and 

capacity to develop training programs that can supply human resource for emerging jobs in the future 

(66%), and limited collaboration in R&D and technology transfer with industry stakeholders (59%). This 

means, the education institutions all feel critical pressure from the rapidly changing labor market.  

 

 

107 Question: Which challenges has your organization faced in order to meet current and future labor market demand? 
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Figure 45. Perception of main challenges faced at HE institution level 

Unit: % 100% = 44 HEIs 

 

About 60% HE institutions feel their limitation in collaboration for R&D and technology transfer, though 

this finding lacks of baseline for comparison, it may reflect that the HEIs show considerable care about 

their positioning as important counterparts foǊ ǎŎƛŜƴŎŜ ϧ ǘŜŎƘƴƻƭƻƎȅ ŘŜǾŜƭƻǇƳŜƴǘ ǿƛǘƘ ǘƘŜ ƛƴŘǳǎǘǊƛŜǎΩ 

stakeholders. Besides, not surprisingly, the HEIs confirm a pressure that they are facing raising 

competition in the HE sector, as the HE sector has been developed rapidly during the sector reform 

progress, with proactiveness from many non-public players, foreign players.  

ά²Ŝ lack of applied research products as university's output. The University needs more scientific research 

products (e.g. training courses, textbooks, etc.) as this is also one of the criteria for evaluating the training 

quality of the school. There are also cƘŀƭƭŜƴƎŜǎ ƛƴ ŀŘŀǇǘƛƴƎ ǘƻ ǘƘŜ ǊŜǉǳƛǊŜƳŜƴǘǎ ƻŦ ŘƛƎƛǘŀƭƛȊŀǘƛƻƴέΣ ϥLƴǘŜǊƴŀǘƛƻƴŀƭ 

Relations Department, HE, Central 

The issues of teaching staff capacity, or ability to provide effective job placement support for graduates 

are perceived less challenging, however, not big difference could be seen among these set of options.  

(c) Perception of challenges at HE system level  

When being asked about the prioritized sector issues that would require investment in future period from 

the perspective of HE institutions108, the top challenges include: internationalization of programs (52%), 

develop high quality academic workforce (48%), enhancing institutional autonomy, resource mobilization 

and enhancing capacity for digitalization and innovation (both at 36%).   

  

 

108 Question: In your opinion, what are the TOP3 important issues of HE system should be focused by Government and Donors to give supports 
in the next 5-10 years? 
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Figure 46. Perception of HE institutions on Top 3 prioritized sector challenges 

 

Some interesting difference between HEIs in different regions, which may reflect the development gap of 

HE sector by region, could be recognized. HEIs in Southern and Central region put critical more concern 

on issues of program internationalization. This may reflect that the universities in Southern region and in 

/ŜƴǘǊŀƭ ŘƻƴΩǘ ƘŀǾŜ ŀǎ ƳǳŎƘ ǎǳǇǇƻǊǘ ƻǇǇƻǊǘǳƴƛǘƛŜǎ ŦƻǊ ƛƴǘŜǊƴŀǘƛƻƴŀƭƛȊŀǘƛƻƴ ǇǊƻƎǊŀƳ ŀǎ ǘƘŜ bƻǊǘƘŜǊƴ ƻƴŜǎΦ  

Besides, the HEIs in the South care more about capacity for digitalization & innovation, perhaps, because 

they feel more urgent needs to innovate towards digitalization since Ho Chi Minh city is positioned as the 

center for high-tech industrial and economic development of the nation. Digitalization in higher education 

is an emerging trend in institutional management as well as in training activities, more universities have 

developed digital platform for research and education purpose as well as adopting some hybrid teaching 

model, which is a combination of in-class lectures and online learning. 

Northern universities, on the other hand, set higher priority on the issue of strengthening collaboration 

with enterprises and industry stakeholders (44%) while this issue is not perceived as an important sector 

priority for those in the Central region (0%). Issues of developing high quality academic workforce and 

innovating training curriculum and pedagogy are in top 3 priority issues from the perspective of Northern 

universities.  

Regarding Central region, a critical higher percentage of surveyed HEIs in Central region put attention on 

ǘƘŜ ƛǎǎǳŜ ƻŦ ǊŜǎŜŀǊŎƘ ŀƴŘ ǘŜŎƘƴƻƭƻƎȅ ǘǊŀƴǎŦŜǊΤ ƘƻǿŜǾŜǊΣ ƴƻƴŜ ƻŦ ǘƘŜƳ ǎŜƭŜŎǘ ΨŎƻƭƭŀōƻǊŀǘƛƻƴ ǿƛǘƘ 

ŜƴǘŜǊǇǊƛǎŜǎ ϧ ƛƴŘǳǎǘǊȅ ǎǘŀƪŜƘƻƭŘŜǊǎΩ ŀǎ ƻƴŜ ƛƳǇƻǊǘŀƴǘ ǎŜŎǘƻǊ ŎƘŀƭƭŜƴƎŜ ŦƻǊ ŦǳǘǳǊŜ ŘŜǾŜƭƻǇƳŜƴǘΦ  ¢Ƙƛǎ Ƴŀȅ 

reflect that the collaboration between universities and enterprises in the Central region has been strong 

in other aspects rather than practical R&D and technology transfer.  



The Data Collection Survey and Situation Analysis on Industrial HR Development in Vietnam (2022) 

_________________________________________________________________________________________ 

 
94 

2.3 Vocational Education & Training (TVET): status, challenges and development direction  

2.3.1 The network of vocational education & training institutions (TVETIs) 

TVET institutions mostly gather in urban areas, especially big cities and provinces where there is high 

concentration of industrial zones. Meanwhile, the supply of TVET institutions in rural areas and less 

developed provinces is quite limited, reflecting the imbalance in vocational training supply by regions.  

Figure 47. Mapping of TVET Institutions in Vietnam 

 

Statistics in 2018 shows that the Red River Delta and South East regions have the highest concentration 

of TVETIs with 810 and 823 institutions, respectively. The top 2 provinces having most TVETIs are Ho Chi 

Minh city (554 TVETIs) and Hanoi (369 TVETIs), which accounts for 30% of the vocational institutions across 

the country. In Southern Vietnam, the number of TVETIs in Mekong Delta region is less than half of that 

in South East region. Among 06 socio-economic regions, Central Highlands only accounts for 5% of total 

number of institutions.  

This reflects one existing big gap in vocational training supply structure by geographic regions, as the 

proportion of trained workers with certificates in urban areas reached 39.9%, while that in rural areas 
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reached 16.3% (DVET, 2021). Therefore, promoting access to TVET supply in rural and disadvantaged areas 

will still be an important goal for inclusive human resources development of Vietnam. 

In the last 5 years, the quantity of TVET institutions remained stable with two development characteristics: 

the non-public TVET institutions have emerged stronger, and the public TVET institutions were restructured 

The total number of vocational institutions mostly remained stable in the period 2016-2020. While the 

number of public vocational institutions decreased from 1,465 institutions in 2016 to 1,345 institutions in 

2020, the number of non-public institutions grew up by 34.7%, from 1,232 institutions in 2016 to 1,660 

institutions in 2020, showing a good sign for the efforts of Vietnam government to improve the 

participation of non-public sector in vocational education. 

Figure 48. Number of TVET Institutions in Vietnam by type of ownership 

 

Note: Statistics from GSO seems include other organizations that having vocational training activities, those are not catergorized 
as TVET institutions under the TVET law 2014 

Source: GSO (2020) 

After the transition of the TVET system under Law on Vocational Education and Training (2014) and series 

of related legal documents, MOLISA has reorganized and restructured the TVET institution network in 

coordination with related ministries and local government. The organizing and restructuring process 

focused mostly on merging TVET institutions located in the same geographical areas, the dissolution of 

TVET institutions with low performance result, increasing the autonomy rights for TVET institutions, and 

promoting non-public TVET institutions to raise competitiveness of TVET offers109.  

By type of institutions, elementary vocational training centers account for the most number of 

institutions, with strong growth on non-public sector.  

  

 

109 Vietnam Vocational Education and Training Report 2018, DVET 
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Figure 49. Number of TVET institutions by type (2018) 

 

Source: GSO (2020) 

Especially, elementary vocational centers and other organizations having vocational training activities 

were very developed in the South East region and Red River Delta region. This reveals a fact that the labor 

market has required more short-term and informal vocational training services to meet the demand of 

development. 

Figure 50. Numbers of TVET institutions by type and by regions (2018) 

 

Source: GSO (2020) 
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2.3.2 The VET reform agenda, overview and current progress 

a) Overall of the TVET reform agenda in 2011 - 2020 

The reform of TVET sector in Vietnam has begun strongly since the period 2011 ς 2020 with key agenda 

ǎŜǘ ōȅ ǘƘŜ ά±ƻŎŀǘƛƻƴŀƭ ¢ǊŀƛƴƛƴƎ 5ŜǾŜƭƻǇƳŜƴǘ {ǘǊŀǘŜƎȅ ŦƻǊ ǇŜǊƛƻŘ нлмм- нлнлέΦ 

The Vocational Education Development strategy period 2011- 2020 was developed by the MOLISA and 

approved by the Prime Minister via the Decision No. 630/QD-TTg on May 2012. This strategy set out key 

fundamental reforms of the vocational education sector, covering critical solutions regarding sector 

governance renovation, system restructuring, improving quality of management, quality of education at 

both system level and institutional level that aim to solve practical inadequacies as well as to foster the 

expansion of vocational education towards meeting socio-economic development objectives. 

The nine fundamental solutions stated by this strategy reflect the key system challenges and the long-

term direction for the TVET reform in Vietnam, which can be the base to evaluate the achievement of 

TVET reform progress during the last decade as well as to recognize the direction in the future period. The 

nine systemic reform components include: 

i. Renovating the state management of TVET 

ii. Development of vocational teaching staff and vocational training managers 

iii. Development of occupational standards & national vocational qualifications framework 

iv. Development of curriculum and training materials 

v. Enhancement of TVET facilities and equipment 

vi. Improvement of TVET quality assurance 

vii. Enhancing the linkage between TVET inǎǘƛǘǳǘƛƻƴǎ ŀƴŘ ǘƘŜ ƭŀōƻǊ ƳŀǊƪŜǘ ŀƴŘ ŜƴƘŀƴŎƛƴƎ ŜƴǘŜǊǇǊƛǎŜǎΩ 

participation 

viii. Improving social awareness about TVET development 

ix. Promotion of TVET international cooperation 

Among these nine components, the component (i) "Renovating the state management of TVET" and 

solution (ii) "Development of teaching staff and vocational training managers" were defined as two 

breakthrough solutions. 

(b)  Reform of State management of TVET   

The new Law on Vocational Education (2014) came into effect on 1st July 2015. This new TVET law covers 

many important and breakthrough content in order to strongly institutionalize as well as to 

comprehensively reform the TVET system. Different aspects in this new TVET law enable the restructuring 

of the whole system in terms of training levels, training institutions, training programs as well as TVET 
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operational models; foster the autonomy of institutions and enhance the demand-based approach of 

vocational education. The prominent reform aspects can be recognized as below:  

TVET system organization is more streamlined  

¶ Streamline the vocational education level: the vocational education system contains of 03 

levels: Elementary level, Intermediate level, College level. This has reduced the complicating 

double-training system between MOET and MOLISA under the previous law 

¶ {ȅǎǘŜƳƛȊŜ ǘƘŜ ǾƻŎŀǘƛƻƴŀƭ ƛƴǎǘƛǘǳǘƛƻƴΩǎ ƴŀƳƛƴƎΥ Vocational Education Centers (merging of TVET 

techniques & career orientation centers and centers of vocational training); Vocational Training 

Schools (merging of professional education secondary school and vocational training secondary 

school); Colleges (merging of college and vocational training college). 

Renovation in management and organization of training towards creating more convenience for 

learners to attend vocational education and more autonomy for TVET institutions to organize training 

¶ Allow two modes of training: module-based accumulation and credit-based accumulation, TVET 

institutions have the rights to choose the suitable training mode to their conditions. Thus, the 

TVET system is more flexible and able to assure the permeability between training levels of the 

same occupation or different occupations, or articulate higher levels of Vietnam national 

education system. This process respects learners as the center of education and allows them 

to pursuit appropriate training or follow multiple courses in the same time period, so that they 

can shorten or extend their training time depending on the conditions, abilities and context of 

each personal learner. 

¶ Shorten training duration of the vocational intermediate level for the lower-secondary school 

graduates to 1- 2 years if follow module-based accumulation model (in previous Education law, 

it was 3-4 years). This means the upper secondary education content is not compulsory for 

lower-secondary school graduates, unless they aim to pursuit college level110.   

¶ More autonomy and flexibility in developing training programs: the state does not promulgate 

framework curriculum but allows TVET institutions the rights to develop their training 

programs. Vocational education institutions may also choose foreign programs that have been 

accredited to teach; or choose an existing curriculum as the TVET school's curriculum. 

Currently, TVET institutions can be pursuant to Decision No. 1982/QD-TTg111 about 

Vietnamese qualification framework to develop appropriate training programs. 

¶ More autonomy in student enrollment for TVET institutions: the institutions are allowed to 

define their enrollment scale based on their conditions of quantity, qualification of the training 

 

110 If a student obtaining lower-secondary degree wishes to reach college education, he/she must learn and pass the exams which satisfy the 
requirements pertaining to upper-secondary knowledge (Article 33, Law on Vocational Education) 
111 Decision No. 1982/QD-TTg on approval for Vietnamese Qualification Framework by the Prime Minister, effective from 18th October 2016 
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staff, infrastructure and facilities; the number of enrollment times throughout the year; 

enrollment based on an entry examination result or general education results, or combination 

of both. 

¶ Reform of testing, examination, graduation consideration and awarding graduation certificate: 

With new training method (module-based or credit-based training), if learners accumulate 

enough necessary module or credit regulated for each training program, they will be awarded 

graduation certificate without final examination.  

Increase supporting policy that attracts learners to attend vocational education 

¶ Learners can get exemption of tuition fee in vocational education if they belong to special 

groups112, such as: disadvantaged groups regulated in education policies, graduates of lower 

secondary schools when enrolling to the TVET intermediate level, learners in occupations with 

difficult enrollment but high-demand and other occupations which require special 

characteristics; 

¶ Boarding support for disadvantaged learners from ethnic minorities, disabilities from 

disadvantaged socio-economic areas or special remote areas; 

¶ Learners who graduate from college can be awarded college certificate and recognized as 

practical engineer depending on the training occupation. 

Other policies that benefit for learners and create more autonomy for TVET institutions 

¶ Renovation in policy for teachers/trainers: The VET Law (2014) shows the salary structures 

corresponding to defined title system, honor policies, extension of working time policy for 

experienced and highly qualified teachers/trainers. Trainers/teachers of practical training or 

integrated training are eligible to favorable incentives as stipulated by the government. 

¶ Renovation in policy on connecting enterprises with TVET institutions: Enterprises which 

participate in TVET activity have equal rights and responsibilities as TVET institutions. Expenses 

for training activity can be deducted from taxable incomes. 

¶ Increase autonomy of TVET institutions: TVET institutions have autonomy in activities related 

to organization, personnel, finance, asset management, technology and training, international 

cooperation, ensuring training quality as stipulated in law. Public TVET institutions ensure 

regular expenditures and investment by themselves as stipulated by the government. 

¶ Renovation in international cooperation in the TVET field: The VET Law contains of separate 

items about international cooperation, such as: forms of international cooperation, TVET 

cooperation with foreign associations, establishing the representative office of foreign 

associations in Vietnam and of Vietnam TVET institution abroad. 

 

112 Article 62, Law on vocational education 
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Besides the TVET law, the effort of government to centralizing all TVET institutions under MOLISA (DVET) 

management helps to systemize the planning and implementation of TVET reform. Though it has been 

mentioned in part 2.1.1 of this report, it is still critical to ŜƳǇƘŀǎƛȊŜ ǘƘŀǘ ǘƘŜ DƻǾŜǊƴƳŜƴǘΩǎ ŘŜŎƛǎƛƻƴ ǘƻ 

shift the central state management function for all TVET institutions from partly under MOET to fully 

under MOLISA (since January 2017), except pedagogical education, is one of the most important structural 

changes in TVET sector management. On the one hand, this shifting allows the centralization of planning 

and implementation of key reform actions in TVET specifically and human resource development 

generally; on the other hand, it defines the positioning of colleges more clearly as high-quality vocational 

training providers.  

(c) Result of TVET reform in period 2011 - 2020 

TVET reform progress 2011 ς 2020 has achieved positive results, especially in terms of quantitative 

indicators achievement 

A set of quantitative performance indicators were set to specify the targets in the 10-year period, which 

serve as guidance for the implementation of the strategy.  The performance results of TVET reform in 

period 2011 - 2020 is consolidated by the table below:  

Figure 51. Results of performance indicators of TVET development strategy 2011 - 2020 

Performance indicator 

Up to 2015 Up to 2020 

Targets Actual 
Completion 

level 
Targets Actual 

Completion 
level 

Structural quantity of newly trained laborers  

Number of newly trained laborers 
(million persons), of which 

9.6 9.0 94 % 12.9 10.7 83 % 

- Trained laborers at College and 
intermediate level 

2.1 1.9 93 % 2.9 2.3 80 % 

- Elementary level and vocational 
training under 3 months 

7.5 7.0 94 % 10.0 8.4 84 % 

Number of laborers (million 
persons) at rural areas received 
vocational training  

4.7 4.1 87 % 5.5 5.2 94 % 

The number of vocational institutions 

Vocational college, of which 190 190 100 % 230 410 178 % 

Non-public Colleges  60 48 78 % 80 97 121 % 

High-quality Colleges  26 40 154 % 40 40 100 % 

Vocational training schools (VTS) 300 279 93 % 310 444 143 % 

Non-public VTS 100 104 104 % 120 231 193 % 

Vocational training center (VTC), of 
which 

920 997 108 % 1050 1057 101 % 

Non-public VTC 320 341 107 % 350 360 103 % 
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Performance indicator 

Up to 2015 Up to 2020 

Targets Actual 
Completion 

level 
Targets Actual 

Completion 
level 

Development of vocational teachers  

Number of vocational teachers 
(person), of which 

51,000 39,152 77 % 77,000 83,959 109 % 

At college level 13,000 15,986 123 % 28,000 37,235 133 % 

At Intermediate level 24,000 9,254 39 % 31,000 13,295 43 % 

At elementary level and other < 3-
month programs 

14,000 13,912 99 % 18,000 33,429 186 % 

Development of curriculum and training materials 

Number of national vocational 
programs and curricula to be issued 

130 96 74 % 150 n/a n/a 

Number of international TVET 
programs and curricula to be used 

26 20 77 % 35 34 97 % 

Number of regional TVET programs 
and curricula to be used 

49 n/a n/a 70 n/a n/a 

Number of elementary programs 
and curricula for rural labor to be 
developed 

300 191 64 % 200 n/a n/a 

TVET quality assurance  

New regional quality accreditation 
centers to be developed 

- - - 3 4 133 % 

National vocational qualifications framework 

The framework of national 
vocational qualification  

250 191 76 % 400 193 48 % 

Notes: name of vocational training institutions are used according to new TVET law 2014 

{ƻǳǊŎŜΥ  ¢ŀǊƎŜǘΥ 5ŜŎƛǎƛƻƴ сол v7κ¢¢ƎΤ !ŎƘƛŜǾŜƳŜƴǘΥ ǊŜǾƛŜǿ ŦǊƻƳ ah[L{!Ωǎ ŘǊŀŦǘ ǇǊƻƧŜŎǘ ŘƻŎǳƳŜƴǘ ƻƴ ¢±9¢ 

development strategy 2021- 2030  

As of positive result of TVET reform, admissions to TVET institutions has increased positively  

Over the period between 2012 and 2018, the number of TVET students increased 1.5 times with nearly 1 

million more students after 6 years. The admission volume to primary vocational training and under 3-

month training has covered the highest proportion by 75% total, 5 times higher than the admission 

volume to intermediate level and 7 times larger than the number of new trainees of TVET college level. 
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Figure 52. Admissions to TVET Institution 

Unit: thousand students 

Year Vocational colleges 
Vocational 

intermediate schools 

Elementary vocational 
training and under 3-

month training 
Total 

2012 84.2 129.2 1279.2 1492.6 

2013 88.9 128.2 1515.9 1733.0 

2014 88.0 132.6 1802.7 2023.3 

2015 81.1 129.0 1769.1 1979.2 

2016 241.4 290.2 1836.0 2367.6 

2017 230.0 310.0 1664.0 2204.0 

2018 229.6 315.5 1664.8 2209.9 

Source: Department of Formal Vocational Training, DVET 

Between 2016-2020, the TVET sector has provided almost 10 million graduates for the labour market. The 

number of graduates from TVET institutions has increased in recent years, especially in non-public sector. 

In 2016, one third of TVET graduates were from non-public TVET institutions113. After 4 years, the number 

rose about 1.5 times, accounting for 55% of total TVET graduates.  

Figure 53. Number of Graduates from TVET Institutions 

 

Source: GSO (2020) 

However, there remained important limitations and great demand gaps that require TVET system to thrive 

in the future 

Reviewing TVET reform period 2011 - 2020, MOLISA114 has identified key remaining gaps that need to be 

addressed in the future, those are briefly discussed as below:  

 

113  The number of graduates from non-public TVET institutions increase sharply meanwhile the number of TVET institution remain stable, it 
ŎƻǳƭŘ ōŜ ŘǳŜ ǘƻ DƻǾŜǊƴƳŜƴǘΩǎ ǇƻƭƛŎȅ ǘƻ ǊŜǎǘǊǳŎǘǳǊŜ ǘƘŜ ƴŜǘǿƻǊƪ ¢±9¢ ƛƴǎǘƛǘǳǘƛƻƴǎΣ ǿƘƛŎƘ ŀƛƳ ǘƻ ǊŜŘǳŎŜ ǘƘŜ ƴǳƳōŜǊ ƻŦ ǇǳōƭƛŎ ¢±ET and  at the 
same time the system is more open and supportive for non-public TVETs to operate. Those changes occurred mostly by the change of number of 
secondary TVET institutions and TVET centers which have short term training courses 
114 ah[L{!Ωǎ ŘǊŀŦǘ ǇǊƻƧŜŎǘ ƻƴ ǾƻŎŀǘƛƻƴŀƭ ŜŘǳŎŀǘƛƻƴ ŘŜǾŜƭƻǇƳŜƴǘ ǎǘǊŀǘŜƎȅ нлнм- 2030 with vision to 2045 (2021) 

965
1,292 1,351 1,426

990

514

692 749 774
1,200

1,479

1,984
2,100 2,200 2,190

2016 2017 2018 2019 2020

Unit: thousand graduates
Total

Non-public

Public
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¶ The quantitative scale of vocational training has not met the target of workforce development. 

Until 2020, the labor force without any diplomas is still about 75.4%, which means there is still a 

huge demand for vocational training;  

¶ Overall, quality of TVET in Vietnam is still evaluated low among the region. Vietnam's skills pillar 

ranking and vocational training quality index belong to the bottom group of ASEAN.  

¶ The training structure is still unreasonable in terms of qualification levels and occupations. In 

terms of level, intermediate and college degrees account for a low proportion, which means that 

most vocational trainings are at lowest level of elementary short-term courses. Besides, MOLISA 

evaluated that the structure of training occupations has been not yet suitable with the demand 

structure of occupations from the labor market;  

¶ In terms of inclusiveness, there remained big gaps. Vocational training for disadvantaged groups 

such as ethnic minorities and women has not been given sufficient investment. The percentage 

of ethnic minority people participating in vocational training is still very low, and most of them 

are attending short-term courses below 3-month. Many other disadvantaged groups such as 

people with disabilities, ethnic minorities, people after drug rehabilitation, people who have been 

released from prison, etc., still lack of accessibility to TVET although there are supportive policies.  

¶ In general, graduate career development opportunities are still limited, and skills of the vocational 

ƭŜŀǊƴŜǊǎ ƘŀǾŜ ȅŜǘ ƳŜǘ ǿƛǘƘ ŜƳǇƭƻȅŜǊǎΩ ǊŜǉǳƛǊŜƳŜƴǘǎΦ ¢ƘŜ ǎƪƛƭƭǎ ƎŀǇ ōŜǘǿŜŜƴ ¢±9¢ ŀƴŘ ŜƴǘŜǊǇǊƛǎŜǎ 

requirements will be discussed in-depth in Chapter 3 of this report.  

¶ The scale of high-quality training is still insufficient, failing to meet the requirements of key 

economic sectors and the requirements of improving the competitive quality of human resources 

in the context of high integration and competition. 

¶ The adaptability of the system is not high to keep up with the changes of science and technology, 

especially Industry 4.0 and non-traditional risks such as the COVID-19 pandemic. 

¶ Regarding international benchmarking, vocational skills of trained workers in Vietnam are almost 

not recognized in the regional and international labor market, thus the labor movement between 

Vietnam and other countries is still limited. The cooperation between TVET institutes of Vietnam 

and training institutions of other countries is still limited. 

The issues analysis for these limitations will be discussed further in part 2.3.3 when reviewing the main 

development aspects and system challenges of the TVET sector in Vietnam.  

 (d) TVET Development Strategy 2021 - 2030 

The TVET Development Strategy 2021 ς 2030 sets clearer matrix for TVET reform in the next decade, with 

strategic focus on improving quality and structure, and thriving towards global integration  

The Prime Minister has recently approved the Vocational Education & Training Development Strategy for 

period 2021 ς нлол ǿƛǘƘ Ǿƛǎƛƻƴ ǘƻ нлпр ōȅ ǘƘŜ 5ŜŎƛǎƛƻƴ ннофκv7-TTg on 31st December 2021. Comparing 
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with the previous period, TVET development strategy 2021-2030 has shown better specific115 objectives 

and less ambiguous in meaning of targets.  

Overall objectives for TVET development until 2030 emphasize that TVET needs to be developed rapidly, 

needs ǘƻ άƳŜŜǘ ǘƘŜ ŘƛǾŜǊǎŜ ƴŜŜŘǎ ƻŦ ǘƘŜ ƭŀōƻǊ ƳŀǊƪŜǘ ŀǎ ǿŜƭƭ ŀǎ ƎŜƴŜǊŀƭ ŎƛǘƛȊŜƴǎέΣ and άto meet higher 

requirements in terms of quantity, structure, and quality of skilled human resources for the development 

ƻŦ ǘƘŜ ŎƻǳƴǘǊȅ ƛƴ ŜŀŎƘ ǇŜǊƛƻŘέΦ The statement of the objective reflects that the Government has put a clear 

emphasis on efforts to speed-up the development of TVET at the same time with pressures to continue 

structural improvement of the TVET sector. 

In terms of specific objectives for each 5-year period, it is clearly presented that TVET development will 

be driven to enhance the quality and improve structure of supply to provide skilled labor force for socio-

economic recovery after Covid pandemic crisis and towards sustainable industrial development, along 

with determined ambitions to enter global integration of training standards.  

Figure 54. Objectives of TVET Development Strategy period 2021 - 2030 

 Specific objectives by 2025 Specific objectives by 2030 

Quality & 
Structure  

¶ Ensure the scale and structure of 
training industries and occupations 
for the country's socio-economic 
recovery and development;  

¶ Focus on improving the quality and 
effectiveness of TVET in order to meet 
the needs of skilled human resources 
for developing countries with modern 
industry;  

Global 
integration  

¶ The training quality of some schools 
asymptotically reaches the level of 
ASEAN-4 countries (including 
Indonesia, Philippines, Thailand and 
Malaysia), quality of some 
occupations asymptotically reaches 
the level of developed countries in the 
region and the world;  

¶ Actively participate in the 
international HR training market; 

¶ The quality of some schools 
asymptotically reaches the level of 
ASEAN-4 countries, quality of some 
occupations reaches the level of 
developed countries in the G20 group;  

Scale of 
demand  

¶ Contribute to increase the rate of 
trained workers with degrees and 
certificates to 30% of the labor force 

¶ Contribute to increase the rate of 
trained workers with degrees and 
certificates to 35-40% of the labor 
force 

Accordingly, the key performance indicators were set towards these objectives. Compared to the set of 

indicators in previous period, the indicators have been set more strategically and focus.   

 

115 One AD.Ωǎ ǊŜǇƻǊǘ ƻƴ ¢±9¢ ǎŜŎǘƻǊ ŀǎǎŜǎǎƳŜƴǘ ƛƴ нлмп Ƙŀǎ ŜǾŀƭǳŀǘŜŘ ǘƘŀǘ ǘƘŜ ǘŀǊƎŜǘǎ ǎŜǘ ōȅ ¢±9¢ ŘŜǾŜƭƻǇƳŜƴǘ ǎǘǊŀǘŜƎȅ нлмм ς 2020 were 
ŀƳōƛǘƛƻǳǎ ŀƴŘ ŎǊƛǘƛŎƛȊŜŘ ǘƘŀǘ άǘƘŜ ǎǘǊŀǘŜƎȅ ǘŜƴŘǎ ǘƻ ōŜ ǳƴŎƭŜŀǊ ŀōƻǳǘ ǎǇŜŎƛŦƛŎ ƳŜŀƴǎ ǘƻ ŀŎƘƛŜǾŜ ƻōƧŜŎǘƛǾŜǎέ 
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Figure 55. Performance Indicators for TVET Development Strategy period 2021 - 2030 

Key development indicators Till 2025 Till 2030 

Towards meeting labor force structure demand 

Students graduating from middle and high schools enter the vocational 
education system; 

40 ς 45% 50 - 55%  

Percentage of labor force retrained and regularly trained through the 
vocational education system 

25% 50% 

Number of key trained occupations 150 200 

Towards TVET Inclusiveness development  

Female leaners in the total new enrollment quota 30% 40% 

Percentage of employees who are ethnic minorities with vocational training 45% 50% 

Percentage of employees who are disabled people who are able to work and 
receive appropriate vocational training 

35% 40% 

Towards improvement of TVET quality assurance  

Percentage of workers (trained by TVET) with information technology skills 80% 90% 

Percentage of vocational education institutions meeting quality 
accreditation standards 

30% 70% 

Percentage of training programs in key occupations meeting quality 
accreditation standards 

50% 100% 

Rate of qualified teachers 100% 100% 

Percentage of managers trained and fostered to improve capacity in 
management and modern administration 

80% 90%  

Percentage of training industries and occupations developed and updated 
with output standards according to the National Qualifications Framework 

80% 90% 

Towards developing high-quality TVET institutions 

Number of high-quality schools 70 90 

National center for high quality vocational training & practice 03 06 

Regional center for high quality vocational training and practice 06 12 

Towards achieving international quality benchmark 

Number of schools approaching the level of ASEAN-4 countries 40 60 

Number of schools approaching the level of developed countries in the G20 
group 

03 06 

Number of key industries with outstanding competitiveness in ASEAN-4 
countries 

5-10 15-20 

{ƻǳǊŎŜΥ 5ŜŎƛǎƛƻƴ ннофκv7-TTg on 31st December 2021  
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Key solutions for implementation of TVET strategy 2021 ς 2030 present different set of priorities  

In order to achieve the strategic goals, eight solution components are defined as focus of TVET 

development.  

Figure 56. Key solutions of TVET Development Strategy period 2021 ς 2030, vision to 2045 

No. TVET development strategic solutions in 2021 - 2030 

i. Completing the institutional management, increasing effectiveness and efficiency of TVET 
state management 

ii. Accelerating digital transformation; Modernizing facilities and equipment; Renovating 
training programs and methods 

iii. Developing TVET teaching staff, artisans, experts, vocational trainers and managers  

iv. Closely linking TVET with enterprises and the labor market 

v. Scientific application research and technology transfer; career guidance, entrepreneurship 
and innovation 

vi. Increase mobilization and improve the efficiency of financial investment for vocational 
education 

vii. Enhancing communication to improve the brand image, the positive perception about social 
values of vocational education  

viii. Actively and effectively improve international integration of TVET  

{ƻǳǊŎŜΥ 5ŜŎƛǎƛƻƴ ннофκv7-TTg on 31st December 2021  

The solutions present different priorities comparing to the last period, as driven by the aforementioned 

objectives as well as by global development trends. Renovating state management was one of the most 

important achievements of TVET reform in the last period and thus it is not defined as a breakthrough 

ǎƻƭǳǘƛƻƴ ƛƴ ǘƘŜ ƴŜȄǘ ŘŜŎŀŘŜΦ aŜŀƴǿƘƛƭŜΣ όƛƛƛύ ά5ŜǾŜƭƻǇƛƴƎ ǘŜŀŎƘƛƴƎ ǎǘŀŦŦΣ ŀǊǘƛǎŀƴǎΣ ŜȄǇŜǊǘǎΣ ǾƻŎŀǘƛƻƴŀƭ 

ǘǊŀƛƴŜǊǎ ŀƴŘ ¢±9¢ ƳŀƴŀƎŜǊǎέ ƛǎ ǎǘƛƭƭ ŘŜǘŜǊƳƛƴŜŘ ŀǎ a breakthrough solution. Two development aspects of 

ά¢±9¢ ŦŀŎƛƭƛǘƛŜǎ ŀƴŘ ŜǉǳƛǇƳŜƴǘέ ŀƴŘ ά¢±9¢ ǇǊƻƎǊŀƳǎ ŀƴŘ ŎǳǊǊƛŎǳƭŀǊέ ǿƘƛŎƘ ǿŜǊŜ ǘǿƻ ƛƴŘŜǇŜƴŘŜƴǘ 

solutions in previous strategy are now combined; together with accelerating digitalization in TVET as a 

new aspect, this group of three aspects (ii) is defined as one breakthrough solution for the future period.  

Besides, some interesting and notable changes in setting priorities could be recognized:  

¶ TVET quality assurance, such as strengthening the capacity of the national vocational skills 

assessment and skill qualification system, used to be an independent solution but it has been 

placed under the objective to link TVET with enterprises and the labor market. This shows the 

clear perspective that TVET training quality assurance has to be linked closely with the labor 

market demand.  

¶ Scientific application research and technology transfer; career guidance, entrepreneurship and 

innovation as solution (v) is the new prioritized development aspect in TVET in the next decade. 

Though being categorized under one solution, the explanation shows quite independent tasks, 

ambitious but ambiguous tasks for implementation. The main points include: associating TVET 

training with technology transfer and aiming for ordering mechanism as well as ability to 

commercialize result; setting up start-up and innovation centers at high-quality TVET institution, 
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strengthening innovative and entrepreneurial spirit in TVET ecosystem, enhancing vocational 

orientation for learners prior, during and after training process. 

¶ Another new key solution is determined on financing TVET aspect. The solution (vi): Increase 

mobilization and improve the efficiency of financial investment for vocational education includes 

ǘŀǎƪǎ ƻŦΥ ƛƴŎǊŜŀǎƛƴƎ ǎǘŀǘŜΩǎ ƛƴǾŜǎǘƳŜƴǘ ƻƴ ¢±9¢Τ ƛƴŎǊŜŀǎƛng mobilization of non-public resources 

on TVET; enhancing financial autonomy of public TVET institutions; prioritizing synchronous 

investment for high-quality TVET at regional and national level and in key target occupations; 

prioritizing investment towards improving training quality for TVET institutions as well as towards 

inclusive TVET access for disadvantaged groups; and transitioning from average state budget 

allocation mechanism to more competitive way such as bidding and task-based allocation.  

Along with overall TVET development strategy in period 2021 ς 2030, the Government has issued an 

independent action program on TVET Digitalization   

hƴ ǘƘŜ ǎŀƳŜ Řŀȅ ƻŦ ƛǎǎǳƛƴƎ 5ŜŎƛǎƛƻƴ ннофκv7-TTg on TVET Development Strategy for period 2021-2030, 

the Prime Minister also issued the Decision 2222/QD-¢¢Ǝ ƻƴ ŀǇǇǊƻǾƛƴƎ ǘƘŜ ά5ƛƎƛǘŀƭƛȊŀǘƛƻƴ ǇǊƻƎǊŀƳ ƛƴ 

ǾƻŎŀǘƛƻƴŀƭ ŜŘǳŎŀǘƛƻƴ ǳƴǘƛƭ нлнр ŀƴŘ ƻǊƛŜƴǘŀǘƛƻƴ ǘƻ нлолέΦ ¢Ƙƛǎ ŀŎǘƛƻƴ ǇǊƻƎǊŀƳ ŎƻǾŜǊǎ ƪŜȅ ǎƻƭǳǘƛƻƴǎ ƻŦΥ όƛύ 

Completing institutional policies and mechanism regarding TVET digitalization; (ii) Developing vocational 

training programs that align with digitalization in the economy and international integration; (iii) 

Developing digital infrastructure, platforms, equipment and learning material; (iv) Developing digital 

capacity for TVET teaching staff and managers towards innovating teaching and learning methods; (v) 

Digital transformation of state management and school administration activities; (vi) Mobilizing resources 

for TVET digital transformation; (vii) Raising awareness and international cooperation and (viii) Ensuring 

network safety and security.  

2.3.3 Status of key development aspects and existing challenges of TVET development 

This part is to elaborate information and discussions on the key development aspects and the remaining 

key challenges of TVET sector, following key directions that mentioned in άTVET Development Strategy 

2021 ς 2030 with vision to 2045έ.  

(a) Governance & State management of TVET  

Besides the launch of new TVET law in 2014 as the most prominent progress in TVET legal framework 

reform,  the Directorate of Vocational Education (DVET) has reported that, during the period 2016 ς 2020, 

there have been 07 decrees, 01 directive of the Prime Minister, 06 decisions of the Prime Minister, and 

many circulars issued with regards to the organization and management of TVET institutions; 

management of training activities; supplementing priority and related policies for teachers and learners 

to create a synchronous and unified legal framework for TVET institutions. However, there remain issues 

in system governance that need critical effort in the future in order to enhance the effectiveness of TVET 

centralized management, to reduce redundancy and to quickly respond to practical issues in 

implementation. According to DVET, existing limitations that need policies revision include: practical 

policies on encouraging enterprises to participate in TVET training, re-skill training activities, employment 

and remuneration policies for workers in occupations that specifically require skills training, etc.  
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Besides, tƘŜ ƎƻǾŜǊƴŀƴŎŜ ǎǘǊǳŎǘǳǊŜ ƛǎ ǎǘƛƭƭ ŜǾŀƭǳŀǘŜŘ ŀǎ άŦǊŀƎƳŜƴǘŜŘ ƛƴ ǎƻƳŜ ŎǊǳŎƛŀƭ ƳŀƴŀƎŜƳŜƴǘ ǘŀǎƪǎ 

largely determine the actual operations of the almost 2,000 TVET institutes but scattered among 13 line 

ƳƛƴƛǎǘǊƛŜǎΣ со ǇǊƻǾƛƴŎƛŀƭ tŜƻǇƭŜΩǎ /ƻƳƳƛǘǘŜŜǎΣ ŘƛǾŜǊǎŜ ǎƻŎƛŀƭςpolitical organizations, and private 

ownersέ116. Most of vocational institutions are under the management of local government, covering 92% 

of institutions in 2018. Only 8% (out of 193) of institutions belongs to central line, of which the majority is 

vocational college. 

Figure 57. Number of TVET Institutions by level of management 

 

Source: Labor Statistical Yearbook, MOLISA (2018) 

Additionally, the capacity of state management agencies is still limited. The contingent of state 

management staff in TVET sector, especially at the local advisory level, is inadequate, few in number and 

has limited professional capacity. The application of information technology in TVET management 

organizations has not met the requirements.  

(b) Key training occupations assigned to TVET 

In 2019, MOLISA passed the Decision No. 1769/QD-LDTBXH on Approval of Key industries; Assigned 

Schools for training key industries and occupations for the 2016 - 2020 period and orientation to 2025. 

The decision has issued the list of: 

i. Key industries according to international, ASEAN regional and national levels; 

ii. Public colleges and intermediate schools are assigned for training key occupations; 

iii. Public specialized schools provide training key occupations serving the development of the marine 

economy and training for ethnic minority people and people with disabilities. 

It can be seen from below figure, in general, the government put much focus on training labor force in 

Engineering & Engineering Technology with a large number of assigned TVETIs for training across all 

regions. Besides, Midland & North mountainous region and Mekong Delta are assigned more for the 

training laōƻǊ ŦƻǊŎŜ ƛƴ !ƎǊƛŎǳƭǘǳǊŜΣ CƻǊŜǎǘǊȅ ϧ !ǉǳŀŎǳƭǘǳǊŜ ǿƘƛŎƘ ƛǎ ƪƴƻǿƴ ŀǎ ǘƘŜ ǊŜƎƛƻƴǎΩ ǎǘǊŜƴƎǘƘΦ ²ƘƛƭŜΣ 

TVETIs training in manufacturing, engineering, IT and business-related sectors are located more in Red 

River Delta, Central Coast and South East regions. Moreover, TVETIs training service occupations such as 

tourism, hospitality, healthcare are more concentrated in central regions. 

 

116 ADB Vietnam TVET sector assessment report (2020) 
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Figure 58. Number of public TVETIs assigned for training key occupations - by fields & by regions 

 

Source: Decision No. 1769/QD-LDTBXH 

In term of the training key occupation following international standard, Engineering and Engineering 

Technology is still the governmental focus in almost all regions, except Central Highlands where is more 

focused on tourism, hospitality, sport and personal services. In addition, Red River Delta, Central Coast 

and South East regions are also chosen to train international level in IT field, tourism and hospitability 

field. 

Figure 59. Number of public TVETIs assigned for training key international level occupations -  
by fields & by regions 

 

Source: Decision No. 1769/QD-LDTBXH 

 

 



The Data Collection Survey and Situation Analysis on Industrial HR Development in Vietnam (2022) 

_________________________________________________________________________________________ 

 
110 

(c) TVET facilities and equipment 

Equipment infrastructure, especially practice equipment, is the most important factors that directly 

affects the quality of vocational education. The Directorate of Vocational Education (DVET) reported that, 

as in the context of limited overall financial resource for TVET, in the period 2016 ς 2020, the investment 

support was focus on high quality schools for synchronous facilities, and for key occupations. Through 

such strategic resource allocation, over 80% of equipment is invested in a relatively synchronous manner 

and meet with requirements on list of training equipment, advanced and modern quality. Especially, the 

schools that are selected to invest in key international and ASEAN-level occupations, or in pilot training 

programs transferred from abroad. 

However, it could not be denied that, at broad level, TVET facilities and equipment are mostly considered 

as outdated compared with practical requirements of prospective employers; there lacks of synchronous 

investment in facilities, not meeting the requirements of practice levels. Among the TVET institutions 

surveyed for this report, 58% said thŀǘ ΨƛƴǎǳŦŦƛŎƛŜƴǘ ǘǊŀƛƴƛƴƎ ŦŀŎƛƭƛǘƛŜǎ ŀƴŘ ƛƴŦǊŀǎǘǊǳŎǘǳǊŜΩ ƛǎ ƻƴŜ ŎƘŀƭƭŜƴƎŜ 

that the TVET is facing in order to meet with current and future labor market demand. The Supporting 

Industries Association said that the current practice machines, equipments and materials used in 

mechanical engineering vocational training schools are very old compared to the actual requirements of 

the industry, especially the supporting industry which will develop rapidly in the context of automation 

and industry 4.0.  

(d) Program Development 

Training programs and curriculum are developed more dynamically from adopting market demand  

From interview discussions with TVET institutions for this report, two popular approaches on developing 

programs and setting program learning outcomes by the TVET institutions are recognized:   

¶ A TVET program focuses mainly on subjects and practice of the main skills directly related to the 

work that students will perform after graduation. This approach is believed to guarantee the 

employability of graduates right after graduation since the program is designed based on 

discussion with prospective employers and follow most practices and skills required; 

¶ A TVET program should have a balance combination of profession subjects and general subjects 

on interdisciplinary fields. This is based on the logic that a program needs to provide learners the 

fundamental knowledge and skills that would not only serve the immediate labor market 

requirements but also ensure the life-long learning ability and self-learning skills so that graduates 

can maintain the competitiveness in the labour market in the long run. The approach would often 

require more resources to accomplish program development, and such programs may comprise 

of more credits than normal programs.  

Improving TVET training quality towards international standards has been implemented through 

transferring international programs and piloting international collaboration training model 
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In order to improve the quality of TVET to approach the quality standards of the ASEAN region and 

internationally, until 2020, MOLISA  has completed the transfer of 34 sets of training programs for 34 key 

international occupations (12  programs from Australia and 22 programs from Germany). The programs 

have been piloting for college-level students, and upon graduation they will be awarded 02 degrees 

(college degree from Vietnam and degree from Australia or Germany). Learners, in addition to 

internationally recognized professional skills, also have the lowest English proficiency according to the 

European Foreign Language Competency Framework to participate in the labor market in Vietnam or in 

the collaborated countries, or students can choose to study continuously to university level at the 

university system of the collaborated countries. Implementing such programs, however, is facing 

challenges of adapting to local conditions of the industries and complying curricular with national 

occupational standards. In terms of quality output, how the qualifications of these programs can compete 

with similar national certificates on the labor market should need further evaluation.  

Still, this direction will be strongly promoted in the future via efforts to develop competency-based 

training programs that can benchmark with standards of other countries, and efforts to pilot training 

under the "dual vocational training" model of Germany and Switzerland, etc. 

(e) Skills Standards, Quality Assurance & Accreditation 

Development of National Occupational Skill Standards (NOSS)  

National Occupational Skills Standards (NOSS) are regulations on professional knowledge, practice 

capacity and ability to apply such knowledge and competence to work that employees need to have to 

perform jobs at each level of each profession117. Thus, NOSS are the criteria on the ability and capacity of 

the workers required to perform the jobs.  By December July 2021, there were a total of 199 NOSS which 

were developed, most of promulgated NOSS were in industrial, commerce and services. 

Figure 60. Number of NOSS promulgated and updated as of July 2021 

 

Source: 5ŜǇŀǊǘƳŜƴǘ ƻŦ hŎŎǳǇŀǘƛƻƴŀƭ {ƪƛƭƭǎΣ 5±9¢Τ 5ŜŎƛǎƛƻƴ улсκv7-[7¢.·I 

 

117 Law on Employment No. 38/2013/QH13, effective from January 1, 2015 
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Regarding legal basis, MOLISA has issued the Circular No. 56/2015/TT-[7¢.·I ƻƴ ƎǳƛŘƛƴƎ ǘƘŜ 

development, appraisal and publication of National Skill Standards. It is required that the appraisal 

committee of a national skill standard has to include participation of industry representatives and 

ŜƳǇƭƻȅŜǊǎΥ άParticipants include the representative of the MOLISA; representative of relevant agencies, 

organization and enterprises employing workers in the profession including: labor union or trade union; 

occupational associations; a number of enterprises. In which representatives of the enterprise must 

ŀŎŎƻǳƴǘ ŦƻǊ ŀǘ ƭŜŀǎǘ мκо ƳŜƳōŜǊǎ ƻŦ ǘƘŜ ŎƻǳƴŎƛƭέΦ  

National occupational skill standards are developed in the direction of approaching the implementation 

capacity that are suitable to use for training at enterprises as well as for designing and building training 

programs at TVET institutions. The promulgation of a set of skill standards for each occupation will help 

businesses to have a basis for evaluation and recruitment; Instead of recruiting based on qualifications, 

enterprises can recruit vocational staff based on skills. This is a new trend in the world and in Vietnam to 

match TVET quality with the market demand, it is considered as a good solution to improve TVET training 

quality in Vietnam and thus has been receiving attention and support by some international donors, 

including Japan.  

Improving TVET quality assurance activities  

During the last period, many efforts were put on quality assurance and program accreditation to improve 

TVET quality. According to DVET, 144 colleges and intermediate schools have developed a self quality 

assurance system inside the school; quality assurance mechanism during training course was also piloted 

in 20 key national occupations. In parallel with the self-accreditation of TVET institutions, external 

accreditation of TVET institutions has been organized118, and a number of occupations were assessed. 

Quality assurance and accreditation of TVET according to international standards were also 

implemented119, 04 independent TVET quality accreditation organizations. During 2016-2020 period, 

capacity building activities have been organized for 1,800 inspectors; training and retraining on quality 

assurance of TVET were organized for 6,000 people.  

In terms of skill assessment for learners, 49 organizations were formed to assess vocational skills for 

workers, which are eligible for assessment and grant of national vocational skills certificates for 

employees. This effort went along with the investment in building key industries and occupations at TVET 

institutions. MOLISA was also active in studying the framework for mutual recognition of vocational 

qualifications and skills between Vietnam and ASEAN countries, as well as internationally, pursuing mutual 

recognition of qualifications and thus contribute to the promotion of international skills development and 

labor mobility.  

However, MOLISA also reports considerable remaining limitations regarding TVET quality assurance:  

 

118 DVET project on TVET Development strategy 2021 ς 2030 (draft project, July 2021): 239 times of accreditation has been done for 204 colleges, 
intermediate vocational schools and centers 
119 DVET project on TVET Development strategy 2021 ς 2030 (draft project, July 2021): accreditation according to British and German standards 
in 09 colleges were implemented 
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¶ The standards in the TVET system are not strongly synchronized, weakly connected, and have not 

met with management requirements; quality management, quality control according to the risk 

management approach has not been implemented; the accountability of TVET institutions has not 

been specified; monitoring and evaluation indicators on TVET have not yet been developed; 

¶ The national system of assessment and recognition of the quality of TVET and vocational skills has 

not been renewed and updated along with the global integration; 

¶ The implementation of the National Qualifications Framework is still slow; lack of effective 

governance and operating mechanisms; lacking of active participation of state management 

agencies, enterprises, trade unions, professional associations; The National Vocational Skills 

Standards development is slow compared to the speed of science - technology development and 

the rapid changes of the labor market;  

¶ The mechanisms for assessing and granting national vocational skills certificates, which recognize 

the past learning results of learners/ laborers, have not yet met with the demand for recognition 

of professional qualifications & skill levels for laborers. 

(f) Development of High-quality TVET  

Demand for higher quality vocational trained laborers are common findings of various macro analysis as 

well as from demand assessment with employers. The TVET development strategy till 2030 puts an 

emphasis on the mission that TVET in Vietnam need to be developed to meet the diverse needs of the 

labor market and the higher requirements of quality of skilled human resources. Therefore, developing 

άƘƛƎƘ-ǉǳŀƭƛǘȅ ¢±9¢έ Ƙŀǎ ōŜŜƴ ŀ ŦƻŎǳǎ ƻŦ ah[L{! ƛƴ ǊŜŎŜƴǘ ȅŜŀǊǎΦ  

Objectives to develop high-quality TVET in the future period include: (i) Form a network of high-quality 

colleges; (ii) Establish 03 smart, modern and green high-quality centers for TVET training and other high-

quality colleges which have capacity for high-quality training; (iii) 03 National Centers are established on 

the basis of investment, restructuring of 03 colleges under MOLISA with additional functions and tasks for 

these 03 colleges to perform the functions of the National Centers; (iv) 03 National Centers become 

leading and inspirable models for the whole system. Overall, the expected model to develop high-quality 

TVET in Vietnam is comprehensive and quite ambitious, showing the intention to systemically restructure 

the TVET institution network in Vietnam. 
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Figure 61. Expected model of High-Quality Training System 

 

Source: MOLISA 

Regarding quality standard, Decision No. 761/QD- TTg in May 2014 on Approving the High-quality 

Vocational School Development Project by 2020 has stipulated a set of higher standards for institutions 

ǘƻ ōŜ ǊŜŎƻƎƴƛȊŜŘ ŀǎ άƘƛƎƘ-ǉǳŀƭƛǘȅ ǾƻŎŀǘƛƻƴŀƭ ǎŎƘƻƻƭǎέΣ ƛƴǘǊƻŘǳŎƛƴƎ ŎǊƛǘŜǊƛŀ ǘƘŀǘ ƭŀǊƎŜƭȅ ŦƻŎǳǎ ƻƴ ƳŜŀǎǳǊŀōƭŜ 

outcome and output performance of vocational programs, especially for those that are based on regional 

and international curriculum standards. 

Ambitious objective on National high-quality colleges  

National high-quality college will be the key model to be developed to realize such strategy.  Functions of 

National Centers and High Quality Colleges include: (i) Conduct training at all levels; (ii) Provide high-

quality training in key, new, outstanding occupations at all levels; (iii) Training in modern governance for 

TVET staff and managers; training in new technologies, new methods for TVET teachers/trainers; (iv) 

Implement national occupational skill assessment and innovation activities; (v) Training and improve skills 

ŦƻǊ ƭŀōƻǊ ŦƻǊŎŜ ōŀǎŜŘ ƻƴ ƭŀōƻǊ ƳŀǊƪŜǘΩǎ ǊŜǉǳƛǊŜƳŜƴǘǎ ŀƴŘ ƭŀōƻǊǎΩ ŜȄǇŜŎǘŀǘƛƻƴǎ; (vi) Research and apply 

updated techniques and technologies to improve training quality and effectiveness; strengthen 

cooperation with international organizations and enterprises in providing training; organize and 

implement production and business activities in compliance with Vietnam Law. 

MOLISA also specified that there will be policies to support the development of National Center and high-

quality schools as smart, modern, green, model TVET institutions; which are totally different from other 

TVET institutions; with concentration of resources to invest in facilities and equipment ensuring high-

quality training conditions. National high quality colleges also aim to attract TVET managers and teachers 
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with specialized working conditions and salaries, and attract highly qualified learners to meet the training 

program requirements.  

!ǎ ƛǘ ƛǎ ǎǘƛƭƭ ƛƴ ƛƴƛǘƛŀƭ ŘŜǾŜƭƻǇƳŜƴǘ ǇƘŀǎŜΣ ǘƘŜǊŜ ƘŀǾŜƴΩǘ ōŜŜƴ ŎƭŜŀǊ ǊŜǎǳƭǘǎ ŀƴŘ ŜǾŀƭǳŀǘƛƻƴ ƻŦ ǘƘŜ ǇǊƻƎǊŜǎǎΣ 

however, this will be the prominent development program that attract most attention of the Government 

as well as development stakeholders in TVET sector.  

(g) Teaching and management workforce  

In recent years, the number of TVET instructors has evolved with a sharp increase from 67.7 thousand 

persons in 2016 to 86.9 thousand persons in 2018, following by a light decrease to 84 thousand persons 

in 2020. The reason might be that after VET Law 2014 became effective, some institutions managed by 

MOET were transferred to MOLISA and some ineffective institutions were closed or merged.  

With 84 thousand TVET instructors, the teaching workforce in TVET is considered not enough for the 

effectiveness of training programs. As of 2020, the conversion rate between instructors and 

students/trainees is 1/27. This rate is higher than the standard set by MOLISA for TVET institutions. 

Accordingly, the maximum conversion rate between instructor and trainee is 25, and this rate is different 

depending on training field120. 

Figure 62. Number of TVET Instructors by Type of Ownership of Institution 

 

Source: GSO (2020) 

Most TVET instructors work in public sector, accounting for about 60% of the total number of TVET 

instructors in 2018 before its reduction to 47.5% in 2020. In the contrast, the number of TVET instructors 

working in non-public sector has increased in the period of 2016-2020 from 26.1 thousand persons to 36.5 

thousand persons, which reflects the emergence of non-public institutions. Besides, the educational 

qualification of TVET instructors has been improved in recent years with more people having a bachelor 

degree or higher. 

  

 

120 MOLISA, http://www.molisa.gov.vn/Pages/tintuc/chitiet.aspx?tintucID=24705  

http://www.molisa.gov.vn/Pages/tintuc/chitiet.aspx?tintucID=24705
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Figure 63. Number of TVET Instructors by Education Qualifications 

 

Source: GSO, 2020 

From the perspective of vocational colleges, most public TVET colleges when being interviewed for this 

report said that they have faced challenges in attracting and retaining talents for the teaching workforce. 

With limited resources and the dependance on governmental support, many public TVET colleges cannot 

provide their teaching staff with competitive remuneration package as that from other private 

enterprises. This issue has been a serious concern to maintain the quality of training. 

In order to develop and standardize the contingent of TVET teachers, in the past period, 45 TVET 

pedagogical faculties have been established at TVET institutions, universities and research institutes to 

carry out activities to standardize the training and retraining for vocational education teachers. MOLISA 

has organized 03 training programs and related documents on vocational training for TVET teachers in 03 

levels; organized training courses directly for 2,080 teachers. Besides, 36 sets of training programs, 

documents and tests to assess vocational skill certification for TVET teachers were developed. The 

training, testing, assessment and granting of certificates of vocational skills for 1,300 teachers were 

organized; there are also trainings on specialized in English for 860 teachers of key investment occupations 

at all levels, etc.  

Yet, in general, there remain limitations in terms of capacity of TVET teaching staff, including inadequate 

vocational skills, English and ICT skills, technology & science research, teaching pedagogies and teaching 

methods. Besides, the scale of training for teachers have not yet met with the scale and demand of 

practical occupations.  

(h) Digital transformation in TVET  

Digital transformation in TVET required investment in infrastructure, data sources, raising capabilities of 

stakeholders, developing training resources, professions, sector management being used and shared on 

data science platform, etc. However, the ability to realize digital transformation in the current TVET 
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ǎȅǎǘŜƳ Ƙŀǎ  ōŜŜƴ ǾŜǊȅ ƭƛƳƛǘŜŘΦ !ŎŎƻǊŘƛƴƎ ǘƻ ah[L{!Ωǎ ǊŜǾƛŜǿ ƛƴ ǘƘŜ ŘǊŀŦǘ ŀŎǘƛƻƴ ǇǊƻƎǊŀƳ ƻƴ ¢±9¢ ŘƛƎƛǘŀƭ 

transformation, there are a few key aspects regarding the baseline current status as below: 

Lack of training program and training content on digital and ICT  

Though there may have local experiments or spontaneous initiatives at some institutions, overall, there 

has not been any comprehensive content development that specialized for digitalization and related 

technologies. In terms of content, digital skills are simply referred to IT basic knowledge. Thus, besides 

the basic IT module which requires a mandatory amount of time, most non-technology-related vocational 

programs do not have specialized training content in technology or ICT. The proportion of knowledge and 

skills related to digital technology in traditional industries is not high. For example, technical programs  

such as automotive mechanics, electricity - electronics, and mechatronics have not updated their 

knowledge of IoT and AI. Although some programs such as mechanical engineering and electronics spend 

a considerable amount of time teaching knowledge and skills in CNC and PLC programming, the schools 

in general do not have clear plans for training on digital capacity in both basic and specialized subjects. 

Training programs at enterprises, on the other hand, do not focus on digital transformation as they often 

only focus on specific skills required at enterprises. Therefore, the current training content has not yet 

ensured that learners are equipped with digital capabilities sufficiently and equally among different 

training programs.  

The readiness of digital teaching and learning methods in TVET is still low 

During social distancing by the Covid-19 epidemic, e-learning is applied more popularly in TVET, which can 

be considered as a push factor for digitalization in teaching and learning. According to a survey report by 

MOLISA121 in 2021, about 70% teachers and 84% students who responded to the survey said they 

participated in teaching and learning through online teaching tools such as Zoom, Google Meeting, MS 

Teams etc. However, as causing by inadequate preparation of skills and materials, the quality of online 

teaching is limited and it is evaluated as insufficient for proper transformation solution. 90% of teachers 

said they need more training on online teaching as they were provided with guidance on using the tools 

but were not trained on teaching methods, thus the ability to deliver content, to interact with learners 

and control the trainings has been not satisfied.  

Insufficient infrastructure and equipment 

Teachers and students have faced difficulties in insufficient infrastructure, especially equipment and 

Internet problems, especially in remote areas. Lacking of software is also one important fact. As discussed 

lately in Chapter 3, in the future, under the impact of digitalization and automation, employers will require 

more skills in using specialized softwares. However, currently in TVET sector, the investment in specialized 

software for teaching has been inadequate, most of the used softwares are still outdated compared to 

industry practice, or are not copyrighted ones.  

 

121 Report data in the project on Digital transformation of TVET until 2025 with orientation to 2020 (Draft on August 2021)  
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Limited application in digitalizing related management in TVET system  

Using software in management is popular in TVET institutions and in management agencies, however, 

fragmented application and lacking of practical system design to connect different data from stakeholders 

is a prominent problem. Most specialized departments of TVET institutions have their own software 

systems to serve their work but the connectivity between systems and applications of departments in 

TVET institutions is poor. Besides, human resource to develop and operate the IT system in TVET 

institutions is another big limitation, though it is not equally challenge among different institutions. Some 

institutions with strong IT capacity can self organize and utilize IT technology for digital applications, 

especially with non-public TVET as the case of FPT PolyTechnique.   

Case of a Non-public TVET: FPT Polytechnique 

FPT Polytechnic College is under the college training division of education segment of FPT Corporation. 

The main training majors include: IT, Economics, Tourism, Hospitality, Graphic Design, Mechanical and 

Electrical Engineering. The College has 5 main campuses across Vietnam offering TVET programs 

including 9+ model. 

Besides participating in on-campus training classes, students at FPT Polytechnic College are also 

required to fulfill a number of online courses. The school has a Program Development Unit in charge of 

selecting the best lecturers, foreign learning materials and textbooks. Video clips of many lectures are 

then produced and used in the whole system. By this way, basic theoretical lectures can be available to 

students from all campus via digital platforms. The solution at the same time improves the self-study 

skill of students and reduces the cost of teaching staff, allowing the model and training activities to be 

multiplied in a large number of campuses with the same standards. The training programs as a result 

do not depend on the lecturers because there is a ready-made program framework with clearly defined 

output standards. 

To maintain the quality of its training programs, every year, the school measures the quality of training 

based on two factors: (1) feedback from lecturers and students about the training courses; (2) feedback 

from enterprises about the quality of fresh graduates. The school also develops an ISO process, which 

provides commitments such as: periodically update the training materials, adjust the program 

framework. The development of the program framework involves the participation of qualified experts 

and lecturers. 

(i) Implementation of the 9+ model  

The 9+ program, as discussed on legal basis in the previous part, is an effort by the Government to 

implement early vocational orientation and support for learners, especially in rural areas to have equal 

access to high-quality vocational training meanwhile can continue learning mainstream education 

content. Through interview with TVET institutions during this report, it is recognized that the schools have 

shown certain positive perception of the model, and many parents, especially from rural areas, are open 
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to send their children to participate in the 9+ model, expecting it as a better solution for those who want 

to follow the technical vocational track, as it can shorten the studying time and to some extent offer good 

employment opportunities upon graduation. However, also from the above mentioned study, limitation 

of the current 9+ model situation does exist: 

¶ Many students enrolling in the 9+ model are those who do not have strong learning capacity to 

continue towards higher education. As a result, to follow a studying program of both general and 

vocational education and general education training programs at the same time can be 

challenging. This consequently may lead to the low quality of graduates when entering the labor 

market. 

¶ At the age of 15, many students are still too young to really evaluate all future opportunities and 

make a strategic career decision. Therefore, the choice for this 9+ model mostly depends on 

parents and career orientation activities. This can lead to the lack of interest and willingness of 

learners on completion of training program when the choice for program does not really reflect 

their strength and belief. 

¶ ¢ƘŜ ŦŀŎǘ ǘƘŀǘ άǘƘŜ Ǝeneral education of the 9+ model is provided by the local continuous education 

ŎŜƴǘŜǊǎ ǳƴŘŜǊ ǘƘŜ 5ŜǇŀǊǘƳŜƴǘ ƻŦ 9ŘǳŎŀǘƛƻƴ ŀƴŘ ¢ǊŀƛƴƛƴƎέ can make the TVET institution 

dependent. This can lead to inefficient management issues. 

¶ Unlike the KOSEN model with strong investment and support from the Japanese government in 

terms of teaching facility and the maintenance of low student/ teacher ratio, the 9+ model in 

Vietnam is believed by many TVET institutions that schools and teachers do not receive enough 

support to accomplish the challenges 

¶ Even though there are more people open to this model over the year, there is still a common 

mindset of many parents that entering this program is for their children to finish the traditional 

study track of upper secondary education, then they are able to move forward to higher education 

track.  

(j) Other issues 

Start-up, Entrepreneurship, Innovation  

Scientific application research and technology transfer; entrepreneurship and innovation is emerging 

trend, however, it seems still lack of direction in planning and implementation. In 2020, MOLISA has 

ƻǊƎŀƴƛȊŜŘ ŀƴ ŜǾŜƴǘ ƻƴ άbŀǘƛƻƴŀƭ ǎǘŀǊǘ-ǳǇ Řŀȅέ ŀƳƻƴƎ ¢±9¢ ǎǘǳŘŜƴǘǎ ŀƴŘ Ǝƻǘ ŀǘǘŜƴǘƛƻƴǎ ŦǊƻƳ ǾŀǊƛƻǳǎ 

stakeholders. However, recent discussions havenΩǘ ǎƘƻǿƴ ŎƭŜŀǊ ƻōƧŜŎǘƛǾŜǎ ŀƴŘ ŘƛǊŜŎǘƛƻƴ ƻƴ ŘŜǾŜƭƻǇƛƴƎ 

such theme in TVET sector. Therefore, this will also open for opportunities for support from stakeholders, 

including international donors to contribute to this development theme.   

Public and Non-public TVET institutions  

Regarding TVET autonomy, though the Government also aims to grant full autonomy to TVET institutions, 

the public TVET institutions show more dependence on the central state management and support from 

donors, while non-public TVET ones need to acquire investment permission and often take full 

responsibility for financial aid. Therefore, public vocational institutions have a strong advantage as low 



The Data Collection Survey and Situation Analysis on Industrial HR Development in Vietnam (2022) 

_________________________________________________________________________________________ 

 
120 

ǘǳƛǘƛƻƴ ŦŜŜ ǘƘŀƴƪǎ ǘƻ ǎǳǇǇƻǊǘ ŦǊƻƳ ǘƘŜ ǎǘŀǘŜ Ψǎ ōǳŘƎŜǘ ŀƴŘ ƻǘƘŜǊ ǎǇƻƴǎƻǊǎ ƻǊ ƛƴǘŜǊƴŀǘƛƻƴŀƭ organizations. 

However, due to relying heavily on state capital, the investment of infrastructure is sometimes slow which 

affects the quality of training programmes. Meanwhile, non-public training providers have to recover all 

costs through tuition fees so tuition fee is a bit high. But they are able to actively manage their training 

activities and programmes such as diversifying training programs which stronger linkages to the 

requirements of labor market. Besides, non-public TVET ones usually have strong relationship with 

enterprises which create more career opportunities for trainees after graduating. 

Figure 64. Comparison between public and non-public vocational institutions 

Category 
Hanoi Vocational College of High Technology 

(Public vocational institution) 

Hanoi Institute of Technology 

(Non-public vocational institution) 

Website http://hht.edu.vn/  http://hitech.edu.vn/ 

Infrastructure Has to rely heavily on state capital, so the 

process of applying for funding also needs to 

go through many extremely complicated steps 

Technical facilities are more modern and 

spacious due to autonomous rights to make 

decisions to improve the quality of infrastructure 

Tuition fee - College system: 900,000 ς 1,300,000 

VND/month. High quality system: 1,800,000 

VND/month 

- Intermediate level: free for vocational 

training program 

5,000,000 ς 8,000,000 VND/Semester 

depending on the major. Each semester lasts 4 

months. 

Besides, learners need to pay some other fees, 

such as English training fee, books, enrollment 

ŦŜŜΧ 

Curriculum Applied in the direction of traditional training Diversified training programs and practice-

oriented learning 

Career 

opportunity 

N/A Is the vocational institution of enterprise ς FPT 

Corporation -> Career opportunities for learners 

are clearer. After training, learners have chances 

to work at the enterprise  

Enrollment 

standard 

Screening application document, academic 

records 

Screening application document, academic 

records 

2.3.4 Support situation and existing challenges from perspective of TVET Institutions 

This part focuses on presenting the findings from the survey with TVET institutions about their perception 

on prioritized issues for development and thus can reflect the demand for support in the future.  

(a) Support activities for TVET in the last 5 years 

Among 50 TVET institutions responded to the survey, 29 organizations confirmed that they have received 

certain support from international donors or government in the last 5 years. The support was mainly in 

form of assistance in facilities and equipment (97%), and capacity building for teaching staff (76%), or in 

terms of developing training programs (59%).   

For example, Ho Chi Minh City Vocational College shared that in the last 5 years, they have got support 

from DVET of improving capacity of teaching staff by sending them to study in Australia, France. 

aƻǊŜƻǾŜǊΣ Iƻ /Ƙƛ aƛƴƘ /ƛǘȅ ±ƻŎŀǘƛƻƴŀƭ /ƻƭƭŜƎŜ ǊŜŎŜƛǾŜŘ ƛƴǾŜǎǘƳŜƴǘ ŦǊƻƳ /ƛǘȅ tŜƻǇƭŜΩǎ /ƻƳƳƛǘǘŜŜ ƻŦ Iƻ 

Chi Minh City in building the second campus in Thu Duc City, handing over at the end of 2021 (23,000m2, 

http://hht.edu.vn/
http://hitech.edu.vn/


The Data Collection Survey and Situation Analysis on Industrial HR Development in Vietnam (2022) 

_________________________________________________________________________________________ 

 
121 

300 billion VND including more than 20 billion VND for equipment). This means that the TVET institutions 

seem to receive strong support directly from government bodies.  

Figure 65. Support received since the last 5 years by the surveyed TVET institutions 

 

Regarding support from JICA, during interviews with specific TVET institutions, many TVET colleges 

express high appreciation on the support of JICA for Vietnam TVET sector. The key difference of JICA 

ǎǳǇǇƻǊǘ ǇǊƻƧŜŎǘǎ ƛǎ ǘƘŜ ǇǊŜǎŜƴŎŜ ƻŦ άWL/! ŜȄǇŜǊǘǎέ ŜƴƎŀƎƛƴƎ ŘƛǊŜŎǘƭȅ ƻƴ-site of the supported organizations. 

This approach allows direct support and observation from Japanese side, which can help JICA evaluate the 

status and effectiveness of the supported projects in good timing for any necessary adjustment. It also 

creates a special bond between Japanese and Vietnamese side through direct engagement, which is 

crucial to enhance trust and sharing.  

(b) Perception of existing challenges at institution level  

When being asked about the challenges that the TVET organizations faced in order to meet with the 

current and future labor market demand122, top three challenges shared by the TVET institutions include: 

Limited collaboration in R&D and technology transfer with industry stakeholders, Lacking of ability to 

provide responsive trainings with regards to the impact of global and industrial development trends, such 

as industrial 4.0, digitalization & automation etc., and Lacking of resources and capacity to develop 

training programs that can supply human resource for emerging jobs in the future. However, almost a 

similar number of institutions also had feedback that inadequate training facilities, infrastructure and 

unfavourable social perceptions towards TVET are the critical challenges.  

  

 

122 Question: Which challenges has your organization faced in order to meet current and future labor market demand? 
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Figure 66. Perception of main challenges faced at TVET institution level 

Unit: % 100% = 50 TVET 

 

Interestingly, the TVET institutions also feel that increasing competition with other training institutions in 

TVET sector is a challenge to them, this could be seen as a positive pressure.  The connection with labor 

market, insufficient teaching staff, or ability to provide effective job placement support for graduates are 

perceived less challenging for TVET institutions.  

(c) Perception of challenges at system level  

It is also helpful to understand the prioritized sector challenges that require investment in future period 

from the perspective of TVET institutions123. The top three challenges that need prioritized investment in 

the future period include enhancing capacity for digitalization, developing high quality TVET and 

strengthening collaboration with enterprises and industry stakeholders. The key prioritized issues from 

perspective of the institutions greatly follow the strategy determined for next period 2021 -2030.  

¢ƘŜǊŜ Ƙŀǎ ōŜŜƴ ŀ ǎƭƛƎƘǘ ŘƛŦŦŜǊŜƴŎŜ ŀƳƻƴƎ ǊŜƎƛƻƴǎΦ LƴǘŜǊŜǎǘƛƴƎƭȅΣ ΨŎƻƭƭŀōƻǊŀǘƛƻƴ ǿƛǘƘ ŜƴǘŜǊǇǊƛǎŜǎ ŀƴŘ 

ƛƴŘǳǎǘǊƛŜǎΩ ƛǎ ƴƻǘ ŀ ǇǊƛƻǊƛǘȅ ƛǎǎǳŜǎ ŦƻǊ ¢±9¢ ƛƴǎǘƛǘǳǘƛƻƴǎ ƛƴ ǘƘŜ ŎŜƴǘǊŀƭ ǊŜƎƛƻƴΤ Ƙowever, it is quite consistent 

with findings from survey with companies in the central region.  This may inform us that the collaboration 

of TVET and enterprises in this region is active and effective for both sides.  

  

 

123 Question: In your opinion, what are the TOP3 important issues of TVET system should be focused by Government and Donors to give supports 
in the next 5-10 years? 
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Figure 67. Perception of TVET institutions on Top 3 sector challenges 

 

From in-depth interviews with specific TVET colleges, there have been consistent feedback about the 

prioritized issues for future development:   

¶ Digitalization capacity: it is important that TVET sector can integrate its management and training 

activities onto digital platforms. This action would improve the efficiency and productivity of TVET 

management and the quality of education and training activities as well as enrich student 

experience.  

¶ Collaboration with industry and enterprises: It is believed that close collaboration between TVET 

colleges and enterprises would bring mutual benefits for both sides as it brings together the 

supply and demand sides, thus minimizes the quality gaps between training outputs and 

enterprises demand. 

¶ Development of high quality workforce: High quality workforce is thought to be the key driver 

for improving the quality of TVET sector. Many support initiatives from the government and 

donors have been focused on tackling the capacity building for TVET teaching workforce. 

On the other hand, results also show that TVET institutions do not see their clear demand for strong 

reform in state management, in qualification frameworks, which might be already heavy in the last period. 

Besides, it may also reflect that TVET institutions do not have clear awareness about renovating 

institutional autonomy in TVET sector, as well as in research and technology transfer. However, these are 

the two new aspects in the TVET development strategy in period 2021 ς 2030. This fact indicates that 

there should be stronger effort from government and related stakeholders to clarify the actual needs from 

institutional level, as well as to communicate these two aspects more clearly towards TVET institutions.  
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2.4 The collaboration of HE and TVET institutions with enterprises  

2.4.1 Collaboration of HE with enterprises & industries 

(a) Popularity of collaboration  

Almost all HEIs participated in the survey are having collaboration with enterprise. Meanwhile, survey with 

enterprises shows lower collaboration rate with HEIs and skewed to IT, agriculture, service industry, large 

ς sized companies and center located enterprises 

Results from the survey shows that 95% of HEIs have collaboration activities with enterprise sector in 

various form of human resource development activities. Meanwhile, the among 1000 enterprises joining 

the research, only 23% said that they are having collaboration with universities. 

Figure 68. Current collaboration of enterprises with HEIs, by industry 

 

By industry, enterprises in IT (41%), agriculture (33%) and service (28%) record more collaboration in 

working with HEIs than other sectors (such as real estate, manufacturing industry). This is quite 

understandable as agriculture and service (including consulting, hospitality, logistic) requires positions 

with specialized knowledge, then collaboration with HE will be the shortest way in approaching necessary 

resources. Motivation for collaboration with HEIs becomes more serious and popular in IT industry (41%) 

than the average (23%). A significant shortage of human resources in IT is noticed from voices of many 

companies varied from local to international, big to small and in all locations. Even some enterprises 

outside of the industry also share difficulties in recruiting IT position in their company in an in-depth 

interview.   

άhǳǊ ŎƻƳǇŀƴȅ is collaborating strongly with educational organizations of hospitality as you know the 

industry needs specialized knowledge. There are a lot of activities including receiving internship, organizing 

hotel tour, holding practical knowledge sharing sessions for students, etc. All is for sourcing candidates and 

ōǳƛƭŘƛƴƎ ŎƻƳǇŀƴȅ ōǊŀƴŘ ƛƴ ǊŜŎǊǳƛǘƳŜƴǘ ŦƻǊ ŦǳǘǳǊŜ ǊŜŎǊǳƛǘƳŜƴǘ ǇǳǊǇƻǎŜΦέ _ HR, Service, Northern company. 

 άL ǘƘƛƴƪ ŀƭl companies in IT industry face difficulty in recruitment due to shortage of supply. We need to 

cooperate with educational organizations more closely and more intensively to expose our brand name and 

ǎƻǳǊŎƛƴƎ ŎŀƴŘƛŘŀǘŜǎ ŦƻǊ ŦǳǘǳǊŜ ǊŜŎǊǳƛǘƳŜƴǘΦέ ψ HR, IT, Northern company. 
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Regarding location, it seems that in the central region, the collaboration between companies and HE is 

more popular than in the north and the south. Statistic records 30% enterprises in the center have 

collaboration with HE compared with 25% in the north and 17% in the south. This mainly inversely 

proportional to the size and the dynamic of the market, of which the center of Vietnam is considerably 

staying behind the north and the south. 

άL Řƻ ƘŀǾŜ ǊŜƭŀǘƛƻƴǎƘƛǇ ǿƛǘƘ ŘƛŦŦŜǊŜƴǘ ŎƻƭƭŜƎŜǎ ǊŜƭŀǘed to forestry and agriculture in HR activities such as 

ǊŜŎŜƛǾƛƴƎ ƛƴǘŜǊƴǎƘƛǇ ƻǊ ǇǊŀŎǘƛŎŀƭ ǘƻǳǊǎΧΦέ ψ HR, Industry, Central region company 

And the larger the company size, the more popular of collaboration with educational organizations. This 

seems being obvious thanks for more demand in quantity and position in big size company  

(b) HEIs ς Enterprises collaboration activities  

Collaboration activities between enterprises and HEIs are various, but focus primarily on top 3 activities 

recruitment purpose, internship & field-practice opportunities for students and knowledge & experience 

sharing or lecturing. HEIs mainly want to improve practical knowledge for their students as well as prove 

for effectiveness of study programs via employment rate after graduation. Meanwhile, the ultimate goal 

of enterprise is to recruit candidates with reasonable budget investment.  

Figure 69. Current collaboration activities between enterprises and HEIs 

 

Generally, popular collaboration activities with HEIs mainly are providing internship, field-practice 

opportunities for students (80%), recruitment purpose (75%) and knowledge & experience sharing or 

giving lectures for students (56%) thanks for visible and measurable results, easy and less time 

consumption in organizing activities. On the other hand, these activities also can show benefits in building 

strong and positive image for company brand in the industry to target human resource with reasonable 

investment on budget. 

άOur companies usually collaborate with HE for recruitment purpose such as joining job fair or posting 

recruitment ads on site. Recently, because of the Covid-19 pandemic, we can not join direct onsite activities 
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any more. Hence, we try more online activities such as organizing online seminar and lectures to share 

practical knowledge and experience, and receive warm welcome by students and the educational 

organizations. We dedicate only ƻǳǊ ƳŀƴŀƎŜǊǎΩ time and effort in preparation, no additƛƻƴŀƭ ŜȄǇŜƴǎŜǎέ _ 

HR, Manufacturing, Northern company 

The same three activities are popular among more than 90% surveyed HEIs. Regarding Internship and 

field-practice opportunities for students, many HEIs have developed a database and network of 

enterprises to send their students for internship and learning activities. As a compulsory requirement by 

all HE programs, students need to finish some internship program as a condition for graduation. Some HE 

programs even require two intership programs in which: the first one is often in the second year of the 

study for the students to observe and learn about the general working environment and developing 

professional working attitude; the second one often occurs at the end of the program when students will 

learn how to apply their knowledge into real work and be prepared for graduation. In terms of knowledge 

and exprience sharing or lecturing: it is an increasing trend in HEIs that students can learn not only the 

theory from lecturers but also need to learn from industry expert and pratitioners with hand-on exprience 

and updated understanding about the industry and the market. Therefore, the form of visiting lecturers 

or guest speakers has become popular throughout an HE program. Regarding recruitment purpose, 

employment rate after graduation is one of the indicators to evaluate a study program. All studied HEIs 

mentioned that they have activities to support students to secure a job upon graduation, including 

partnering enterprise database, direct referal and holding job fairs. In case of high ranking universities, 

some enterprises even need to proactively approach those HEIs to attract fresh graduate talents though 

recruitment and trainee programs. 

HEIs are more welcome other collaboration activities which required more budget and effort from both 

sides, but enterprises do not show high intention 

These less popular activities are granting scholarships, technology transfer or R&D cooperation, training 

services for enterprises human resource, facilities/infrastructure development of educational 

ƻǊƎŀƴƛȊŀǘƛƻƴǎ ŀƴŘ ǘǊŀƛƴƛƴƎ ōȅ ōǳǎƛƴŜǎǎΩǎ ƻǊŘŜǊΦ  In which, granting scholarship is the most preferable from 

both enterprises and HEIs sides, because it is not only quick, and less effort consumed but also easy to 

build positive image for the company brand.  Moreover, this is beneficial for students in HEIs not only for 

having financial aid to help with tuition fee but also highlight notable academic achievement. Meanwhile, 

training by business's order124 is uncommon in cooperation with HEIs because this would require much 

investment on budget, efforts on time and personnel for negotiating and designing the order while 

demand for recruiting staff stay at reasonable quantity. Hence, this activity is perceived to be suitable only 

for the enterprises that require stably large quantity of recruitment. 

 

124 Ψ¢ǊŀƛƴƛƴƎ ōȅ ōǳǎƛƴŜǎǎΩǎ ƻǊŘŜǊΩ ƳŜŀƴǎ ǎƛǘǳŀǘƛƻƴ ǘƘŀǘ ŀ ŎƻƳǇŀƴȅ ƻǊŘŜǊ ǎǇŜŎƛŦƛŎ I9L ƻǊ ¢±9¢L ǘƻ ǊŜŎǊǳƛǘ ŀƴŘ ǘǊŀƛƴ for certain amount of future 
ƭŀōƻǊŜǊǎ ōŀǎŜŘ ƻƴ  ǎŎŀƭŜ ŀƴŘ ǉǳŀƭƛǘȅ ŘŜƳŀƴŘ ƻŦ ǘƘŜ ŎƻƳǇŀƴȅΦ aŜŀƴǿƘƛƭŜΣ Ψ¢ǊŀƛƴƛƴƎ ǎŜǊǾƛŎŜ ŦƻǊ IwΩ ƳŜŀƴǎ ǎƛǘǳŀǘƛƻƴ ǘƘŀǘ ŀ ŎƻƳǇŀny hire specific 
HEI or TVETI to conduct training (in-house training) for existing staff of the company. 
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άL ƘŜŀǊŘ ŀōƻǳǘ ǘƘƛǎ ǘȅǇŜ ƻŦ ŎƻƭƭŀōƻǊŀǘƛƻƴ ŀŎǘƛǾƛǘȅΣ ōǳǘ Ƴŀƛƴƭȅ ǿƛǘƘ ¢±9¢Φ L ƘŀǾŜ ƴƻǘ ǎŜŜƴ ƳǳŎƘ ǘƘƛǎ ŦƻǊƳ ǿƛǘƘ 

HEIs. Also, I think only big company with strong investment on budget and personnel and have stable demand 

ŦƻǊ ǊŜŎǊǳƛǘƳŜƴǘ ƭƛƪŜ {ŀƳǎǳƴƎ Ŏŀƴ ŘƻΦέ ψ HR, Manufacturing, Northern company 

Collaboration activities having potential to generate revenue are of interest by HEIs. These include R&D 

ŀƴŘ ǘŜŎƘƴƻƭƻƎȅ ǘǊŀƴǎŦŜǊΤ ǘǊŀƛƴƛƴƎ ōȅ ŜƴǘŜǊǇǊƛǎŜǎΩ ƻǊŘŜǊ ŀƴŘ ƻǘƘŜǊ ǘǊŀƛƴƛƴƎ ŦƻǊ ŜƴǘŜǊǇǊƛǎŜǎΩ IwΦ IƛƎƘ ǊŀƴƪƛƴƎ 

HEIs in their field have more advantages in expanding these forms of collaboration.  

In case of Can Tho University, the strong connection with enterprise sector and local government has 

brought the university the advanatage in collaboration for research and technology transfer. Many local 

companies in the Mekong Delta region or prospective investors have chosen Can Tho University to 

conduct research or develop new technology-based products to help them improve their production 

outputs, redesign or modify products/ services to better serve the local target market, or make strategic 

investment or business decision. In Industrial University of HCMC, all research projects of lecturers are 

oriented towards technology transfer to enterprises, commit to enterprises on the output products. Every 

year, there are about 200 research projects, often combining output with enterprises and many other 

projects, and enterprises act as counterpart units of the University to request and provide financial aids. 

In Foreign Trade University, the university has a unit to provide various services to enterprises, ranging 

from training courses to research and consulting projects. 

(c) Intention for future collaboration between HEIs and enterprises  

Generally, there has been high satisfaction from both sides about collaboration  

Generally, both HEIs and enterprises having collaboration are satisfying with current activities results.  

[ƻǿ ǇŜǊŎŜƴǘŀƎŜǎ ƻŦ ŘƛǎǎŀǘƛǎŦŀŎǘƛƻƴ ŦǊƻƳ ŜƴǘŜǊǇǊƛǎŜǎΩ ƻǇƛƴƛƻƴ ǘƻǿŀǊŘ ǘƘŜ ŎƻƭƭŀōƻǊŀǘƛƻƴ ǿƛǘƘ I9 όн҈ύΦ 

Average satisfaction score archive 3.6 point out of 5 in total and being similar across all different groups 

of industry, location, company labor size, and company origin. Meanwhile only 4% of HEIs share 

dissatisfaction toward the collaboration with enterprises. 

ά/ƻƭƭŀōƻǊŀǘƛƻƴ ǿƛǘƘ I9 ƻǊ ¢±9¢ ƛƴ ǊŜŎǊǳƛǘƛƴƎ ƘǳƳŀƴ ǊŜǎƻǳǊŎŜ ƛǎ ǉǳƛǘŜ ŜŦŦŜŎǘƛǾŜ ŀƴŘ ǎƘƻǊǘŜǎǘ ǿŀȅ ƛƴ 

approaching the right target labor including office staff and workers. We like the active and well ς arranged 

ŎƻƭƭŀōƻǊŀǘƛƻƴ ŦǊƻƳ ǎƻƳŜ ƭŜŀŘƛƴƎ ¢±9¢ǎ ƛƴ ǘƻǿƴέ ψ HR, Service, Northern company 
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High intention for future collaboration between enterprises and HEIs across all groups of location, industry, 

company labor size and origin; continuously skewed to IT, agriculture, service industry and big sized 

company 

Figure 70. Intention for future collaboration with HEIs of enterprises, by industry 

 

In the future, many companies show high intention, eagerness, and enthusiasm to cooperate with HEIs in 

related IHRD activities. 63% respondents want to cooperate with HE in near future. Statistic again proof 

for stronger wills in IT (80%), agriculture (69%) and service (68%) compared with other industries, in large 

size companies (80%) rather than in medium (54%) and small ones (52%).  

Both sides expect more complex & customized collaboration ŀŎǘƛǾƛǘƛŜǎ ǎǳŎƘ ŀǎ ǘǊŀƛƴƛƴƎ ŦƻǊ ōǳǎƛƴŜǎǎΩǎ ƻǊŘŜǊ 

and technology transfer  

Figure 71. Expectation on future collaboration activities between HEIs and enterprises 

 

Lƴ ŦǳǘǳǊŜ ŎƻƭƭŀōƻǊŀǘƛƻƴ ǿƛǘƘ I9Lǎ ŦǊƻƳ ŜƴǘŜǊǇǊƛǎŜǎΩ ƻǇƛƴƛƻƴΣ ǘƘŜ Ƴƻǎǘ ǘǿƻ ŎƻƳƳƻƴ ŀŎǘƛǾƛǘƛŜǎ ƛƴŎƭǳŘƛƴƎ 

providing internship, field-practice opportunities (59%) and recruitment purpose (57%) still take lead 

compared with other activities. Knowledge & experieƴŎŜ ǎƘŀǊƛƴƎ ƻǊ ƎƛǾƛƴƎ ƭŜŎǘǳǊŜǎ ŦƻǊ ǎǘǳŘŜƴǘǎΩ ŀŎǘƛǾƛǘȅ 

also noticed a down trend (from 58% currently to 44% in future). It can be seen that enterprises tend to 
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decrease those direct popular activities to more complex & customized activities including technology 

ǘǊŀƴǎŦŜǊ wϧ5 ŎƻƻǇŜǊŀǘƛƻƴ όƛƴŎǊŜŀǎŜ ŦǊƻƳ пп҈ ŎǳǊǊŜƴǘƭȅ ǘƻ пт҈ ƛƴ ŦǳǘǳǊŜύ ŀƴŘ ǘǊŀƛƴƛƴƎ ōȅ ōǳǎƛƴŜǎǎΩǎ ƻǊŘŜǊ 

(6% currently to 44% in future). 

CǊƻƳ I9LǎΩ ŜȄǇŜŎǘŀǘƛƻƴǎΣ ƛǘ ƛǎ ƴƻǘƛŎŜŘ ǘƘŜ ǎƛƳƛƭŀǊ ŜȄǇŜŎǘŀǘƛƻƴ ŦƻǊ ŦǳǘǳǊŜ ŀŎǘƛǾƛǘƛŜǎ ŎƻƳǇŀǊŜŘ ǿƛǘƘ ǎǳŎƘ ŦǊƻƳ 

enterprises. There is expected an increase in future collaboration for complex & customized activities such 

as training for businessŜǎΩ order (from 45% currently to 84% in future), technology transfer and R&D (from 

74% currently to 84% in future). However, many HEIs does not expect for a significant down trend for 

collaboration by current popular activities such as internship, field-practice opportunities for students, 

knowledge & experience sharing or lecturing, and recruitment purposes. 

(d) Situation of JapanŜǎŜ ŜƴǘŜǊǇǊƛǎŜǎΩ ŎƻƭƭŀōƻǊŀǘƛƻƴ ǿƛǘƘ I9Lǎ  

Among the surveyed Japanese enterprises, it is recorded a lower collaboration rate with HEIs for HRD 

activities (16%) than the average (23%). Many companies do not find impressive benefit in cooperation 

while current recruitment activities go smoothly by referrals or recruitment advertisement on different 

channels. Top 3 collaboration activities are following the common including: internship & field-practice 

opportunities for students (84%), recruitment purpose (80%), and knowledge & experience sharing or 

lecturing (47%).  

ά.ŀǎƛŎ ǊŜŎǊǳƛǘƳŜƴǘ ŀŎǘƛǾƛǘƛŜǎ ǎǳŎƘ ŀǎ ǇƻǎǘƛƴƎ ǊŜŎǊǳƛǘƳŜƴǘ ŀŘǎ ƻǊ ƎŜǘǘƛƴƎ ǊŜŦŜǊǊŀƭǎ ŦǊƻƳ ƴŜǘǿƻǊƪ ŀǊŜ ƎƻƻŘ 

ŜƴƻǳƎƘ ŀƴŘ ƳŜŜǘ ǘƘŜ ŎƻƳǇŀƴȅΩǎ ŘŜƳŀƴŘΦ ¢ƘŜǊŜ ƛǎ ƭƻǿŜǊ ǇǊƛƻǊƛǘȅ ŦƻǊ ŎƻƭƭŀōƻǊŀǘƛƴƎ ǎǘǊƻƴƎƭȅ ǿƛǘh educational 

ƻǊƎŀƴƛȊŀǘƛƻƴǎ ƛƴ ǎƘƻǊǘΦέ _ HR, Industry, Japanese Northern company 

CǊƻƳ I9LǎΩ ǇŜǊǎǇŜŎǘƛǾŜΣ ŀƭƳƻǎǘ shared positive feedback on collaboration with Japanese enterprises. 

Some challenges may exist due to language barrier or the ǇŜǊŎŜǇǘƛƻƴ ǘƘŀǘ WŀǇŀƴŜǎŜ ŜƴǘŜǊǇǊƛǎŜǎΩ ǿƻǊƪƛƴƎ 

manner is less flexible and thus it normally takes longer time or more complicated procedures for setting 

the collaboration. However, such issues are considered as very minor concerns.  

The intention for future collaboration with HEIs from Japanese enterprises is high. When being asked for 

future intention for collaborating with HEIs, 73% Japanese enterprise show enthusiasm in having 

collaboration with HEIs in near future, 4 times higher than the current collaboration rate (only at 16%). 

Regarding future collaboration activities, the feedback is similar to other enterprises. Japanese enterprises 

also want to have more complex & customized collaboration, such as technology transfer, R&D and 

training by businessŜǎΩ order.  
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2.4.2 Collaboration of TVET with enterprises 

(a) Popularity of collaboration  

Almost all TVET institutions are active in collaboration with enterprises, but from the side of enterprises, 

collaboration with TVET is much less popular and skewed to service, large ς sized companies  

Results show that 94% of TVET institutions have collaboration activities with enterprise sector. 

Meanwhile, only 12% of 1000 enterprises joining the research respond that they are having collaboration 

with TVET. It seems that in the central region, the collaboration between companies and TVET is more 

popular, as the result records 22% enterprises in the central provinces having collaboration with TVET 

compared to 11% in the north and 9% in the south. 

Figure 72. Current collaboration of enterprises with TVET, by industry  

         

 

(b) TVET ς Enterprises collaboration activities  

Collaboration activities with TVET colleges are mainly for the demand of recruiting workers 

Generally, popular collaboration activities mainly are recruitment purpose (70%), providing internship, 

field-practice opportunities for students (64%), training service for HR (55%), and knowledge & experience 

sharing (49%) thanks for visible and measurable results, easy and less time consumption in organizing 

ŀŎǘƛǾƛǘƛŜǎΦ LƴǘŜǊŜǎǘƛƴƎƭȅΣ ǘǊŀƛƴƛƴƎ ōȅ ōǳǎƛƴŜǎǎΩǎ ƻǊŘŜǊ ŀƭso considerably popular amongst current 

collaboration activities with TVET (40%). 
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Figure 73. Current collaboration activities between enterprises and TVET 

 

By nature, TVET schools need to focus heavily on practicing for students. Therefore, the collaboration with 

enterprises is essential. A TVET institution cannot afford investing in all technology and equipment for the 

practice activities of its teaching program. Sending students to enterprises is the best way to provide 

students with up-to-date knowledge and skills as well as practicing opportunities. Students can also learn 

about real working environment and how a business unit operates. 

Moreover, not only students but TVET teachers are also required to work in an enterprise for 4 weeks per 

year as a way of enhancing knowledge and teaching capacity.  Therefore, the collaboration with enterprise 

sector is also expanded to sending teaching staff to enterprises. During this time, the TVET lecturers can 

update their knowledge about the industry, the new technology, which in return will help them refresh 

and enrich their teaching content and design.  

According to the handbook in cooperation between enterprises and TVETIs published by DVET, the 

cooperation between TVETIs and enterprises is facing limitations in terms of perception, resources and 

expectation gap in training outputs, which make enterprise less consider to join hand with TVETIs. 
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Figure 74. Difficulties in cooperation between enterprises and TVETIs 

Difficulty Enterprises TVET 

Limited perception 

of collaboration 
¶ Reluctance to change; 

¶ Have prejudice that the training 

system is very complicated and 

difficult to connect 

¶ Reluctance to change; 

¶ Enterprises ƘŀǾŜƴΩǘ ǎŜŜƴ ǘƘŜ 

benefits of cooperation thus no 

interest in collaboration with TVET 

Limited resources 

for collaboration 
¶ Financial constraints while 

collaboration takes time to be 

effective 

¶ Small and medium-sized 

companies often prioritize short-

term goals (work effectiveness) 

instead of spending resource for 

long-term goal (such as 

developing future HR from 

collaboration with TVET 

¶ Time, cost and effort required to 

build strong relationships, cannot 

be effective immediately 

¶ Small & medium-scale TVEITs do not 

spend enough resource for building 

long-term relationship with 

enterprises, because they need to 

prioritize operating existing training 

courses (short-term issues) 

¶ Difficulties in choosing the right 

partners 

Existing gap 

between training 

requirements and 

output 

¶ Lack of confidence in the training 

system, consider training content 

in TVET is not effective and not 

linked with the actual 

requirement of enterprises 

¶ /ŀƴƴƻǘ ƳŜŜǘ ŜƴǘŜǊǇǊƛǎŜǎΩ 

requirement in providing training 

service for HR of enterprises since 

it's not effective to organize training 

for too few number of learners 

¶ Difficulties in identifying skills needs 

and accessing technology due to 

limited number of enterprises in the 

same field of training with TVET, or 

enterprises are too small with 

backward technology 

Source: Handbook to connect vocational training institutions with enterprises, co-developed by DVET and project 

"Reform TVET in Vietnam" (GIZ)125  

(c) Intention for future collaboration between TVET institution with enterprises  

TVET-Enterprises collaboration is more perceived to bring benefit for TVET than to enterprises, thus the 

willingness for collaboration from enterprises is limited 

Many TVET schools believe that enterprises can contribute to the development of high-skilled technical 

workforce by participating more actively in sharing knowledge through the form of visiting lecturing. It 

would be valuable if enterprises can send their representatives to school and participating in the 

knowledge sharing of the training activities or providing more fieldtrip activities for students and TVET 

 

125 Vietnamese document: https://daotaocq.gdnn.gov.vn/cam-nang-gan-ket-co-so-giao-duc-nghe-nghiep-voi-doanh-nghiep/  

https://daotaocq.gdnn.gov.vn/cam-nang-gan-ket-co-so-giao-duc-nghe-nghiep-voi-doanh-nghiep/
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lecturer to learn through on-site observation and practice.  

However, not many enterprises provide this support, and not many enterprises show willingness for such 

support. The TVETIs perceive that most enterprises see this form of collaboration is a one-way support 

instead of perceiving it as a mutual benefit. In fact, the companies really concern for the inefficiency in 

terms of time and material, equipment usage when receiving internship from TVET institutions. Unlike 

some developed countries when supporting vocational interns is perceived as common code of conduct 

for businesses, in Vietnam, enterprises, especially Vietnamese ones, do not pay positive attention to this 

collaboration. Meanwhile, there has not been a clear legal framework that specify responsibilities as well 

as benefit for businesses to actively take part in vocational education.  

However, among enterprises that are currently having collaboration with TVET institutions, evaluation of 

ŜƴǘŜǊǇǊƛǎŜǎΩ ǎŀǘƛǎŦŀŎǘƛƻƴ ƛǎ ƘƛƎƘΤ ǎƛƳƛƭŀǊ ƘƛƎƘ ǎŀǘƛǎŦŀŎǘƛƻƴ ƛǎ ǊŜŎƻǊŘŜŘ ŦǊƻƳ ¢±9¢ ǇŜǊǎǇŜŎǘƛǾŜ 

Generally, both TVET and enterprises who are having collaboration are satisfying with current activities 

ǊŜǎǳƭǘǎΦ  [ƻǿ ǇŜǊŎŜƴǘŀƎŜǎ ƻŦ ŘƛǎǎŀǘƛǎŦŀŎǘƛƻƴ ŦǊƻƳ ŜƴǘŜǊǇǊƛǎŜǎΩ ƻǇƛƴƛƻƴ ǘƻǿŀǊŘ ǘƘŜ ŎƻƭƭŀōƻǊŀǘƛƻƴ ǿƛǘƘ ¢±9¢ 

(6%). Average satisfaction score archive 3.7 point out of 5 in total and being similar across all different 

groups of industry, location, company labor size, and company origin. 

άIƻƴŜǎǘƭȅΣ L ŎƻƴǘŀŎǘŜŘ ŘƛŦŦŜǊŜƴǘ ¢±9¢ǎ ƴŜŀǊ ƻǳǊ ŎƻƳǇŀƴȅ ƛƴ .ƛƴƘ 5ǳƻƴƎΦ !ƴŘ L ƘƛƎƘƭȅ ŀǇǇǊŜŎƛŀǘŜ ǘƘŜ ŀŎǘƛǾŜ 

and great support from only one TVET. I believe this should be the leading TVET in town. The TVET was very 

supportive leading an effective collaboration. We save lots of effort and time in recruiting workers.έ ψ HR, 

Industry, Southern company 

High intention for future collaboration between enterprises and TVET college across all groups; especially 

in agriculture, manufacturing and big sized company 

Figure 75. 9ƴǘŜǊǇǊƛǎŜǎΩ intention for future collaboration with TVET 
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aƻǊŜ ǎŜƭŜŎǘƛǾŜ ŀƴŘ ŎŀǊŜŦǳƭ ƛƴ ŦǳǘǳǊŜ ŎƻƭƭŀōƻǊŀǘƛƻƴ ŀŎǘƛǾƛǘƛŜǎ ǿƛǘƘ ¢±9¢ ŦǊƻƳ ŜƴǘŜǊǇǊƛǎŜΩǎ ƻǇƛƴƛƻƴΦ 

Meanwhile, TVET institutions are open for all type of collaboration 

Figure 76. Expectation for future collaboration activities between enterprises and TVET 

 

Regarding collaboration with TVET in future, enterprises seem being more selective in activities for 

collaboration, not doing as many as possible as currently. On the average, each company having 

collaboration tend to implement about 3 activities with TVET in near future; compared with about 4 

activities currently. Top popular activities for collaboration still are recruitment purpose (50%), internship 

field practice opportunities (45%), training by businessesΩ ƻǊŘŜǊ όоф҈ύ ŀƴŘ ǘǊŀƛƴƛƴƎ ŦƻǊ Iw όот҈ύΦ 

(d) Collaboration between Japanese enterprises and TVET institutions 

The ratio of collaboration between Japanese enterprises and TVET currently is 7%, lower than average 

(12%). However, there is an impressive increase in willingness, about 50% of Japanese enterprises having 

intention to collaborate with TVETIs in the next 5 to 10 years.  

Currently, top collaboration activities are following the common including: internship & field-practice 

opportunities for students, recruitment purpose, and knowledge & experience sharing or lecturing, and 

training service for HR.  In terms of future expectation for collaborations with TVET, there is no difference 

between Japanese enterprises with other enterprises.  

From TVETLǎΩ points of view, as there are many Japanese enterprises in Vietnam from the technical and 

engineering fields, TVET institutions have high demand to strengthen the collaboration Japanese 

companies. The interviewed TVETIs have established some level of collaboration with Japanese 

enterprises in the nearby areas, from which students and lecturers can organize field-trips to observe or 

practice and with positive feedback from the TVETIs. It is recorded that Japanese enterprises also provide 

paid internship opportunities or scholarship for gifted students. Many of these support would later result 

in official recruitment upon graduation.  
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(d) Government support for  industry -TVET collaboration cooperation  

Engagement with businesses is identified as one of the most important solutions to innovate and improve 

the quality of TVET, the Government stakeholders have engaged in support activities to activities to 

enhance the linkage between businesses and vocational training system Directive No. 24/CT-TTg dated 

May 28, 2020 of the Prime Minister on promoting skilled workforce development to contribute to 

ƛƳǇǊƻǾŜƳŜƴǘ ƻŦ ǇǊƻŘǳŎǘƛǾƛǘȅ ŀƴŘ ƴŀǘƛƻƴŀƭ ŎƻƳǇŜǘƛǘƛǾŜƴŜǎǎ ƛƴ ƴŜǿ ǎƛǘǳŀǘƛƻƴ Ƙŀǎ ŀŦŦƛǊƳŜŘΥ ά{ǘǊŜƴƎǘƘŜƴƛƴƎ 

the development of skilled workforce, thereby improving labor productivity and national competitiveness 

in the new situation. 

With regard to policy framework, Article 18 of the Law on Vocational Education 2014 and Article 42 of 

Decree 15/2019/ND-CP regulate the άǊƛƎƘǘǎέ ŀƴŘ άǊŜǎǇƻƴǎƛōƛƭƛǘƛŜǎέ of enterprises to involve in TVET 

activities. However, without any specific incentive or compulsory regulations for companies, these 

documents mainly serve as a base for enterprises to recognize various way to take part in or collaborate 

with TVET sector, but not truly as encouragement policies.  

Some other related documents seem regulating incentives to ŜƴŎƻǳǊŀƎŜ ŜƴǘŜǊǇǊƛǎŜǎΩ ǇŀǊǘƛŎƛǇŀǘƛƻƴ ƛƴ 

TVET: such as tax incentives for enterprises when participating in training activities126, business investment 

conditions and administrative procedures in the field of TVET. However, stakeholders also feedback that 

encouragement policies are not practical enough. For example, the regulation on tax incentives is for 

training activities for employees recruited to work for enterprises but not specify for the participation of 

enterprises in vocational education activities (at all levels from elementary, intermediate to college). 

Vocational training for employees recruited to work for enterprises is understood as training activities for 

enterprises' own employees (only training at the elementary level for short-term training and retraining), 

and thus this regulation does not practically encourage enterprises to really take part in collaboration with 

TVETIs.  

At practical collaboration level, MOLISA issued a master plan to organize annual business engagement 

activities (2018 - 2020), in collaboration with the Vietnam Chamber of Commerce and Industry (VCCI) to 

set up ά¢ƘŜ ǿƻǊƪƛƴƎ ƎǊƻǳǇ ǘƻ ƭƛƴƪ ǾƻŎŀǘƛƻƴŀƭ ŜŘǳŎŀǘƛƻƴ ǿƛǘƘ ǘƘŜ ƭŀōƻǊ ƳŀǊƪŜǘ ŀƴŘ ŘŜŎŜƴǘ ǿƻǊƪέ ƛƴ нлмуΦ 

The group consists of representatives from different parties like DVET (MOLISA) as the host, the Bureau 

ŦƻǊ 9ƳǇƭƻȅŜǊΩǎ ŀŎǘƛǾƛǘƛŜǎ ƛƴ ±ƛŜǘƴŀƳ under VCCI, other departments within MOLISA include the 

Department of Employment (DOE), the Department of Overseas Labor (DOLAB), the Department of 

Industrial Relations and Wage, and representatives of vocational schools and enterprises. The working 

group has responsibility to promote cooperation programs with professional/industrial associations and 

businesses, in order to enhance the linkage of TVET with the labor market.   

 

126 Regarding the corporate income tax (CIT) incentive policy: the Law on CIT stipulates that incomes exempt from tax for vocational training 
activities include: Income from vocational training activities exclusively for ethnic minority people, people with disabilities,children in extremely 
difficult circumstances, subjects of social evils, people undergoing detoxification, people after detoxification, people living with HIV/AIDS. 
Article 9 of the Law on CIT stipulates that expenditures on vocational education activities are deductible when determining enterprise income. 
For all enterprises of all economic sectors that incur expenses for vocational education activities for employees, they shall be included in the 
deductible expenses when calculating CIT. 



The Data Collection Survey and Situation Analysis on Industrial HR Development in Vietnam (2022) 

_________________________________________________________________________________________ 

 
136 

There are activities such as guiding vocational schools to engage with enterprises, proposing engagement 

model. For examples, cooperation programs have been promoted and signed with VCCI, associations, 

foreign and domestic corporations and enterprises like Samsung, Denso, Vingroup, Trung Nguyen, FLC, 

Vietjet, Sun Group, BIM, Mat Bao BPO, etc. as a basis for TVET institutes to promote cooperation with 

businesses. Besides, the role of enterprises in TVET is also promoted, enterprises actively participated in 

the establishment and issuance of 180 output standards127 of 90 key occupations in 2020. Public-private 

partnership (PPP) in TVET, vocational training under contract/order of enterprises are also promoted.  

In terms of cooperation with foreign donors, projects to support activities related to business engagement 

and solutions on effective linkages between schools and businesses are promoted. ODA projects have 

been designed to cover support on cooperation between businesses and TVETIs. Multi-stakeholder 

models such as Quality Advisory Board at vocational school or Vocational Training Advisory Board at 

Industrial sector are piloted, as being presented in the next parts.  

(e) Multi-stakeholder collaboration model - Role of industry association, enterprise associations  

±ƛŜǘƴŀƳΩǎ /ƘŀƳōŜǊ ƻŦ /ƻƳƳŜǊŎŜ ŀƴŘ LƴŘǳǎǘǊȅ ό±//Lύ ƛǎ ŀƴ ƻǊƎŀƴƛȊŀǘƛƻƴ ǊŜǇǊŜǎŜƴǘƛƴƎ ǘƘŜ ŜƳǇƭƻȅŜǊǎ ƛƴ 

Vietnam, its agency - The Bureau for Employer's Activities (BEA/VCCI) specializing in activities relating to 

labor relations in Vietnam. The agency signed Cooperation agreement with DVET in strengthening the 

connection between businesses and vocational education institutions in 2017 and has proactively 

participated in related activities in the recent years. For example, VCCI has coordinated with DVET to 

promote  communication about responsibilities and rights of businesses when participating in TVET 

activities. Besides, VCCI coordinated with DVET and DOLISA to organize seminars, workshops, and forum, 

and to implement pilot programs to improve vocational training through promoting cooperation between 

schools and businesses. Among those activities, some notable programs are:  

(1) Launching of the first provincial coordination committee on cooperation between businesses and 

schools in training and recruitment in Vinh Phuc in 2019 with the support of Confederation of Norwegian 

Enterprises (NHO):  The Committee has participation of the vice president of Vinh Phuc as the Head of the 

committee, representatives from other provincial government agencies, 5 vocational schools and 5 

enterprises128 and Vinh Phuc Business Association as the standing agency. In this program, VCCI aims to 

accompany enterprises to build mechanisms and policies to link businesses career with the school; at the 

same time, support enterprises to build models, curriculum of lectures to attract cooperation from 

schools. 129 In the future, BEA/VCCI plans to consult and support to set up the Automotive Technology 

Quality Advisory Board in the context of the developing automotive industry in Vinh Phuc. 

(2) Launching of the Quality Advisory Board in Dong Nai High-Tech Vocational College with support of 

Confederation of Norwegian Enterprise (NHO):  In 2012, the College established the Automotive Quality 

 

127 - See explanation in list of  terminology for chapter 2 (Appendix 1) 
128 - 5 enterprises including: TOYOTA Vietnam, COSMOS Technology, PRIME GROUP, Piaggio Vietnam, Vietnam Precision Mechanics No.1 with 
05 vocational training institutions including: Vinh Phuc Technology - Economic College, Vinh Phuc Vocational College, Viet Xo College No. 1, 
College of Agricultural Mechanics, Phuc Yen College of Industry and Commerce 
129 - BEA/VCCI - https://beavccivietnam.com.vn/en/detail.asp?id=13509  

https://beavccivietnam.com.vn/en/detail.asp?id=13509
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Advisory Board, including teachers of the VETs and technical experts from Toyota Bien Hoa, Ford, Hyundai 

Do Thanh, and Chu Lai - Truong Hai Vocational College. In 2013, the Advisory Board on Quality of Kitchen 

- Restaurant profession was established with the participation of Saigon Tourist School, Rex Hotel, 

Riverside Renaissance Hotel and Pandanus Resort. This is an industry-led model with participation of 

different stakeholders as shown in the chart below 

Figure 77. Collaboration model at TVET school level: Quality Advisory Board 

 

(3) Piloting the Training Advisory Board in logistics sector in coordination with Aus4skills: In 2017, the 
Board is set up on the basis of the Australian Logistics Industry Reference Council (LIRC) model, with an 
aim to strengthen the linkage between schools, businesses and state management agencies in developing 
vocational education system in the transport and logistics sector. Through this program, vocational 
occupation standards and vocational skills standards have been developed and applied in practice at 
enterprises for recruiting & assessing job performance, and by VETs as standards of training students.130  

  

 

130 VCCI - https://vcci-hcm.org.vn/tin-tuc/tin-hoat-dong-vcci-hcm/dien-dan-quoc-gia-nang-tam-ky-nang-lao-dong-viet-nam-doanh-nghiep-
dong-hanh-doi-moi-va-nang-cao-chat-luong-giao-duc-nghe-nghiep/25651/  

https://vcci-hcm.org.vn/tin-tuc/tin-hoat-dong-vcci-hcm/dien-dan-quoc-gia-nang-tam-ky-nang-lao-dong-viet-nam-doanh-nghiep-dong-hanh-doi-moi-va-nang-cao-chat-luong-giao-duc-nghe-nghiep/25651/
https://vcci-hcm.org.vn/tin-tuc/tin-hoat-dong-vcci-hcm/dien-dan-quoc-gia-nang-tam-ky-nang-lao-dong-viet-nam-doanh-nghiep-dong-hanh-doi-moi-va-nang-cao-chat-luong-giao-duc-nghe-nghiep/25651/
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Figure 78. Collaboration model at industry level: Logistic vocational training advisory board 

 

Competency-based training and assessment (CBTA) approach has been applied to increase capacity for 
participating teachers and trainers. The program has been piloted in Dong Nai, HCMC and Vung Tau. In 
the next period to 2025, this program will be extended to the north in Hai Phong and Dien Bien.  
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CHAPTER 3. THE DEMAND OF HUMAN RESOURCE FROM ENTERPRISE SECTOR 

Research Methodology 

Research methodology 

This Chapter is created based on analysis fieldwork result from (1) Online quantitative survey (mass 

survey) and (2) In-depth interview with enterprises (IDI) 

Understanding quota  

Size definition ¶ Small-sized enterprises:  0 ς 50 employees 

¶ Medium-sized enterprises: 51 ς 100 employees 

¶ Large-sized enterprises: > 100 employees 

Location definition ¶ The Northern/North: from Ha Giang to Ninh Binh province 

¶ The Central/Center: from Thanh Hoa to Binh Thuan province 

¶ The Southern/South: from Binh Phuoc province to Can Tho City 

HR Group definition ¶ Managers 

¶ Professional/ Technical staff (trained specifically such as lawyer, nurse, 

doctor, researcher, mechanic, engineer, etc.) 

¶ Office workers (including sale, marketing, HR, administrative, banker, 

accountant, etc.) 

¶ Worker (Blue ς collar workers) 

Quota Sampling:  The figure below shows the total quota sample being analyzed for this report 
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Understanding skills set data 

This chapter will discuss the skill requirements from enterprises perspective. The quantitative survey 

analysis will apply skill grouping, in order to see the requirement trends by both skill groups and individual 

skills. The grouping of skill set is as below: 

Skill Groups Specific Skills ς Mass survey 

Specialty Skills/Experience Job-specific Technical/ Specialized Skills 

 Knowledge Specialized/ Industry Knowledge 

Soft Skills Creativity 

Teamwork & Cooperation 

Ability to work independently 

Effective communication 

Negotiation 

Organization management 

Leadership & Coaching skill 

Emotional intelligence 

Advanced cognitive skills Active learning 

Problem solving 

Logical thinking 

Basic cognitive skills131 

 

Foreign language skill 

ICT knowledge & skill 

Attitude Others (Motivation, Discipline, Responsibility, etc.) 

 

  

 

131 Basic cognitive skills would also include literacy, numeracy, and those skills are included in general education which is compulsory for citizens. 
Therefore, in the case of interviewing with enterprises in recruitment activity, the research team would focus on Language skills and ICT 
knowledge & skill 
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3.1 Background of requirement from enterprises in current context 

Inadequate workforce is perceived a major barrier for doing business in Vietnam 

According to World Bank Enterprises Data, an inadequately educated workforce was the third biggest 

constraint to doing business in Vietnam. Similarly, this data also found that large companies with more 

than 100 employees also expressed their concerns over the underqualified workforce, with more than 

23% of firms132. 

Figure 79. Top 10 business environment constraints in Vietnam 2015 

 

Source: World Bank Enterprise survey, 2014 

The trend of changing the global economic order in the context of the COVID-19 epidemic has caused 

many countries to restructure their economies to adapt, along with emerging industrial development 

trends. As one of the most open economy in the world, Vietnam cannot help but being affected by the 

global economy. As discussed in the first chapter, the labor market in Vietnam will witness considerable 

change in requirements for laborers. This survey has recorded the perception of companies regarding the 

impact of changes in the labor market requirements towards their demand for human resource.  

Global Industrial development trends are perceived to affect all industries, set the context for enhancing 

skills for the workforce, especially in IT, Service and Manufacturing industries 

The rapid development of Industry 4.0 of markets is also accelerating the diffusion of digitalization and 

the pace of automation. Thus, these dominant trends are expected to significantly impact on requirement 

of HR quality. In which, Industry 4.0 (63%) joins the first rank, followed by digitalization (49%) and 

automation (46%). 

 

132 World Bank ς Enterprise survey: Vietnam 2015 Country Profile (2015) 
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Figure 80. Perception impact by global industrial trends by industries 

 

Industry 4.0 technologies and digitalization have the greatest influence on IT and Service industy  

As for IT Industry, more than 60% of respondents implied that the HR requirement quality will be refined 

in the era of these trends. Specifically, different skills will be needed, and staff will need to be more skilled 

to avoid being eliminated in the IT market place. 

 ά9ƳǇƭƻȅŜŜǎ ƴŜŜŘ ǘƻ ǳǇƎǊŀŘŜ ǎƻƳŜ ǎƪƛƭƭ-ǎŜǘǎ ŦƻƭƭƻǿƛƴƎ ǘƘŜ ǿƻǊƭŘΩǎ ǘǊŜƴŘǎ ǎǳŎƘ ŀǎ ƳŀŎƘƛƴŜ ƭŜŀǊƴƛƴƎΣ !wκ±wΣ Řŀǘŀ 

ǎŎƛŜƴŎŜΣ Řŀǘŀ ǇǊƻŎŜǎǎƛƴƎΣ ōƭƻŎƪ ŎƘŀƛƴΣ ŜǘŎΦ ǘƻ ŦǳƭŦƛƭƭ ǘƘŜ Ƨƻō ǊŜǉǳƛǊŜƳŜƴǘǎέ ς Founder, IT, Southern Company 

άLƴŘǳǎǘǊȅ пΦл ŀƴŘ ŘƛƎƛǘŀƭƛȊŀǘƛƻƴ ŀǊŜ ōŜŎƻƳƛƴƎ ƛƴŎǊŜŀǎƛƴƎƭȅ ǇƻǇǳƭŀǊ ǘƘǊƻǳƎƘƻǳǘ ǘƘŜ ǿƻǊƭŘΦ Lǘ ƴŜŎŜǎǎƛǘŀǘŜǎ ǘƘŜ 

company's regular updating of the trend to compete more effectively in the market. Employees must be able to 

quickly adapt to new trends and programming languages in order to meet project requirement." ς HR Dept, IT,  

Central Company 

In Service industry, many new technologies are also being digitized, requiring employees to improve ICT 

knowledge and skill, and adaptability and flexibility skills 

ά¢ƘŜ ŜƴǘŜǊǇǊƛǎŜ Ƙŀǎ ŎƘŀƴƎŜŘ ŀ ƭƻǘ ƛƴ ǘƘŜ ŘƛǊŜŎǘƛƻƴ ƻŦ ŀǇǇƭȅƛƴƎ ǘŜŎƘƴƻƭƻƎȅ ǘƻ ǘƘŜ ƳŀƴŀƎŜƳŜƴǘΣ ŀƴŘ ƛǘ ǿƛƭƭ ōŜ 

ready to implement new technologies and application as needed. In the future, we prefer to hire young 

employees who are eager to leŀǊƴ ŀƴŘ ƪŜŜǇ ǳǇ ǿƛǘƘ ǊŀǇƛŘƭȅ ŎƘŀƴƎƛƴƎ ǘŜŎƘƴƻƭƻƎȅ ǘǊŜƴŘǎέ ς HR Dept, Service, 

Southern Company 

άLƴ ƻǳǊ ǎŜŎǳǊƛǘƛŜǎ ƛƴŘǳǎǘǊȅΣ ǘƘŜ ƛƴŦƭǳŜƴŎŜ ƻŦ ŘƛƎƛǘƛȊŀǘƛƻƴ Ƙŀǎ ōŜŜƴ ŀǊƻǳƴŘ ŦƻǊ ŀ ƭƻƴƎ ǘƛƳŜΣ Ƴŀƴȅ ǘŀǎƪǎ ƘŀǾŜ 

changed from hand-made to be fully digitized. In the future, ICT knowledge and skill is extremely essential for 

ŜƳǇƭƻȅŜŜǎ ǘƻ ōŜ ŀōƭŜ ǘƻ ŀŘŀǇǘ ƳƻǊŜ ŜŦŦŜŎǘƛǾŜƭȅ ǘƻ ǘƘŜ ŘƛƎƛǘƛȊŀǘƛƻƴ ǘǊŜƴŘΦέ ς HR Dept, Service, Northern Company 

HR requirement quality in industrial manufacturing industry is most likely to be affected by automation 

As for manufacturing industry, automation is considered as a great driver to boost efficiency in both 

increasing production capacity by machines and reducing all kinds of expenses, including HR costs. As a 

result, automation will make the significant shift on requirements for workforce and capabilities as 

upskilling and reskilling.  In which, in terms of upskilling, staff will need to learn new skills to operate 

complex and most updated machines. Regarding reskilling, staff need the capabilities to take on new job 

roles such as maintaining these complex machines.  
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ά¢ƘŜ ŜƴǘŜǊǇǊƛǎŜ ƛǎ ŎǳǊǊŜƴǘƭȅ ǳǘƛƭƛȊƛƴƎ Ƴŀƴȅ ŎƻƳǇƭƛŎŀǘŜŘ ƳŀŎƘƛƴŜǎ ǘƘŀǘ ƴŜŜŘ ƘƛƎƘ-ǎƪƛƭƭŜŘ ǎǘŀŦŦ ǘƻ ƻǇŜǊŀǘŜΦ LǘΩǎ ǘƘŜ 

reason why upgrading skills for staff in manufacturing industry will be compulsory under the impact of 

ŀǳǘƻƳŀǘƛƻƴέ ς HR Dept, Manufacturing, Northern Company 

άLƴ ǘƘŜ ŦǳǘǳǊŜΣ ǘƘŜ ŜƴǘŜǊǇǊƛǎŜ ƛǎ ƻǊƛŜƴǘŜŘ ǘƻ ŀǇǇƭȅ ŀǳǘƻƳŀǘƛƻƴ ƳƻǊŜΣ ǿƘƛŎƘ ƭŜŀŘǎ ǘƻ ǘƘŜ ǊŜŘǳŎǘƛƻƴ ƛƴ ǘƘŜ ƴǳƳōŜǊ 

ƻŦ ǿƻǊƪŜǊǎέ ς HR Dept, Manufacturing, Northern Company 

According to Vietnam Association of Supporting Industry (VASI), the supporting industry in Vietnam will 

be definitely affected by automation process, leading to changes in production process, management 

practice as well as in skill requirements of laborers.  In particular, lean management will be more popular 

and factories can reduce the number of labors by optimizing arrangement of factories. Machines can 

operate more correctly and higher productivity, thus leading to a decrease in the number of laborers. 

Besides, automation also goes along with digitalization trends for supporting industry. Even the cost for 

digitalization is high, enterprises will still prefer to apply digitalization gradually as it will help to reduce 

mistakes and, thus, will reduce operation cost. 

Global Value Chain shifting: Competition in recruiting low and middle-skill HR will increase 

It will be more competitive for recruiting low and middle-skill laborers because many enterprises open 

new factories in Vietnam. In IT industry, the increasing number of enterprises relocating to Vietnam will 

make competition fiercer than ever in the labor force. This is also the opinion from Japanese enterprises 

in Vietnam. 

άaŀƴȅ ŜƴǘŜǊǇǊƛǎŜǎ ŀǊŜ ǎŜǘǘƛƴƎ ǳǇ ǘƘŜƛǊ ōǳǎƛƴŜǎǎ ƛƴ ±ƛŜǘƴŀƳΣ ǊŜǎǳƭǘƛƴƎ ƛƴ ƎǊŜŀǘŜǊ ŎƻƳǇŜǘƛǘƛƻƴ ŀƳƻƴƎ ǿƻǊƪŜǊǎΦέ 

ς HR Dept, Manufacturing, Northern Company 

ά¢ƘŜ ǊŜŎǊǳƛǘƳŜƴǘ ǎƛǘǳŀǘƛƻƴ ƛǎ ƛƴŎǊŜŀǎƛƴƎƭȅ ŎƻƳǇŜǘƛǘƛǾŜ ŘǳŜ ǘƻ ǘƘŜ ƛƴŎǊŜŀǎƛƴƎ ŘŜƳŀƴŘ ŦƻǊ ǇŜǊǎƻƴƴŜƭΣ ǘƘŜ ǎŀƭŀǊȅ 

ǿƛƭƭ ŀƭǎƻ ƛƴŎǊŜŀǎŜέ ς HR Dept, IT, Northern Company 

Japanese enterprise: digitalization may raise competitiveness in recruiting high-skill HR; green economy 

trend will slightly affect the enterprises but impact on HR requirement is not yet clear 

According to Japanese enterprises in Vietnam, automation may lead to reducing the number of workers 

but this trend seems not very clear because most organizations are now semi-automated, and many have 

reached their minimum staff numbers. However, because machines have substantially supported many 

complex steps in manufacturing, recruitment criteria reduce. In terms of digitalization, this trend will not 

have much impact on situation of low and middle-skill laborers, however it may necessitate the need to 

hire additional high-quality personnel and will lead to raising in competition.  

Regarding green economy development trends, Japanese manufacturers place a premium on producing 

and developing environmentally friendly products, therefore, green economy will have positive impact 

towards the enterprises, however, how it affects HR requirement is still unclear. 

άLƴ ǘƘŜ ŦǳǘǳǊŜΣ ǿŜ ǿƛƭƭ ǇǊƻǾƛŘŜ ǎǳǎǘŀƛƴŀōƭŜ ǇǊƻŘǳŎǘǎ όŜƴŜǊƎȅΣ ǇǊƻŘǳŎǘǎΣ ŜƭŜŎǘǊƛŎŀƭ ŎƻƴǎǳƳŀōƭŜǎΣ ŜǘŎΦύ ŀƴŘ 

ǎƻƭǳǘƛƻƴǎ ǘƻǿŀǊŘǎ ǘƘŜ ±ƛŜǘƴŀƳŜǎŜ ƳŀǊƪŜǘΦέ ς HR Dept, Service, Southern Company 
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3.2 Requirement of Skills and Skills Gaps 

3.2.1 Current requirement of skills and capacity of laborers by HR Groups 

(a) Comparing the perception of skill requirements between HR supply side and employers side   

Both supply side and demand side perceive that soft skills are top prioritized requirement for employees, 

regardless of positions. There seems to have slight difference regarding the importance of advanced 

cognitive skills and technical/specialized skill 

In term of manager level, both HE/TVET and enterprises share the similar perception toward required 

skills. The most prioritized skill is soft skill, in which management-related skills are the TOP requirements 

such as organizational management, leadership and coaching. However, it seems that 

technical/specialized skill is more focused by enterprises, while, HE & TVET perceive that 

specialized/industry knowledge would be more important.   

Figure 81. The perception of HE/TVET and enterprises about skill requirement, manager level 

 

Regarding technical positions, there seems to be no big difference between HE/TVET perception and 

ŜƴǘŜǊǇǊƛǎŜǎΩ ǊŜǉǳƛǊŜƳŜƴǘǎΦ IƻǿŜǾŜǊΣ ƛƴ I9Ωǎ ǇŜǊŎŜǇǘƛƻƴΣ ǎǇŜŎƛŀƭǘȅ ǎƪƛƭƭ is considered to be the most 

important requirement (95%, ranking the 1st important requirement). Meanwhile, in the view of 

enterprises, soft skill is the most important requirement (92%), followed by specialty (89%) and advanced 

cognitive skill (80%). Language skill is less prioritized. 
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Figure 82. Perception HE/TVET and enterprises about skill requirement, technical staff level 

 

Regarding worker group, there is still consistency that soft skills group is recognized as the most 

requirement, followed by specialty and advanced cognitive skills. However, in term of ICT knowledge & 

skill and language skill, it seems that HE and TVET are emphasizing those skills for worker group more than 

the need of enterprise. 

Figure 83. The perception of HE/TVET and enterprises about skill requirement, worker level 
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Even though it seems to be not such a huge difference or gap in the perception toward skill requirement 

between supply side and demand side in any HR level, there still exists a mismatch which is that HE and 

TVET appear to be putting their focus more in theoretical knowledge. 

Besides skills, enterprises also evaluate that low practical experience, lacking of career directions and 

ƛƴǎǳŦŦƛŎƛŜƴǘ ǿƻǊƪƛƴƎ ŀǘǘƛǘǳŘŜ ŀǊŜ ǘƘŜ Ƴƻǎǘ ǇǊƻƳƛƴŜƴǘ ƎŀǇǎ ƛƴ I9κ¢±9¢ ƎǊŀŘǳŀǘŜǎ ŎƻƳǇŀǊŜŘ ǘƻ ŜƴǘŜǊǇǊƛǎŜǎΩ 

requirements  

The hearing from in-depth interviews with enterprises show further concerns about the weaknesses of 

graduates from HE or TVET when these fresh graduates newly join the working environment.  

Practical 

experience 

Lack of updated practical experience after graduation, mainly know the theory 

thus slow to adapt with working environment, need more training 

Career orientation Fresh graduates from HE/TVET have not yet been serious in setting career goals 

and career path, they do not understand practical nature of job,  do not 

consistently follow goals then  easy to switch or quit job when facing difficulties 

Soft skills Soft-skills of fresh graduates are not enough for working environment 

especially communication skill, task management, ability to work 

independently and logically  

Working attitude Unfamiliar to working environment, general new graduates are not enough 

serious & professional in working, and inactive in learning 

όōύ 9ƴǘŜǊǇǊƛǎŜǎΩ ǇŜǊŎŜǇǘƛƻƴ ƻƴ skill gaps of HE graduates  

Soft skills, Advanced cognitive skills -  especially problem solving skills are the biggest weakness of HE 

graduates, mostly experienced by service industry and IT industry; while, the biggest gap in agriculture 

enterprises is specialty 

Figure 84. Perception of enterprises towards skills gap of HE graduates, by industries 
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Generally, 86% of surveyed firms think that graduates from HE system are lacking soft skills, such as 

organizational management (42%) and leadership (42%). Advanced cognitive skills and industry speciality 

skills of HE graduates are ŀƭǎƻ ŜǾŀƭǳŀǘŜŘ ŀǎ ƴƻǘ ƳŀǘŎƘƛƴƎ ǿƛǘƘ ŜƳǇƭƻȅŜǊǎΩ ǊŜǉǳƛǊŜƳŜƴǘ. In terms of 

individual skills, problem solving (51%) and technical skills (48%) are the top 2 skills that enterprises 

concern most about HE degree holders. Besides, those skills gaps are actually the skills to be prioritized in 

the next 5-10 years (mentioned in the next part).  

By industry, enterprises in service industry seem to have higher concerns about HE skill gaps in soft skill 

group and advanced cognitive skills. Furthermore, IT and service enterprises show lower evaluation of 

communication skills of HE graduates. While, in agriculture industry, a majority of surveyed companies 

όтр҈ύ ƴƻǘƛŎŜ ǘƘŀǘ ǘƘŜ ōƛƎƎŜǎǘ ƎŀǇ ƛǎ ŎŀƴŘƛŘŀǘŜΩǎ ǎǇŜŎƛŀƭǘȅΣ ŜǎǇŜŎƛŀƭƭȅ ǘƘŜ ǘŜŎƘƴƛŎŀƭκǎǇŜŎƛŀƭƛȊŜŘ ǎƪƛƭƭǎΦ ¢ƘƛǎΣ 

somehow, points out that HE training activity for agricultural subjects still mainly focuses on theory and 

doesƴΩǘ ǇǊƻǾƛŘŜ ŜƴƻǳƎƘ ǇǊŀŎǘƛŎŀƭ ǎƪƛƭƭǎ ŦƻǊ ǎǘǳŘŜƴǘǎΦ 

άaƻǎǘ ƻŦ ǘƘŜ ƪƴƻǿƭŜŘƎŜ ŀǘ ǳƴƛǾŜǊǎƛǘȅ ƛǎ ǘƘŜƻǊŜǘƛŎŀƭ ŀƴŘ ǾŜǊȅ ƎŜƴŜǊŀƭΣ ǎƻ ǎǘǳŘŜƴǘǎ ƘŀǾŜ ƴƻǘ ƘŀŘ ǘƘŜ ƻǇǇƻǊǘǳƴƛǘȅ 

to experience the real-life environment, leading to ǳƴǎŀǘƛǎŦŀŎǘƻǊȅ ǿƻǊƪΦέ ς HR Dept, Service, Northern company 

Green and sustainable business firms are having more concerns about the skill gap between the training 

of HE system and the requirements of their businesses 

When looking at enterprises that involve in special industries, we can see that green and sustainable 

business firms are having more concerns about the skill gap between the training of HE system and the 

requirements of their businesses. Nearly all (89%) of the firms in the green and sustainable business 

industry agree that HE graduates are not meeting their demand regarding soft skills, and a majority of the 

firms also think that HE graduates should improve their advanced cognitive skills (78%), specialty (61%) 

and their language skills (57%), which are much higher than the average perception.  

Japanese enterprises evaluate that biggest skill gap of HE graduates is soft skills  

Figure 85. The perception of JP enterprises towards skills gap with HE graduates  
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Perception of Japanese enterprises about skill gap of HE graduates is not much different from the overall, 

with emphasize on the gap in soft skills, and advanced cognitive skills. Problem solving skill of HE graduates 

(52%) is concerned the most.  

(c) Skill gaps perceived for TVET graduates  

Problem solving and technical skills are perceived as the most prominent gap of TVET graduates compared 

ǘƻ ŀŎǘǳŀƭ ŜƴǘŜǊǇǊƛǎŜǎΩ ǊŜǉǳƛǊŜƳŜƴǘ 

Figure 86. The perception of enterprises towards skills gap with TVET graduates by industries 

 

Gaps between skills trained by TVET schools and skills required by enterprises are mainly soft skills (82%) 

and advanced cognitive skills (68%). Among those, problem-solving (49%) and technical/specialized skills 

(49%) are still the top 2 skills that bother many firms. Communication (42%) and language English (42%) 

are the next two dissatisfied skills of TVET graduates. Representatives from many enterprises who were 

in-depth interviewed have said that TVET graduates are short of practical skills, especially technical skills 

related to the working environment as the shools still concentrates too much on theoretical lessons. 

ά{ǘǳŘŜƴǘǎ ŀŦǘŜǊ ƎǊŀŘǳŀǘƛƴƎ ŦǊƻƳ ¢±9¢ Ŏŀƴƴƻǘ ǎǘŀǊǘ ǿƻǊƪƛƴƎ ƛƳƳŜŘƛŀǘŜƭȅ ŀƴŘ ƛƴdependently. They are lacking 

problem solving skill as well as technical skills. Honestly, they lack practical techniques skills for working 

environment. They also do not know how to communicate effective in working environment, for example what 

and how to ǊŜǇƻǊǘ ƛǎǎǳŜ ǘƻ ƳŀƴŀƎŜǊέ - HR, Manufacturing, Northern company 

TVET graduates need to improve their language skills especially if they have the intention of working in IT 

or service industry, as the majority of enterprises in these two sectors (72% and 66% respectively, 

compared to 53% in total) have concerns about the quality of TVET training regarding English, Japanese 

or other types of languages.  
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Japanese enterprises also perceive their biggest gaps towards the skills of TVET graduates are problem 

solving and technical skills  

Figure 87. The perception of enterprises towards skills gap with TVET graduates by industries 

 

¢ƘŜǊŜΩǎ ǎƛƳƛƭŀǊƛǘȅ between the perception of Japanese enterprises and overall perception toward the skill 

gaps of TVET graduates. Problem solving (49%) and Technical skills (42%) are still noticed to be the biggest 

gaps for Japanese enterprises. Besides, English language skill is considered to be the 3rd biggest hindrance 

of TVET graduates. Through the in-ŘŜǇǘƘ ƛƴǘŜǊǾƛŜǿ ǿƛǘƘ WŀǇŀƴŜǎŜ ŜƴǘŜǊǇǊƛǎŜǎΣ ƛǘΩǎ ƻōǎŜǊǾŜŘ ǘƘŀǘ 9ƴƎƭƛǎƘ 

skill is becoming an essential skill not only for the back-office staffs but also for manufacturing staffs such 

as QC/QA, engineers who are mostly required TVET qualification. 

άLƴ ƻur company, engineers and QA staffs are required to know English. Poor English skill leads to 

incomprehension at work. And, we notice that English ability of those current staffs are very poor, we often 

have to have a group of back-office staffs to support ǘƘŜƳ ƛƴ ǘƘŜ ŎƻƳƳǳƴƛŎŀǘƛƻƴΦέ - HR, Manufacturing, 

Northern company 
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3.2.2 Future requirement of skills and capacity of laborers 

Under the influence of global trends, technical specialized skills remain as top priority; creativity emerged 

as one of the most important requirements 

Figure 88. Future requirement of skills and capacity of laborers 

 

As mentioned in previous part, Industry 4.0, Digitalization and Automation are perceived as the top 

industrial trends that affect strongly to HR requirement in the future. Under these global trends, technical 

specialized skills will be most prioritized in the future (43%). Following technical specialized skills, problem 

solving (39%) and active learning (33%), ICT knowledge (36%) and English (35%) will be among the most 

in-demand skills in the next 5 ς 10 years. It can be explained that a strong ability on technical skills can 

greatly help in performing the tasks with the assistance of complex and automated machines. To keep up 

with AI's developments, obviously ICT knowledge and skills play an indispensable role in the digital 

marketplace. Besides, problem-solving and active learning are important because the technology 

development will change continuously, it requires the ability of laborers to continuous learning and 

adapting with new development context. Therefore, future laborers need to develop problem solving 

mind-set as well as ability to self-learn to master their jobs, avoiding to be eliminated from highly changing 

working environment.  

Among group of soft skills, creativity skill ŘƻŜǎƴΩǘ Ǌŀƴƪ ƘƛƎƘ as current required skills but turns out to be 

the foremost preferred skill, regardless of industries. Especially in IT sector, creativity is the top 2 

important skills to be required in the future, after technical-specialized skills. There may be a combination 

impact of different developments of Industry 4.0, including digitalization and automation, to explain for 

future shifts in this skill upward. Digitalization and automation are predicted to eliminate many repetitive 

jobs, employees will need to carry out more creative tasks, or tasks that require more imaginative ability. 

Compare current and future, effective communication stays as one of the most important required soft 
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skills in the future, especially in service industry. In manufacturing & industrial sector, creativity and 

leadership & coaching skill are the two most important soft skills to be required.  

The in-depth interviews with enterprises also show that, under the global trends, these following skills are 

considered to be prioritized: (1) ICT knowledge and skill, (2) Adaptability/Flexibility, (3) Active learning on 

new technology, (4) Language (EN), and (5) Self-management. In which, Adaptability/Flexibility and Self-

management are required under the influence of the Covid-19 pandemic. 

 ά9ƳǇƭƻȅŜŜǎ ƴŜŜŘ ǘƻ Ŏƻƴǘƛƴƻusly foster new skills (Internet of Things, Artificial Intelligence and Block Chain, etc.) 

ƛƴ ƭƛƴŜ ǿƛǘƘ ǘƘŜ ǊŀǇƛŘ ŘŜǾŜƭƻǇƳŜƴǘ ƻŦ LƴŘǳǎǘǊȅ пΦл ŀƴŘ ŘƛƎƛǘŀƭƛȊŀǘƛƻƴέ ς HR Dept, IT, Northern Company 

ά5ǳŜ ǘƻ ǘƘŜ ƛƳǇŀŎǘ ƻŦ ǘƘŜ /ƻǾƛŘ-19, employees need to be self-management as they work from home. For 

managers, they are more required on higher mŀƴŀƎŜƳŜƴǘ ǎƪƛƭƭǎΣ ŀǎ ǘƘŜȅ Ŏŀƴ ƻƴƭȅ ƳŀƴŀƎŜ ǊŜƳƻǘŜƭȅέ ς HR Dept, 

Service, Northern Company 

Apart from providing specialty knowledge & skills, HEIs and TVETIs seem paying more attention to 

language and soft skills trainings, in order to meet with future labor market requirements 

The global trends, according to HE sector, would require new approach in education and training activities. 

A teaching program with interdisciplinary content has become popular, which means a student with 

science and technology major should also have basic understanding about social science matters. That is 

believed to provide learners with holistic point of view and knowledge, which would enable them to tackle 

future emerging issues. From the perspective of TVET sector, the rapid growth of technology innovation 

and autonomy have indeed raised concern about the disappearance of some jobs being trained by many 

TVET schools. Nevertheless, it is believed that the changes would happen gradually and there would be 

enough time for schools to adapt and adjust, as long as they can keep a close connection with the market 

to update trends. 

Under the impact of global and industrial trends, besides specialized knowledge and skills, both HE & TVET 

said they would pay more attention to the training on language and soft skills. Besides, basic 

understanding on information technology and its applications should be available for students from all 

majors as it is now applied in all fields of social-economic life. 
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Figure 89. FutǳǊŜ ǊŜǉǳƛǊŜƳŜƴǘ ƻŦ ǎƪƛƭƭǎ ŀƴŘ ŎŀǇŀŎƛǘȅ ƻŦ ƭŀōƻǊŜǊǎ ŦǊƻƳ I9 ϧ ¢±9¢Ωǎ ǇŜǊǎǇŜŎǘƛǾŜ 

 

There is little difference between current and future requirements across industries; but foreign language 

ability, especially Japanese, is considered as a major priority for IT sector in the future 

By industry, Agriculture, Manufacturing and Construction and Real Estate industries are more focus on 

ά{ǇŜŎƛŀƭǘȅ ǎƪƛƭƭέ ƎǊƻǳǇΣ Ƴƻǎǘƭȅ ǊŜǉǳƛǊŜ ǘŜŎƘƴƛŎŀƭ ǎƪƛƭƭǎ ŀǎ ƛƳǇƻǊǘŀƴǘ ŦǳǘǳǊŜ ǊŜǉǳƛǊŜƳŜƴǘΣ ǊŜǇǊŜǎŜƴǘƛƴƎ рл҈Σ 

48%, and 41% respectively.  

The IT industry, especially, Japanese language is a preferred skill in the future, 28% companies select it as 

a future requirement, compared to 15% currently, which might be because current IT enterprises are 

lacking Japanese-speaking employees. Besides Japanese, it is predicted that IT employees will need to 

combine ICT knowledge and skill (44%), technical skills (40%), creativity (35%), and logical thinking (34%) 

to fulfill job requirements. IT employees will need to use these skills in exploring and learning cutting-edge 

tools/technology derived from the fast changing working environment. 

Changes in high-demand skills of Japanese Enterprises: Besides technical skills and specialized knowledge, 

ICT knowledge and skill is more required in the future 

Japanese language is preferred to be improved in the future, particularly among Japanese manufacturing 

enterprises. Currently, some enterprises additionally provide (1) language allowances, and (2) Japanese 

language classes for their employees, but there seems to be too little change in their employee's abilities. 

For Japanese businesses, mastering this language, particularly Japanese in communication and business, 
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is becoming a major concern, Furthermore, Japanese businesses are increasingly requiring employees to 

develop their ICT knowledge and skill to fulfill the requirements of tasks under impact of industry 4.0. 

ά¢ƘŜ L/¢ ƪƴƻǿƭŜŘƎŜ ŀƴŘ ǎƪƛƭƭ ƛǎ ŜǎǎŜƴǘƛŀƭ ŦƻǊ ŜƳǇƭƻȅŜŜǎ ǘƻ ōŜ ŀōƭŜ ǘƻ ōŜǘǘŜǊ ǊŜǎǇƻƴŘ ǘƻ ǘƘŜ ǘǊŜƴŘ ƻŦ ŘƛƎƛǘŀƭƛȊŀǘƛƻƴέ 

ς HR Dept, Service, Northern Company 

3.3 Requirement of Qualifications 

Currently, university degree is most popular requirement for levels of manager, technical/professional staff 

and office worker; Meanwhile, TVET qualifications is not well-perceived among current employers as most 

of the surveyŜŘ ŎƻƳǇŀƴƛŜǎ ŘƻƴΩǘ ǊŜǉǳƛǊŜ ŀƴȅ ǾƻŎŀǘƛƻƴŀƭ ǉǳŀƭƛŦƛŎŀǘƛƻƴǎ ǿƘŜƴ ǊŜŎǊǳƛǘƛƴƎ ǿƻǊƪŜǊǎ 

Figure 90. Popularity of level of education by employee levels. 

 

Among surveyed companies, employees graduated from TVET are much less common than those with HE 

degrees and who have no vocational degree. in general, the popularity of TVET qualifications is only 10% 

among technical staff, 29% among office workers and 30% among workers.  

University degree stands out as the most popular qualification required in recruiting manager, 

professional/technical staff, and office worker. For manager positions, university degree is a conditional 

level of education (66%), while above university degree is considered as an advantage. 

College degree which seems to be a bit more popular in requirement of office worker (26%); Enterprises 

are likely to hire workers with no vocational qualification, reported by 70% companies.  

ά²Ŝ ƻƴƭȅ ǊŜǉǳƛǊŜ ƻǳǊ ǿƻǊƪŜǊǎ ǘƻ ƎǊŀŘǳŀǘŜ ŦǊƻƳ ƘƛƎƘ ǎŎƘƻƻƭΣ ōŜ ǳƴŘŜǊ ор ȅŜŀǊǎ ƻƭŘ ŀƴŘ ǘŀƪŜ a calculus test in 

ƻǊŘŜǊ ǘƻ ŀǇǇƭȅ ǘƻ ƻǳǊ ŎƻƳǇŀƴȅέ ς Operation Dept, Manufacturing, Northern company 
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Firms in service, construction & real estate and IT sectors have the tendency to employ managers and 

workers with higher-than-average qualifications 

Figure 91. Popularity of qualification of manager level, by industries  

 

The figure above shows that managers in service, construction & real estate and IT sectors (43%, 39%, 

38% respectively) seem to have a higher percentage of above university graduates than managers in 

agriculture and industrial sectors (27% and 23%).  

άaŀƴŀƎers are required to have several advanced skills such as management and market adaptability, risk 

management and are necessarily owning an university-or-ŀōƻǾŜ ŘŜƎǊŜŜέ- HR dept, IT, Northern company 

Figure 92. Popularity of qualification of worker by industries 

 

In addition, service and construction & real estate and IT enterprises are more likely to hire workers with 

vocational qualifications. The popularity of vocational degree among workers, including vocational 

intermediate and vocational elementary, are 38% in both service and construction & real estate sectors, 

which is comparatively higher than the average popularity of 28%. Firms involved in sustainable and 

inclusive business also have a higher preference of managers with above university degrees (46%) 

compared to firms in other special industries. 

University degree is more popular in the North 

There is a noticeable point that the popularity of high-level employees (including professional/technical 

staff and manager) with above university degrees is higher in Northern Vietnam compared to other 

regions. Furthermore, for the level of office worker, university degree also takes up a larger percentage 

in Northern Vietnam (73%) compared to Central (58%) and Southern Vietnam (66%). Based on the results 

of the population and housing census by GSO (2019), the Red River Delta, which is the major part of 

Northern region, has the highest percentage (38%) of educated employees with qualifications. Combining 
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with regional culture of degree-loving, Northern Vietnam is expectedly having a higher percentage of 

higher qualifications for not only manager but also for professional/technical staff and office worker. 

In the next 5-10 years: enterprises show higher requirement of qualifications across all HR group; above 

university degrees are more required for managers, TVET qualifications are more required for workers 

Figure 93. Preference for qualification by employee levels at the moment and in the future 

 Current education qualifications Future requirement of qualifications 

     

In general, enterprises will be likely to increase their demand for qualifications of employees irrespective 

of levels. The ratio of above university qualification as a requirement for the level of manager will increase 

in the future, ranging to 51% from 34% as current status. With regards to professional/technical staff and 

office staff levels, enterprises show slight preference of higher qualifications in the future 5- 10 years: 

requirement of above university degree increases from 9% to 25% for professional/technical staff, 

requirement of university degree increase from 69% to 81 % for office staff level.  

Interestingly, there is quite clear tendency of increasing preference for vocational training qualification 

when recruiting worker level. тл҈ ŎƻƳǇŀƴƛŜǎ ŎǳǊǊŜƴǘƭȅ ŘƻƴΩǘ ǊŜǉǳƛǊŜ ǾƻŎŀǘƛƻƴŀƭ ǉǳŀƭƛŦƛŎŀǘƛƻƴ ōǳǘ ƛƴ the 

ŦǳǘǳǊŜΣ ōǳǘ ǘƘŜ ǇŜǊŎŜƴǘŀƎŜ ƻŦ ŎƻƳǇŀƴƛŜǎ ǊŜǎǇƻƴŘƛƴƎ ǘƘŀǘ ǘƘŜȅ ŘƻƴΩǘ ǊŜǉǳƛǊŜ ǾƻŎŀǘƛƻƴŀƭ ǉǳŀƭƛŦƛŎŀǘƛƻƴǎ ƛƴ 

next 5- 10 years is only 48%. In other words, enterprises are going to demand their blue-collar workers to 

go through at least vocational education (specifically vocational intermediate with 24% and vocational 

elementary with 19%). The fact reconfirms the findings by desk review that labor market in Vietnam will 

require higher skill-trained laborers in the future. 
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In the next 5-10 years, managers who have the intention to join service enterprises may need to equip 

themselves with above university qualifications 

Figure 94. Preference for qualification of manager level, current and future 

 

When it comes to different industries, we can clearly see that all industries have raised their requirement 

for managerial qualification. Especially service industry, preference of above university degree has 

remarkably surpassed university degree. According to the report on labor and employment by GSO (2021), 

service sector in Vietnam has experienced a relatively higher number of working people (17.1 million) 

than that of agriculture (14.5 million) and industry & construction (15.7 million).  

 άLƴ ǘƘŜ ŦǳǘǳǊŜΣ ǿŜ ŜȄǇŜŎǘ ƻǳǊ ǿƻǊƪŜǊǎ ǘƻ ƘŀǾŜ ōŀǎƛŎ ƳŜŎƘŀƴƛŎŀƭ ŀƴŘ ŜƭŜŎǘǊƛŎŀƭ ƪƴƻǿƭŜŘƎŜ όǿƘƛŎƘ ŀǊŜ ƴƻǘ ǘŀǳƎƘǘ 

in high schools, so they have to at least take vocational trainƛƴƎǎ ǘƻ ŀŎǉǳƛǊŜ ǘƘƛǎ ƪƴƻǿƭŜŘƎŜύέ ς HR Dept, 

Industry, Southern company 

Besides, 61% of 71 surveyed firms who defined themselves as sustainable and inclusive business are much 

likely to hire a manager with an above university degree in the future.  

Japanese ŜƴǘŜǊǇǊƛǎŜǎ ŘƻƴΩǘ often require vocational qualifications for blue-collar workers but expect 

university qualifications for other HR groups 

Figure 95. Popularity of HR qualification in Japanese enterprises by employee levels 

 

In general, Japanese enterprises are similar to other enterprises with university degree being the most 

popular qualification of office workers, technical/professional staff and managers at over 70% for all 3 

levels.  Besides, currently, most Japanese enterprises (78%) ŀƭǎƻ ŘƻƴΩǘ ǊŜǉǳƛǊŜ workers to possess any 

vocational qualification.  
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Two large Japanese firms in the manufacturing industry clarified during in-depth interviews that for the 

position of blue-collar worker level, they only require their employees to be under 35 years old and to 

have high school qualifications, as they are willing to specifically and professionally train those persons as 

long as they have good health and good attitude. 

ά²Ŝ ƘŀǾŜ ƴƻ ŜƴǘǊȅ ǊŜǉǳƛǊŜƳŜƴǘǎ ŦƻǊ ƻǳǊ ǿƻǊƪŜǊǎΣ ǘƘŜȅ ƻƴƭȅ ƘŀǾŜ to graduate high schools and then if they work 

at our company, we can re-ǘǊŀƛƴ ǘƘŜƳ ŦǊƻƳ ǘƘŜ ōŜƎƛƴƴƛƴƎέ ς HR Dept, Precise Mechanics, Northern company 

Other characteristic: currently Japanese enterprises in manufacturing sector are less demanding on 

qualifications when recruiting office worker; Japanese SMEs seem require higher standards for educational 

degrees of office worker 

Considering specific industries, enterprises in manufacturing industry are generally demanding less in 

their staffs, compared to those in the service industry. The most noticeable difference stays within the 

level of office worker, where the gap between preference of university and college degrees of 

industrial/manufacturing firms is approximately three times smaller than that of service firms.  

Figure 96. Popularity of qualification of office worker in Japanese firms by industries 

 

Besides, small Japanese enterprises tend to have higher preference for qualification of their employees 

compared to medium and large firms, especially for the level of office worker. 
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Japanese enterprises, in the next 5-10 years, expect to have higher demand for qualifications of all levels 

of staff, especially for workers 

Figure 97. Japanese ŜƴǘŜǊǇǊƛǎŜǎΩ ǇǊŜŦŜǊŜƴŎŜ ŦƻǊ ǉǳŀƭƛŦƛŎŀǘƛƻƴǎΣ ŎǳǊǊŜƴǘ ŀƴŘ ŦǳǘǳǊŜ 

 Current education qualifications Future requirement of qualifications 

 

 

On the subject of comparing current and future requirements for education qualifications, Japanese 

companies seems to be slightly more demanding in qualification levels. More enterprises will require 

above university degree when recruiting managers. The most significant change comes from the group of 

blue-collar workers, as the preference for no vocational qualification has fallen by 20%, leading to an 

increase in demand for workers graduating from at least vocational elementary education. 

3.4 Company Situation: Recruitment, HR Challenges, In-house training 

3.4.1 Recruitment Practice 

Via the sharing of enterprises in in-depth interviews, outsourcing headhunt agency is the most popular 

way to recruit manager level because of limited supply and being hard to approach via any other sources. 

While, ŦƻǊ ǎǘŀŦŦ ƭŜǾŜƭΣ ƛǘΩǎ ƳƻǊŜ ǇƻǇǳƭŀǊ ŀƴŘ Ŏƻǎǘ-effective that companies use offline or online sources to 

recruit by themselves, rather than outsourcing to headhunt agency. 

Worker is normally recruited from local people who live near/surrounding factory with a view to having a 

stable quantity and having loyal worker. Therefore, offline sources or traditional recruitment method is 

mainly used for worker, including (1) posting/hanging recruitment notices in front of companies/factories 

or information board of industrial parks and (2) cooperating with local authorities, local unions. 

ά¢ƘŜ ŎƻƳǇŀƴȅ ǳǎǳŀƭƭȅ ŎƻƴǘŀŎǘ ǿƻƳŜƴϥǎ ǳƴƛƻƴǎΣ ȅƻǳǘƘ ǳƴƛƻƴǎ ǘƻ ǎǇǊŜŀŘ ǘƘŜ ǊŜŎǊǳƛǘƳŜƴǘ ŀƴƴƻǳƴŎŜƳŜƴǘΦ .ŜǎƛŘŜǎΣ 

we also provide grants, scholarships to local authorities, army barracks, or cooperating with university in 

extracurricular activities, such as buildƛƴƎ ǊƻŀŘǎ ƛƴ ǘƘŜ ǿŜǎǘŜǊƴ ŎƻǳƴǘǊȅǎƛŘŜΦ ¢Ƙƛǎ ƘŜƭǇ ǘƻ ǇǊƻƳƻǘŜ ƻǳǊ ŎƻƳǇŀƴȅΩǎ 

ƛƳŀƎŜ ǘƻ ƭƻŎŀƭ ǇŜƻǇƭŜ ŀƴŘ ƎǊŀŘǳŀǘŜŘ ǎǘǳŘŜƴǘǎ ŀǎ ŀ ƎƻƻŘ ŎƻƳǇŀƴȅ ǘƻ ǿƻǊƪ ŀǘΦέΣ HR Dept, Manufacturing 

industry, Southern company 



The Data Collection Survey and Situation Analysis on Industrial HR Development in Vietnam (2022) 

_________________________________________________________________________________________ 

 
159 

For professional/technical and office staff, companies usually use online sources such as company 

website, social media or paid recruitment website. In term of industries, especially in industries that needs 

to judge about specialized skills or with specific characteristics such as IT, hospitality, internal referral is 

considered to be the most useful way in recruiting suitable candidate. 

Regarding Japanese companies, the recruitment source for worker, professional/technical level and office 

staff is similar with other companiesΦ bŜǾŜǊǘƘŜƭŜǎǎΣ ǘƘŜ ŎƻƳǇŀƴƛŜǎ ŘƻƴΩt usually recruit managers in 

Vietnam because management HR would be transferred from Japan to Vietnam branches. 

άCƻǊ ƳŀƴŀƎŜǊΣ ƻǳǊ ŎƻƳǇŀƴȅ ŀōǎƻƭǳǘŜƭȅ ŘƻƴΩǘ ǊŜŎǊǳƛǘ ƛƴ ±ƛŜǘƴŀƳΦ ¢ƘŜȅ ŀǊŜ ŀƭƭ WŀǇŀƴŜǎŜ ŀƴŘ ǘǊŀƴǎŦŜǊǊŜŘ ŦǊƻƳ 

Japan in the form of internal transfeǊέΣ HR Dept, Manufacturing industry, Northern company 

¢ƘŜǊŜΩǎ ƴƻ ŦƛȄŜŘ ǘƛƳƛƴƎ ƛƴ ŜƴǘŜǊǇǊƛǎŜΩǎ ǊŜŎǊǳƛǘƳŜƴǘ ŀŎǘƛǾƛǘȅΦ bƻǊƳŀƭƭȅΣ ǊŜŎǊǳƛǘƳŜƴǘ ŀŎǘƛǾƛǘȅ ƛǎ ŎƻƴŘǳŎǘŜŘ 

when the company is in the need of HR, especially when employees quit or when company is in peak 

ǎŜŀǎƻƴΦ ¢ƘŜǊŜΩǎ ŀ ŎƻƳƳƻƴ ǘƘŀǘ ŦƻǊ ƳŀƴǳŦŀŎǘǳǊƛƴƎ ŎƻƳǇŀƴȅΣ ǘƘŜ ǘƛƳŜ ǊƛƎƘǘ ōŜŦƻǊŜ ŀƴŘ ŀŦǘŜǊ ¢Ŝǘ ƘƻƭƛŘŀȅΣ 

around December to March, is seen as a peak time for recruitment activity, because a number of workers 

tend to quit job in order to find a higher-paid temporary job before Tet holiday or switch to a new job 

ŀŦǘŜǊ ǊŜŎŜƛǾƛƴƎ ¢Ŝǘ IƻƭƛŘŀȅΩǎ ōƻƴǳǎΦ ¢ƘŜǊŜŦƻǊŜΣ ŘŜǎǇƛǘŜ ƘƛƎƘ ŎƻǎǘΣ ǎƻƳŜ ŎƻƳǇŀƴƛŜǎ ǊŜǎƻǊǘ ǘƻ ǳǎƛƴƎ 

headhunt agencies so as to recruit big quantity of workers during this time. 

In term of cooperating with HE/TVET in recruitment activity, it is not such a popular source, regardless of 

any HR level. Some companies are cooperating with TVET/HE, mainly for joining job-fair or receiving 

interns. However, this source is evaluated as less effective: 

ά¢ƻ ƘŜƭǇ ŎƻƳǇŀƴȅΩǎ ǊŜŎǊǳƛǘƳŜƴǘ ŀŎǘƛǾƛǘȅΣ ǿŜ Ƨƻƛƴ Ƨƻō-fairs, and cooperate with TVET and HE. However, this 

ǎƻǳǊŎŜ ƛǎ ƴƻǘ ǎƻ ŜŦŦŜŎǘƛǾŜέ -  HR Dept, Manufacturing industry, South 

ά²Ŝ ŀƭǎƻ ŎƻƻǇŜǊŀǘŜ ǿƛǘƘ ¢±9¢ǎ ƛƴ ƻǊŘŜǊ ǘƻ ǊŜŎǊǳƛǘ ǘƘŜƛǊ ǎǘǳŘŜƴǘǎ ǊƛƎƘǘ ŀŦǘŜǊ ǘƘŜȅ ƎǊŀŘǳŀǘŜΣ ƻr to receive them, 

first, as interns, then recruit as a staff. This number is just 7-мл҈κȅŜŀǊ ƛƴ ƻǳǊ ǘƻǘŀƭ Iw ƴŜŜŘǎέ - HR Dept,  

Manufacturing industry, South 

3.4.2 HR Challenges 

Overall, HR challenges of the enterprises mostly include the increase in HR cost, insufficient supply of 

qualified HR, and lack of skilled or experienced human resource. Besides, some companies face difficulty 

ƛƴ ǊŜŎǊǳƛǘƳŜƴǘ ŘǳŜ ǘƻ ŎƻƳǇŀƴȅΩǎ ŎƘŀǊŀŎǘŜǊƛǎǘƛŎǎ ǎǳŎƘ ŀǎ ƛŦ they are in niche industry, remoted location, or 

inflexible working environment.  

A detailed review into the percentage of companies who are agreeing with each below challenge, the 

most popular challenge recorded in almost companies (about 57%) is the increasing in HR cost, followed 

by the insufficient HR supply of management-level (52%), and the 3rd common challenge is the evaluation 

of HR quality which cannot reflect appropriately or low relevant based on TVET qualification (49%). Those 

detailed challenges are classified in 3 groups: HR cost, HR supply and HR quality. Further examination into 

each industry, shown in below table: 

¶ HR increasing cost happens in all sectors and ranks as the most popular challenges of companies, 

with an intensely happening in IT industry.  
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¶ In term of HR supply challenges, manufacturing and construction industry mainly face the 

insufficient of HR supply and the unsatisfaction of newly recruit HR quality compared with practical 

working requirement, especially in worker group. While, service and IT industries mostly experience 

the lack of skilled HR for advanced task and management HR, both middle-level and senior 

managers. 

¶ Regarding HR quality, a higher proportion of service and IT enterprises notices that HE qualification 

cannot reflect appropriately the capability of HR and the current training has not effectively adapted 

to industrial changes. While, agriculture, manufacturing and construction & real estate industries 

are ŎƻƴŎŜǊƴƛƴƎ ƳƻǊŜ ŀōƻǳǘ ¢±9¢ ƎǊŀŘǳŀǘŜǎΩ ǉǳŀƭƛǘȅ ǿƘƛŎƘ ƛǎ Ƴƻǎǘƭȅ ǎŜŜƴ ǘƻ ōŜ ƭƻǿ ǊŜƭŜǾŀƴǘ ǘƻ 

ŎƻƳǇŀƴƛŜǎΩ ǇǊŀŎǘƛŎŀƭ ǊŜǉǳƛǊŜƳŜnt 

Figure 98. Overall HR challenges perceived by surveyed enterprises (by % agree) 

Group Detailed Challenge Total Agri. 
Manufac

turing 
Service 

Cons. & 
Real estate 

IT 

HR cost Increasing HR cost 57% 56% 59% 56% 51% 61% 

HR supply 

Insufficient supply of skilled 
worker 

40% 42% 47% 34% 44% 36% 

The industry lacks high-
skilled HR for advanced 
field/tasks 

45% 42% 43% 45% 46% 54% 

Insufficient/ Ineffective 
capacity building for middle-
level manager 

48% 38% 45% 50% 54% 53% 

Lack of high-level/senior 
managers 

52% 29% 48% 57% 60% 55% 

HR 
quality 

HE qualification cannot 
reflect appropriately the 
capability of HR for 
recruitment 

49% 40% 46% 52% 49% 52% 

TVET qualification is low 
relevant to practical working 
requirement 

36% 38% 37% 36% 39% 34% 

Training from HE/TVET in 
Vietnam has not effectively 
adapted to industrial 
changes 

46% 44% 43% 49% 47% 50% 

Increasing HR cost is the most popular challenge for companies, stronger impact in IT industry and 

relatively higher pressure in central region 

Interviews with companies show that the increasing HR is mainly caused by the high competition in salary 

and bonus rate with other companies. It seems that competition in salary and bonus in IT industry is 

relatively higher than in other industries, said by 61% of surveyed IT enterprises facing the increasing HR 

cost. 
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άL¢ ƛƴŘǳǎǘǊȅ ƛǎ ŀ Ƙƻǘ ƛƴŘǳǎǘǊȅΣ ŀƴŘ ǘƘŜ ŎƻƳǇŀƴȅ Ƙŀǎ ǘƻ ŎƻƳǇŜǘŜ ǿƛǘƘ ƻŦŦǎƘƻǊŜ ŎƻƳǇŀƴƛŜǎ ŀƴŘ ƭŀǊƎŜ ŎƻƳǇŀƴƛŜǎ 

in the industry to recruit ŎŀƴŘƛŘŀǘŜΣ ǎƻ ǘƘŜ ǎŀƭŀǊȅ ƛǎ ŎƻƳǇŜǘƛǘƛǾŜΦέ - IT, Northern company 

άL¢ ŎƻƳǇŀƴƛŜǎ ŎƻƳǇŜǘŜ ǿƛǘƘ ŜŀŎƘ ƻǘƘŜǊ ƛƴ ǊŜŎǊǳƛǘƛƴƎ ŎŀƴŘƛŘŀǘŜǎΣ ƭŜŀŘƛƴƎ ǘƻ ǘƻƻ ƘƛƎƘ ǎŀƭŀǊȅ ƻŦŦŜǊǎέ - HR Dept, 

IT, Central company 

Figure 99. 5-ǎŎŀƭŜ ŀƎǊŜŜƳŜƴǘ ƻƴ άtǊŜǎǎǳǊŜ ƻƴ LƴŎǊŜŀǎƛƴƎ Iw ŎƻǎǘέΣ ōȅ ƛƴŘǳǎǘǊȅ 

 

In term of region, there are more companies in the Central region saying that they are facing the increasing 

in HR due to that salary competition in the central region is higher than in the north and in the south due 

to the fact that graduated students mostly want to seek job opportunity and work in big cities like Hanoi 

and HCMC. Survey result also shows that about 64% of surveyed companies in the central region facing 

the increase in HR cost, compared with 54% in the north and 60% in the south. 

ά¢ƘŜ ǊŀǘŜ ƻŦ L¢ ǎǘǳŘŜƴǘǎ ǿƘƻ ǎǘŀȅ ǘƻ ǿƻǊƪ ƛƴ IǳŜ ŀŦǘŜǊ ƎǊŀŘǳŀǘƛƴƎ ƛǎ ƻƴƭȅ о-4% due to having better opportunities 

ƛƴ ōƛƎ ŎƛǘƛŜǎέ - HR Dept, IT, Central company 

ά{ŀƭŀǊȅ ŀƴŘ ōƻƴǳǎ ƻŦ ŎŀƴŘƛŘŀǘŜǎ ŀƴŘ ŜƳǇƭƻȅŜŜǎ ŀǊŜ ƛƴŎǊŜŀǎƛƴƎέ - HR Dept, Service, Central company 

In order to recruit candidate in the context of increasing HR cost, many companies have tried to adjust 

their salary range and allowances. In turn, it has led to a phenomenon that HR cost is more than actual 

ŘŜƭƛǾŜǊŜŘ ǉǳŀƭƛǘȅ ŀƴŘ ƛǘΩǎ ŘƛŦŦƛŎǳƭǘ ŦƻǊ ŜƴǘŜǊǇǊƛǎŜǎ ǘƻ ŎƻƴǘǊƻƭ Iw Ŏƻǎǘ ϧ ōǳŘƎŜǘΦ Some companies suggest 

that there should be some public sources of average salary range in the industry, so that companies can 

refer to each other, which relatively could help them to understand and control the situation of highly 

competitive in terms of HR salary.  

άhǳǊ ŎƭƛŜƴǘǎ ŀƭǿŀȅǎ ŀǎƪ ǘƻ ǊŜŘǳŎŜ ǇǊƛŎŜǎΣ ōǳǘ ŜƳǇƭƻȅŜŜǎϥ Ŏƻǎǘ ƛƴŎǊŜŀǎŜ ŜǾŜǊȅ ȅŜŀǊ ǿƘƛƭŜ ƻǳǊ ōǳǎƛƴŜǎǎ Řƻ ƴƻǘ 

require such high HR capacity. Our company must balance HR cost with the revenue. Therefore, it is difficult to 

ǊŜŎǊǳƛǘ ǿƻǊƪŜǊǎέ - HR Dept, Manufacturing, Northern company 

 άLƴ ƻǊŘŜǊ ǘƻ ǎƻƭǾŜ ƻǊ ǊŜŘǳŎŜ ǘƘŜ ǎŀƭŀǊȅ ƎŀǇ ōŜǘǿŜŜƴ ŎƻƳǇŀƴƛŜǎΣ ƻǳǊ ŎƻƳǇŀƴȅ ǊŜƎǳƭŀǊƭȅ ǳǇŘate and refer to the 

salary and bonus regime of other businesses in Da Nang. Based on that, we would adjust our regime to better 

ƳŜŜǘ ǘƘŜ ŜȄǇŜŎǘŀǘƛƻƴ ƻŦ ǎǘŀŦŦέ - HR Dept, Service, Central company 
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Lack of skilled/trained staff, especially in manufacturing and IT industry 

One of the reasons that lead to the increasing HR cost is the lack of HR supply, especially in manufacturing 

industry. About 45% of surveyed companies recognize that their industry lacks high-skilled HR for 

advanced/technical tasks, 40% experience the insufficient supply of skilled workers. 

Recently, the development and expansion of industrial zones have led to the increasing in worker demand, 

and skilled or experienced workers tend to switch job easily. Besides, workers would prefer to apply to 

light-manufacturing industries such as electronics, electronic component, etc., rather than heavy-

ƳŀƴǳŦŀŎǘǳǊƛƴƎ ƛƴŘǳǎǘǊƛŜǎΦ ¢ƘŜǊŜŦƻǊŜΣ ƛǘ ǎŜŜƳǎ ǘƘŀǘ ǘƘŜǊŜΩǎ ƘƛƎƘŜǊ ǇŜǊŎŜƴǘŀƎŜ ƻŦ ŎƻƳǇŀƴƛŜǎ ƛƴ 

manufacturing and construction saying that the industry lacks skilled HR, compared with other service 

industries. The below figure shows that the percentage of companies in manufacturing/processing 

industry facing the lack of skilled workers is 47% and that of construction is 44%, compared with 32% of 

agriculture companies, 34% of service industry and 37% of IT industry. 

ά¢ƘŜ ƛƴŘǳǎǘǊƛŀƭ ǇŀǊƪ ƎǊŀŘǳŀƭƭȅ ŜȄǇŀƴŘǎΣ ŀƴŘ ǘƘŜǊŜ ǿƻǳƭŘ ōŜ ƳƻǊŜ ŎƻƳǇŀƴƛŜǎ ŜǎǘŀōƭƛǎƘŜŘΦ ¢ƘŜǊŜŦƻǊŜΣ ǘƘŜ 

competition in HR recruitment is getting more competitive. Besides, young workers tend to prefer light-

ƳŀƴǳŦŀŎǘǳǊƛƴƎ ŎƻƳǇŀƴƛŜǎ ǎǳŎƘ ŀǎ ǘŜŎƘƴƻƭƻƎȅΣ ŜƭŜŎǘǊƻƴƛŎǎΣ ŜǘŎΦέ - HR Manufacturing, Northern company 

Figure 100. 5-ǎŎŀƭŜ ŀƎǊŜŜƳŜƴǘ ƻƴ άLƴǎǳŦŦƛŎƛŜƴǘ ǎǳǇǇƭȅ ƻŦ ǎƪƛƭƭŜŘ ǿƻǊƪŜǊ ŦƻǊ ŦŀŎǘƻǊƛŜǎέ ōȅ ƛƴŘǳǎǘǊȅ 

 

Figure 101. 5-ǎŎŀƭŜ ŀƎǊŜŜƳŜƴǘ ƻƴ ά¢ƘŜ ƛƴŘǳǎǘǊȅ ƭŀŎƪǎ ƘƛƎƘ-ǎƪƛƭƭŜŘ Iw ŦƻǊ ŀŘǾŀƴŎŜŘ ŦƛŜƭŘκǘŀǎƪǎέ ōȅ 
industry 
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Additionally, according to the sharing of VASI, it is believed that mechanical industry requires solid 

knowledge of physics and math while the requirement of jobs is heavier; hence, it is very hard for 

companies to recruit suitable employees. Besides, the companies also prefer employees with both 

technical background and good soft skills, especially for admin and sales positions; however, students in 

industrial majors are weak in soft skills due to lack of training. 

As for IT industry, most of the interviewed companies shared that the turnover rate of skilled or 

experienced IT staff is relatively high because this industry is emerging and many companies are willing to 

offer better salary to recruit skilled staff. Besides, according to VECOM, another reason for high turnover 

rate in IT industry is that employees who have 1 or 2 year-experience have tendency to leave the 

companies to start their own business in IT sector such as coding or e-commerce solution. 

ά{ǘŀŦŦ ǘŜƴŘ ǘƻ ŎƘŀnge job quickly, and do not stay to work at the company for a long time. Especially freshers, 

ƻƴ ŀǾŜǊŀƎŜ ƻŦ мΦр ȅŜŀǊΣ ōŀǎŜŘ ƻƴ ŀƭǊŜŀŘȅ ƘŀǾƛƴƎ ŜȄǇŜǊƛŜƴŎŜΣ ǘƘŜȅ ǿƻǳƭŘ ǎǿƛǘŎƘ Ƨƻō ƛŦ ǘƘŜȅ ƘŀǾŜ ŀ ōŜǘǘŜǊ ƻŦŦŜǊέ - 

HR Dept, IT, Northern company 

Regarding company size, large companies seem to experience the lack of skilled HR more than smaller 

ŎƻƳǇŀƴȅ ǎƛȊŜΦ LǘΩǎ ǊŜŎƻǊŘŜŘ ǘƘŀǘ ƭŀǊƎŜ ŎƻƳǇŀƴȅ Ƴŀƛƴƭȅ Ƙŀǎ ŦƛȄŜŘ ǎŀƭŀǊȅ ǊŀƴƎŜ ŀƴŘ ƛǘΩǎ ƴƻǘ Ŝŀǎȅ ǘƻ ŎƘŀƴƎŜ 

ƻǊ ƛƴŎǊŜŀǎŜ ƛƴ ƻǊŘŜǊ ǘƻ ǊŜŎǊǳƛǘ IwΦ ²ƘƛƭŜ ƛǘΩǎ ŜŀǎƛŜǊ ŦƻǊ ǎƳŀƭƭ ŀƴŘ ƳŜdium company to modify salary range 

case-by-ŎŀǎŜ ōŀǎŜŘ ƻƴ ǘƘŜ ǉǳŀƭƛǘȅ ƻŦ IwΦ Lƴ ǘŜǊƳ ƻŦ ǘƘŜ ƭŀŎƪ ƻŦ ǎƪƛƭƭŜŘ ǿƻǊƪŜǊΣ ŀōƻǳǘ нл҈ ƻŦ ƭŀǊƎŜ ŘƻƴΩǘ 

find the lack of this HR, compared with 28% of small enterprises and 24% of medium enterprise. Besides, 

about 15% oŦ ƭŀǊƎŜ ŎƻƳǇŀƴƛŜǎ ŘƻƴΩǘ ƴƻǘƛŎŜ ǘƘŜ ƭŀŎƪ ƻŦ ƘƛƎƘ-skilled staff, and that of small and medium 

enterprises is 20% and 23%, respectively. 

ά!ŦǘŜǊ ŀ ŘǳǊŀǘƛƻƴ ƻŦ ǘǊŀƛƴƛƴƎ-on job, staff already have experience, so they tend to request a higher salary. There 

are soƳŜ ŎŀǎŜǎ ǘƘŀǘ ƛǘΩǎ н-о ǘƛƳŜǎ ŀǎ ƳǳŎƘ ŀǎ ŎƻƳǇŀƴȅΩǎ ǎŀƭŀǊȅ ǊŀƴƎŜΦ IƻǿŜǾŜǊΣ ƛǘΩǎ ŘƛŦŦƛŎǳƭǘ ǘƻ ŘŜŀƭ ŀ ƘƛƎƘŜǊ 

ǎŀƭŀǊȅ ǊŀƴƎŜ ǘƘŀƴ ŜȄƛǎǘƛƴƎ ŎƻƳǇŀƴȅΩǎ ǊŀƴƎŜΦ ¢ƘŜǊŜŦƻǊŜΣ ǎǘŀŦŦ ǿƻǳƭŘ ŎƘŀƴƎŜ Ƨƻōǎ ǘƻ ƎŜǘ ŀ ōŜǘǘŜǊ ǎŀƭŀǊȅέ - HR 

Dept, IT, Northern company  

Lack of either middle-level manager or high-level/senior manager in all industries, especially in the north 

and the south 

Recently, it is much easy for staff to switch or change job, while, it takes time for training staff to middle 

manager level, especially in the north and the south where exist plenty of job-opportunities. As a result, 

it causes the lack of either middle-level manager or high-level/senior manager. As shown in the result of 

survey below, just about 20% have enough high-level/senior managers, and just 14% of surveyed 

companies say that they have sufficient of middle-level manager or have effective capacity building for 

middle-level manager. 

άLǘ ƛǎ ŘƛŦŦƛŎǳƭǘ to recruit management-level staff, due to the specific experience requirements of the industry and 

tƘŜ ǎŎŀǊŎƛǘȅ ƻŦ ƘǳƳŀƴ ǊŜǎƻǳǊŎŜǎ ƛƴ ǘƘŜ ƛƴŘǳǎǘǊȅέ - HR Dept, Service, Northern company 

άCƻǊ ƳŀƴŀƎŜǊ ƭŜǾŜƭΣ the company uses both ways: recruiting new staff to meet the project's HR needs, and 

promoting internal staff who have worked for 1-2 years and have enough experience as a leader. However, 

ƛƴǘŜǊƴŀƭ ǎǘŀŦŦ ŘƻƴΩǘ ƘŀǾŜ ƭƻƴƎ ŎƻƳƳƛǘƳŜƴǘ ŀǎ ŀŦǘŜǊ ƘŀǾƛƴƎ ŜȄǇŜǊƛŜƴŎŜΣ ǘƘŜȅ ǿƻǳƭŘ ǎŜŜƪ ŦƻǊ ŀ ōŜǘǘŜǊ ƻǇǇƻǊǘǳƴƛǘȅΣ 

ǎǳŎƘ ŀǎ ƘƛƎƘŜǊ ǎŀƭŀǊȅΣ ƳƻǊŜ ŦƭŜȄƛōƭŜ ǿƻǊƪƛƴƎ ŜƴǾƛǊƻƴƳŜƴǘΣ ŜǘŎΦέ - HR Dept, IT, Northern company 
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 Figure 102. 5-ǎŎŀƭŜ ŀƎǊŜŜƳŜƴǘ ƻƴ άLƴǎǳŦŦƛŎƛŜƴǘκ 
Ineffective capacity building for middle-ƭŜǾŜƭέΣ 

by region 

 
 

Figure 103. 5-ǎŎŀƭŜ ŀƎǊŜŜƳŜƴǘ ƻƴ ά[ŀŎƪ ƻŦ ƘƛƎƘ-
ƭŜǾŜƭκǎŜƴƛƻǊ ƳŀƴŀƎŜǊǎέΣ ōȅ ǊŜƎƛƻƴ 

 

 

Companies are experiencing insufficient HR quality, especially the issues of HR lacking practical experience 

and soft skills 

Most companies still depend their evaluation of newly recruit staff based on education qualifications, 

however, it seems that qualifications do not reflect the true capacity of candidates, even for technical 

major, thus causing difficulties in recruitment for enterprises. When being surveyed about the judgement 

of reliability of HE/TVET degree in reflecting the quality of fresh graduate, almost 50% find that the 

qualifications of fresh graduates cannot help them to evaluate the quality of candidates. Even in technical 

industries, HE/TVET degrees are not much helpful to evaluate the quality match of fresh graduates with 

the skill demand of the companies. In fact, slightly more companies in industrial manufacturing and IT 

industry evaluate that HE/TVET qualification, to some extent, cannot reflect the capacity of candidates. 

Figure 104. 5-ǎŎŀƭŜ ŀƎǊŜŜƳŜƴǘ ƻƴ άHE qualification cannot reflect appropriately the capability of fresh 
IwέΣ ōȅ ƛƴŘǳǎǘǊȅ 
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Figure 105. 5-ǎŎŀƭŜ ŀƎǊŜŜƳŜƴǘ ƻƴ ά¢±9¢ ǉǳŀƭƛŦƛŎŀǘƛƻƴ ƛǎ ƭƻǿ ǊŜƭŜǾŀƴǘ ǘƻ ǇǊŀŎǘƛŎŀƭ ǿƻǊƪƛƴƎ 
ǊŜǉǳƛǊŜƳŜƴǘέΣ ōȅ ƛƴŘǳǎǘǊȅ 

 

It appears that a majority of enterprises find that qualification cannot reflect the actual quality of HR, 

especially in terms of working skills and soft skills. This, in turn, points out the current situation of 

recruitment practice, in which most of companies are using their own evaluation test to classify candidate, 

ŀƴŘΣ ǉǳŀƭƛŦƛŎŀǘƛƻƴ ƛǎ ŀƭǎƻ ǳǎŜŘ ŀǎ ŀƴƻǘƘŜǊ ǘƻƻƭ ŀŦǘŜǊ ŎƻƳǇŀƴȅΩǎ ŜǾŀƭǳŀǘƛƻƴ ǘŜǎǘΦ 

ά¢ƘŜ ŎƻƳǇŀƴȅ ƛǎ ǳǎƛƴƎ ŀ ǘŜǎǘ ǿƘƛŎƘ ƛǎ ŎƻƳǇƛƭŜŘ ŀƴŘ ŜǾŀƭǳŀǘŜŘ ƛƴǘŜǊƴŀƭƭȅ ōȅ ǘƘŜ ŎƻƳǇŀƴȅ ŦƻǊ ŀƭƭ Iw ƭŜǾŜƭ ƛƴ 

recruitment. As for technical or production team, the company also test  their technical skills, professional skills 

ŀƴŘ ōŀǎƛŎ ŎŀƭŎǳƭŀǘƛƻƴ ǎƪƛƭƭέ - HR Dept, Manufacturing, Northern company 

ά/ŀƴŘƛŘŀǘŜ Ƴǳǎǘ Ǉŀǎǎ ŎƻƳǇŀƴȅΩǎ ǇǊƻŦŜǎǎƛƻƴŀƭ ǘŜǎǘ ŀƴŘ ǘƘŜ ǎƻŦǘ ǎƪƛƭƭ ƛƴǘŜǊǾƛŜǿ ǊƻǳƴŘΦ .ŜǎƛŘŜǎΣ they need to 

ƘŀǾƛƴƎ ǘƘŜ ŀǇǇǊƻǇǊƛŀǘŜ ŜȄǇŜǊƛŜƴŎŜΣ ŀƴŘ ƛǘΩǎ ƴƻǘ ƴŜŎŜǎǎŀǊȅ ǘƻ ƘŀǾŜ ŀƴȅ ǉǳŀƭƛŦƛŎŀǘƛƻƴ ƛƴ ǘƘŜ ǎŀƳŜ 

ƛƴŘǳǎǘǊȅκǇǊƻŦŜǎǎƛƻƴ ǿƛǘƘ ǘƘŜ Ǉƻǎƛǘƛƻƴ ǘƘŜȅ ŀǇǇƭȅΦ ¢ƘŜ ŎƻƳǇŀƴȅ ŘƻŜǎƴΩǘ ǘŀƪŜ ǉǳŀƭƛŦƛŎŀǘƛƻƴ ƛƴǘƻ ƳǳŎƘ 

consideration as long as candidate can prove thaǘ ǘƘŜƛǊ ǎƪƛƭƭǎ ŀǊŜ ǎǳƛǘŀōƭŜ ŦƻǊ ŎƻƳǇŀƴȅΩǎ ƻǇŜǊŀǘƛƻƴ ŀƴŘ 

ǇǊƻŘǳŎǘƛƻƴέ - HR Dept, Manufacturing, Southern company 

CǊƻƳ ŎƻƳǇŀƴƛŜǎΩ ƻǇƛƴƛƻƴΣ freshers are evaluated as lack practical experience and soft skills because 

training from HE/TVET in Vietnam is considered to be mostly theoretical and not up to date with practical 

working requirement, not equip students with necessary working attitude.    

 άaŀƴȅ ǎǘǳŘŜƴǘǎ Řƻ ƴƻǘ ƘŀǾŜ ŀ ŎƭŜŀǊ ŘƛǊŜŎǘƛƻƴΣ ǎƻ ǘƘŜȅ ŀǊŜ Ŝŀǎƛƭȅ ŘƛǎŀǇǇƻƛƴǘŜŘ ŀŦǘŜǊ ƎǊŀŘǳŀǘƛƴƎ ŀƴŘ ǿƻǊƪƛƴƎ ŦƻǊ 

a whilŜέ - HR Dept, Service-Logistics, Northern company 

ά/ǳǊǊŜƴǘ ǘǊŀƛƴƛƴƎ ƭŀŎƪ ƻŦ ǎƻŦǘ ǎƪƛƭƭǎ ǘǊŀƛƴƛƴƎ ǎƻ ǘƘŀǘ ǎǘǳŘŜƴǘǎ Ŏŀƴƴƻǘ ƛƴǘŜƎǊŀǘŜ ǉǳƛŎƪƭȅ ǿƛǘƘ ǘƘŜ ŎƻƳǇŀƴȅΦ .ŜǎƛŘŜǎΣ 

the students lack stamina, patience, and can't stand high pressure. Technical schools are weaker in soft skills 

ŎƻƳǇŀǊŜŘ ǘƻ ǎŎƘƻƻƭǎ ƛƴ ǘƘŜ ǎƻŎƛŀƭ ǎŜŎǘƻǊέ - HR Dept, IT, Northern company 

In addition, current HE/TVET training is seen not effectively adaptive to industrial changes, especially, for 

new emerging industries such as Green and circular economy, Sustainable and inclusive business or 

Biological Technology. 

ά¢ƘŜǊŜΩǎ ƴƻ ƳŀƧƻǊ ƛƴ 9-logistics in Vietnam, so our company have to recruit related major such as e-commerce, 

ŀƴŘ ǘƘŜƴ ǿŜ ƘŀǾŜ ǘƻ ǘǊŀƛƴ ǘƘŜƳ ŦǊƻƳ ǘƘŜ ǎŎǊŀǘŎƘέ - HR Dept, Logistics, Northern company 
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Figure 106. 5-ǎŎŀƭŜ ŀƎǊŜŜƳŜƴǘ ƻƴ ά¢ǊŀƛƴƛƴƎ ŦǊƻƳ I9κ¢±9¢ ƛƴ ±ƛŜǘƴŀƳ Ƙŀǎ ƴƻǘ ŜŦŦŜŎǘƛǾŜƭȅ ŀŘŀǇǘŜŘ ǘƻ 
ƛƴŘǳǎǘǊƛŀƭ ŎƘŀƴƎŜǎέΣ ōȅ ƴŜǿ ŜƳŜǊƎƛƴƎ ƛƴŘǳǎǘǊȅ 

 

HR Challenges in Japanese companies also face challenges of increasing HR cost, insufficient HR supply, 

especially middle level managers  

Figure 107. Overall HR challenges perceived by surveyed Japanese enterprises (by % agree) 

Group Detailed Challenge 

Total 
(N=390) 

Agri. 
(N=3) 

Manu- 
facturing 
(N=206) 

Service 
(N=101) 

Cons. & 
Real Estate 
(N=28) 

IT 
(N=52) 

HR cost Increasing HR cost 58% 33% 59% 54% 57% 64% 

HR 
supply 

Insufficient supply of 
skilled worker 

37% 33% 43% 28% 32% 35% 

The industry lacks high-
skilled HR for advanced 
field/tasks 

37% 33% 36% 38% 28% 49% 

Insufficient/ Ineffective 
capacity building for 
middle-level manager 

48% 33% 47% 59% 71% 58% 

Lack of high-level/senior 
managers 

52% - 46% 56% 71% 64% 

HR 
quality 

HE qualification cannot 
reflect appropriately the 
capability of HR for 
recruitment 

43% 33% 42% 45% 25% 48% 

TVET qualification is low 
relevant to practical 
working requirement 

31% - 27% 37% 25% 40% 

Training from HE/TVET in 
Vietnam has not effectively 
adapted to industrial 
changes 

37% 33% 36% 38% 28% 49% 
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Further look into Japanese companies, the same difficulties are recorded. The most popular challenge is 

the increasing in HR cost, followed by the insufficient HR supply, especially the lack of middle-level 

manager. HR lacking of soft skills and experience is also among the top three common challenges facing 

by Japanese enterprises.  

¢ƘŜǊŜΩǎ ƴƻ ǎǘŀǘƛǎǘƛŎ ƛƴ ŎƻƳǇŀǊƛƴƎ ǘƘŜ ǎŀƭŀǊȅ ǊŀƴƎŜ ōŜǘǿŜŜƴ WŀǇŀƴŜǎŜ ŜƴǘŜǊǇǊƛǎŜǎ ŀƴŘ average market 

practice. However, it is information through interviews with Japanese enterprises, shared by Vietnamese 

HR managers who have to be in charge of salary negotiation, that Japanese companies mainly have fixed 

ǎŀƭŀǊȅ ǊŀƴƎŜ ŀƴŘ ƛǘΩǎ ƴƻǊƳŀƭƭȅ ǎƭƛƎƘǘƭȅ lower than the market practice, regardless of company size. This is 

mostly seen in middle level managers, there is almost no difference for lower level such as staff and 

workers). !ǎ ŀ ǊŜǎǳƭǘΣ ǘƻƎŜǘƘŜǊ ǿƛǘƘ ǘƘŜ Ŝŀǎƛƭȅ ǎǿƛǘŎƘƛƴƎ Ƨƻō ƻŦ ǎǘŀŦŦΣ ƛǘΩǎ ƘŀǊŘŜǊ ŦƻǊ WŀǇŀƴŜǎŜ ŎƻƳǇŀƴƛŜǎ to 

recruit, especially middle-level managers. bŜǾŜǊǘƘŜƭŜǎǎΣ ƛǘΩǎ ŀƭǎƻ ǎƘŀǊŜŘ ǘƘŀǘ even though salary base of 

Japanese companies is not high, they still can attract and retain staffs with their good welfares. 

Moreover, Japanese companies tend to have relatively high HR requirements. For example, for 

professional/technical group, companies often require experience, which make it tough to find qualified 

candidates. 

ά¢ƘŜ Ƨƻō ǊŜǉǳƛǊŜƳŜƴǘǎ ŦƻǊ ǇǊƻŦŜǎǎƛƻƴŀƭ ƪƴƻǿƭŜŘƎŜ ŀƴŘ ǎƻŦǘ ǎƪƛƭƭǎ ŀǊŜ ǉǳƛǘŜ ƘƛƎƘΦ ¢ƘŜ ǊŜŎǊǳƛǘƳŜƴǘ ǊŜǉǳƛǊŜƳŜƴǘǎ 

of the enterprise are high, but the salary is not commensurate with the requirements, which make it difficult for 

ǳǎ ǘƻ ŦƛƴŘ ŎŀƴŘƛŘŀǘŜǎΦέ - HR Dept, Service, Northern company 

ά.ŜŎŀǳǎŜ ŀǇǇƭƛŎŀƴǘǎ ŀƭƭ ŜȄǇŜŎǘ ǇǊƻƳƻǘƛƻƴΦ IƻǿŜǾŜǊΣ ƻǳǊ ŜƴǘŜǊǇǊƛǎŜ Ƙŀǎ ŀ ǊŜƭŀǘƛǾŜƭȅ ƘƛƎƘ ǎǘŀōƛƭƛǘȅ ƻŦ ǇǊƻƳƻǘƛƻƴΣ 

and salary increase rarely happen, so Ƴŀƴȅ ǎǘŀŦŦ ǉǳƛǘέ - HR Dept, Manufacturing, Northern company 

άL¢ ǎǘŀŦŦ ǘŜƴŘ ǘƻ ǎǿƛǘŎƘ Ƨƻō ǉǳƛŎƪƭȅ ŀƴŘ ŘŜƳŀƴŘ ƘƛƎƘ ǎŀƭŀǊȅΦ IƻǿŜǾŜǊΣ WŀǇŀƴŜǎŜ ŎƻƳǇŀƴƛŜǎ ƘŀǾŜ ŀ ŦƛȄŜŘ ǎŀƭŀǊȅ 

ōǊŀŎƪŜǘΣ ǎƻ ƛǘ ƛǎ ŘƛŦŦƛŎǳƭǘ ŦƻǊ ŜƳǇƭƻȅŜŜǎ ǘƻ ƴŜƎƻǘƛŀǘŜ ǘƻ ǘƘŀǘ ƘƛƎƘ ǎŀƭŀǊȅέ - HR Dept, IT, Central company 

Figure 108. 5-ǎŎŀƭŜ ŀƎǊŜŜƳŜƴǘ ƻƴ άtǊŜǎǎǳǊŜ ƻƴ LƴŎǊŜŀǎƛƴƎ Iw ŎƻǎǘέΣ WŀǇŀƴŜǎŜ ŎƻƳǇŀƴȅ ōȅ ƛƴŘǳǎǘǊȅ 

 

A majority of Japanese companies face the lack of skilled HR, especially in manufacturing industry, 

construction and IT industry. Just approximately 28% of Japanese companies said that they ŘƻƴΩǘ ŦŀŎŜ 

ŘƛŦŦƛŎǳƭǘȅ ƛƴ ǘƘŜ ǎǳǇǇƭȅ ƻŦ ǎƪƛƭƭŜŘ ǿƻǊƪŜǊǎ ŀƴŘ нр҈ ŘƻƴΩǘ ƭŀŎƪ ƘƛƎƘ-skilled HR.  
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Figure 109. 5-ǎŎŀƭŜ ŀƎǊŜŜƳŜƴǘ ƻƴ άLƴǎǳŦŦƛŎƛŜƴǘ ǎǳǇǇƭȅ ƻŦ ǎƪƛƭƭŜŘ ǿƻǊƪŜǊ ŦƻǊ ŦŀŎǘƻǊȅΩǎ ŀǊŜŀέΣ WŀǇŀƴŜǎŜ 
companies by industry 

 

Most of manufacturing Japanese enterprises operating in Vietnam are large ones, the demand of workers 

is relatively large. The companies mainly face the difficult of worker supply due to the large recruitment 

ǉǳŀƴǘƛǘȅΣ ŜǎǇŜŎƛŀƭƭȅ ǊŜŎǊǳƛǘƛƴƎ ŘǳǊƛƴƎ ǇŜŀƪ ǘƛƳŜΦ LǘΩǎ ǎŀƛŘ ǘƘŀǘ ƳŀƭŜ ŜƳǇƭƻȅŜŜǎ ǿƘƻ ŀǊŜ ǇǊƛƻǊƛǘƛȊŜŘ ƛƴ 

recruiting worker group have a tendency to change jobs more easily than female employees, because 

male employees prioritize higher wages than stability. Furthermore, the digitalization trend provides 

numerous high-paid freelance job, such as shipper or taxi driver in big cities. Thus, workers do not want 

to work in factory which limits their freedom. Consequently, there exists a lack of not only skilled workers 

but also unskilled workers. 

²ƛǘƘ ǊŜƎŀǊŘ ǘƻ L¢ ƧƻōǎΣ ǘƘŜǊŜΩǎ ŀ ŦŀŎǘ ǘƘŀǘ L¢ Ƙŀǎ ŘƛǾŜǊǎŜ ŀǇǇƭƛŎŀǘƛƻƴǎ ƛƴ ƛƴŘǳǎǘǊƛŜǎ ǘƘŀǘ ƴŜŜŘ ŘƛƎƛǘƛȊŀtion 

such as manufacturing, commerce, and transportation. Therefore, the demand for IT personnel is not only 

found in companies specializing in IT, but also in other companies. Additionally, due to the large number 

of IT companies, which make recruiting competition is much fiercer, companies are willing to pay high 

salary for headhunting. As a consequence, this puts companies into the HR cost increase. 

Figure 110. 5-ǎŎŀƭŜ ŀƎǊŜŜƳŜƴǘ ƻƴ ά¢ƘŜ ƛƴŘǳǎǘǊȅ ƭŀŎƪǎ ƘƛƎƘ-skilled HR for advanced ŦƛŜƭŘκǘŀǎƪǎέΣ 
Japanese companies by industry 
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Lƴ ŀŘŘƛǘƛƻƴΣ ƛǘΩǎ ǎƭƛƎƘǘƭȅ ƳƻǊŜ ŘƛŦŦƛŎǳƭǘ ŦƻǊ WŀǇŀƴŜǎŜ ŎƻƳǇŀƴƛŜǎ ǘƻ ǊŜŎǊǳƛǘ ƳƛŘŘƭŜ-level manager, with more 

than half of surveyed Japanese companies (54%) respond their agreement with that fact. Candidate who 

is fit for middle-level manager normally expect high salary and fast promotion opportunity, but Japanese 

enterprises mainly have a very low annual salary increase policy, about 10%/year. Moreover, Japanese 

companies have relatively stability in manager-level HR, and manager-level HR is mostly transferred from 

parent company or head quarter in Japan to Vietnam branches so promotion opportunity for middle-level 

is relatively low. 

Figure 111. 5-ǎŎŀƭŜ ŀƎǊŜŜƳŜƴǘ ƻƴ άLƴǎǳŦŦƛŎƛŜƴǘκ 
Ineffective capacity building for middle-ƭŜǾŜƭέ  

 

Figure 112. 5-ǎŎŀƭŜ ŀƎǊŜŜƳŜƴǘ ƻƴ ά[ŀŎƪ ƻŦ ƘƛƎƘ-
level/senior managersέ 

 

With a view to overcoming those challenges, without increasing their salary range, most of Japanese 

companies focus on improving their welfare regimes to attract and retain staff. For worker group, 

particularly, companies would encourage current workers to work overtime so as to increase their 

ƛƴŎƻƳŜΦ Lƴ ǘŜǊƳ ƻŦ ƛƳǇǊƻǾƛƴƎ Iw ǉǳŀƭƛǘȅ ǘƻ ƳŜŜǘ ŎƻƳǇŀƴȅΩǎ ǊŜǉuirement, in-house training is organized, 

covering both job-related skills and soft skills. 

Opinion of Japanese organizations: Lacking of local HR management level in Japanese companies will 

become more seriously in the near future 

Japanese organizations (JETRO, JCCI, JCCH, VJCC) well understand the current situation and challenges for 

Japanese enterprises in Vietnam. HR quality especially related to blue-collar workers or handful skills in 

Vietnam is strong and remarkable.  

However, ŦǊƻƳ ǘƘŜǎŜ ƻǊƎŀƴƛȊŀǘƛƻƴǎΩ ƻǇƛƴƛƻƴΣ ƛƴŎǊŜŀǎƛƴƎ Iw Ŏƻǎǘ ƛǎ ƻƴŜ ƻŦ ǘƘŜ Ƴƻǎǘ ǇƻǇǳƭŀǊ ŀƴŘ ǇǊŀŎǘƛŎŀƭ 

issues that almost Japanese enterprises in Vietnam are facing with. This issue is inevitable and unavoidable 

by the time. However, this challenge is still not aggressive and serious in other neighboring countries 

thanks to the gradual increase. Regarding this issue, the companies have different options to consider 

pros and cons with long term vision of attracting and retaining staff. It is usually considered to improve 

the whole receivable package for staff (including increasing income, offering better welfare regimes, 
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providing better working environment, tightening colleague relationship) rather than directly increasing 

salary. Also, increasing beneficial package is usually parallel with more contribution for the company in 

any forms (including increasing workload or responsibility, over time working ability, long-term 

ŎƻƳƳƛǘƳŜƴǘΧύΦ 

Lacking local management level is forecasted to be more seriously for Japanese enterprises in near future. 

Impacted by different reasons, it seems that Japanese companies are changing management system, 

reducing the number expatriates working overseas and transferring to local HR management tasks.  The 

localization progress will require more quantity as well as new capability of local management positions. 

Hence, current situation of lacking management level in Japanese companies will become more seriously 

and need counter measures urgently. 

Noticed by Japanese organizations, another challenge related to human right has not been equally 

perceived and addressed generally in Vietnam. Many enterprises are aware of human rights issues. 

However, the situation of being unfair to workers, for example forcing workers to work for long time with 

low wages, is still happening in some companies. This issue impacts on developing industrial human 

resources in Vietnam in the ways of raising awareness and consciousness for current and future staff 

generations as well as for enterprise side. It is believed that the more aware of protecting human rights 

in working environments, the better quality of HR will be and thereby improve labor productivity. 

3.4.3 In-house Training 

Companies mostly conduct in-house training activity by internal HR source, with a certain proportion of 

outsourcing to outside agencies; however outsourcing training to HE/TVET is not popular 

In order to develop the capability of HR, almost all companies (93% of surveyed companies) organize in-

house training activity. Using internal HR is the moǎǘ ǇƻǇǳƭŀǊ ǎƻǳǊŎŜ ƻŦ ŜƴǘŜǊǇǊƛǎŜΩǎ ƛƴ-house training, 

followed by outsourcing to an agency. Outsourcing to HE/TVET is not such a popular source, only 11% of 

surveyed companies saying that they are using this source. 

Figure 113. In-house training activity 
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Further look into industry, agriculture enterprises seem to outsource in-house training to agencies more 

than other industries. Besides, new emerging technology industries like IoT, AI, Machine learning or 

biological technology also outsource their in-house training to other organizations, including both 

HE/TVET and agencies, more than other industries. 

Figure 114. Source of in-house training activity, by industry 

    

  

Figure 115. Source of in-house training activity, by origin 

 

The most popular source of in-house training activity is by internal HR. Regarding to outsourcing to 

HE/TVET, ǘƘŜǊŜΩǎ ǊŜƭŀǘƛǾŜƭȅ ǎƳŀƭƭ ǇŜǊŎŜƴǘŀƎŜ ƻŦ ŎƻƳǇŀƴƛŜǎ ǳǎƛƴƎ ǘƘƛǎ ǎƻǳǊŎŜΣ and the training courses are 

mostly catered for technical/professional staff, followed by for office staff. 
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Figure 116. HR groups are using HE/TVET for in-house training, by industry 

 

In term of industry, manufacturing/processing industry uses HE/TVET for in-house training activity more 

for worker than other industries due to the lack of skilled worker supply in this industry, 56% of surveyed 

manufacturing companies compared with about 17%-25% of other industries.  

Prioritized skills for in-house training activity include soft skills for almost all positions, more in-house 

training on speciality skills is provided for group of technical/professional staff  

In general, that most enterprises find HR quality insufficient, especially soft skills, is the reason why soft 

skills are the most prioritized course for developing in-house HR for all position, followed by specialty, and 

advanced cognitive skills. 

Figure 117. Prioritized knowledge & skills for in-house training activity 
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Agricultural enterprises concern more about specialty and less focus on soft skills. For professional, office 

staff and worker in agriculture industry, specialty is the most focused item for HR development. 

Figure 118. Prioritized knowledge & skills for in-house training activity 

 

Soft skill training for manager level will focus on management-related skill, such as organization 

management, leadership & coaching, followed by communication skill, negotiation skill, and emotional 

intelligence. For staff levels, TOP prioritized soft skills are teamwork & cooperation, communication skill, 

creativity, independent working ability.  
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Figure 119. Soft-skill training 

 

In term of specialty training, practical skills are prioritized for professional/technical HR and worker more 

than knowledge. While for manager-level and office level, industry knowledge is more focused than 

practical skill. 

Figure 120. Specialty training 

 

Regarding advanced cognitive skills, the most prioritized advanced cognitive skills for both manager-level 

and professional level and office staff is problem solving. While, for worker, more simple skill, active 

learning, is focused. 

Figure 121. Advanced cognitive skill training 

 

English skill is the most popular training language. However, in the aspect of company origin, Japanese 

companies organize Japanese skill training more than other companies. 
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Similarly, most of Japanese companies hold in-house training to improve HR soft skills, together with 

technical skills and language skill, mainly focus on training staff-level 

A majority of Japanese enterprises (92%) also hold in-house training courses to build their HR capability, 

and the most popular source of in-ƘƻǳǎŜ ǘǊŀƛƴƛƴƎ ƛǎ ōȅ ƛƴǘŜǊƴŀƭ IwΦ .ŜǎƛŘŜǎΣ ǘƘŜǊŜΩǎ ŀ ƘƛƎƘŜǊ ǇŜǊŎŜƴǘŀƎŜ 

of Japanese companies that are outsourcing their training activity to agencies, compared with other 

companies (44% and 23% respectively). 

For Japanese enterprises, managers are mainly transferred from Japan head quarter to Vietnam branches, 

thus, it seems that Japanese ones put less priority on in-house training in Vietnam for manager-level (24% 

in Japanese enterprises, compared to 49% in other enterprises), in-house training for other HR group (i.e. 

technical/professional staff and office worker equally about 52%) is quite popular. 

Figure 122. HR groups are using HE/TVET for in-house training, by industry 

 

Similarly, a majority of Japanese enterprises prioritize to develop soft skills, one of the top 3 prioritized 

skills of in-house training, for all position, and followed by specialty, and advanced cognitive skills. 

Figure 123. Prioritized knowledge & skills for in-house training activity 

 

As for language training, apart from English skill, Japanese enterprises also encourage their HR to learn 

Japanese more than English or other languagesΣ ŜǎǇŜŎƛŀƭƭȅ ƛǘΩǎ ǇǊƛƻǊƛǘƛȊŜŘ ǘƻ ōŜ ƭŜŀǊƴŜŘ ōȅ management 

level HR, professional and office staff.  
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CHAPTER 4. INTERNATIONAL DONORS SUPPORT SITUATION 

4.1 International donors strategies and actions  

4.1.1 aŀǇǇƛƴƎ ƻŦ ǾŀǊƛƻǳǎ ŘƻƴƻǊǎΩ strategies for HRD support in Vietnam 

.ƻǘƘ ±ƛŜǘƴŀƳΩǎ {ƻŎƛƻ 9ŎƻƴƻƳƛŎ 5ŜǾŜƭƻǇƳŜƴǘ {ǘǊŀǘŜƎȅ ό{95{ύ ƛƴ нлмм-2020 and in 2021 - 2030 determine 

ƘǳƳŀƴ ǊŜǎƻǳǊŎŜ ŘŜǾŜƭƻǇƳŜƴǘ ŀǎ ƻƴŜ ƪŜȅ ǇǊƛƻǊƛǘȅ ŀǊŜŀ ǘƻ ŘǊƛǾŜ ±ƛŜǘƴŀƳΩǎ ŘŜǾŜƭƻǇƳŜƴǘ ǘƻǿŀǊŘǎ ŀƴ 

industrialized country and sustainable development. Therefore, many donors have committed their 

cooperation strategies in the last 10 years and in the future period to strengthen human resource 

development in Vietnam under various development approaches.  

The matrix below presentǎ ǘƘŜ Ƴŀƛƴ ŀŎǘƛǾŜ ŘƻƴƻǊ ǎǘŀƪŜƘƻƭŘŜǊǎ ƛƴ Iw5 ǎǳǇǇƻǊǘΣ ōȅ ƳŀǘŎƘƛƴƎ ŜŀŎƘ ŘƻƴƻǊΩǎ 

main actions with the major thematic issues in (i) higher education; (ii) vocational education and (iii) labor 

market & employment.  

Figure 124. Mapping ƻŦ ƪŜȅ 5ƻƴƻǊǎΩ ŀŎǘƛƻƴǎ ƛƴ Ƴŀƛƴ Iw5 ǘƘŜƳŀǘƛŎ ƛǎǎǳŜǎ 

 

 Support by multilateral donors   Main support of the donor 

 Support by bilateral donors  Support by Japan Cooperation 

Source: Developed by the research team 
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The situation of donors support in HRD for Vietnam are briefly described in some main characteristics 

(i) Human resource development support is perceived broadly, realized by diversified scope of actions  

There is no common definition of human resource development support among different donors. HRD is 

less perceived as an independent assistance purpose but more as intervention aspects to achieve broader 

development themes. Looking at different country partnership strategies, HRD support programs often 

go under broader thematic commitments aiming to aid for socioeconomic development of Vietnam.  

At program level, HRD support mostly can be categorized i.e. either towards tertiary education, higher 

education system (HE), or vocational education system (TVET) or towards existing laborers and labor 

market system. In terms of development logic, some donors perceive HRD broadly as human 

development, considering HR as a comprehensive theme with various interrelated aspects that could not 

be separated, including general education, TVET and HE as education overall theme, and together with 

healthcare, social security, etc. HRD is also commonly approached broadly as skill development and 

capacity building for related stakeholders; thus the support towards up-skilling the labor force is generally 

considered as HRD.  

Besides, almost donorsΩ assistance projects reardless of technical indutries, often include capacity building 

activities for project implementation partners. Such technical assistance if exist as a major component 

with clear objective in an ODA project, it can also be considered as human resource development project 

for a specific field. One example is the USAIDΩǎ project on supporting for enhancing rehabilitation human 

resource in target provinces133 in Vietnam. 

A few big donors (including JICA) commit comprehensive assistance towards systemic HE reform  

Other than JICA, there are a few major donors focus on efforts to assist the reform of higher education 

system in Vietnam via boosting resources for HE autonomy progress and implementing of new university 

models. Most prominent donors include the WorldBank (e.g. Support for Autonomous Higher Education 

Project ς SAHEP 2017-2022; Vietnam National University Development project 2020 - 2025); USAID (e.g. 

Fulbright University Vietnam project since 2016; USAID-Vietnam Partnership for Higher Education Reform 

2022- 2026), and ADB (a future project: Advancing Higher education in Vietnam since 2022134) . These 

assistance projects often commit big investment scale in order to provide enough resources for the 

benefited universities to critically upgrade infrastructure, management and teaching capacity to achieve 

autonomy and expansion.  

Projects often target to solve systemic issues of HE sector, such as:   

 

133 Hanoi, HCMC, Quang Tri, Dong Nai, Thua Thien Hue province 
134 The project has not been published on website yet at the time of making this report; information was shared from interview with expert from 
ADB Vietnam 
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Infrastructure 

Facilities  

Financing for infrastructure, teaching facilities, equipment of HE institutions, 

mainly come via ODA loans, some also include funding for establishment phase 

of HE projects 

Governance,  

Autonomy 

Support address to overall HE management system including consulting for 

system policies, HE network governance;  Support to advance the autonomy 

progress via developing autonomous university role models  

Research & Teaching 

Capacity  

Various types including loans, grants, or technical assistance to advance the 

academic and teaching quality of HEIs, capacity building for the HEIs in terms 

of teaching  pedagogies, curriculums, research capabilities etc. towards  

matching with requirements of labor market, upgrading to regional standards, 

and HE expansion  

Program 

development  

Support for internationalization of program or develop new training programs, 

curriculums for new sectors, in order to meet with demand of the market for 

new jobs, new skills and new emerging industries 

Universities ς 

Industry linkage & 

Technology Transfer 

Strengthen collaboration and connection of HE system to industry stakeholders 

as overall strong connection will increase the relevancy and ability of HE 

graduates to the market demand 

Almost all donors engage in higher education sector via supporting high-quality human resource and 

enhancing international cooperation of HE.    

As support to HE human resources also benefit for knowledge exchange, technology transfer, higher 

education cooperation between countries, although not invest strategic cooperation support in the HE 

systemic issues, many countries still provide practical support via scholarship and exchange programs. 

Almost the bilateral donors in Vietnam are offering (1) capacity building for high-level management 

human resources of government-related agencies, research & development facilities; or (2) open-call 

government scholarships attracting potential experts and leaders; or (3) fostering international 

cooperation between universities in Vietnam and the home countries etc. (see list in table figure)  

Up-skilling the labor force by investing in TVET system has been a common priority of various multilateral 

and bilateral donors in the current period, and this support topic will still thrive in the future period .  

Different from HE sector, TVET sector witnesses the proactiveness of various bilateral donors who are 

engaging in many aspects of TVET development both addressing large-scale systemic issues level and 

support specific issues at selective TVET schools, big scale and small scale projects, with the ultimate aim 

to enhance the growth of TVET sector and close the gap with the labor market demand.    
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Infrastructure 

Facilities  

Provide loans or funding aid to advance infrastructure development of TVET 

institutions, equip modern training facilities, which is most critical for TVET to 

meet with labor market demand, especially in manufacturing, supporting 

industries, heavy industrial sectors  

Sector policies & 

governance  

Similar to HE system, TVET in Vietnam is also facing ineffectiveness and 

inefficiency in governance system and policy at national level, as well as at 

organizational level. Specific donors are providing consultancy and support for 

the TVET reform in Vietnam in recent years via assistance project to the 

government or directly advance quality of management at the TVET institutions  

Quality system, 

Training 

accreditation 

Support to systemize and improve TVET qualifications system, to enhance quality 

of teaching that can meet requirement of employers, to meet with regional and 

international skill standards; develop high-quality TVET institutions in response 

to the demand of more highly-skilled workforce  

Industry ς 

enterprise 

collaboration with 

TVET  

Most popular theme for donorsΩ support 

Multiple stakeholder engagement to strengthen the connection and active 

engagement of enterprises with TVET, to improve the relevance of training 

output and to ensure demand-based training provision 

Inclusive & 

sustainable 

development  

Equip vocational skills is one solution to address unemployment and livelihood 

issues in disadvantaged communities. Some donors aim to address social 

development challenges via supporting TVET system, such as effort to increase 

access to vocational training of disadvantaged communities; or towards 

sustainable development themes  

Digitalization, green economy, gender equality and other sustainable development issues could be 

embedded objectives but not yet a dominant objectives in HRD cooperation projects.  

For example, sustainable aspects will be embedded into ADBΩǎ projects as an additional component but 

not the main criteria of the project. Other donors are also aware of the trends and relatively engage this 

topic in program design, but not yet a major specific design program, except for the case of GIZ. GIZ  

supports TVET institutions to implement capacity building for future labor force towards green economy, 

for example, supporting for vocational training program for TVET graduates to work in environment and 

waste management jobs. 

Lacking of central facilitation role for HRD overall; Support for HE is more demand-based, leading by 

universities meanwhile donor supports for TVET sector are more centralized via facilitation of DVET.   

At country level, for any stakeholder to consider strategic interventions, human resource development 

(HRD) needs to be assessed comprehensively as an overall complex system having inter-connected 

development dynamics. However, donors normally are not able to provide cutting-through solutions 

touching comprehensive HRD aspects but have to decide specific entry points and different sector-focus 

priorities in the overall HRD map. On the other hand, as mentioned in previous part, there has been certain 
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fragmentation between government bodies in HRD planning and execution, i.e. between MOET for higher 

education and MOLISA for TVET, as well as the transition of government bodies for college level between 

the two ministries, which leads to changes in management and execution practice of donor support 

programs. This leads to a fact that many donor supports exist but overall the HRD system still lacks of 

central advice and coordination for the HRD development assistance to be allocated effectively and in a 

more strategic manner. However, it does not necessarily mean that there exist conflicts between 

aƛƴƛǎǘǊƛŜǎ ƛƴ ƎƻǾŜǊƴƛƴƎ ŘƻƴƻǊǎΩ ǇǊƻƧŜŎǘǎΦ 

Programs that aim for supporting HE autonomy and HE training system normally base on the demand of 

universities, and universities are pro-active as independent project implementing partners. There are role 

of the International Cooperation Agency of MOET as the focal point agency to receive information, reports 

but the HEIs still keep active roles. Besides, donors support in HE sector for system-level issues or policy 

ƛǎǎǳŜǎ Ŏŀƴ ōŜ ŘƛǊŜŎǘƭȅ ǿƛǘƘ ǘƘŜ ǊŜƭŀǘŜŘ aƛƴƛǎǘǊȅΩǎ ŀƎŜƴŎȅΣ ŘŜǇŜƴŘƛƴƎ ƻƴ ǎǳǇǇƻǊǘƛƴƎ ǇǳǊǇƻǎŜΦ   

Meanwhile, in TVET sector, DVET plays a very central role in coordinating resources from donors toward 

the overall system demand. It is popular that DVET will suggest the TVET institutions to receive donors 

support. 

As a result, donors cooperation support in HRD is less regional-focus. The regional focus of projects could 

be determined based on recommendation from DVET (with TVET projects), or by evaluation of demand 

and feasibility of Universities.  

There has been a tendency that bilateral donors have stronger consideration of industry focus in HRD   

Industry-led, sector-based interventions seem to be more popular approach of bilateral donors. It is also 

a fact that as Vietnam has turning to medium income country, there is a tendency that international 

ŘƻƴƻǊǎ ŎƘŀƴƎŜ ǘƘŜ ǇŀǊǘƴŜǊǎƘƛǇ ǎǘǊŀǘŜƎȅ ǿƛǘƘ ±ƛŜǘƴŀƳ ŀǎ άŦǊƻƳ ŀƛŘ ǘƻ ǘǊŀŘŜέΦ 9ŀŎƘ ŎƻǳƴǘǊȅ ŘƻƴƻǊΣ 

therefore will consider the demand for economic partnership with Vietnam in specific sectors, in order to 

meet dual goals in country partnership cooperation.  

There has been mainly effort from multilateral donors regarding issues of labor market  

Specifically, the International Labor Organization (ILO) as part of the UN system, as its mission, is the most 

active support player dedicated towards the objective of promoting rights at work, encouraging  decent 

employment opportunities, enhancing social protection and strengthening dialogue on work-related 

issues. Another theme is to build capacity and support for skill raising for disadvantaged groups, which 

mostly recognize the role of ADB in the last 10 years. The WorldBank in its country partnership strategy 

with Vietnam also emphasizes supports towards enhancing labor market information systems & reform 

labor and regulations.  

4.1.2 Brief introduction of major multilateral and bilateral donor directions and actions in HRD    

a. Multilateral donors  

As multilateral donors are global facilities to support for nations to achieve global sustainable 

development goals, the supporting scheme of these donors for each country often broadly address long-

term sustainable challenges of the country, and support strategies determined by systemic diagnostic of 
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country situation and defined by periods. In which, human resource development could be embedded 

objectives in broader sustainability intervention objectives or supporting themes.  

The leading 3 multilateral donors in Vietnam in HRD theme include the WorldBank, ADB, and ILO under 

United Nation system. The World Bank has recently shifted the related support strategy from general 

education to tertiary education meanwhile. ADB has been always the biggest donor for skill improvement 

for the labor force and maintain holistic support programs for improving  TVET capacity in Vietnam, but 

also having focus on project in higher education in future period.  

However, as being banks, these two donors World Bank and ADB face growing challenges in providing 

ODA loans for HRD projects due to tight consideration of public debt issue in Vietnam.   

The World Bank  

After graduated from the International Development Association (IDA) at end-FY17, Vietnam will have 

less access to financing from the World Bank from IDA and IBRD loans. Due to the national debt ceiling 

regulation, Vietnam's borrowing capacity is also limited. Therefore, it is necessary to select the area of 

ǎǳǇǇƻǊǘ ƳƻǊŜ ŎŀǊŜŦǳƭƭȅ ŀƴŘ ǘƻ ŜƴǎǳǊŜ ǘƘŀǘ ŀƭƭ ǎǳǇǇƻǊǘ ƛǎ ōŀǎŜŘ ƻƴ ǘƘŜ ŎƻǳƴǘǊȅΩǎ ŘŜƳŀƴŘΦ ¢ƘŜ Country 

Partnership Framework (CPF) 2018 ς 2022 represents a new period in Vietnam and World Bank Group 

relations since then. This CPF document is built to closely follow Vietnam's development strategy, 

specifically the Socio-Economic Development Strategy 2010-2020 and the Socio-Economic Development 

Plan 2016-2020. Research findings and constraints on development outlined in the report Vietnam 2035: 

Towards Prosperity, Innovation, Equality and Democracy and Vietnam National Systemic Diagnostic 

Report 2016 were also taken into consideration. 

World Bank focuses on policy and system transformation in Vietnam education. Most of its projects aim 

to improve Vietnam policy framework and management system, which is in relation to its Country 

Partnership Framework (CPF) for Vietnam. The human resource issues are addressed to be more than just 

a single trait which links with Vietnam's economic, social and demographic development.  Since 2017 the 

WB has shifted its focus to tertiary education (academic and technical streams) to support the 

development of a stronger and more competitive labor force with skills that match the needs of 

employers.  
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The World Bank - Vietnam Country Partnership Framework 2018-2022 135 

 03 Focus Areas Objectives related to IHRD Direction of actions 

Vietnam 

Country 

Partnership 

Framework  

FY 18-22  

1. Enable inclusive 

growth & private 

sector participation 

 

Objective 8 

Strengthen the 

relevance and quality 

of tertiary education 

and labor market 

institutions 

 

Á Strengthen the links between 
providers of tertiary 
education and industry 

Á Enhance the relevance, 
quality, responsiveness of 
tertiary  

Á Facilitate the establishment 
and regulation of private 
providers of tertiary 
education  

Á Strengthen public 
employment services and 
labor market information 
systems & reform labor and 
regulation  

2. Invest in people and 

knowledge 

3. Ensure 

environmental 

sustainability and 

resilience 

World Bank is among the leading development partners in higher education sector with total investment 

of around 730 million USD in four projects in the past decade: University Development of VNU-Hanoi, 

VNU-HCM, and UD Project (2020ς2025), Support for Autonomous Higher Education Project (2017ς2022), 

Viet Nam Enhancing Teacher Education Program (2016ς2021), Viet Nam-Germany University (another 

New Model University) (2010 ς 2020) 

!ǎ ƘŀǾƛƴƎ ŎŜǊǘŀƛƴ ƭƛƳƛǘŀǘƛƻƴ ƛƴ ŘƛǊŜŎǘ ǎǳǇǇƻǊǘ ŦƻǊ ŜŘǳŎŀǘƛƻƴΣ ²ƻǊƭŘ .ŀƴƪΩǎ ǊŜŎŜƴǘ ǎǳǇǇƻǊǘǎ ŦƻŎǳǎ ƻƴƭȅ ƛƴ 

higher education sector and mainly to finance infrastructure and equipment. Also, a strategic shift in 

intervention of World Bank has been realized through integrated and multi-sectoral support including 

advisory, policy and operational support. Non-infrastructure support and soft activities are also included 

in some projects to support higher education, aiming to enhance quality assurance system, promote 

employment for graduates, support research and partnership of universities with the private sector and 

the NGOs, and improve teaching and the recognition of university in Vietnam.  

The new Country Partnership Framework of World Bank in Vietnam is still under progress but skills 

development seems to be put at the center with an aim to adapt the country to potential environment 

challenges and to support for the country transition. Medium level skills are prioritized although the 

higher level is considered also important. Policy reform for skills development is supposed to be necessary, 

however, the financing instrument, which faces apprehension of the government, seems not to be an 

appropriate approach for Development Policy Operation. However, co-financing could be a channel for 

World Bank to continue supporting Vietnam in upskilling the labor force in the future.  

 

 

135 World bank ς Vietnam country partnership Framework 2018-2022 
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The Asian Development Bank (ADB) 

ADB has been a major development partner supporting both TVET and HE sector in Vietnam since 1997. 

The latest ADB Country Work Plan for Vietnam 2020ς2022 is consistent with the priorities outlined in the 

National Socioeconomic Development Plan 2016ς2020 of Vietnam, and follow the ADB Country 

Partnership Strategy  2016ς2020.  

ADB has 7 priorities in its 2020-2030 strategy, in which one of the key strategies is poverty reduction, 

which is directly related to improving the productivity of human resources. Human resource development 

is perceived broadly as effort under the goal of poverty reduction, therefore the programs by ADB not 

only associated with the goal of creating human resources such as higher education and TVET, but also 

associated with social security issues, jobs creation, health assurance to participate in labor force. 

Supporting TVET is still the most major commitment of ADB. ¢ƘŜ !5.Ωǎ ±ƛŜǘnam Country Partnership 

Strategy (CPS) 2016ς2020 on three pillars: (1) promoting job creation and competitiveness, (2) increasing 

the inclusiveness of infrastructure and service delivery, and (3) improving environmental sustainability 

and climate change response. Efforts of supporting human resource development mainly fall into the 

objective (1). 

ADB - Vietnam Country Partnership Strategy 2016-2020136 

Goals 03 Strategic pillars Key actions related to IHRD Direction of activities 

Towards more 

inclusive & 

environmentally 

sustainable 

growth 

1. Promoting job 

creation & 

competitiveness 

  

Support formal 

technical and 

vocational education 

and training 

programs, and 

technological skills at 

the post-secondary 

level that are linked 

closely with labor 

market demands 

 

 

Á Skills enhancement 

Á Technology 

Á Awareness raising 

Á Other measures to 
improve agriculture 
productivity, value 
chain linkages 

2. Increasing the 

inclusiveness of 

infrastructure and 

service delivery 

3. Improving 

environmental 

sustainability & climate 

change response  

The Country operations business plan (COBP) 2021ς2023 for Vietnam remains consistent with the 

ǇǊƛƻǊƛǘƛŜǎ ƻŦ !5.Ωǎ /ƻǳƴǘǊȅ ǇŀǊǘƴŜǊǎƘƛǇ ǎǘǊŀǘŜƎȅ ό/t{ύ нлмсς2020 even when the COVID-19 pandemic 

situation is taken into consideration. Expected committed capital for the period 2021-2023 in education 

is $100 million (regular OCR source) and $13 million (co-funding), and the main area of support remains 

TVET.137 

 

136 ADB - https://www.adb.org/countries/viet-nam/strategy  
137 ADB - Country operations business plan 2021-2023 

https://www.adb.org/countries/viet-nam/strategy
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In terms of TVET sector, ADBΩǎ first TVET project (1997ς2008) was to improve the TVET quality assurance 

system, modernize vocational training curricula, and upgrade facilities of vocational secondary schools. 

The second TVET project (2008ς2017) supported standards and curriculum development for 15 

occupational areas and upgraded public and private vocational institutions by increasing management 

capacity, rehabilitating facilities, and strengthening partnerships with private sectors. The third TVET 

project (2020ς2024) will upgrade the teaching and learning environments of 16 national high-quality TVET 

institutions with up-to-date technology.  

ADB supported higher education since 2012 with a project for University of Science and Technology of 

Hanoi (USTH). The project will help a high-quality new model university that generates industry-relevant 

science and technology teaching and research with a new campus in Hoa Lac High-tech Park by 2023, 

tentatively. Currently, ADB is also implementing a Second Health Human Resources Development Project 

that will design and operationalize new campuses of Hanoi Medical University and University of Medicine 

and Pharmacy at Ho Chi Minh city.  

International Labor Organization (ILO) ς as a facility under United Nation138 system  

All the UN bodies in Vietnam work based on the UN-GOVN One Strategic Plan. The One Strategic Plan 

2017-нлнм ŜǎǘŀōƭƛǎƘŜǎ ǘƘŜ ǇǊƻƎǊŀƳƳŀǘƛŎ ŀƴŘ ƻǇŜǊŀǘƛƻƴŀƭ ŦǊŀƳŜǿƻǊƪ ŦƻǊ ǘƘŜ ¦bΩǎ ǎǳǇǇƻǊǘ ǘƻ ǘƘŜ 

Government, outlining how the UN will work collaboratively to advance national development priorities. 

The Plan is consistent with the Socio-Economic Development Strategy 2011-2020, the Socio-Economic 

Development Plan 2016-2020, the United Nations Sustainable Development Goals (SDGs), and Vietnam's 

international human rights obligations.  

Among the UN system in Vietnam, ILO is the facility to support for labor force development issues.  The 

Decent Work Country Programme for Vietnam is the main framework for ILO co-operation with the 

Government, workers and employers over the 2017-2021 period, which is in line with the Vietnam United 

Nations One Plan for the same period.  Three countries priorities are addressed: (1) Promoting decent 

employment and an enabling environment for sustainable entrepreneurship opportunities; (2) Reducing 

poverty by extending social protection and eliminating unacceptable forms of work, especially for the 

most vulnerable; and (3) Building effective labour market governance compliant with fundamental 

principles & rights at work.139 

The DWCP for the 2022-26 period is in formulating process and expected to come into effect at the end 

of the first quarter of 2022140.   

Unlike these two development banks, ILO is more an implementing organization with strong expertise and 

strong partner base in Vietnam for its mission. Below is one example of project by ILO: 

 

 

 

138 The United Nation - One strategic plan 2017 - 2021 - 2017 
139 Decent Work Country Programme for 2017-2021 - https://www.ilo.org/hanoi/Whatwedo/Publications/WCMS_630293/lang--en/index.htm 
140 ILO website - https://www.ilo.org/hanoi/Informationresources/Publicinformation/newsitems/WCMS_833619/lang--en/index.htm  

https://www.ilo.org/hanoi/Whatwedo/Publications/WCMS_630293/lang--en/index.htm
https://www.ilo.org/hanoi/Informationresources/Publicinformation/newsitems/WCMS_833619/lang--en/index.htm
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A case project of ILO ς tǊƻƧŜŎǘ ά{ǳǎǘŀƛƴŀōƭŜ {ǳǇǇƭȅ /Ƙŀƛƴǎ ǘƻ .ǳƛƭŘ CƻǊǿŀǊŘ .ŜǘǘŜǊέ  

Background: The EU Programme for Employment and Social Innovation (EaSI) has partnered with 
International Labour Organization (ILO) for a joint intervention to advance decent work in global supply 
chains. The program focuses on five supply chains in different countries which is important to the EU. 
Vietnam is one of the biggest exporters of ICT goods to the EU and electronics accounts one third of total 
exports in the country. During Covid-19 pandemic, electronics manufacturing has also suffered from 
disruption of global supply chain and loss of orders.  

When considering various factors of the industry, including level of development, the industry complexity 
when entering the global supply chain as well as the intrinsic capabilities of the industry and the current 
challenges of decent work, electronics manufacturing is an interesting case study which may offer many 
lessons related to support and ensure rights related to decent work in the global supply chain.141  

Objectives:  The overall goal is to support e-businesses recover from the pandemic and integrate deeper 
with the global supply chain by helping businesses understand the situation, have the ability to meet 
international standards and share industry experience for faster global integration. In addition, the ILO 
helps higher authorities understand businesses so they can better support them. 

Intervention:  There are 3 main modules:  

(1) Enhancing understanding of industry realities and enforcement of labor laws in the industry for industry 
partners;  

(2) Strengthening direct capacity for electric enterprises, especially during consultation sessions;  

(3) Assisting stakeholders to provide guidance on appropriate policies 

The European Union142 

Since 2012, the signing of the EU-Vietnam Framework Agreement on Comprehensive Partnership and 

Cooperation όt/!ύ ƳŀǊƪŜŘ ǘƘŜ 9¦Ωǎ ŎƻƳƳƛǘƳŜƴǘ ǘƻ ǿƛŘŜƴ ǘƘŜ ǎŎƻǇŜ ƻŦ ǘƘŜ Ƴǳǘǳŀƭ benefit partnership 

with Vietnam, in which, education has been included. The EU developed the Erasmus+ for higher 

education in Vietnam to offer excellent study options with an aim to nurture Vietnam human resource. 

The Erasmus+ has 3 main types of funding, also be called as Key Action. Among those, Key action 1 is 

directly related to human resource development, stated as: Learning Mobility of individual by means of 

Scholarship for learners (students, trainees, apprentices, young people and volunteers) and staff 

(professors, teachers, trainers, youth workers, and people working in education organizations, training 

and youth fields).  

In principle, 9ǊŀǎƳǳǎҌ ǎǳǇǇƻǊǘǎ ŀŎǘƛǾƛǘƛŜǎ ǘƘŀǘ ŀǊŜ ŎƭƻǎŜƭȅ ƳŀǘŎƘŜŘ ǿƛǘƘ ǘƘŜ 9¦Ωǎ ǇǊƛƻǊƛǘƛŜǎ ŦƻǊ ŎƻƻǇŜǊŀǘƛƻƴ 

policy with partner countries and regions, who have strategic bilateral relations with Vietnam. 

b. Strategies of key bilateral donors  

Bilateral donors often determine cooperation strategies in order to achieve dual goals of development 

support. On the one hand,  almost bilateral donors target to support Vietnam Government to achieve 

 

141 In-depth interview and Project Overview Fact Sheet https://www.ilo.org/sector/Resources/publications/WCMS_791244/lang--en/index.htm 
142 The European Commission - https://erasmus-plus.ec.europa.eu/ 

https://www.ilo.org/sector/Resources/publications/WCMS_791244/lang--en/index.htm
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Socio-Economic development plans or related sustainable development goals; on the other hand, each 

country donor puts priority of support strategies towards areas that can enhance the economic and 

diplomatic relations with Vietnam, and also considers the strength of the donor country towards providing 

added values to the development progress of Vietnam. 

Germany (GIZ)  

The Deutsche Gesellschaft für Internationale Zusammenarbeit (GIZ) GmbH is the entity represented for 

official German cooperation support to Vietnam, GIZ has been active in Vietnam for more than two 

decades and is one of the most prominent donor players in vocational training sector in Vietnam, as this 

is one of three priority areas of GIZ in Vietnam143, including Environment & natural resources; Energy, and 

Vocational Training.  

GIZ has committed to a long-term and holistic support strategy base on comprehensive understanding of 

ǘƘŜ ¢±9¢ ǎŜŎǘƻǊΩǎ ǇǊƻōƭŜƳǎΤ ƛǘ collaborates closely with Vietnamese authorities to create and implement 

policies and framework conditions to increase the demand-driven nature of technical and vocational 

education and training (TVET), and with an emphasis on business sector collaboration. 

 Besides, GIZ assists institutions to increase the quality and practice-oriented training, combining with 

support in terms of facilities as well as management capacity to enhance the supply of qualified workers 

to meet green and sustainable economic requirements.  

During period 2010 ς 2020, GIZ has assisted the MOLISA in developing a national vocational training 

strategy, drafting the Law on Vocational Training, as well as opening vocational training schools according 

ǘƻ DŜǊƳŀƴȅΩǎ Řǳŀƭ ǾƻŎŀǘƛƻƴŀƭ ǘǊŀƛƴƛƴƎ ƳƻŘŜƭΣ ƪƴƻǿƴ ŀǎ ά¢±9¢ Centre of Excellenceέ.  

In terms of sector focus, support program from GIZ has some priorities on high growth industrial fields 

such as construction mechanics, metal working (cutting/CNC), mechatronics and industrial electronics. 

Despite having no priority on location, its school partners tend to locate in the Southern Key Economic 

Region.  

The Programme Reform of TVET in Vietnam started from 2015 with an aim to support demand-driven 

education and training in order to ensure education and training to meet demand of labour market, and 

to enhance quality of vocational training in associated with digital transformation and global trends. 

For future directions in period 2021-2023, GIZ continues the Programme Reform of TVET in Viet Nam ς II, 

remaining key direction and with some extended priority to digital transformation TVET 4.0, green skills 

TVET and promote better inclusion in TVET system. One among future activities is advocating for the 

establishment of an industry skills advisory council, which is a dialogue mechanism between universities 

and enterprises in each specific industry. Representatives of enterprises and association will participate 

in the council to build career forecast from the actual needs of the labor market. Based on that, standards 

of occupational skills will be built in associated with job positions, then becomes the foundation to 

develop appropriate training programs for students. This activity aims to shorten the gap between 

vocational training outputs and labor market demand. 

 

143 GIZ- https://www.giz.de/en/worldwide/357.html  
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A support model of GIZ - Cooperative Training Model  

Cooperative training model has been piloted in the framework of the program reform since 2015 at 11 high 

quality vocational schools nationwide, in which 3 schools in Dong Nai: College of Mechanery and Irrigation, 

Lilama2 International Technology College and College of Technology II. This model is set up on the basis of 

ǘƘŜ ŦŀƳƻǳǎ ά5ǳŀƭ ±9¢έ ƳƻŘŜƭ ƛƴ DŜǊƳŀƴȅΦ 

The key factor of this model is the close interconnection between government, enterprises and social 

partners, in which the enterprise plays a key role in the training cycle. In this program, 60% of training is to 

study at vocational schools and the rest 40% is to get practical experience at enterprises. Enterprises 

cooperate with TVET to develop demand-oriented standards and training programs, recruit students, 

conduct joint training at enterprises and at TVET institutes, and evaluate and recognize graduates. Besides, 

industry advisory board and skills council have been established as systematic coordination mechanism 

between TVET institutions, cooperative enterprises, relevant business associations and state management 

agencies. 

Up to now, 7 training occupations have been recognized by German Chambers of Commerce with equivalent 

qualifications, including: Sewage and wastewater treatment technician (College of Technology II), Metal 

cutting, Construction mechanics, Mechatronics, Industrial electronics (Lilama2), Electronic technology and 

building energy and Mechanical technology, heating and air conditioning (College of Mechanery and 

Irrigation). 13 industry advisory boards including over 40 companies and 6 professional associations have 

been founded at the supported colleges, contributing to the implementation and further development of 

the cooperative training and assessment approach. 

South Korea144 (KOICA)  

Korean support has taken a variety of forms since the bilateral relationship was upgraded to a strategic 

cooperative partnership in 2009, with a particular emphasis on administrative reform, education, water 

resource management, and infrastructure.  

KOICA has had long-term commitment since the last 20 years to support vocational training, skill training 

access for the vulnerable communities and ethnic minorities, with a priority in the central local provinces 

of Vietnam which is considered as the most historical disadvantaged and high potential of development 

areas such as Bac Giang, Nghe An, Dak Lak, Binh Dinh, Da Nang, Thanh Hoa, Quang Binh. A lot of 

investments have been put in establishing and upgrading vocational training centers in terms of 

infrastructure, facilities and capacity building.  

¢ƘŜ wŜǇǳōƭƛŎ ƻŦ YƻǊŜŀΩǎ ŘŜǾŜƭƻǇƳŜƴǘ ŎƻƻǇŜǊŀǘƛƻƴ ǎǘǊŀǘŜƎȅ ŦƻǊ ±ƛŜǘƴŀƳ ƛƴ ǇŜǊƛƻŘ нлмс ς 2020 stated 

priority on 4 objectives: (i) Strengthen transport infrastructure, policy, and management capacities for 

balanced regional development; (ii) Improve basic health services and sanitation; (iii) Strengthen public 

administrative capacities; (iv) Training for skilled professionals in the areas of science, technology, and 

other key areas.  

 

144 The Government of the Republic of Korea - ¢ƘŜ wŜǇǳōƭƛŎ ƻŦ YƻǊŜŀΩǎ /ƻǳƴǘǊȅ tŀǊǘƴŜǊǎƘƛǇ {ǘǊŀǘŜƎȅ ŦƻǊ ǘƘŜ {ƻŎƛŀƭƛǎǘ wŜǇǳōƭƛŎ ƻŦ ±ƛŜǘƴŀƳ нлмс-
2020 - 2017 
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One of the priority cooperation areas in this country partnership framework is education & human 

resource development, which has 2 main purposes: (1) Develop advanced human resources in various 

industrial areas; (2) {ǳǇǇƻǊǘ ǾǳƭƴŜǊŀōƭŜ ƎǊƻǳǇΩǎ ŜŘǳŎŀǘƛƻƴ ƻǇǇƻǊǘǳƴƛǘȅ ŦƻǊ ǎƻŎƛŀƭ ƛƴǘŜƎǊŀǘƛƻƴ 

KOICA has three main approaches in cooperating with different parties in partner country: 

¶ Fellowship program (Capacity Improvement & Advancement for Tomorrow (CIAT) scholarship): 

To support partner countries securing the needed human resources for their development, KOICA 

launched a capacity building program which provides short-term training for government officers, 

and master or doctoral education for students. The program is a cooperation between 

Vietnamese universities and Korean universities in 20 selected industries;  

¶ Cooperation with Korean NGOs: Among projects which are proposed by the grassroot 

organizations based on Vietnam demand basis, KOICA selects projects which align with its Country 

Partnership Strategies (CPS) to invest in; 

¶ Cooperation with Korean enterprises: KOICA co-fund with enterprises to connect them with local 

universities with an aim to improve human resources for Korean enterprises. The fund may vary 

ŦǊƻƳ ол҈ ǘƻ тл҈ ōŀǎŜŘ ƻƴ ǘƘŜ ǇǳǊǇƻǎŜǎ ƻŦ ǘƘŜ ƛƴƛǘƛŀǘƛǾŜǎ ŀƴŘ ǘƘŜ ŎƻƳǇŀƴƛŜǎΩ ǎƛȊŜ ŀƴŘ ǇǊƻŦƛǘΦ  

¶ For example, in the Inclusive Business Solution (IBS) project, Visang Education supplies the Korean 

language smart solution (Klass) to Vietnam-Korea Industrial Vocational Technology College 

ƭƻŎŀǘŜŘ ƛƴ bƎƘŜ !ƴ ǇǊƻǾƛƴŎŜΦ ¢ƘŜ ŎƻƭƭŜƎŜ ŀŘƻǇǘǎ ±ƛǎŀƴƎ 9ŘǳŎŀǘƛƻƴΩǎ Yƭŀǎǎ ŀnd Korean language 

textbooks for the official curriculum, apply it to Korean language classes from fall semester 2020 

Beside bilateral activities, KOICA also cooperates with other donors, NGOs such as GIZ, ILO in some 

projects which are aligned with its CPS and the indeed demand in Vietnam. In June 2019, KOICA signed 

Memorandum of Understanding with GIZ, one of the most prominent donors in vocational education 

system in Vietnam, to cooperate and support the development of this sector. 

Though KOICA has not released the country partnership framework in the next period, this donor has the 

tendency to expand its support towards higher education sector from 2020 towards 2025 and 2030, with 

specific focus on developing human resource for agriculture sector.  Two notable projects have been 

recently announced: a project of $12.7 million USD to support Vietnam National University of Agriculture 

to strengthen human resources in the livestock industry in Vietnam; and a project of $9.00 million USD to 

support An Giang University and Vietnam National University ς HCMC to strengthen human resources in 

agriculture sector. 

The United States145 (USAID)  

USAID collaborates with the Vietnamese government and private sector to assist Vietnam in modernizing 

its higher education system. Private sector partnerships are crucial in helping top institutions reform their 

curricula and teaching processes to generate globally competitive graduates. The objective is to develop 

 

145 USAID - https://www.usaid.gov/vietnam/higher-education 
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skilled, job-ready graduates who possess the required skills to compete in an increasingly global economy, 

with a particular emphasis on three areas:  

¶ ¢ŜŎƘƴƻƭƻƎȅ ŀƴŘ 9ƴƎƛƴŜŜǊƛƴƎΥ ¢ƻ ŜƴƘŀƴŎŜ ǎǘǳŘŜƴǘǎΩ ƭŜŀǊƴƛƴƎ ǇŜǊŦƻǊƳŀƴŎŜ ƛƴ ±ƛŜǘƴŀƳ ǘƘǊƻǳƎƘ ƴŜǿ 

technology, leadership development, the establishment of an international accrediting plan, 

curricular innovation, and long-term relationships with the business sector.  

¶ Medicine: To provide training in contemporary teaching methods, the use of technology, and the 

integration of clinical content; to develop university leadership capable of continuous innovation; 

to increase access and outcomes for students who are socially and economically disadvantaged, 

ŀƴŘ ǘƻ ƛƴǘŜƎǊŀǘŜ ƛƴǘŜǊŘƛǎŎƛǇƭƛƴŀǊȅ ŜŘǳŎŀǘƛƻƴ ƛƴ ±ƛŜǘƴŀƳΩǎ ƳŜŘƛŎŀƭ ǎŎƘƻƻƭǎΦ  

¶ Liberal Arts: to establish world-class university standards in Vietnam and contribute to the 

ŜŘǳŎŀǘƛƻƴ ǎŜŎǘƻǊΩǎ ƛƳƳŜƴǎŜ ǇƻǘŜƴǘƛŀƭΣ ƪƴƻǿƴ ŀǎ ǘƘŜ Ƴƛǎǎƛƻƴ ǘƻ ŜǎǘŀōƭƛǎƘ ŀƴŘ ŘŜǾŜƭƻǇ CǳƭōǊƛƎƘǘ 

University Vietnam (FUV) 

Most prominent running projects in Education sector include: 

(1) The Partnership for Higher Education Reform (2021-2026, USD14.2 million) 

It is a five-year initiative to modernize leading universities and strengthen the higher education system in 

±ƛŜǘƴŀƳΦ ¢ƘŜ ǇǊƻƧŜŎǘΩǎ ǎǘǊŀǘŜƎȅ ŦƻŎǳǎes on 4 key programs: Governance Excellence, Teaching and Learning 

Excellence, Research Excellence, and University-Industry Linkages and targets 3 universities: Vietnam 

National University-Hanoi, Vietnam National University-Ho Chi Minh City, and the University of Danang.  

In the program for University-Industry Linkages, Indiana University and private-sector partners will create 

incentives and develop guidelines on university outreach and building and sustaining prosperous 

partnerships, between universities and industries, in curriculum and teaching reform, preparing students 

for the workforce, research, and innovation. 

(2) Fulbright  University Vietnam (2020 - 2024, $21.1 million) 

Established in 2016, Fulbright is the first fully independent non-profit university in Vietnam. Besides 

supporting FUV to achieve accreditation and develop education programs, USAID also supports to 

ŜƴƘŀƴŎŜ ǘƘŜ ǳƴƛǾŜǊǎƛǘȅΩǎ ŎŀǇŀŎƛǘȅ ǘƻ ōǳƛƭŘ ǇŀǊǘƴŜǊǎƘƛǇ ǿƛǘƘ ƎƻǾŜǊƴƳŜƴǘΣ ǘƘŜ ǇǊƛǾŀǘŜ ǎŜŎǘƻǊΣ ƻǘƘŜǊ 

academic institutions, and the general public in technology, manufacturing and service sector in Vietnam. 

(3) Building University-Industry Learning And Development Through Innovation And Technology (BUILD-

IT) (2015 - 2023, $8.7 million) 

In BUILT-IT, the university-industry partnerships and industry advisory boards are fostered to directly link 

outcomes of higher education to the needs of the private sector. Students gain in-demand skills, 

professional and technical competencies through curricular partnerships, mentorships, and industry-

sponsored practical opportunities developed by BUILT-IT to prepare for careers in technology and 

engineering. Large businesses146 in the IT sector contribute to the program under various activities like 

 

146 Saigon Hi-Tech Park, Siemens, Autodesk, AWS Educate, DOW Vietnam, eSilicon, Microsoft, National Instruments, Oracle Academy, Pearson 
Education, Rockwell Automation, Intel and Wiley 
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hosting workshops and sponsoring conferences, hardware and software discount or donation, funding 

annual innovation award and scholarship, providing faculty train-the-trainer courses, curriculum 

materials, training and advising. 

Australia147 (The Australian Embassy, Aus4Skills program)  

!ǳǎǘǊŀƭƛŀ ŀƴŘ ±ƛŜǘƴŀƳΩǎ ǇŀǊǘƴŜǊǎƘƛǇ ŜȄǘŜƴŘǎ ŀŎǊƻǎǎ ǇƻƭƛǘƛŎŀƭΣ ǎŜŎǳǊƛǘȅΣ ŜŎƻƴƻƳƛŎ ŀƴŘ ǇŜƻǇƭŜ-to-people 

activities. The strong relationship is reflected in the Declaration on Enhancing the Australia-Vietnam 

Comprehensive Partnership, signed in March 2015, in which, three key sectors that affirmed to have made 

differences: economic reform, transport infrastructure, and education.  

!ǳǎǘǊŀƭƛŀ ŎƻƳƳƛǘǘŜŘ ǘƻ ŜƴƎŀƎŜ ŎƭƻǎŜƭȅ ǿƛǘƘ ǘƘŜ ǇǊƛǾŀǘŜ ǎŜŎǘƻǊ ǘƻ ŜƴǎǳǊŜ ǘǊŀƛƴƛƴƎ ƳŜŜǘǎ ƛƴŘǳǎǘǊȅΩǎ ƴŜŜŘǎ, 

provide technical support to improve organizational capacity for skills utilization. Main activities of 

Australia in Vietnam in skill development are placed under the Aus4Skills program. Besides, the Australia 

Awards Scholarships is also very well-known scholarship which aims to improve the quality of human 

resources in Vietnam through long term study in Australia.   

Aus4Skills is a 5-year program started from February 2016 to support Vietnam in accessing and using high 

level professional and technical knowledge skills and cƻƳǇŜǘŜƴŎƛŜǎ ǘƻ ŎƻƴǘǊƛōǳǘŜ ǘƻ ǘƘŜ ŎƻǳƴǘǊȅΩǎ 

sustainable economic and social development. The program consisted of 5 components, in which the 

ŎƻƳǇƻƴŜƴǘ άtǊƻƳƻǘƛƴƎ ƛƴŘǳǎǘǊȅ ƭƛƴƪŀƎŜǎ ǿƛǘƘ ǾƻŎŀǘƛƻƴŀƭ ŜŘǳŎŀǘƛƻƴ ŀƴŘ ǘǊŀƛƴƛƴƎέ ǎǘŀǊǘŜŘ ǎƛƴŎŜ !ǇǊƛƭ 

2017.148 Total funding under the program in the period of 2016 ς 2020 is AUD 146 million for all areas149. 

In the period 2016 ς нлнлΣ !ǳǎǘǊŀƭƛŀΩǎ ƘǳƳŀƴ ǊŜǎƻǳǊŎŜ ŘŜǾŜƭƻǇƳŜƴǘ ǎǳǇǇƻǊǘǎ ƛƴ ±ƛŜǘƴŀƳ ŀǊŜ ǎŜƭŜŎǘƛǾŜΣ 

and seek to build on areas where Australia has well established expertise and experience.150 The latest 

announcement of Australia cooperation strategy in Vietnam contains of 03 main pillars: (1) Health 

security; (2) Stability and (3) Economic recovery. Among which, objective (3) specify supports for industrial 

human resource development through developing skills, especially through vocational education and 

training. In particular, activities aim to strengthen vocational education and training; strengthen university 

governance standards and quality assure of higher education qualifications, including online delivery.  

Since 2018, the Australia skill support program has prioritized the logistic sector, by the partnership with 

Vietnam Chamber of Commerce & Industry (VCCI) to promote the participation of businesses in vocational 

education activities in the field of transport and logistics. This priority resulted from the real demand of 

±ƛŜǘƴŀƳΩǎ ǾƻŎŀǘƛƻƴŀƭ ǘǊŀƛƴƛƴƎ ǎŎƘƻƻƭǎ ǘƻ ŜǎǘŀōƭƛǎƘ ŀ ŦƻǊƳŀƭ ǘǊŀƛƴƛƴƎ ǇǊƻƎǊŀƳ ƛƴ ƭƻƎƛǎǘƛŎǎ ŀƴŘ ǘƘŜ !ǳǎǘǊŀƭƛŀΩǎ 

strength in the sector. The program has been piloted in Dong Nai, HCMC and Vung Tau. Competency-

based training and assessment (CBTA) approach has been applied to increase capacity for participating 

teachers and trainers. 

 

147 Australian Government - https://www.dfat.gov.au/geo/vietnam/Pages/australia-viet-nam-comprehensive-partnership 
148 http://australiaawardsvietnam.org/ 
149 Aus4skills - https://www.dfat.gov.au/about-us/publications/Pages/vietnam-aus4skills-fact-sheet  
150 Australia-Vietnam Human Resource Development Program, 2016-2020 - https://www.dfat.gov.au/sites/default/files/australia-vietnam-
human-resource-development-program-2016-2020.pdf 
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In the next period to 2025, this program will be extended to the north in Hai Phong and Dien Bien. The 

cooperation model in logistics sector between vocational and training institutions, logistics enterprises 

and Vietnam Logistics Business Association (VLA), with the formation and operation of Logistic Vocational 

Training Advisory Board (LIRC), is expected to provide a valuable experiment and lessons learnt to apply 

to the whole vocational training system. 

wŜƎŀǊŘƛƴƎ ƘƛƎƘŜǊ ŜŘǳŎŀǘƛƻƴΣ ǘƘŜ ŎƻƳǇƻƴŜƴǘ άLƳǇǊƻǾƛƴƎ ǘƘŜ ǉǳŀƭƛǘȅ ƻŦ ǳƴƛǾŜǊǎƛǘƛŜǎ ƛƴ ǘƘŜ ƴƻǊǘƘŜǊƴ 

Ƴƻǳƴǘŀƛƴƻǳǎ ǊŜƎƛƻƴέ Ƙŀǎ ōŜŜƴ ƛƳǇƭŜƳŜƴǘŜŘ ǘƻ ƛƳǇǊƻǾŜ ǉǳŀƭƛǘȅ ƻŦ ǘƘǊŜŜ ǘŀǊƎŜǘ ǳƴƛǾŜǊǎƛǘƛŜǎ151, including 

to develop a model of university autonomy, to enhance governance capacity of school leaders, strengthen 

the quality assurance and to provide advanced teaching methods to minority students. In the 2nd phase, 

the program will collaborate with MOET to improve university governance capacity, develop the 

¦ƴƛǾŜǊǎƛǘȅ /ƻǳƴŎƛƭ ƳƻŘŜƭ ŀƴŘ ǎǳǇǇƻǊǘ ƛƴ ǘƘŜ ƛƳǇƭŜƳŜƴǘŀǘƛƻƴ ƻŦ ±ƛŜǘƴŀƳΩǎ bŀǘƛƻƴŀƭ vǳŀƭƛŦƛŎŀǘƛƻƴǎ 

Framework of university education. 

In 2021, Australia has announced its new partnership strategy with Vietnam called Australia Vietnam 

Enhanced Economic Engagement Strategy (EEEs). All support programs of Australia to Vietnam will have 

to contribute to this EEEs, in other words, design of program focus, and evaluation of effectiveness of all 

current and future programs (including HRD) will be drivŜƴ ōȅ 999ǎΩ ǇǊƛƴŎƛǇƭŜǎΦ 

Denmark152 (DANIDA) 

Vietnam and Denmark have more than 10-year cooperation in the field of education and training. Under 

ǘƘŜ Ǝƭƻōŀƭ ǇǊƻƎǊŀƳ άtŀǊǘƴŜǊƛƴƎ ǿƛǘƘ 5ŜƴƳŀǊƪέΣ ŜŘǳŎŀǘƛƻƴ ƛǎ ǎŜƭŜŎǘŜŘ ŀǎ ǘƘŜ ǎǘǊŀǘŜƎƛŎ ŀǊŜŀ ƻŦ cooperation 

between the two countries. Technical and vocational education and training is decided to become the 

ǎǘǊŀǘŜƎƛŎ ǎŜŎǘƻǊΣ ǿƛǘƘ ǘƘŜ ƭŀǳƴŎƘ ƻŦ ǘƘŜ ά5ŀƴƛǎƘ-Vietnamese Strategic Sector Cooperation (SSC) project in 

Furniture and Graphic design sector (2017 ς 2019). 

The project addresses the gaps between outcomes of TVET schools and the skills and competences 

required by enterprises. Its aim is to support the development of TVET system in Vietnam in order to meet 

skills and qualification needs of the labour market by enhancing industry linkage with TVET schools and 

promoting work-based learning in the Vietnamese TVET system. The project consists of four key 

measures: 

(1) Establishing local occupational skills councils (LOSC) to facilitate the close and systematic school-

enterprise cooperation and dialogue on skills needs and TVET programmes. 

(2) Developing and adapting TVET curricula to knowledge, skills and competences needs of the local 

enterprises, promoting work-based learning 

(3) Enhancing the engagement of enterprises in education by recruitment of enterprises to provide 

internship opportunities for TVET students 

 

151 Thai Nguyen University, Thai Nguyen University of Agriculture and Forestry, Tay Bac University 
152 White paper Promoting Dual Techincal Vocational Education and Training in Vietnam, DVET and Ministry of Education of Denmark 
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(4) Capacity building for enterprise representatives, TVET school managers, teachers and HR of 

enterprises. 

This project is implemented in four colleges selected by MOLISA, including North-Eastern Vocational 

College of Technology, Agriculture and Forestry (Lang Son) and South Vocational College of Technology 

and Agro-Forestry (Binh Duong) in Furniture sector, Hanoi Industrial Vocational College (Hanoi) and Ho 

Chi Minh City Vocational College (Ho Chi Minh City) in Graphic Design sector. Representatives from 

colleges, more than 19 enterprises (Vietnamese, Danish and other foreign owned), VCCI and relating 

business associations have joined to form and operate the local occupational skills councils (LOSC).  

A Steering Committee has been responsible for the overall governance of the project, with the 

participation of Embassy of Denmark, MOET and MOLISA of Vietnam and Ministry of Education and 

Ministry of Higher Education and Science of Denmark.  

The 2nd phase of the Project (2020-2023) supports 12 colleges in 3 professions: graphic design, interior 

design and food sectors. Various objectives are aimed in this phase, including (1) to promote close linkages 

between schools, government authorities and businesses; (2) to enhance autonomy, to promote the 

governance of TVET institutions; (3) to provide capacity building for staff and teachers on TVET 

development and change management in TVET; (4) to strengthen cooperation between TVET institutes 

and enterprises in related fields and strengthen activities to attract young people to study TVET; (5) to 

promote cooperation and exchange of teachers and VET administrators between Vietnam and Denmark. 

Agence Française de Développement (AFD) 

Viet Nam is a strategic partner for France and is one of the main beneficiaries of ODA allocated by AFD. 

AFD is also a recognizŜŘ ƻǇŜǊŀǘƻǊ ǿƛǘƘƛƴ ±ƛŜǘƴŀƳΩǎ ŘƻƴƻǊ ŎƻƳƳǳƴƛǘȅΣ ǿƛǘƘ нт-year experience in 

ǎǳǇǇƻǊǘƛƴƎ ǘƘŜ ŎƻǳƴǘǊȅΦ !C5Ωǎ ŀƛŘ ŦƻǊ нлмс-2020 is defined in its Country Intervention Framework, in line 

with the Asian Regional Intervention Framework (2013ςнлмсύ ŀƴŘ ǘƘŜ ±ƛŜǘƴŀƳŜǎŜ ŀǳǘƘƻǊƛǘƛŜǎΩ 

development strategy ς in particular the SEDS and the green growth strategy. A single purpose is 

addressed ƛƴ !C5Ωǎ ǎǘǊŀǘŜƎȅ ŦƻǊ ±ƛŜǘƴŀƳ άΨǘƻ ǎǳǇǇƻǊǘ ±ƛŜǘƴŀƳ ƻƴ ƛǘǎ ǇŀǘƘǿŀȅ ǘƻ ƎǊŜŜƴ ŀƴŘ ǊŜǎƛƭƛŜƴǘ 

ƎǊƻǿǘƘέ153. Thus, climate change, green growth and the resilience of territories are the main topics for 

!C5Ωǎ ƛƴǘŜǊǾŜƴǘƛƻƴǎΦ ¢ƘǊŜŜ ƻǇŜǊŀǘƛƻƴŀƭ ƻōƧŜŎǘƛǾŜǎ ŀǊŜ indicated:  

1. Promote environment-friendly and resilient urban development 

2. Support the productive sector in achieving improved performance, particularly in the environmental 

and social spheres 

3. Accompany Vietnam in meeting the challenges posed by climate change and natural disasters  

¢ƘǊŜŜ ƻōƧŜŎǘƛǾŜǎ ōǊŜŀƪ Řƻǿƴ ƛƴǘƻ р ŀŎǘƛǾƛǘƛŜǎΣ ƛƴ ǿƘƛŎƘ ŀŎǘƛǾƛǘȅ ά{ǳǇǇƻǊǘƛƴƎ ǾƻŎŀǘƛƻƴŀƭ ǘǊŀƛƴƛƴƎ όƛƴŎƭǳŘƛƴƎ 

ƘƛƎƘŜǊ ŜŘǳŎŀǘƛƻƴύ ƛƴ ƭƛƴŜ ǿƛǘƘ ǘƘŜ ƴŜŜŘǎ ƻŦ ǘƘŜ ŜŎƻƴƻƳȅέ ƛǎ ƛƴŎƭǳŘŜŘ ǳƴŘŜǊ ǊŜǉǳŜǎǘ ƻŦ ǘƘŜ ±ƛŜǘƴŀƳŜǎŜ 

authorities to respond to the demand of the productive sector. 

 

153 Intervention Framework: Vietnam 2016-2020 https://www.afd.fr/en/ressources/intervention-framework-vietnam-2016-2020 
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tǊƻƧŜŎǘ ά{ǳǇǇƻǊǘ ŦƻǊ ƘƛƎƘ ǉǳŀƭƛǘȅ ǾƻŎŀǘƛƻƴŀƭ ǘǊŀƛƴƛƴƎ ŎŜƴǘerǎ ƛƴ ±ƛŜǘƴŀƳέ όнлмн-2019, EUR 25 million) is 

the 2nd project of AFD in vocational training sector. Five schools are beneficiaries of this project, including 

College of Agricultural Mechanics (Vinh Phuc), Viet Xo College of Electrical Engineering and Construction 

(Ninh Binh), Nghi Son Vocational College (Thanh Hoa), Dung Quat College of Techonology (Quang Ngai) 

and LILAMA2 International Technology College (Dong Nai)154. The project aims to renovate 5 schools to 

become centers of excellence and to enable high-quality training based on the French model. Thanks to 

this project, equipment has been purchased that suits the needs of the labour market, a building has been 

built (e-building at Lilama 2 College) and trainers and school managers have benefited from capacity 

building. Six training courses have been developed: welding, metal-cutting, industrial electricity, 

automobile mechanics, technicians for installing radiotelecommunications equipment and fibre-optics 

networks technicians.155 

¢ƻ ŎƻƴǘƛƴǳŜ ǘƘŜ ǎǳŎŎŜǎǎ ƻŦ ǘƘƛǎ ǇǊƻƧŜŎǘΣ Ǉƻǎǎƛōƛƭƛǘȅ ƻŦ ǇǊƻƳƻǘƛƴƎ ǘƘŜ ǇǊƻƧŜŎǘ άLƴǾŜǎǘƛƴƎ ƛƴ ōǳƛƭŘƛƴƎ ŀ ǎȅǎǘŜƳ 

of high-quality vocational education and training to reach out ǘƻ Dнл ŘŜǾŜƭƻǇŜŘ ŎƻǳƴǘǊƛŜǎέ ǿŀǎ ŘƛǎŎǳǎǎŜŘ 

between representatives of AFD and DVET in June 2021. A focus on investment in future industries, 

specific occupations such as aviation, space, clean energy, logistics, industries of the Industrial Revolution 

4.0 and digital economy is suggested by DVET and would be considered by AFD together with assessment 

of the current needs of the Vietnamese vocational education system. 

Italian Agency for Development Cooperation (IDC) 

Vocational training sector is one priority in Vietnam ς LǘŀƭȅΩǎ ǎǘǊŀǘŜƎƛŎ ǇŀǊǘƴŜǊǎƘƛǇ ōŜǎƛŘŜ ŜƴǾƛǊƻƴƳŜƴǘΣ 

water management, flood warning, small and medium-sized enterprise support, and health care. 

Three programs were launched in 2015 - 2016156:  

(1) {ǳǇǇƻǊǘƛƴƎ 9ƳǇƭƻȅŀōƛƭƛǘȅ ŀƴŘ {ƻŎƛŀƭ LƴŎƭǳǎƛƻƴ ƛƴ ±ƛŜǘƴŀƳΩǎ ±ƻŎŀǘƛƻƴŀƭ ¢ǊŀƛƴƛƴƎ {ŎƘƻƻƭǎ  

IDC partnered with DVET to upgrade three vocational training colleges in Hanoi, Hue and Quang 

Nam through construction of workshops and supply of advanced machinery, training of staff, 

update of training curricula, and development of career guidance services. The program aims to 

enhance competitiveness of graduates to better meet requirements of the labor market. 

(2) Vocational Training Centre for Restoration and Conservation of Cultural Heritage 

IDC in partnership with Politecnico di Milano University (POLIMI) and Quang Nam Provincial 

People's Committee established a vocational training centre specialized in archaeological 

restoration and a restoration laboratory, and provided training for several restoration techniques, 

 

154 DVET Website - http://gdnn.gov.vn/AIAdmin/News/View/tabid/66/newsid/37230/seo/TRAO-DOI-VE-BAO-CAO-DANH-GIA-KET-QUA-CUA-
DU-AN-DAU-TU-PHAT-TRIEN-CAC-TRUONG-DAY-NGHE-CHAT-LUONG-CAO-SU-DUNG-VON-ODA-CUA-CHINH-PHU-PHAP/Default.aspx 
155 AFD Website - https://www.afd.fr/en/carte-des-projets/support-high-quality-vocational-training-centres-
vietnam?origin=https://www.afd.fr/en/page-region-pays/vietnam 
156 IDC Brochure - https://www.aics.gov.it/wp-content/uploads/2016/05/Brochure-IDC-Vietnam-Oct-2015_FINAL-2.pdf 
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varying from the most traditional ones to modern forms of restoration, including dedicated IT 

programming. 

(3) Raising Youth Employment through School - Enterprise Connections in Bac Ninh  

The program aims to improve the accessibility to the labour market and to increase the average 

wage level of young people in Bac Ninh. Beneficiaries of this program are two local vocational 

training schools and a rehabilitation center for disabled people. Main activities were courses 

formulation, staff training and establishment of linkage between VET and enterprises. 

Training component is also included in other program, for example, the programme on the development 

ƻŦ {a9ǎΦ Lƴ ƘŜŀƭǘƘŎŀǊŜ ǎŜŎǘƻǊΣ ǘƘŜ ά/ŀǊƭƻ ¦Ǌōŀƴƛ IŜŀƭǘƘ /ŜƴǘǊŜέ also provided institutional capacity 

building, training and high-level education to the Hue College of Medicine and Pharmacy. 

Different sorts of training are provided also through other initiatives.  For example, the programme to 

prevent human trafficking between Vietnam, Cambodia and Laos, carried out in partnership with IOM, 

seeks to mitigate economic vulnerability of migrants and their families in source communities through 

skill training and job placement. 

British Council (BC) 

British Council Vietnam has two main missions: (1) to support British Council UK to implement a global 

education strategy and (2) to support the UK government and stakeholders to promote cooperation with 

countries around the world within their priority areas, in particular, promoting activities in Vietnam by 

connecting them with Vietnam's development plan. As DFID has withdrawn most of support for Vietnam, 

BC can be considered as an extended arm to act for the UK government in development programs in 

education. 

In higher education sector, BC has a global program Going Global Partnership 2021 - 2023, which is also 

ōŜƛƴƎ ƛƳǇƭŜƳŜƴǘŜŘ ƛƴ ±ƛŜǘƴŀƳΦ ¢Ƙƛǎ ǇǊƻƎǊŀƳ ƴŀƳŜŘ ŀǎ ά¦Y-Vietnam Partnerships for Quality and 

LƴǘŜǊƴŀǘƛƻƴŀƭƛǎŀǘƛƻƴέΣ ŀƛƳǎ ŀǘ ǎǳǇǇƻǊǘƛƴƎ ŘŜǾŜƭƻǇƳŜƴǘ ŀƴŘ ǎǘǊŜƴƎǘƘŜƴƛƴg quality tertiary system in 

Vietnam and internationalisation of higher education strategies in both UK and Vietnam157.  

Main expected outcomes of the program are158:  

(1) Enabling research: supporting research, finding insights for analytical reports or making findings of 

Vietnam current situation to seek for suitable interventions;  

(2) Strengthening system: improving performance of the higher education sector in Vietnam on teaching, 

research, innovation, and knowledge transfer to prepare for regional and international integration. 

Activities include offering policy advice, sharing the UK experience in developing quality assurance system 

 

157 Going Global partnership grant guidelines 
158 British Council Website - https://www.britishcouncil.org/education/he-science/going-global-partnerships/about 
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and developing performance key indicators and frameworks towards excellence in teaching, research, 

innovation and knowledge transfer;  

(3) Internationalising institutions: providing small fundings to promote the cooperation between 

universities in Vietnam and the UK 

(4) Enhancing student outcomes: improving the qualities of global graduates 

Regarding TVET sector, British Council participates in the EU VET Toolbox project as a partner with four 

other countries. (Further details about the list project are presented in later part) 

Irish Aid  

Ireland has had a development cooperation programme in Vietnam and the Mekong Sub-region 

ό/ŀƳōƻŘƛŀΣ [ŀƻ tŜƻǇƭŜΩǎ 5ŜƳƻŎǊŀǘƛŎ wŜǇǳōƭƛŎΣ ŀƴŘ aȅŀƴƳŀǊύ ǎƛƴŎŜ нллрΦ ¢ƘŜ ŜƴƎŀƎŜƳŜƴǘ ƻŦ LǊŜƭŀƴŘ ƛƴ 

this region is reflected in the new Mission Strategy for the period 2017-2020 which connects trade-

development-political-education engagement together (formerly known as Country Strategy Paper which 

relates to development only). The Mission Strategy is guided by policy on international development, 

Asian Pacific strategy of Ireland and aligned with National Action Plan on Sustainable Consumption & 

Production (SCP) of Vietnam. The Mission Strategy also set out 5 outcomes among those building human 

resource capacity falls into Outcome 4 aiming towards more inclusive and sustainable economic growth 

and more accountable and transparent institutions in Vietnam.  

The Irish development Experience and Sharing (IAEAS) programme was launched in 2009 to support 

capacity-building and strengthen strategic linkages between Ireland and Vietnam in the education; 

agriculture; agri-food; and business and economic sectors.159 The program is flexibly developed time by 

time and each component is built to meet rising demand of Vietnam. 

¶ Capacity building: Support peer-to-peer institutional links between Ireland and Vietnam through 

training workshop, joint research, seminar, etc. Agriculture, education, private sector 

development and economic development have been identified by Vietnamese partners as priority 

areas for experience-sharing and capacity development  

¶ Scholarship program (2007-2020) to provide targeted scholarships for students from the region 

to study in Ireland with a focus on labour market skills and science, technology, engineering and 

mathematics as well as some opportunities for business development and entrepreneurship 

¶ Vietnam Ireland Bilateral Education Exchange (VIBE) programme has been implemented since 

2015 to foster links between universities and research institutions in Vietnam and Ireland. The 

program has supported 19 projects in various areas: curriculum development, joint research, 

start-up competition, lecturer and student exchange, etc. 

Besides, scholarships are also provided through Ireland fellows program under Global Irish Aid. 

 

159 Mission Strategy of the Embassy of Ireland, Vietnam 2017-2020 
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The new Mission strategy for the period of 2023 ς 2027 will be published in 2022 and will set out the 

proposed areas of ŦƻŎǳǎ ŀƴŘ ƛƴǘŜǊǾŜƴǘƛƻƴΣ ŀƭƛƎƴŜŘ ǘƻ LǊŜƭŀƴŘΩǎ ŘŜǾŜƭƻǇƳŜƴǘ ŎƻƻǇŜǊŀǘƛƻƴ ǇƻƭƛŎȅΣ ! .ŜǘǘŜǊ 

World.160 While 2021 is the transition year, 2022 will be a 1-year strategic year due to Covid-19 pandemic 

and mainly focus on implementing pilot program for the next period. 

In the future, it is planned to limit the range of support with an aim to narrow the focus and the partner 

involved. Under VIBE program, Vietnam National University of Agriculture and Vietnam National 

University are two targeted universities which have long term partnership and good records. Regarding 

target sector, agriculture is prioritized since Ireland has the comparative advantage and rich experience 

in food and agriculture. Besides, agriculture is priority of both development sector and trade sector, thus 

the program aims to effectively leverage to meet both development and commercial objectives. 

4.2 5ƛǎŎǳǎǎƛƻƴǎ ŀƴŘ [Ŝǎǎƻƴǎ ƭŜŀǊƴǘ ŦǊƻƳ 5ƻƴƻǊǎΩ ǇŜǊǎǇŜŎǘƛǾŜǎ  

a. Donors strategic approach: (1) systemic sector demand approach; (2) industry demand approach; (3) 

aid development approach 

Screening through different donors strategies in HRD, there are three main approaches that help donors, 

especially the bilateral donors to position themselves strategically in HRD support ecosystem. Below is 

the elaboration based on interview discussions and desk review on donor strategies, which aims to 

present as lesson learnt for JICA to review the HRD strategic approaches in Vietnam: 

Approach Case-study Advantages  

(1) 

Systemic  sector 

approach 

(HE/TVET) 

Priority driven by: HE/TVET systemic sector 

development issues 

Donors aim to respond to in-depth systemic issues of 

either HE or TVET sector as the most important base 

to identify direction, scope & decision making,  

Normally large-scope project with multi-interventions 

or a range of interrelated projects are specifically 

designed aiming to have in-depth and long-term 

impact on the sector 

Example:  GIZ to holistically support to transform the 

TVET system reform progress in Vietnam;  USAID 

present a clear positioning as the leader donor to 

support the HE reform with a series of projects to 

foster new HE models & HE autonomy 

V In-depth understanding about 

HE/TVET sector, project design 

often has strong base for 

development, strong M&E  

V Build long-term relationship 

with local counterparts, 

especially government 

counterparts 

V Learning from experience & 

Better impact assessment  

V Better donor branding towards 

Vietnam government  & mass 

community  

(2)  

Industry - led 

approach  

Priority driven by: Specific Industry HR demand  

HRD is approached broadly as skill development, 

Donor aim to respond to specific need of industry 

based on understanding  both HE, TVET and other 

V In-depth understanding about 

one industry and better impact 

towards economic engagement  

 

160 Irish Aid website - https://www.irishaid.ie/what-we-do/countries-where-we-work/our-partner-countries/vietnam/ 
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high-quality HR & labor market issues for long-term 

development of a specific industry  

Example: Australian Embassy with Aus4Skills program 

having various interventions both in HE, TVET system, 

try to maximize the response to development needs 

of logistics sector in multiple cooperation themes  

V Better to leverage multiple 

industry stakeholders both in 

home country and in Vietnam  

V Positive donor branding 

towards the industry & related 

government stakeholders  

  

(3) 

Aid development 

approach 

Priority driven by: social development objectives, 

target to support the disadvantaged groups 

Normally support relate to investing in infrastructure 

for TVET in disadvantage community, provide equality 

& inclusive education opportunities  

Example: The South Korea donor ς KOICA marked 

their long history of support in infrastructure 

development and ensuring access to skill training for 

disadvantaged, vulnerable communities, indigenous 

communities 

V Strongly contribute to 

sustainable development of the 

target country 

V Positive donor branding 

towards government 

stakeholders, and the localities   

 

In fact, all three approaches above could be considered at the same time, however, it is recognizable that 

major donors in HRD sector in the last decade normally follow one leading approach in determining the 

cooperation strategy in Vietnam.  

b. Being focus and practical in project design & implementation 

This is the lesson for small-size support projects, and also recommendations from several donors and 

government agencies regarding strategic choices of donors, especially in TVET sector.  On the one hand, 

each issue in TVET system needs long-term commitment and enough practical support until TVET 

institutions are able to develop their capacity and achieve specific outcomes. On the other hand, small-

scale projects but being flexible, having clear outputs, and respond to practical demand could be highly 

appreciated from local counterparts. A project, regardless of financing scale, should be developed based 

on in-depth understandings on practical challenges of the target beneficiaries.  

Case study - VET Toolbox Program 

VET Toolbox is a partnership of leading European development agencies, including British Council (UK), Enabel 

(Belgium), Expertise France (France), GIZ (Germany), LuxDev (Luxembourg) and AFD (France). The project is co-

funded by the European Union & the German Federal Ministry of Economic Cooperation & Development (BMZ).  

The intervention model in Vietnam is almost short-term projects, with immediate interventions but still have 

impacts on the system. Core intervention: Benchmarking TVET qualification with international standards  

This program consists of 2 phases: 

ü Phase 1 (2018-2020): The institutional inspection project includes 4 participating schools: Can Tho 

Vocational College, Nha Trang College of Technology, Dalat Vocational College and Thu Duc College of 

Technology. Two British experts were invited to conduct a light touch inspection, using the British 
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guidelines to benchmark the quality of teaching and learning in the four selected colleges to UK 

standards and assess the robustness of the quality assurance mechanisms in place.  Evaluation report 

is issued for each school and an overall report was delivered as a policy recommendation to the DVET. 

As part of the project, a tool for self-assessment was developed to help schools to coordinate with the 

DVET to develop an assessment framework specifically for Vietnam.161 

ü Phase 2 (launched in Sept 2021): Qualifications benchmarking project supports DVET and 5 colleges, 

including Viet Nam - Korea Vocational Technology College of Bac Giang (VKTECH); Ha Noi College for 

Electro-Mechanics (HCEM), Dalat Technical and Vocational College (DALATVTC); Hue Tourism College 

(HUETC); and Ba Ria Vung Tau Vocational College. Similar to phase 1, Ecctis, an UK and internationally 

trusted education body for qualifications and skill standards, is invited to work with DVET and 

vocational colleges in Vietnam to undertake an independent and objective evaluation of selected 

vocational qualifications which are in priorities in Vietnam.162 

Current situation of TVET system need to be addressed  

ü Strategic orientation is weak and lacks a tool system and strategic integration throughout learning 

activities. 

ü The system usually responds to the government requests rather than respond to the needs of 

employers, lack of market-driven approach;  

ü The teaching method is theoretical and mechanical, without practical experiences 

In order to develop towards international standards, the TVET institutions first need specific consultation on their 

weakness aspects in order to determine their priority of capacity building  

Expected outcome 

Contributing to enhance the school's training quality and ensuring the quality of student outcomes while helping 

the university achieve its goal of internationalization in training standards and human resource requirements. 

Additionally, helping the Vietnamese system to come up with appropriate interventions in the context of 

international integration and set a foundation for future collaboration in certificates recognition between 

Vietnam and the UK, and later with EU. 

c. Selecting right implementing partners 

As in many experiences sharing from donors, selecting and developing right partners is the key to success 

of a cooperation project. It is important to understand the role of management stakeholders and 

implementing partners differently, and select partners who can play central role in key success factors for 

ŀ ǇǊƻƧŜŎǘΦ ¢ƻ ōŜ ǎǇŜŎƛŦƛŎΣ ƛƴ ¢±9¢ ŜŎƻǎȅǎǘŜƳΣ 5±9¢Ωǎ ǊƻƭŜ Ŏŀƴ ōŜ ōƻǘƘ ŀǎ ƎƻǾŜǊƴƳŜƴǘ ƳŀƴŀƎŜƳŜƴǘ 

counterpart and project implementing counterpart. This is the organization leading all TVET reform 

progress such as policy making, initiating system development as well as coordinating practical activities 

with TVET institutes nationwide. Therefore, this should be the focal organization for any donor project 

with an aim to support TVET development to reach out for advice or engage in project implementation. 

 

161 British Council Website - https://www.britishcouncil.org/education/skills-employability/success-stories/vet-toolbox-international-
benchmarking-vietnam-vocational-education-institutions 
162 British Council Website - https://www.britishcouncil.vn/en/about/press/british-council-and-dvet-launch-qualification-benchmarking-
project-eu-vet-toolbox 



The Data Collection Survey and Situation Analysis on Industrial HR Development in Vietnam (2022) 

_________________________________________________________________________________________ 

 
199 

On the other hand, MOIT who is also the government bodies in charge of specific major technical 

vocational colleges, but is not the dedicated government body in charge of vocational education 

development. Therefore, there will be limitation in practical implementing experience and resource for 

projects that involve  in-depth TVET experience.  

There is one sharing case from the project Vietnam Skills for Employment Project 2016 ς 2020, supporting 

to three TVETs in Mekong Delta region. Though the purpose and direction of this project was well-defined, 

the project faced many practical limitations in implementing progress.  A review showed that the project 

was not succeeded as it wished due to issues in selecting implementing partners, lacking of in-depth 

understanding of the TVET system, and relatively weak in risk management regarding stakeholders 

engagement. The project was slightly at the position of being dependent on the co-leader from Vietnam 

side, as well as trying to engage local provincial authorities who are not the TVET management bodies, 

meanwhile lacking the communication and engagement with MOLISA, which led to limitations in 

implementation. Several important lessons learnt163 include: (i) inform and engage the correct 

government body related to TVET management at national level (i.e. DVET- MOLISA) so that donor can 

receive advice, guidance, and official support in coordinating with TVETs as well as to have better decision 

making with regards to capacity building for the system; (ii) obtaining better landscape understanding of 

ǘƘŜ ¢±9¢ ǎŜŎǘƻǊ ǎȅǎǘŜƳƛŎ ƛǎǎǳŜǎ ŀƴŘ ƻǾŜǊŀƭƭ ƻŦ ƻǘƘŜǊ ŘƻƴƻǊǎΩ ŜƴƎŀƎŜƳŜƴǘ ŦƻǊ ōŜǘǘŜǊ ǎǘǊŀǘŜƎƛŎ ǊŜǎƻǳǊŎŜ 

allocation; (iii) enhancing local coordination activities to increase the practical matching with local TVETIs 

in Vietnam, in order to increase effectiveness of support. 

d. Building trustful relationship with implementing partners through strong engagement, co-develop 

projects, empowerment and building capacity 

Empower the implementing counterpart, leverage their ownership of the project, and change the 

ǊŜƭŀǘƛƻƴǎƘƛǇ ŦǊƻƳ άŘƻƴƻǊ - ǊŜǇƻǊǘƛƴƎέ ǇŜǊǎǇŜŎǘƛǾŜ ǘƻǿŀǊŘǎ ǇŀǊǘƴŜǊ ŘŜǾŜƭƻǇƳŜƴǘ ǊŜƭŀǘƛƻƴǎƘƛǇΣ ǘƘǳǎ Ŏŀƴ 

ƛƴŎǊŜŀǎŜ άŀǳǘƻƴƻƳȅέ ŀƴŘ ǎǳǎǘŀƛƴŀōƛƭƛǘȅ ƻŦ ǇǊƻƧŜŎǘs.  

For example, ILO has been developing long-term partnership with VCCI in Vietnam in almost all projects. 

ILO in Vietnam proposes an idea framework to consult with VCCI, then the two sides will make a full 

project document. After that, ILO will seek funding from donors and VCCI will carry out the project 

approval procedures. In which, VCCI is the project owner and ILO is the project implementation party. For 

this long-term partnership, all projects are run on the basis of understanding of the needs of partner as 

well as the consultation from experts from the relevant parties. Therefore, ILO projects are very practical 

and useful for both sides, thus creating trust and foundation for sustainability.   

Another example is British Council (BC) in implementing the project EU-VET Toolbox, BC supports DVET to 

develop proposal to get funding from the EU, after that maintains a working scheme that DVET acts as the 

focal coordinating role and a co-owner of project, the organization is in-charge of implementing project  

with selected beneficial TVET schools. Meanwhile this donor acts more as a supporter to provide finance 

or expertise resource. This structure, on the one hand, will help to empower government agencies in 

 

163 Consolidate by the consultant from interview discussion with the donor organization 
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implementing counterparts, on the other hand, the TVET partners are more committed as they work with 

the management bodies. 

Donor such as USAID also invests much effort to build capacity of local implementing agencies towards 

independent  expert organization who can continue to provide supporting services to local beneficiaries 

or being the central expert hub to respond to related development demand from other stakeholders.  

e. Multi-level intervention, multi stakeholder approach in project implementing model  

Various donor cooperation project in HRD shows the model of multi-stakeholder engagement in project 

implementation, especially for the purpose of linking education institutions with labor demand 

ǎǘŀƪŜƘƻƭŘŜǊǎΦ 9ȄŀƳǇƭŜǎ ƘŀǾŜ ōŜŜƴ ǇǊŜǎŜƴǘŜŘ ƛƴ ŎƘŀǇǘŜǊ н ŜȄǇƭŀƛƴƛƴƎ ǘƘŜ ǎǳǇǇƻǊǘ ƳƻŘŜƭ ŦǊƻƳ DL½Ωǎ 

program Reform TVET in Vietnam, and Aus4Skills program in supporting establishment of  the Logistics 

Industry advisory board.  

Multi-level intervention can be learned from the case of GIZ for the whole TVET system intervention, 

aiming for in-depth intervention and impactful results in long-term.  

Case study ς GIZ Program Reform TVET in Vietnam  

Approach Activities  Partners/ Stakeholders 

Macro level Å Advise on the legal framework enabling the engagement 

of business sector in TVET. For example: 

V Development of institutional arrangements for in-

company trainer system 

V Development of mechanisms for the business sector 

to participating in the policy consultation, 

forecasting and standardization as well as training 

implementation in TVET 

Directorate of Vocational 

Education and Training 

(DVET) and other relevant 

stakeholders 

Meso level Å Strengthen capability of partners to play a more active 

role as coordinator in industry skills councils.  

Å Work with provincial authorities to establish 

cooperation mechanisms such as regional and provincial 

councils with the participation of businesses 

Professional associations 

and the Vietnam Chamber 

of Commerce and Industry 

(VCCI) 

Micro level Å Pilot the cooperative training model 11 selected TVET institutes 

It can also be learned from the case of Aus4Skills program by Australian Embassy in logistics sector. This 

donor encourages industry-led model where the logistics association and VCCI play very active role in 

designing, implementing and engaging TVETs towards the HR demand of logistics enterprises. Multi-level 

intervention include activities at government management level (i.e. cooperation with MOET and 

MOLISA) for systemic program development, VCCI and Vietnam Logistics Association as level of industry-
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demand and specific TVET and HE at level of education institution, also the Australian Award program 

provides scholarships for high-quality HR for future development of logistic sector in Vietnam in the 

future. 

f. Role of local coordinator/implementing agencies to enhance effective communication and M&E  

As donors organization team and experts are normally from a foreign country, in many cases if donors 

ŘƻƴΩǘ ƘŀǾŜ ǎǘǊƻƴƎ ƛƳǇƭŜƳŜƴǘŀǘƛƻƴ ōƻŘƛŜǎ ƛƴ ±ƛŜǘƴŀƳΣ ŎƻƳƳǳƴƛŎŀǘƛƴƎ ƛƴ ǇǊƻƧŜŎǘ ƛƳǇƭŜƳŜƴǘŀǘƛƻƴ ŎƻǳƭŘ 

face many difficulties, especially in the last two years during Covid-19 situation.  In order to bridge the gap 

of communication which is critical to the projectΩǎ success, local coordinators play a very important role. 

Some donor countries recruit individual coordinators/ local consultant for project-based time. Other 

donors can also determine outsourcing to independent implementing agencies for ensuring all project 

scopes to be implemented and to achieve objectives under strong M&E guidelines, ensure active response 

and control over practical situation (for e.g. the case of Aus4Skills program).  

g. Bring-ƛƴ ŘƻƴƻǊǎΩ ŀŘŘŜŘ ǾŀƭǳŜ ōǳǘ ƴŜŜŘ ǘƻ ƘŀǊƳƻƴƛȊŜ ǿƛǘƘ ±ƛŜǘƴŀƳŜǎŜ ǎȅǎǘŜƳ ǎƛǘǳŀǘƛƻƴ  

Almost the donors want to bring in the value-added knowledge, experience, expertises, resources from 

ƘƻƳŜ ŎƻǳƴǘǊƛŜǎ ǘƻ ŎƻƴǘǊƛōǳǘŜ ǘƻ ±ƛŜǘƴŀƳ ǎȅǎǘŜƳ ŘŜǾŜƭƻǇƳŜƴǘΣ ŀǎ ǿŜƭƭ ŀǎ ŎǊŜŀǘŜ ŦƻǳƴŘŀǘƛƻƴ ŦƻǊ άŀƛŘ ǘƻ 

ǘǊŀŘŜέ ŎƻƭƭŀōƻǊŀǘƛƻƴ ǘǊŜƴŘǎΦ ¢ȅǇƛŎŀƭ ŜȄŀƳǇƭŜǎΣ ŜǎǇŜŎƛŀƭƭȅ ƛƴ ¢±9¢ ǎŜŎǘƻǊΣ  ƛƴŎƭǳŘŜ WŀǇŀƴŜǎŜ Yh{9b ƳƻŘŜƭΣ 

German Dual-training model in TVET, Australia Centre of Excellence ƳƻŘŜƭΧ hƴ ǘƘŜ ƻƴŜ ƘŀƴŘΣ ǘƘƛǎ ŎǊŜŀǘŜs 

much learning opportunities for Vietnamese counterparts but on the other hand, regarding the system 

policy level, Vietnam government faces complications in trying to absorb various models that could be 

harmonized with the legal basis, the management system and also can fit with unique development 

context of Vietnam. Donors, therefore need to be in close communication with Government management 

bodies to understand related legal basis and the fitness with legal framework development context in 

Vietnam. It is also a recommendation for donors to allow for some flexibility for customizing the model to 

fit with characteristics of Vietnamese stakeholders.  

h. Open-call and bottom-up approach to increase competitiveness, fit-for-purpose and quality of target 

beneficiaries, leading to better quality of support activities  

Regarding scholarships program, unlike JICA ς JDS scholarship which implementation process going 

through Vietnam government counterpart; many other ŘƻƴƻǊǎΩ ǎǳǇǇƻǊǘ ǇǊƻƎǊŀƳǎ ƻŦǘŜƴ ƘŀǾŜ ƳƻǊŜ 

flexible design of scholarships,  open for demand-driven or open for direct applications from Vietnam 

counterparts, or from donor country counterparts (open-call programs), which will also aim to better 

effect of country branding, communication and quality of attendance.    

Lƴ I9 ƛƴǘŜǊƴŀǘƛƻƴŀƭ ŎƻƻǇŜǊŀǘƛƻƴΣ ŦƻǊ ŜȄŀƳǇƭŜΣ ǘƘŜ .ǊƛǘƛǎƘ /ƻǳƴŎƛƭ Ƙŀǎ ǘƘŜ άDƻƛƴƎ Ǝƭƻōŀƭ ǇŀǊǘƴŜǊǎƘƛǇ 

progǊŀƳέ ǘƘŀǘ ŦƻŎǳǎ ƻƴ ŎǊŜŀǘƛƴƎ ŦǊǳƛǘful partnership between universities in the UK and in Vietnam, this 

program has a component to provide small fundings for universities in UK and Vietnam to propose 

partnership initiative. This will have the collaboration support to be more demand-base and fit with 

development directions of both sides.  
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i. Active donors collaboration  

[ŀǎǘ ōǳǘ ƴƻǘ ƭŜŀǎǘ ƛǎ ǘƘŜ ǊŜŎƻƳƳŜƴŘŀǘƛƻƴ ƻƴ ŘƻƴƻǊ ŎƻƭƭŀōƻǊŀǘƛƻƴΦ .ƛƭŀǘŜǊŀƭ ŘƻƴƻǊǎΩ ǎǳǇǇƻǊǘ ǎǘǊŀǘŜƎƛŜǎ 

often demand for clear positioning of the country donor, avoiding overlapping with other donorsΩ actions, 

meanwhile there is a demand for multi-stakeholder collaboration aiming for resource utilization and more 

impactful intervention for all. Multilateral donors such as the WorldBank also emphasize the demand for 

opportunities to widely collaborate with other bilateral donors. Some level of collaboration can be 

considered:  

(i) Co-develop ODA projects ς which requires the most complex collaboration; 

(ii) Donors implement independent projects but closely discuss to align purposes, activities and 

partners collaboration in project design & implementation; (e.g. the case of collaboration between 

GIZ, KOICA for TVET development programs) 

(iii) Actually collaborate at activity-based level to utilize resources, expertise, experience  

(iv) At the broadest level but still very important is the demand for donors to exchange information 

frequently, share lesson learnt and avoid overlapping in terms of project interventions or to develop 

ƴŜǿ ŀŎǘƛǾƛǘƛŜǎ ǘƘŀǘ Ŏŀƴ ƭŜǾŜǊŀƎŜ ŜȄƛǎǘƛƴƎ ǇǊƻƧŜŎǘǎΩ ŀŎƘƛŜǾŜƳŜnts/ partners by other donors;  this can 

be developed in various official or unofficial channels. For example, currently, there is working 

group of donors active in education sector, and DVET also facilitates a working group of donors in 

TVET sector and organizes annual donor conference. This initiative can be potential to develop into 

more active platform for donors in Vietnam to have more often and effective communication 

4.3 List of major on-going and future donors cooperation projects in HRD  

The part below present key donor support projects in HRD, categorized by sector: higher education field, 

vocational education field, and support in labor market development. In order to understand current 

ǎǘŀǘǳǎ ŀƴŘ ŦǳǘǳǊŜ ŘƛǊŜŎǘƛƻƴǎ ƻŦ ŘƻƴƻǊǎΩ ǎǳǇǇƻǊǘΣ ǘƘŜ ǊŜǎŜŀǊŎƘ ǘŜŀƳ Ƴŀƛƴƭy focuses on current active and 

future projects. 
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a. Donors support projects in Higher Education  

Figure 125. The active Donor support projects in higher education 

Donor  Project name 
Support directions/ 

 Key actions 

Type of 
support 

Time 
frame 

Budget 
Implementing 
counterpart 

Projects of Multilateral Donors  

The World 
Bank 

Vietnam 
National 
University 
Development
164 

To improve the quality of 
teaching and research at 3 
national universities by 
providing modern equipment 
and infrastructure for 
research, teaching and 
learning, and knowledge 
transfer 

Focus areas: materials science, 
biotechnology, ICT, 
environment and social-
economic policy 

Technical 
Assistance 

 

Financing 

2020 -
2025 

294.87 
million 

USD 

(1) Vietnam 
National University - 
HCMC 

(2) The University of 
Da Nang  

(3) Vietnam 
National University 
ς Hanoi 

Support for 
Autonomous 
Higher 
Education 
Project 
(SAHEP)165 

To improve the quality of 
teaching, research and 
institutional capacity of 
selected HEIs 

To strengthen the HE 
management system by 
supporting policy 
development and 
strengthening key HE 
subsystems  

Technical 
Assistance  

 

Financing 

2017 - 
2022 

155 
million 

USD 

(1)  MOET 

(2) Vietnam 
National University 
of Agriculture 

(3) Hanoi University 
of Science and 
Technology 

(4) Industrial 
University of HCMC 

(5)  Hanoi National 
Economics 
University 

Vietnam 
Enhancing 
Teacher 
Education 
Program166 

To strengthen teacher 
education institutions to 
enhance teacher and principal 
effectiveness through 
improved continuous 
professional development 

Technical 
Assistance  

 

Financing 

2016 - 
2022 

100 
million 

USD 

MOET  

8 Lead Teacher 
Training Universities 

Vietnam New 
Model 
University 
Project167 

To develop autonomous 
research-based university 
(VGU: Vietnam German 
University) 

To demonstrate new policy 
framework on governance, 
financing and quality in 
±ƛŜǘƴŀƳΩǎ I9 ǎȅǎǘŜƳ  

Financing 

 

Technical 
Assistance 

  

 

2010 - 
2021 

180.40 
million 

USD 
MOET  

 

164 World Bank - Project Information Document/ Integrated Safeguards Data Sheet (PID/ISDS) - 2018 
165 World Bank - https://projects.worldbank.org/en/projects-operations/project-detail/P156849 
166 World Bank - https://projects.worldbank.org/en/projects-operations/project-detail/P150060 
167 World Bank - https://projects.worldbank.org/en/projects-operations/project-detail/P110693 
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Donor  Project name 
Support directions/ 

 Key actions 

Type of 
support 

Time 
frame 

Budget 
Implementing 
counterpart 

Asian 
Developm
ent Bank 

University of 
Science and 
Technology of 
Hanoi 
Development 
(New Model 
University) 
Project168 

To develop a high-quality new 
model university that 
generates industry-relevant 
science & technology teaching 
& research: including physical 
facilities, management 
system, academic program 
quality  

Financing 
(Loan) 

2011- 
2023 

190 
million 

USD 

(1) University of 
Science and 
Technology of Hanoi 
(USTH) 

 

(2) Vietnam 
Academy of Science 
& Technology 
(VAST) 

Tertiary 
Education 
Project in 
Southeast Asia 

 

The project focuses on 
partnership and private sector 
engagement in tertiary 
education in Indonesia; the 
Philippines; Vietnam  

N/a 
Appro
ved in 
2019 

20 
million 

USD 
N/a 

Vietnam: 
Second Health 
Human 
Resources 
Development 
project169 

Target to increase the supply 
of a skilled health workforce;  

enhance the quality of health 
care in rural and underserved 
areas; by expanding and 
improving the quality of 
undergraduate health 
professional training 
programs, via design and 
operationalize new campuses 
in Hanoi Medical University 
(HMU) and the University of 
Medicine and Pharmacy at 
HCMC (UMP) 

Financing 
(Loan) 

 

Technical 
Assistance 

 

2018-
2023 

Loan 

 $80 
million  

 

Grant 

 $30 
million  

Hanoi Medical 
University (HMU)  

 

University of 
Medicine and 
Pharmacy at HCMC 
(UMP) 

Projects of Bilateral Donors  

The 
United 
States  

(USAID) 

The Fulbright 
University 
Vietnam 
Support 
(FUV)170 

Invest to establish and develop 
FUV as world-class university 
standard, strengthern 
governance system, build 
partnerships, expand academic 
programs; in order to develop 
FUV as a role model to drive 
reform of HE system  

 

Technical 
Assistance 

Since 
2016 

N/A 
Fulbright University 
Vietnam 

Improving 
Access, 
Curriculum and 
Teaching in 
Medical 

Innovate curriculum & 
pedagogy of undergraduate 
medical education by working 
with 5 medical universities and 
policy makers;  

Technical 
Assistance 

 

2016 - 
2022 

$8.76 
millions 

The Partnership For 
Health 
Advancement In 
Vietnam (HAIVN) 

 

168 Asian Development Bank - https://www.adb.org/projects/42079-013/main 
169 ADB - https://www.adb.org/projects/40354-017/main 
170 USAID - https:// www.usaid.gov/sites/default/files/documents/1861/FS_FUV_Jun2020_Eng.pdf 
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Donor  Project name 
Support directions/ 

 Key actions 

Type of 
support 

Time 
frame 

Budget 
Implementing 
counterpart 

Education and 
Emerging 
Diseases 
(IMPACT MED) 
Alliance171 

Develop laws and policies 
governing postgraduate 
medical education;  

Develop a model for 
postgraduate medical training 
throughout Vietnam 

(Focus on 
medical 
sector) 

Building 
University-
Industry 
Learning & 
Development 
through 
Innovation and 
Technology 
(BUILD-IT) 
Alliance172 

To create a world-class model 
to modernize and innovate 
technology and engineering 
(T&E) higher education: by 
collaborating with 
government, industry, 
academic partners to directly 
link HE to the needs of the 
private sector 

Technical 
Assistance 

2015 -
2023 

N/A 

(1) MOET 

(2) Arizona State 
University 

USAID-
VIETNAM - 
Partnership for 
Higher 
Education 
Reform173 

Enhance quality assurance 
systems at targeted 
universities; transform 
university finance to achieve 
institutional autonomy; faculty 
professional development & 
digitizing curriculum, improve 
research & innovation 
capacity; develop guidelines on 
university outreach & 
partnership with industries   

Technical 
Assistance 

2022 - 
2026 

$14.20 
million  

(1) Vietnam 
National University - 
HCMC 

(2) The University of 
Da Nang (UD) 

(3) Vietnam 
National University 
ς Hanoi 

(4) Indiana 
University 

One Health 
Workfore174  

 

(under 
healthcare 
program) 

An inter-disciplined project to 
connect 22 Vietnamese 
universities from the fields of 
medicine, veterinary science, 
nursing and public health to 
coordinate these efforts in 
Vietnam and to sustainably 
develop and deliver leading 
model programs to equip 
professionals with trans-
disciplinary skills to address 
complex global health issues 

 

 

 

 

Technical 
Assistance 

2019 - 
2024 

$600.00
0 

annuall
y 

22 Vietnamese 
universities 

Vietnam 
Education 

Scholarship & mentoring 
program 

Technical 
Assistance  

Since 
2003 

N/A 
Vietnam Education 
Foundation  

 

171 USAID - https://www.usaid.gov/vietnam/documents/fact-sheet-improving-access-curriculum-and-teaching-medical-education-and-
emerging 
172 USAID - https://www.usaid.gov/sites/default/files/documents/FS_BUILDIT_Aug2021_eng.pdf 
173 USAID - https://www.usaid.gov/vietnam/documents/partnership-higher-education-reform 
174 USAID - https://www.usaid.gov/vi/vietnam/documents/one-health-workforce-next-gen 



The Data Collection Survey and Situation Analysis on Industrial HR Development in Vietnam (2022) 

_________________________________________________________________________________________ 

 
206 

Donor  Project name 
Support directions/ 

 Key actions 

Type of 
support 

Time 
frame 

Budget 
Implementing 
counterpart 

Foundation 
(VEF)175 

South 
Korea 

Training 
program for 
the Vietnam 
National 
University of 
Agriculture to 
strengthen HR 
in the livestock 
industry in 
Vietnam176 

To train more high-quality 
potential employees to work in 
the livestock industry in 
Vietnam 

 

Technical 
Assistance 

N/A ς 
Launch
ed in 
08/ 
2021 

12.7 
million 

USD 

Vietnam National 
University of 
Agriculture 

Project on 
strengthening 
agricultural 
higher 
education of 
VNU-HCM177 

To innovate curriculum & 
pedagogy, improve capacity of 
lecturers, teaching & training 
programs and strengthen 
Higher education - industry 
collaboration to meet demand 
of human resource in 
agriculture sector  

Technical 
Assistance 

 

2021- 
2028  

9.00 
million 

USD 

(1) Vietnam 
National University 
ς Ho Chi Minh City 
(VNU-HCM) 

(2) An Giang 
University 

The 
United 
Kingdom 

Internationalizi
ng higher 
education in 
Vietnam178 

Promote discussion, support 
government policy to improve 
connection of HE towards 
employment needs, build 
professional networks for 
knowledge sharing  

Technical 
support  

Since 
2018 

N/A 
(1) British Council 

(2) MOET 

Australia Aus4Skills  

A dedicated scheme to support 
professional development in 
Vietnam 

This program provided support 
to two regional universities in 
the mountainous north-west to 
improve leadership and 
management, strengthen 
curriculum; and provide high 
quality post-graduate 
qualification through Australia 
Awards Scholarships  

Technical 
Support  

2016-
2020 

146 
million 

AUD 
(whole 

project) 

Government of 
Vietnam 

 

MOET 

  

 

175 VEF - https://www.vef2.org/page/announcement.aspx 
176 VNUA - https://eng.vnua.edu.vn/news-and-events/vietnam-national-university-of-agriculture-participating-in-the-project-on-
strengthening-human-resources-in-the-livestock-industry-in-vietnam-with-the-financial-support-from-the-korea-international-cooperation-
agency-koica-51857 
177 AGU - https://www.agu.edu.vn/en/signing-ceremony-cooperation-agreement-between-vnu-hcm-and-korea-international-cooperation-
agency 
178 British Council - https://www.britishcouncil.vn/en/programmes/education/internationalisation 
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The list below presents main scholarship programs offered by foreign governments cooperation:  

Figure 126. Main scholarship programs offered ōȅ ŦƻǊŜƛƎƴ ƎƻǾŜǊƴƳŜƴǘΩǎ ŎƻƻǇŜǊŀǘƛƻƴ 

Country Scholarship/ Exchange program Industry 

Australia Australia Awards Vietnam  

-Governance and Economic Growth; Infrastructure and 
Transport; Water & sanitation; Education  

- Other sectors related to social development support: Gender 
Equality;  Agriculture and Rural Development;  Regional Stability 
and Human Rights; Disability;  Climate Change; Healthcare 

Switzerland 
Swiss Government Excellence 
Scholarships for Foreign Scholars and 
Artists (SERI) 

Technology of Applied Sciences 

Music and fine arts 

Other fields  

Austria Vietnam-Austria Scholarship Program 
Natural Sciences, Technical Sciences, Medicine, Agriculture and 
Forestry, Veterinary Medicine, Social Sciences, Law and 
Economics 

Belgium 
The Belgian bilateral scholarship 
programme 

Multi sectors  

Canada 
Canada-Vietnam Youth Development 
Scholarship 

Economics; Engineering; Environmental studies 

Police/Correctional Services/Criminology 

Sciences (agricultural, chemistry, food and food processing, etc.)  

Ireland 

Ireland Fellows Programme 

IDEA scholarship 
Multi sectors including economics and sciences  

Vietnam Ireland Bilateral Education 
Exchange (VIBE) 

Agribusiness, Food Safety and Nutrition Environment and climate 
change  

Enterprise Development and Innovation Information Technology 
and Data analytics 

New Zealand New Zealand Development Scholarship 

Climate change and Environment 

Disaster risk management 

Food security and agriculture 

Renewable Energy and Governance 

Poland Poland higher education scholarship 
Engineering and technical sciences, agricultural sciences, exact 
sciences, and life sciences. 

Portugal Portugal Government Scholarship 
Architecture; Law & Economics; Sciences; Engineering 

Pharmacy & Medicine; Arts; Psychology and Education Science 

France 

Excellence Scholarship Programme Multi sectors 

The Eiffel Excellence Scholarship 
Program 

Multi sectors 

Germany DAAD Scholarship Multi sectors 

South Korea Global Korea Scholarship Multi sectors 

The UK The Chevening Scholarship Multi sectors  

The US Fulbright Scholarship Multi sectors 

The EU 
Erasmus+ for higher education in 
Vietnam179 

Multi sectors, provided by 28 EU member states and 6 others 
including Iceland, Liechtenstein, Norway, North Macedonia, 
Serbia and Turkey 

 

179 The European Commission - Erasmus+ for higher education in Vietnam 
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b. Donors support projects in Vocational Education & Training (TVET) sector  

Figure 127. The active Donor support projects in vocational training education sector 

Donor  
Project/ Support 
program name 

Directions/ 

 Key actions 

Type of 
support 

Time 
frame 

Budget 
Implementing 
counterpart 

Projects of Multilateral Donors 

The Asian 
Development 
Bank 

Viet Nam: Skills 
Enhancement 
Project180 

Develop high quality TVET; 
strengthen system 
governance and quality 
assurance frameworks 

Improve quality & 
management of TVET 
programs in 15 public & 5 
private vocational colleges 
in economic zones  

Financing 
(Loan)  

2011 - 
2018 

70.00 million 
USD 

MOLISA 

 

15 public & 5  
private 
vocational 
colleges 

Support for 
Human and Social 
Development in 
Southeast Asia 
(Education 
focus)181 

To research and build 
monitoring and evaluation 
capacity for evidence-
based policy making, 
education and TVET 
policy, labor market 
assessment, public-private 
partnerships, TVET 
regional partnership 
development 

Technical 
Assistance 

2019 - 
2021 

3.00 million 
USD 

(all project) 

Consulting 
partners  

Support for 
Human and Social 
Development in 
Southeast Asia 
(Education 
focus)- Phase 2182 

Phase 2 will focus on 
preparing COVID-19 and 
post-COVID-19 recovery 
responses 

 

Technical 
Assistance 

2021- 
2024 

$ 3.5 million 
USD 

Consulting 
partners 

Technology 
Enabled 
Innovation in 
Education in 
Southeast Asia183 

Aiming to equitable and 
inclusive learning 
opportunities through the 
use of education 
technologies, in response 
to impact of Covid-19 on 
education, including TVET. 
Main actions are EdTech 
diagnostics, EdTech 
intervention pilot and 
scaling up 

Technical 
Assistance 

2020 - 
2023 

2.00 million 
USD 

(for 4 
countries) 

Consulting 
partners & 
Edtech firms  

Viet Nam: Skills 
and Knowledge 
for Inclusive 

Upgrade the teaching and 
learning environments of Financing 

2020 - 
2023 

78.00 million 
USD 

 16 TVET 
institutions 

 

180 ADB - Viet Nam: Skills Enhancement Project - 2019 
181 ADB - https://www.adb.org/sites/default/files/project-documents/52335/52335-001-tar-en.pdf 
182 ADB - https://www.adb.org/projects/52335-002/main 
183 ADB - https://www.adb.org/projects/54098-001/main 
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Donor  
Project/ Support 
program name 

Directions/ 

 Key actions 

Type of 
support 

Time 
frame 

Budget 
Implementing 
counterpart 

Economic Growth 
Project184 

national high-quality TVET 
institutes 

Strengthen the quality of 
soft skills training, develop 
demand-driven short-
term skills programs for 
women and youth in 
disadvantaged 
communities 

(Grant & 
Loan) 

(Japan fund 
for poverty 

deduction 3 
millions) 

 

British Council 
in Vietnam 

EU VET ToolBox 

(an international 
facility/ 
project)185  

 

Project in 
Vietnam: 
qualification 
benchmarking 
project 

Overall, EU toolbox 
supports to build TVET 
system capabilities; fund 
initiatives to promote 
inclusion of disadvantaged 
groups 

  

In Vietnam, VET toolbox 
by British council now 
supports for international 
benchmarking of TVET 
institutions against 
England Regulated 
Qualifications Framework 
(RQF) and the European 
Qualifications Framework 
(EQF)186 

Technical 
assistance  

 

 

n/a 

(active 
project in 
2021) 

n/a 

(unclear 
budget 

scheme in 
Vietnam)  

MOLISA 

 

Viet Nam - 
Korea 
Vocational 
Technology 
College of Bac 
Giang 
(VKTECH); Ha 
Noi College 
for Electro-
Mechanics 
(HCEM), Dalat 
Technical and 
Vocational 
College 
(DALATVTC); 
Hue Tourism 
College 
(HUETC); and 
BRVT 
Vocational 
College 

Projects of Bilateral Donors 

Germany 

Reforming 
technical and 
vocational 
training in Viet 
Nam187 

Improve and help Vietnam 
labor force adapt to meet 
the needs of a green and 
sustainable economy 

Act 1: Policy advice & 
Systemic reform 

Act 2: Centre of Excellence 
for vocational education 

Technical 
Assistance 

2010 - 
2020 

N/A MOLISA 

 

184 ADB - https://www.adb.org/projects/49122-004/main 
185 https://www.vettoolbox.eu/en/we-are 
186 British Council - https://www.britishcouncil.vn/en/about/press/british-council-and-dvet-launch-qualification-benchmarking-project-eu-vet-
toolbox 
187 GIZ - https://www.giz.de/en/worldwide/18758.html 
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Donor  
Project/ Support 
program name 

Directions/ 

 Key actions 

Type of 
support 

Time 
frame 

Budget 
Implementing 
counterpart 

Programme 
Reform of TVET in 
Viet Nam II188 

To make TVET Vietnam 
better align to the 
changing increasingly 
green and digital world of 
work 

Activities: advice on policy 
& administrative reform; 
support 11 high-quality 
TVETs, promote 
cooperation with business 
sector, foster digital 
transformation in TVET & 
promote green TVET and 
inclusiveness    

Technical 
Assistance 

2020 - 
2023 

N/A MOLISA  

South Korea 

KOICA supports 
VN in providing 
vocational 
training for 
disadvantaged 
people189 

Various projects to 
establish & build capacity 
for TVET institutions in Bac 
Giang, Nghe An, Thanh 
Hoa, Quang Binh, Da 
Nang, DakLak, Binh Dinh 
province to support social 
inclusion of vulnerable 
groups through education  

Technical 
Assistance 

 

Financing 

Active 

Since 
1997 

Total about 
48 million 
USD from 
2011-now  

MOLISA 

Local 
authorities & 
TVET 
institutions in 
provinces  

Australia Aus4Skills190 

As a dedicated scheme to 
realize the bilateral 
support framework: 
investing in professional 
and technical knowledge 
and skills, and assist 
workplaces to make good 
use of those enhanced 
skills, targeting both 
tertiary education & TVET  

Technical 
support  

2016 - 
2020 

146 million 
AUD 

(all areas) 

Government 
of Vietnam 

 

MOET 

 

France 

Support for high 
quality vocational 
training centers in 
Vietnam191 

Support to renovate 5 
TVETs to become centre of 
excellence, enhance 
quality training based on 
French model  

Focus sectors: metal 
processing & mechanics  

Activities include: support 
for teaching equipment, 
transfer of training 
programs, capacity 

Technical 
Assistance 

 

Financing 
(grant) 

2012 - 
2019 

25 million 
EUR 

MOLISA 

 

188 GIZ - https://www.giz.de/en/worldwide/18723.html 
189 VGP - http://www.koica.go.kr/vnm_en/7668/subview.do 
190 Australian government - https://www.dfat.gov.au/about-us/publications/Pages/vietnam-aus4skills-fact-sheet 
191 AFD - https://www.afd.fr/en/carte-des-projets/support-high-quality-vocational-training-centres-vietnam 
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Donor  
Project/ Support 
program name 

Directions/ 

 Key actions 

Type of 
support 

Time 
frame 

Budget 
Implementing 
counterpart 

building for teacher & 
management  

Canada 
Vietnam Skills for 
Employment 
Project192 

Establish 02 high-level 
training centers for 
leaders of TVET 
institutions, and improve 
the quality of TVET 
delivery through 
partnerships between 
provincial authorities and 
community colleges in 
three provinces in Mekong 
Delta 

Technical 
Assistance 

2011 - 
2020 

17 million 
USD 

VNU-HCMC 

 

03 Colleges in 
Binh Thuan, 
Vinh Long, 
Hau Giang 

Denmark 

(DANIDA) 

Promoting Dual 
Technical 
Vocational 
Education and 
Training in 
Vietnam 

The project enhances the 
cooperation between 
authorities, VET schools 
and enterprises in the 
furniture and graphic 
design sectors (food 
sector is added in phase 
2), addressing skills gaps 
and competencies of VET 
school graduates to 
demand of labor market.  

Technical 
Assistance 

Phase 1: 
2017 ς 
2019 

Phase 2: 
2020 - 
2023 

N/A 

DVET  

 

4 schools are 
beneficiaries 
in phase 1, 
and 12 in 
phase 2 

c. List of donorǎΩ support  projects related to Labour market development and labor skills  

Figure 128.  DƻƴƻǊǎΩ ǇǊƻƧŜŎǘǎ ƛƴ ƭŀōƻǊ ƳŀǊƪŜǘ ƛǎǎǳŜǎ  

Donor  
Project/ Support program 

name 

Directions/ 

 Key actions 

Type of 
support 

Time 
frame 

Budget 

(million 
USD) 

Implementing 
counterpart 

Asian 

Development 

Bank 

Regional: Support for a 

Regional Platform on 

Innovations in Education 

and HR Development for 

Competitiveness towards 

an Integrated ASEAN 

Community193 

The project aims to strengthen 

capacity of education leaders 

and practitioners to address 

ASEAN-wide education and 

HRD issues 

 

Technical 

Assistance 

2013 -

2017 
1.40 

Southeast 

Asian 

Ministers of 

Education 

Organization 

Secretariat 

Viet Nam: Demand-Driven 

Skills Training for Poverty 

Reduction in the Cuu Long 

(Mekong) River Delta194 

To improve the living standard 

of the poor and ethnic 

minorities by equipping them 

with relevant skills  

Grant 
2008 - 

2013 
1.30 MOLISA 

 

192 Government of Canada - https://w05.international.gc.ca/projectbrowser-banqueprojets/project-projet/details/a033388001 
193 ADB - https://www.adb.org/projects/46070-001/main 
194 ADB - https://www.adb.org/projects/41087-012/main 



The Data Collection Survey and Situation Analysis on Industrial HR Development in Vietnam (2022) 

_________________________________________________________________________________________ 

 
212 

Donor  
Project/ Support program 

name 

Directions/ 

 Key actions 

Type of 
support 

Time 
frame 

Budget 

(million 
USD) 

Implementing 
counterpart 

International 

Labor 

Organization 

(ILO) 

Better Work Viet Nam195 

To improve working 

conditions, boost 

competitiveness of garment 

industry 

Technical 

Assistance 

Since 

2009 
N/A MOLISA 

{ǳǇǇƻǊǘƛƴƎ ǘƻ ±ƛŜǘ bŀƳΩǎ 

Public Employment Policy 

(from Policy to 

Implementation)196 

Developing an effective Public 

Employment Policy (PEP) by 

the end of 2017 that provides 

income earning opportunities 

for low income and 

disadvantaged groups 

Technical 

Assistance 

2015 

- 

2017 

N/A 

MOLISA  

and other 

relevant 

government 

agencies  

Sustaining Competitive 

and Responsible 

Enterprises (SCORE)197 

Practical training and 

workplace improvement 

programs to increase the 

productivity of small and 

medium-sized enterprises 

while promoting respect for 

ǿƻǊƪŜǊǎΩ ǊƛƎƘǘǎ 

Technical 

Assistance 

2011 

- 

2021 

N/A 

(1) VCCI - 

HCMC branch 

(2) Industry 

associations 

and local 

authorities 

Sustainable Supply Chains 

to Build Forward Better  

 

To advance decent work in five 

selected global supply chains 

for a fair, resilient, and 

sustainable COVID-19 crisis 

recovery, including electronics 

manufacturing in Vietnam 

1) research and analysis  

2) tools, policy advice, training 

3) support to constituents and 

stakeholders taking steps to 

advance decent work in their 

response to the COVID-19  

Technical 

Assistance 

2021-

2023 
N/A 

MOLISA 

MOIT 

VCCI 

Vietnam 

General 

Confederation 

of Labour 

 

International 

Organization 

for Migration 

(IOM) in 

Vietnam 

Corporate Responsibility 
in Eliminating Slavery and 
Trafficking (CREST)  

 

A regional partnership 
initiative working with private 
and public sector actors to 
realize their potential to 
uphold human and labour 
rights of migrant workers in 
business operations and 
supply chains. Project in Hong 
Kong, Vietnam, the 
Phillippines, Bangladesh, 
Thailand, Malaysia 

Technical 

Assistance 

2016 

- 

2021 

N/A 

MOLISA 
 

VAMAS- 

Vietnam 

Assocication 

of Manpower 

and Supply  

 

 

 

195 Better Work - https://betterwork.org/better-work-vietnam-home/?lang=vi 
196 ILO - https://www.ilo.org/hanoi/Whatwedo/Projects/WCMS_381959/lang--en/index.htm 
197 ILO - https://www.ilo.org/hanoi/Whatwedo/Projects/WCMS_392359/lang--fr/index.htm 
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CHAPTER 5. JAPAN ς VIETNAM COOPERATION STATUS AND RELATED ISSUES 

5.1 Japan Official Development Assistance to Vietnam 

5.1.1 Overview of Japan ODA to Vietnam 

a. Japan - Vietnam general bilateral cooperation policy 

The bilateral relationship between Japan and Vietnam were officially established in 1973, since then, the 

Japanese government implemented cooperation policy according to the Fukuda doctrine (1977) in which 

Japan considered itself as a bridge to actively contribute to the maintenance of peace and stability in 

Southeast Asia, which Vietnam was expected to play an important role in the mission.  

During period 1991 - 2001, Japan 's ODA strategy in Vietnam has been firmly indicated in the "Country 

!ǎǎƛǎǘŀƴŎŜ tǊƻƎǊŀƳ ŦƻǊ ±ƛŜǘƴŀƳέ ǿƛǘƘ ƘƛƎƘ ǇǊƛƻǊƛǘƛŜǎ ƻƴ ǘǿƻ ƎƻŀƭǎΥ ŎǊŜŀǘƛƴƎ ǘƘŜ ōŀǎƛŎ ŎƻƴŘƛǘƛƻƴǎ ŦƻǊ 

sustainable growth; and supporting poverty reduction efforts. Five areas of assistance include: Economic 

infrastructure in transportation and power; Human resource and Institution development, Environmental 

conservation, Education and Health, Agriculture and rural development.   

Since 2003, the relationship between the two countries has been enhanced rapidly with multiple joint 

frameworks and imitative. The Government of Japan has actively worked to support human resources 

training and reform of policies and mechanisms through technical cooperation as well as construction of 

transport infrastructure, electricity supply, etc. through financial cooperation (including ODA Loans and 

DǊŀƴǘ !ƛŘύ ǿƛǘƘ ŀƴ ŀƛƳ ƻŦ ƳŀƪƛƴƎ ŎƻƴǘǊƛōǳǘƛƻƴ ǘƻ ±ƛŜǘƴŀƳΩǎ ǎƻŎƛƻ-economic development.  

¶ Target Areas of WŀǇŀƴΩs ODA to Vietnam 

In 2014, the Joint Statement on the establishment of a comprehensive strategic partnership for peace and 

prosperity was signed (based on the Country Development Cooperation Policy in December 2012) with 

03 main priorities, including: Economic growth and strengthening international competitiveness; 

Response to Fragility and Good Governance.  

The Vietnam Country Assistance Policy was reviewed in December 2017 (JCAP 2017), the major goals 

ǿŜǊŜ ōŀǎŜŘ ƻƴ ±ƛŜǘƴŀƳΩǎ 10-year Socio-Economic Development Strategy (2011-2020) and the 5-year 

Social-Economic Development Plan (2016-2020), which were to ŎƻƳǇǊŜƘŜƴǎƛǾŜƭȅ ǎǳǇǇƻǊǘ ±ƛŜǘƴŀƳΩǎ 

sustainable growth through strengthening international competitiveness and overcoming the vulnerable 

aspects to sustainably develop society and country with 03 focus areas: (A1) Promote economic growth 

and strengthen competitiveness; (A2) Response to fragility; and (A3) Good Governance.  

Following these 3 targets (A), there are 06 main development objectives (O) and 13 overall programs (P) 

are defined to achieve the objectives. In which, industrial human resource management assistance is 

Ƴŀƛƴƭȅ ŘŜŦƛƴŜŘ ƛƴ ǘŀǊƎŜǘ ǇǊƻƎǊŀƳ н όtнύ άLƴŘǳǎǘǊƛŀƭ 5ŜǾŜƭƻǇƳŜƴǘ ŀƴŘ IǳƳŀƴ wŜǎƻǳǊŎŜ 5ŜǾŜƭƻǇƳŜƴǘέ 

ǳƴŘŜǊ ƻōƧŜŎǘƛǾŜ н όhнύ ά9ƴƘŀƴŎŜ ƛƴŘǳǎǘǊƛŀƭ ŎƻƳǇŜǘƛǘƛǾŜƴŜǎǎ ŀƴŘ ƘǳƳŀƴ ǊŜǎƻǳǊŎŜ ŘŜǾŜƭƻǇƳŜƴǘέ ƻŦ ǘƘŜ 

ŦƻŎǳǎ ŀǊŜŀ м ό!мύ άtǊƻƳƻǘƛƴƎ ŜŎƻƴƻƳƛŎ ƎǊƻǿǘƘ ŀƴŘ ǎǘǊŜƴƎǘƘŜƴƛƴƎ ŎƻƳǇŜǘƛǘƛǾŜƴŜǎǎέΦ IƻǿŜǾŜǊΣ ƛƴ 

development programs of other areas, there are also important to trainings or capacity building activities 

for the working persons in specific Vietnam implementation counterparts, which can be considered 

extended aspect of human resource development. This practice is similar to other international donors 

who often provide technical assistance component in loans or grant projects.  
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The focus areas, development objectives and programs stated in JCAP 2017 is presented as below:  

 Figure 129. tǊƛƻǊƛǘȅ ǘŀǊƎŜǘǎ ƻŦ WŀǇŀƴΩǎ h5! ƛƴ ±ƛŜǘƴŀƳ ς JCAP 2017 

Focus Areas Development Objectives Programs 

(A1) 

Promoting 

economic growth 

and strengthening 

competitiveness; 

(O1) Strengthen the market 

economy system 

(P1) Program for reform of market economy 

institutions, public finance, monetary policy 

(O2) Enhance Industrial 

competitiveness and human 

resource development 

(P2) Industrial Development and Human 

Resource Development  

(O3) Improve economic 

infrastructure and access to 

services 

(P3) Program to promote stable energy supply and 

energy saving 

(P4) Transportation Infrastructure Development  

(P5) Urban transportation network development  

(A2) 

Response to 

fragility 

 

(O4) Respond to threats such 

as climate change, disasters, 

and environmental destruction 

(P6) Urban Environmental Management Program 

(P7) Climate Change Program 

(P8) Disaster Prevention Program 

(P9) Natural environment conservation program 

(O5) Improvement of social 

and living conditions and 

reduction of poverty and 

inequality 

(P10) Health Care Program 

(P11) Social security and assistance program for 

the socially vulnerable communities 

(P12) Agriculture and Rural Development  

(A3) 

Good governance 

(O6) Strengthen judicial and 

administrative functions 

(P13) Strengthen judicial & administrative 

functions 

¶ WL/!Ωǎ ŎƻƻǇŜǊŀǘƛƻƴ ǎŎƘŜƳŜǎ 

JICA has eight main cooperation schemes in Vietnam198, including:  

(1) Technical Cooperation;  

(2) ODA Loans;  

(3) ODA Grants;  

(4) Citizens Participation, including JICA Partnership program (JPP)and Japanese Overseas 

Cooperation Volunteers (JOCVs) 

(5) Public-Private-Partnership (PPP);  

(6) Japanese Enterprises Proposing Program (JEPP);  

 

198 tŀǇŜǊ ƻƴ WŀǇŀƴΩh5! ŀƴŘ WL/!Ωǎ ŀŎǘƛǾƛǘƛŜǎ ƛƴ ±ƛŜǘƴŀƳ όнлмуύ 
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(7) Emergency Disaster Relief;  

(8) Research  

5.1.2 wŜǾƛŜǿ ƻŦ WL/!Ωǎ ŎƻƻǇŜǊŀǘƛƻƴ ƛƴ IǳƳŀƴ wŜǎƻǳǊŎŜ 5ŜǾŜƭƻǇƳŜƴǘ ƛƴ ±ƛŜǘƴŀƳ ǇŜǊƛƻŘ нллл - 2020 

a. Main characteristics of JapŀƴΩǎ ŎƻƻǇŜǊŀǘƛƻƴ in Human Resource Development in Vietnam 

Human resource development has always been one of the top priority areas of WŀǇŀƴΩǎ h5! ǎǳǇǇƻǊǘ ǘƻ 

Vietnam, which was clearly emphasized in the bilateral cooperation of the two countries. In addition to 

bilateral agreements, Japan also contributes to international organizations such as the World Bank to 

finance related projects in Vietnam. Furthermore, not only considered as a stand-alone target, HRD 

projects also closely linked with the other socio-economic development goals.  

In terms of supporting schemes, WL/!Ωǎ ƘǳƳŀƴ ǊŜǎƻǳǊŎŜ ŘŜǾŜƭƻǇƳŜƴǘ ǇǊƻƧŜŎǘǎ ƻŦǘŜƴ Ǝƻ ǳƴŘŜǊ ǘŜŎƘƴƛŎŀƭ 

cooperation scheme, financial support via ODA loans and grant. Citizens participation scheme such as 

Japanese Overseas Cooperation Volunteers (JOCVs) and JICA partnership program (JPP) also contribute to 

human resource development projects. 

CǊƻƳ ŀƴƎƭŜ ƻŦ ǇǳǊǇƻǎŜ ŎƭŀǎǎƛŦƛŎŀǘƛƻƴ ŦƻǊ ƳŀƧƻǊ WL/!Ωǎ Iw5 ǇǊƻƧŜŎǘǎ ƛƴ ±ƛŜǘƴŀƳ, three main categories could 

be recognized, which aiming to address main HRD needs in Vietnam in areas that Japan has strengths: 

(1) Development of skilled workers:  To address the increasingly demand skilled workers for higher 

productivity of manufacturers; 

(2) Training of practical and creative engineers:  to address the demand of practical and creative 

engineers who have strong technical skills and leadership at their workplaces for companies that 

stepping into the higher value-added stage of industrialization;  

(3) Training of managerial human resources:  To develop corporate managers who have a good sense 

of business management and capability of leading Vietnamese industrial society, for demand such as 

corporate management capabilities, Japanese-style business management skills and the need for 

seeking reliable partnership between Japanese and Vietnamese companies. 

From angles of HRD system classification, JICA has been active in projects in higher education system, 

vocational education & training system, labor force development issues, as well as extended concepts in 

human resource development such as developing high-quality experienced human resources for public 

and private sectors, leadership development for start-ups and SMEs.   

Regarding industry-focus in HRD assistance programs, there has not been any clear statement from JICA 

since the beginning about industry focus, but it could be seen from overall projects that JICA had main 

focus on industrial manufacturing industry. This is, obviously, the industry that Japan can share most 

prominent strength to Vietnam, as well as the industry that having high economic cooperation between 

Japanese and Vietnamese enterprises.   
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b. List of HRD projects by JICA in period 2000 ς 2020 

This part reviews more detail the projects of JICA in HRD, from angles of HRD system classification. 

¶ WL/!Ωǎ ǇǊƻƧŜŎǘǎ ƛƴ IƛƎƘŜǊ 9ŘǳŎŀǘƛƻƴ ϧ ǎǳǇǇƻǊǘ ŦƻǊ ƘƛƎƘ-quality Human resources in Vietnam  

WL/!Ω ǎǳǇǇƻǊǘ ƛƴ Iw5 ŦƻǊ ±ƛŜǘƴŀƳ ƛƴ ǘƘŜ ƭŀǎǘ ǘǿƻ ŘŜŎŀŘŜǎ ŀǊŜ ƳŀǊƪŜŘ ōȅ ǘƘŜ ŦƛǾŜ Ƴŀƛƴ ŜŦŦƻǊǘǎ Υ  

i. Strong commitment to develop the Vietnam-Japan Human Resource Cooperation Center (VJCC) from 

construction phase to continuously developing it to become one of the pioneering and leading 

institutes of training high-quality managerial human resources;  

ii. Long-term commitment for developing high-quality human resources in public sector via JDS 

scholarships;  

iii. Developing human resources in technical engineering and ICT regarding projects supporting Hanoi 

University of Technologies;  

iv. Contributing critically to develop human resource for the Mekong Delta region through financial and 

technical assistance to develop Can Tho University (CTU) to become an excellent institution of 

Education, Scientific Research, and Technology Transfer (since 2015); 

v. Strategic investment to develop Vietnam- Japan University as an excellent university model, being a 

symbol of friendship between Vietnam and Japan, and fostering the significant expertise and 

technology transfer between Japan and Vietnam, especially in the future interdisciplinary sciences for 

sustainable development of the country.  

Figure 130. [ƛǎǘ ƻŦ WL/!Ωǎ Iw5 ǇǊƻƧŜŎǘ ƛƴ I9 ǎŜŎǘƻǊ 

(TCP) Technical Cooperation; (D) Development study/ Technical cooperation for Development planning; (L) Loan;  (G) Grant Aid 
(1) Development of Skilled workers; (2) Training of Practical and Creative Engineers; (3) Capacity building for managerial HR 

No Title Duration Type Theme Status Counterpart 

1 
The Project for Construction of Vietnam-Japan 
Human Resources Cooperation Center (VJCC) 
(Phase 1, Phase 2)  

2000 - 
2010 

(G) (3) Completed 
Foreign Trade University, 
teachers, staff and students of 
VJCC  

2 
Vietnam-Japan Human Resources Cooperation 
Center (Phase 1, Phase 2)  

2000 - 
2010 

(TCP) (3) Completed 
±W//Ωǎ [ŜŎǘǳǊŜǊǎΣ ǎǘŀŦŦǎΣ 
trainees and enterprises  

3 
Project for Capacity Development of Business 
Persons through Vietnam-Japan Human 
Resources Cooperation Center (VJCC) 

2012 - 
2016 

(TCP) (3) Completed 
±W//Ωǎ [ŜŎǘǳǊŜǊǎΣ ǎǘŀŦŦǎ ŀƴŘ 
trainees and enterprises  

4 
Project for Institutional Capacity Development of 
VJCC for a Landmark of Development and 
Networking for Managerial Human Resources  

2016 - 
2022 

(TCP) (3) On-going  
±W//Ωǎ [ŜŎǘǳǊŜǊǎΣ ǎǘŀŦŦǎΣ 
trainees and enterprises  

5 
The Project of Vietnam Information Technology 
Training  

1997 -
2002 

(TCP) (2) Completed 

Lecturers and students of 
Vietnam Information 
Technology Training Institutes, 
enterprises, 

6 
Strengthening the capacity of ITSS education at 
Hanoi University of Technology (Phase1, Phase 2)  

2006 -
2012 

(TCP) (2) Completed 
Lecturers, researchers and 
students of Hanoi University of 
Technology  
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No Title Duration Type Theme Status Counterpart 

7 
Capacity Building of Ho Chi Minh City University 
of Technology to Strengthen University-
Community Linkage (Phase 1, Phase 2)199  

2006 -
2012 

(TCP) (2) Completed 
Lecturers, researchers and 
students of HCMC University of 
Technology 

8 
Technical support Improving the capacity of 
training, research and university administration 
at Vietnam Japan University (VJU) 

2020 - 
2025 

(TCP) (2) (3) On-going 
±W¦Ωǎ [ŜŎǘǳǊŜǊǎΣ ǎǘŀŦŦǎΣ ǘǊŀƛƴŜŜǎ 
and enterprises 

9 

Project for Building Capacity for Can Tho 
University (CTU) to be an Excellent Institution of 
Education, Scientific Research, and Technology 
Transfer 

2016 - 
2021 

(TCP) (2) (3) On-going 
/¢¦Ωǎ [ŜŎǘǳǊŜǊǎΣ ǎǘŀŦŦǎΣ 
trainees and enterprises 

10 Can Tho University (CTU) Improvement Project 
2015 - 
2022 

(L) (2) (3) On-going 
/¢¦Ωǎ [ŜŎǘǳǊŜǊǎΣ ǎǘŀŦŦǎΣ 
trainees 

11 

ASEAN University Network / Southeast Asia 
Engineering Education Development Network 
(AUN/SEED-Net) (Phase 1 ς Phase 2 ς Phase 3- 
Phase4) 

2003 -
2023 

(TCP) (2) (3) 
On-going 
(Phase 4) 

Lecturers, researchers, 
graduates of Hanoi University 
of Science and Technology and 
Ho Chi Minh City University of 
Technology, National 
University of Vietnam in HCMC 

12 Vietnam ς Japan Human Resource 
Development Scholarship (JDS) 

Since 
2000 

(G) (3) On-Going 

Participants from 
Governement agencies at 
Central and local levels, 
Universities, Institutes, State-
own enterprises  

{ƻǳǊŎŜΥ WL/! ǿŜōǎƛǘŜ ŀƴŘ ǇǊƻƧŜŎǘǎΩ ŘƻŎǳƳŜƴǘǎΣ wŜǎŜŀǊŎƘ ǘŜŀƳΩǎ ǎȅƴǘƘŜǎƛǎ 

¶ WL/!Ωǎ ǇǊƻƧŜŎǘǎ ƛƴ ±ƻŎŀǘƛƻƴŀƭ 9ŘǳŎŀǘƛƻƴ ϧ ¢ǊŀƛƴƛƴƎ ό¢±9¢ύ ƛƴ ±ƛŜǘƴŀƳ  

WL/!Ωǎ ǎǳǇǇƻǊǘ ŦƻǊ ¢±9¢ ǎŜŎǘƻǊ ƛƴ ±ƛŜǘƴŀƳ ƛƴŎƭǳŘŜǎ ōƻǘƘ ǎǳǇǇƻǊǘ ŦƻǊ ǎȅǎǘŜƳ ƳŀƴŀƎŜƳŜƴǘ ŀǘ ǎŜŎǘƻǊ ƭŜǾŜƭ 

and support at institutional level with specific TVET institutions. 

Projects that addressing system-level challenges of the TVET sector in Vietnam such as advising for the 

national skill test system and related national skill standards, and support to introduce the Japanese poly-

ǘŜŎƘƴƛǉǳŜ ǎȅǎǘŜƳ ŎŀƭƭŜŘ άYƻǎŜƴ aƻŘŜƭέ200 which focuses on improving the ability, mindset and 

creativeness of trainees.  

At institutional level, JICA has been providing technical cooperation to strengthen vocational training 

institutes through curriculum development, training of trainers, and provision of training equipment at 

Japanese standard.  

 

199http://www.jica.hcmut.edu.vn/suprem/upload/documents/Resources/Downloads/Reports_and_publications/Progress_Report_No_1_EN.p
df  
200 The official project is MOIT - KOSEN International Project in Vietnam is the collaboration project between the organization KOSEN Japan 
and MOIT, which is not a JICA funded project. However, JICA has some support to promote KOSEN model in Vietnam with related stakeholders  

http://www.jica.hcmut.edu.vn/suprem/upload/documents/Resources/Downloads/Reports_and_publications/Progress_Report_No_1_EN.pdf
http://www.jica.hcmut.edu.vn/suprem/upload/documents/Resources/Downloads/Reports_and_publications/Progress_Report_No_1_EN.pdf
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Figure 131. [ƛǎǘ ƻŦ WL/!Ωǎ Iw5 ǇǊƻƧŜŎǘ ƛƴ ¢±9¢ ǎŜŎǘƻǊ 

(TCP) Technical Cooperation; (D) Development study/ Technical cooperation for Development planning; (L) Loan;  (G) Grant Aid 
(1) Development of Skilled workers; (2) Training of Practical and Creative Engineers; (3) Capacity building for managerial HR 

No Title  Duration  Type  Status Counterpart 

1 
Advisors for National Trade Skills 
Testing and Certification System   

2010 -
2018 

(TCP) (1) (2) Completed 
Directorate of Vocational Education 
and Training, vocational training 
institutions and employees 

2 
The Project for Strengthening Training 
Capability for Technical Workers 
Course in Hanoi Industrial College  

2000 -
2005 

(TCP) (2) Completed 
Teachers and management staff, 
students of Hanoi Industrial College 

3 
Project for Human Resource 
Development of Technicians at Hanoi 
University of Industry (HaUI)  

2009 -
2012 

(TCP) (2) Completed 
Lecturers and students of HaUI; 
enterprises in manufacturing sector  

4 
Project for strengthening TOT 
functions at Hanoi University of 
Industry (HaUI)201 

2013 -
2017 

(TCP) 
(1)  
(2) 

Completed 

Lecturers and students of HaUI, 
Technique Technology College, 
HCMC College of Technology, 
enterprises in manufacturing sector 

5 

Improve skills (production skills) 
under the MONO-ZUKURI program of 
Japan at Ho Chi Minh City Vocational 
College (2013 - 2016) 

2013 - 
2016 

(TCP) (1) Completed 
Lecturers and students of HCMC 
Vocational College, enterprises 

6 

Promotional Support & Human 
resource development for Metal-
related supporting industries in Ba 
Ria- Vung Tau province202  

2013 -
2016 

(TCP) (2) Completed 

Vietnamese government policy 
planners, Vietnamese companies and 
staff of Ba Ria- Vung Tau vocational 
college 

7 

The Project for Human Resources 
Development for Heavy-Chemical 
Industry at Industrial University of Ho 
chi Minh City (IUH)  

2013 -
2018 

(TCP) (2) Completed 
Lecturers and students of IUH and 
other education and training 
institutions; employers. 

8 
Project for Strengthening the Urban 
Railway Training Capacity for Railway 
College 

2021 -
2023 

(TCP) (2) On-going 

 Lecturers and students of Vietnam 
Railway College;  
Beneficiaries are also users of 
Vietnamese urban railways as the 
system is operated safely and 
accurately, having appropriate 
maintenance in a long-term and 
sustainable manner. 

 

201 https://www2.jica.go.jp/en/evaluation/pdf/2019_1200494_4_f.pdf  
202 Information froƳ άThe preparatory survey on the project for strengthening vocatƛƻƴŀƭ ǘǊŀƛƴƛƴƎ ǎŜŎǘƻǊ ƛƴ ±ƛŜǘƴŀƳέ όнлмрύ 

https://www2.jica.go.jp/en/evaluation/pdf/2019_1200494_4_f.pdf
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No Title  Duration  Type  Status Counterpart 

9 

 Strengthening Vocational Training 
Sector in Vietnam, focus in 3 fields 
Mechanical, Electrical and Electronics 
with 13 TVETIs 

n/a 
(L) 

(TCP) 
(2) (3) 

Not yet 
started 

Ho Chi Minh Vocational College 
(HCMVC); Hanoi Industrial Vocational 
College (HIVC); Vocational College of 
Technique and Technology (VCTT); Ba 
Ria-Vung Tau Vocational College 
(BRVTVC); Vinh Phuc Vocational 
College 1 (VPVC); Hanoi Vocational 
College of High Technology (HVCHT); 
Da Nang Vocational College (DNVC); 
The central vocational college of 
Transport No.2 (CTCT); Ho Chi Minh 
Vocational College of Technology 
(HVCT); Vocational College of 
Machinery and Irrigation (VCMI); 
Hanoi University of Industry 
(HaUI);Hai Phong Vocational College 
(HPVC); Ha Nam Vocational College 
(HNVC) 

{ƻǳǊŎŜΥ WL/! ǿŜōǎƛǘŜ ŀƴŘ ǇǊƻƧŜŎǘǎΩ ŘƻŎǳƳŜƴǘǎΣ wŜǎŜŀǊŎƘ ǘŜŀƳΩǎ ǎȅƴǘƘŜǎƛǎ  

¶ WL/!Ωǎ ǇǊƻƧŜŎǘǎ ƛƴ ƻǘƘŜǊ ŜȄǘŜƴŘŜŘ ƘǳƳŀƴ ǊŜǎƻǳǊŎŜ ŘŜǾŜƭƻǇƳŜƴǘ ŀǎǇŜŎǘǎ  

Apart from projects that focus directly in HRD issues of the HE or TVET sector, there have been projects 

of JICA in other supporting areas that also involved HRD support aspects, such as in healthcare or in public 

governance, as well as effort to provide assistance for the development of small and medium enterprises 

(SMEs) or start-up development in Vietnam in the last two decades. 

Technical assistance & Capacity building as part of projects in other sectors  

Figure 132. [ƛǎǘ ƻŦ WL/!Ωǎ ǇǊƻƧŜŎǘ ƛƴ ƻǘƘŜǊ ǎŜŎǘƻǊǎ ƘŀǾƛƴƎ Iw5 ŀǎǇŜŎǘǎ 

TCP) Technical Cooperation; (D) Development study/ Technical cooperation for Development planning; (L) Loan;  (G) Grant Aid 

Sector Project Title  Duration  Type Counterpart Activities related to HRD 

Healthcare 

Project for Improvement 
of the Quality of Human 
Resources in Medical 
Services System 

2010 - 
2015 

(TCP) 

Training Center of Medical 
Service Administration 
(MOH); Bach Mai Hospital 
(Hanoi), Hue Central 
Hospital (Hue), Cho Ray 
Hospital (HCMC), and 
other key hospitals 

Standardize training curricula & 
material;  

Training of Trainers (TOT); 
develop HRD master plan, etc.  

Project for strengthening 
clinical training system 
for new graduated nurses 
in Vietnam  

2016 -
2020 

(TCP) 
Administration of medical 
service; Vietnam Nurses 
Association 

Standardize training programs, 
develop competency-based 
clinical practice training system, 
etc.  

 The Project for Capacity 
Development for Medical 
Laboratory Network on 
Biosafety and 
Examination of Highly 
Hazardous infectious 

2017 - 
2023 

(TCP) 

National Institute of 
Hygiene and Epidemiology 
(NIHE) 

Pasteur Institute of Ho Chi 
Minh City:PIHCMC 

Provincial Center for 
Disease Control (CDC) 

Develop and review/revise the 
curricula and teaching materials; 

Develop national training system 
& pilot training for strengthening 
capacity of National Laboratory 
Network; training for staff of 
PIHCMC 
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Sector Project Title  Duration  Type Counterpart Activities related to HRD 

Pathogens in Vietnam, 
Laos and Cambodia 

Governance 

 Project on Capacity 
building for cyber 
security in Vietnam 

2019 - 
2021 

(TCP) 

Ministry of Information 
Communication (MIC), 
Authority of Information 
Security(AIS); 

Develop a training course plan & 
deliver training for high 
prioritized roles e.g., Researcher, 
Solution analyst, Vulnerability 
diagnostic consultant, 
Information security auditor) 

Project for Training and 
Refresher Training of 
Leaders and Managers at 
Different Levels, 
especially the Strategic 
One 

2019 -
2024 

(TCP) 

Central Organizing 
Commission of the 
Communist Party of Viet 
Nam 

Training in public policy, 
economics, public service ethics 
and other topics will be provided 
in Japan for 500 Vietnamese 
people over five years, and 
opinion exchanges will be carried 
out with Japanese experts (in the 
areas of government, economic 
and academia) 

Private 
Engagement 
& SME 
development 

Policy advisor on SME 
development  

2000 -
2012 

(TCP) 

Agency for Small and 
Medium Enterprise 
Development, Ministry of 
Planning and Investment 
(ASMED/MPI) (former 
name of AED/MPI) 

Dispatch of Japanese experts, 
provide advisory for setting up 
comprehensive support for SMEs 
development, including HRD 

Reinforcement of the 
SME Technical Assistance 
Center (TAC)  

2006 -
2008 

(TCP) 

TAC Hanoi under AED/MPI 
and SMEs in fields of 
machinery, electricity and 
electronics in 30 northern 
provinces in Viet Nam 

Support for the development of 
the Assistance Center for SMEs in 
the North  providing public 
services to assist SMEs improving 
their business performance, 
including capacity building/ 
trainings 

Project for Strengthening 
Public Functions for 
Supporting Small and 
Medium Enterprises 

2011 -
2014 

(TCP) 

Agency for Enterprise 
Development, Ministry of 
Planning and Investment 
(AED/MPI), Department of 
Planning & Investment of 
Hanoi, Vinh Phuc 

Capacity building for AED to 
become a leading SME support 
agency, to ensure the active and 
continuous participation from 
government and to provide 
comprehensive support for SMEs  

Human resource 
development for 
manufacturing industry 
in Dong Nai province 

2014 -
2017 

(TCP) 

Japan: Pacific Resource 
Exchange Center (with the 
support of KANSAI Bureau 
of Economy, Trade and 
Industry) 

Dong Nai industrial 
complex administration 
office 

Establish a system that offers 
trainings appropriately and 
continuously based on the 
education curriculum that meet 
needs of Japanese companies at 
the model school in Dong Nai 
Province 

 Project for SME 
Promotion and Industrial 
Development 

2020 - 
2023 

(TCP) 

Agency for Enterprise 
Development, Ministry of 
Planning and Investment 
(AED/MPI) 

In Hanoi & surrounding 
provinces; HCMC & 
surrounding provinces 

Strengthen the capacity of 
agencies promoting SMEs;  

Promote linkages between local 
enterprises and FDIs in the target 
areas; Training for public and 
private SME support consultants;  
Technical advice to enterprises 
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Sector Project Title  Duration  Type Counterpart Activities related to HRD 

which have high potential to join 
global value chains 

{ƻǳǊŎŜΥ WL/! ǿŜōǎƛǘŜ ŀƴŘ ǇǊƻƧŜŎǘǎΩ ŘƻŎǳƳŜƴǘǎΣ wŜǎŜŀǊŎƘ ǘŜŀƳΩǎ ǎȅƴǘƘŜǎƛǎ  

Leadership & start-up development 

In the context that the world is changing rapidly as a consequence of the Covid-19 pandemic, the young 

generation will be the leading ones to apply technology, absorb new knowledge and skills, develop new 

business models to solve socio-economic problems and develop Vietnam towards international 

integration. With that vision, JICA is looking for chances to support young leaders generation in emerging 

industries as the innovative & high-ǉǳŀƭƛǘȅ ƘǳƳŀƴ ǊŜǎƻǳǊŎŜ ŘȅƴŀƳƛŎ ŦƻǊ ±ƛŜǘƴŀƳΩǎ ŘŜǾŜƭƻǇƳŜƴǘΦ  

WL/! Ƙŀǎ ŎƻƴŘǳŎǘŜŘ ǘƘŜ ά{ǳǊǾŜȅ ǘƻ ŎƻƭƭŜŎǘ Řŀǘŀ ƻƴ ¢ŜŎƘƴƛŎŀƭ {ǳǇǇƻǊǘ CŀŎƛƭƛǘȅ ŦƻǊ LƳǇŀŎǘ LƴǾŜǎǘƳŜƴǘ ŀƴŘ 

9ŎƻǎȅǎǘŜƳ 5ŜǾŜƭƻǇƳŜƴǘέ ƛƴ ±ƛŜǘƴŀƳΣ LƴŘƛŀ ŀƴŘ LƴŘƻƴŜǎƛŀ όнлнм) to determine the status of the system 

and global ecology for innovative start-ǳǇǎΤ ŀǎ ǿŜƭƭ ŀǎ ǘƘŜ ά5ŀǘŀ /ƻƭƭŜŎǘƛƻƴ ǎǳǊǾŜȅ ƻƴ ǇŀǊǘƴŜǊǎƘƛǇ ŦƻǊ 

ƭŜŀŘƛƴƎ ŜƴǘŜǊǇǊƛǎŜǎ ŀŎŎŜƭŜǊŀǘƛƻƴ ŀƴŘ ŦƛƴŀƴŎƛƴƎ  ό[9!Cύέ όнлнмύ ǘƻ ǳƴŘŜǊǎǘŀƴŘ ǘƘŜ ŎƻƴŘƛǘƛƻƴƛƴƎ ŦŀŎǘƻǊǎ ǘƻ 

develop a technical support framework for start-ups in order to address social-environmental issues 

indicated by the SDGs in developing countries, including Vietnam. In this survey, JICA has been 

implementing pilot projects to support suitable products/markets of two Vietnamese start-ups in the field 

of home-based healthcare services and aquaculture solutions with some positive results, which encourage 

for WL/!Ωǎ ŜȄǇƭƻǊŀǘƛƻƴ ƛƴ ǎŜǘǘƛƴƎ ǳǇ ǎǳǇǇƻǊǘƛƴƎ ǎŎƘŜƳŜ ŦƻǊ ȅƻǳƴƎ ƭŜŀŘŜǊǎ ƎŜƴŜǊŀǘƛƻƴ ƛƴ ŜƳŜǊƎƛƴƎ 

industries.  

In laǘŜ нлнмΣ ƛƴ ǇŀǊǘƴŜǊǎƘƛǇ ǿƛǘƘ ǘƘŜ ±ƛŜǘƴŀƳ ²ƻƳŜƴΩǎ ¦ƴƛƻƴΣ JICA also conducted a supporting project 

to improve e-commerce capacity for female business owners in Vietnam, with the aim to support those 

who have been hardest hit during the Covid-19 period. 10 training classes have been organized203, 

attracting more than 665 participants who are women-owned enterprises, cooperatives, and business 

households. Besides, the online forum "Women entrepreneur, business in the 4.0 era" was organized with 

over 2,000 participants.  10 women-led business owners were to provide in-depth consulting and coaching 

on implementing e-commerce application.  

Other JICA Partnership Program (JPP) projects related to HRD support 

JICA Partnership program support and cooperate with the implementation of projects formulated by 

Japanese NGOs, Japanese local governments, and Japanese universities to utilize their accumulated 

knowledge and experience in assistance activities for developing countries.  

Since 2002, JICA Vietnam has implemented 150 projects (as of November 2021)204 with various purpose, 

such as improving water supply and drainage system, strengthening disaster prevention capability, 

establishing environmental management system, and supporting rural development, health care, human 

resource development in supporting industries, etc. 

 

203 Trainings are led by lecturers from the Vietnam E-commerce Association (VECOM) and IM Group Technology JSC. 
204 Sharing information from JICA 
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Among these projects, there are JPP projects aiming to support human resource development, which 
mainly implement at province level and by specific Japanese partners with local Vietnamese counterparts. 
As of November 2021, there are JPP projects that related to HRD as below:  

Figure 133. List of recent JICA Partnership Program (JPP) projects related to HRD 

 Project Title Japan organization Province Note 

1 

Supporting human resource development of 

rehabilitation to the elderly with chronic diseases in 

the north of Vietnam  

Kobe University Hanoi  

2 

Cultivating human resource capable of educating 

welding engineers at Hanoi University of Science and 

Technology 

Osaka University Hanoi 
Under procedures 

(2021) 

3 

Pilot project for creating support system for the 

employment of ex-technical Intern Trainees in 

Vietnam by utilizing obtained construction skills in 

Japan 

Innovative Organization for 

Human Resource Cultivation 

& Encouragement  

Hanoi 
Under procedures 

(2021) 

4 

Establishing elderly care program and training for 

medical personnel mainly in Ngu Hanh Son Medical 

center  

Chubu Gakuin University Da Nang  

5 
Human resource development to the lead fishery city 

of Da Nang 
Kuriro City  Da Nang  

6 
Human resource development by learning practical 

construction technology in Phan Rang city 

Manabiya Tsubasa 

Organization  

Ninh 

Thuan 

Under procedures 

(2021) 

7 
The model developing project on Vocational training 

for defoliant victims with disabilities in HCMC 

International Environment 

improvement organization 
HCMC 

Under procedures 

(2021) 

8 

Technical support project for Nam Dinh agricultural 

high school (the model under the Nam Dinh Economic 

and Technology College) 

Kirishima Hills Revitalization 

Human Resources 

Development Association 

Nam 

Dinh 

Under procedures 

(2021) 

Source: JICA website and documents 

5.1.3 Review of the ƳŀƧƻǊ WL/!Ωǎ HRD projects in Vietnam  

a. Technical support Improving the capacity of training, research and university administration at 

Vietnam Japan University  

Type Technical Cooperation Time Phase 1: 2016 - 2020 

Phase 2: 2020 - 2025 

HRD theme Development of Higher Education  Status On-going 

¶ About the project 

VNU Vietnam Japan University (VJU) was established on 21st July, 2014 in Hanoi through cooperation 

between the Governments of Japan and Vietnam and received technical cooperation from JICA through 
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tǊƻƧŜŎǘ ά5ŜǾŜƭƻǇƳŜƴǘ ƻŦ aŀǎǘŜǊǎ ǇǊƻƎǊŀƳǎ ƛƴ ±ƛŜǘƴŀƳ WŀǇŀƴ ¦ƴƛǾŜǊǎƛǘȅέ όнлмс-2020), and Project 

ά¢ŜŎƘƴƛŎŀƭ ǎǳǇǇƻǊǘ LƳǇǊƻǾƛƴƎ ǘƘŜ ŎŀǇŀŎƛǘȅ ƻŦ ǘǊŀƛƴƛƴƎΣ ǊŜǎŜŀǊŎƘ ŀƴŘ ǳƴƛǾŜǊǎƛǘȅ ŀŘƳƛƴƛǎǘǊŀǘƛƻƴ ŀǘ ±ƛŜǘƴŀƳ 

WŀǇŀƴ ¦ƴƛǾŜǊǎƛǘȅέ όнлнл- 2025).  

VJU was established as a member of the Vietnam National University, Hanoi, being a symbol of friendship 

between Vietnam and Japan, operating with four basic principles:  

i. To provide human resources of international quality who will be the future leaders, managers 

and experts in Vietnam, Japan, East Asia and in the world; 

ii. To provide research outputs in advanced technology and interdisciplinary sciences for 

sustainable development, to promote knowledge transfer between Vietnam and Japan to 

serve for society and community;  

iii. To contribute to the development of Vietnam National University, Hanoi and higher 

educational system in Vietnam;  

iv. To promote cooperation between Vietnam and Japan.  

The education programs taught by VJU are designed on the basis of taking advantage of the strengths of 

Japanese partner universities, adjusted to suit the social needs of Vietnam and other countries in the 

region.  

¶ Main activities & results  

Under the scope of the project 2016 - 2020, there were the development and implementation of high 

quality training programs at master and PhD levels based on strengths of Japanese partner universities 

ŀƴŘ ±ƛŜǘƴŀƳΩǎ ƴŜŜŘǎΣ ǿƛǘƘ ŀ ŦƻŎǳǎ ƻƴ ƛƴǘŜǊŘƛǎŎƛǇƭƛƴŀǊȅ ǎƻŎƛŀƭ ǎŎƛŜƴŎŜǎΣ ǎǳǎǘŀƛƴŀōƭŜ ǎŎƛŜƴŎŜǎΣ ŀŘǾŀƴŎŜŘ 

ǘŜŎƘƴƻƭƻƎȅ ŀƴŘ ƭƛŦŜ ǎŎƛŜƴŎŜǎΦ /ǳǊǊŜƴǘƭȅΣ ±W¦ Ƙŀǎ ŘŜǾŜƭƻǇŜŘ лу aŀǎǘŜǊΩǎ ǇǊƻƎǊŀƳǎΣ ƴŀƳŜƭȅ όмύ tǳōƭƛŎ tƻƭƛŎȅ 

(MPP), (2) Nanotechnology (MNT), (3) Area Studies (MAS), (4) Infrastructure Engineering (MIE), (5) 

Environmental Engineering (MEE), (6) Business Administration (MBA), (7) Climate Change and 

Development (MCCD) and (8) Global Leadership (MGL). In 2020, VJU opened the first undergraduate 

ǇǊƻƎǊŀƳ ά.ŀŎƘŜƭƻǊ ƻŦ WŀǇŀƴŜǎŜ {ǘǳŘƛŜǎέΦ   

Apart from expanding the university campus and developing autonomy-oriented programs, the project 

also provided support for highly qualified scientists who are capable of mobilizing research funding, 

creating an independent research group after 2-3 years, developing new modules or training programs. 

By offering Japanese language education and internships in Japan, VJU also works to supply talented 

students who can succeed in a Japanese business environment. Until 2020, there have been 4 cohorts, 

having master students not just from Vietnam but also from other countries including Japan, Mekong river 

ŎƻǳƴǘǊƛŜǎΣ bƛƎŜǊƛŀΣ wǳǎǎƛŀΣ ŀƴŘ !ŦǊƛŎŀƴ ŎƻǳƴǘǊƛŜǎΦ !ƳƻƴƎ рс ƎǊŀŘǳŀǘŜǎ ŦǊƻƳ ǘƘŜ ŦƛǊǎǘ ƳŀǎǘŜǊΩǎ ŎƻƘƻǊǘ ƛƴ 

July 2018, 11 have decided to pursue their doctorate study, 6 of whom are awarded with Japanese 

Government Scholarships, 30 have decided to work for businesses and organizations, including 12 

students working in Tokyo for wellknown Japanese companies.  

¶ Development directions (phase 2: 2020 ς 2025) 
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On February 18th 2020, JICA signed a Record of Discussions with Viet Nam Government for the Project 

for Enhancement of Education, Research and University Management Capacity at VJU as a technical 

cooperation project for period 2020 ς 2025.  This technical cooperation project to support VJU at phase 2 

(TC2)  has the purpose of training high quality human resources at all levels (undergraduate, graduate and 

doctorate), and enhancing the training, research and management capacity of VJU.  

The TC2 continues to provide resources, techniques and transfer technology for VJU to develop into a 

global research university oriented towards gradual autonomy and sustainability. There is also a plan to 

to expand the scale of VJU in Hoa Lac and develop a number of autonomy-oriented programs at the end 

of the project. In terms of key actions, the TC2 will:  

o Provide initial support for highly qualified scientists who are potentially capable of mobilizing 

research funding, forming an independent research team after 2-3 years, proposing and deploying 

new training modules/ programs; 

o Research, build and finalize the organizational structure and management system of research 

universities towards high autonomy based on experiences of Japanese research universities; 

o Develop partnerships with Japanese universities and businesses; share local expenses in 

organizing training and research activities; 

o Share the costs of equipment for training programs and some key research projects in sustainable 

ǎŎƛŜƴŎŜǎΣ ŀƴŘ ǘƘŜ Ŏƻǎǘǎ ƻŦ ƻǇŜǊŀǘƛƴƎ ǘƘŜ ŦŀŎƛƭƛǘƛŜǎ ƛƴ Iŀƴƻƛ ŀŎŎƻǊŘƛƴƎ ǘƻ WŀǇŀƴΩǎ ǎǘŀƴŘŀǊŘǎΤ 

o Transfer facilities for VJU to expand the scope of training and develop rapidly towards 

sustainability in 2025. 

The Department of Higher Education of MOET has shared important opinions regarding several strengths 

ŀƴŘ ŎƘŀƭƭŜƴƎŜǎ ƻŦ ǘƘŜ άŜȄŎŜƭƭŜƴǘ ǳƴƛǾŜǊǎƛǘȅ ƳƻŘŜƭέ ƭƛƪŜ ±W¦ ǘƻ ōŜ developed in Vietnam: 

Strengths of Vietnam Japan University model include: 

- VJU is a research university model utilizing rich experiences from Japan. Besides, it applys an 

advanced governance model through an empowering governance mechanism including a 

University Council, a School Administrator Board and a Control Board. This is a quite new model 

in Vietnam as there has been only a few piloted models in Vietnam domestic universities recently. 

- Lƴ ŀŘŘƛǘƛƻƴΣ ǎǳŎƘ άŜȄŎŜƭƭŜƴǘ ǳƴƛǾŜǊǎƛǘƛŜǎέ ƭƛƪŜ ±W¦ ƘŀǾŜ ŀ ƎǊŜŀǘ ŀdvantage in terms of training 

programs and degree forms. The training programs are often similar to those of developed 

countries, at international level, and lecturers include international experts, such as VJU programs 

having Japanese professors to deliver lectures. The degrees awarded are international degrees, 

there are also opportunities to study abroad in reputable universities in the partner countries. In 

addition, the quality of training is regularly accredited by international education accreditation 

agencies, for example, Japan has the Japan University Accreditation Association (JUAA). This is the 

great strength for quality assurance and branding of special universities like VJU. 
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- Other strengths such as: advantage of getting financial support from partner country's 

ƎƻǾŜǊƴƳŜƴǘ ƻǊ ƻǘƘŜǊ ƛƴǘŜǊƴŀǘƛƻƴŀƭ ƻǊƎŀƴƛȊŀǘƛƻƴǎκ ŜƴǘŜǊǇǊƛǎŜǎΤ ǳƴƛǾŜǊǎƛǘƛŜǎΩ ŀŘƳƛƴƛǎǘǊŀǘƛƻƴ ǘŜŀƳǎ 

contain of both Vietnam staff and foreign managerial staff from the partner countries.  

Some limitations and difficulties of the university model such as VJU, include: 

- Financial investment & operation: the operation of such models require heavy financial 

investment while the state budget is limited, thus such university model still depends heavily on 

the government of partner country. Maintenance and operating costs such as management cost, 

basic construction, staff salaries are normally at higher base, which lead to the fact that the school 

resources can often be in short supply and be dependent on external funding. This issue is also 

under consideration of the Department of Financial Planning (MOET) for giving some instructions.  

- Challenge in state management is also a specific issue for this model. An example is problem with 

training program set up and registration: universities such as VJU are established under 

cooperation agreement between the two countries, such special schools are often likely to have 

training programs incompatible with existing training majors in Vietnam, sometimes it can lead to 

misunderstanding and difficult to manage from MOET. Currently, VJU does not have this problem 

because it has still had relatively small training scale. But this challenge has been encountered in 

other university cases, for example, the Vietnam - France university who provide totally new 

ǘǊŀƛƴƛƴƎ ǇǊƻƎǊŀƳǎ ǘƘŀǘ ƘŀǾŜ ƴƻǘ ȅŜǘ ŜȄƛǎǘŜŘ ƛƴ ±ƛŜǘƴŀƳΩǎ ǘǊŀƛƴƛƴƎ major system. This led to certain 

difficulties because it required specific customized management mechanism, which would take a 

lot of time and effort by the parties. 

- In addition, for such university, training programs are usually entirely in a foreign language, so the 

entry requirements for incoming students are relatively high, the tuition fee issue will also be a 

certain barrier, there may be cases of capable students who are not affordable to study. 

These challenges should be recognized by the management team of VJU project for managing 

communication and relationship with the ministries, as well as to consider in cases of expanding to new 

advance training programs at VJU.  

Overall, VJU is among one of a few excellent university models in Vietnam. With strategic and strong 

knowledge & technology connection with Japan, it has advantages to become a leading international-level 

research university in interdisciplinary sciences and advanced technologies for sustainable development. 

The development direction of VJU thus could represent the key characteristics of the higher education 

reform strategy of Vietnam in the next decades. Therefore, there should be further strategic investment 

for VJU to realize its long-term vision in Vietnam. However, critical challenges may exist in the practical 

organizing and operating mechanism of VJU within the VNU system particularly and in the HE system 

generally to realize its vision, for issues such as achiving financial autonomy, implementing advanced 

programs at Japanese quality standard, developing local academic talents, enhancing training scale and 

accessibility,etc. 
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b. Project for Building Capacity for Can Tho University to be an Excellent Institution of Education, 

Scientific Research, and Technology Transfer 

Type ODA Loan; Technical Cooperation Time 2016 - 2021 

HRD theme Development of Higher Education  Status Completed 

¶ About the project 

Can Tho University (CTU) was selected as one of the four candidates to build model universities with 

international standard under "Framework of establishing International Model University". On basis of this 

ǇƭŀƴΣ ǘƘŜ ǇǊƻƧŜŎǘ ŦƻǊ ά.ǳƛƭŘƛƴƎ ŎŀǇŀŎƛǘȅ ŦƻǊ /¢¦ ǘƻ ōŜ ŀn Excellent institution of Education, Scientific 

ǊŜǎŜŀǊŎƘ ŀƴŘ ¢ŜŎƘƴƻƭƻƎȅ ǘǊŀƴǎŦŜǊέ ǿŀǎ ŎƻƴŘǳŎǘŜŘ ŦǊƻƳ aŀǊŎƘ нлмс ǘƻ 5ŜŎŜƳōŜǊ нлнм ǿƛǘƘ WŀǇŀƴŜǎŜ 

ƎƻǾŜǊƴƳŜƴǘΩǎ ǎǳǇǇƻǊǘǎ ƛƴ ǘƘŜ ŦƻǊƳǎ ƻŦ h5! ƭƻŀƴ ŀƴŘ ¢ŜŎƘƴƛŎŀƭ ŎƻƻǇŜǊŀǘƛƻƴΦ ¢ƘŜ ǇǊƻƧŜŎǘ ŀƛƳǎ ǘƻ ŜƴƘŀƴŎŜ 

capacity of CTU in research and education in the three fields: Agriculture, Fisheries/Aquaculture and 

Environment.  

¶ Main activities & results  

The project has performed towards three outcomes: (1) strengthen the research implementation system 

in the three fields; (2) strengthen the education implementation system in these three fields and (3) 

strengthen technical support system and administration system necessary for enhancement of research 

and education capacity with certain achievements. As Can Tho University is the central academic and 

research hub of Mekong Delta region, the support program expected to contribute to value-added 

agriculture and fisheries/ aquaculture and solution of environmental issues of the whole Mekong Delta 

Region.  

Through this project, research and education capacity of CTU was enhanced, illustrating by indicators with 

fairly high results: 123 published papers in international journals/conferences, 4 patents applications, high 

satisfaction of students for education programs and high ǎǘǳŘŜƴǘǎΩ ƎǊŀŘŜǎ ŀǘ ƎǊŀŘǳŀǘƛƻƴΦ ¢ƘŜ ǇǊƻƧŜŎǘ ƛǎ 

ŀǎǎŜǎǎŜŘ ǘƻ ōŜ ƻŦ ƘƛƎƘ ŜŦŦŜŎǘƛǾŜƴŜǎǎ ŀƴŘ ōǊƛƴƎ ƘƛƎƘ ƛƳǇŀŎǘǎ ƻƴ ǘƘŜ ǳƴƛǾŜǊǎƛǘȅΩǎ ǇŜǊŦƻǊƳŀƴŎŜΦ /¢¦ ƛǎ ƘƛƎƘƭȅ 

recognized with higher position in both domestic and international rankings. The project outputs also 

facilitate the internationalization progress of the university by creating opportunities to collaborate with 

international universities. Furthermore, the reinforcement of CTU also contributes to the sustainable 

development of Mekong Delta.  

¶ Development directions/ Recommendations205 

In phase 1 (TC1), the importance of strengthening regional cooperation activities that take advantage of 

the characteristics of the CTU was pointed out. A lesson learnt stated the importance to establishing a 

 

205 tǊƻƧŜŎǘ ŎƻƳǇƭŜǘƛƻƴ ǊŜǇƻǊǘ ƻƴ άtǊƻƧŜŎǘ ŦƻǊ .ǳƛƭŘƛƴƎ /ŀǇŀŎƛǘȅ ŦƻǊ /ŀƴ ¢Ƙƻ ¦ƴƛǾŜǊǎƛǘȅ ǘƻ ōŜ ŀƴ 9ȄŎŜƭƭŜƴǘ Lƴǎǘƛǘǳǘƛƻƴ ƻŦ 9ŘǳŎŀǘƛƻn, Scientific 
wŜǎŜŀǊŎƘΣ ŀƴŘ ¢ŜŎƘƴƻƭƻƎȅ ¢ǊŀƴǎŦŜǊέ όнлнмύ 
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clear and formal organization to independently conduct university regional cooperation activities during 

project implementation, and verifying the viability of this organization by conducting pilot operation. 

The new technical cooperation project (TC2) for CTU has been discussed with the aim to contribute to the 

sustainable development of climate change - adaptive agriculture and aquaculture in the Mekong Delta 

region. This project will build a regional cooperation network and strengthen regional cooperation 

activities by conducting practical education and training at CTU, expanding social implementation of 

research results, and strengthening the regional cooperation implementation system. In terms of 

activities, there will be long-term expert dispatch and short-term expert dispatch.  

The three targeted outcomes include: (i) Practical education and training contributing to Sustainable 

Development for Mekong Delta region (SDMD) will be provided at CTU; (ii)  Activities related to the social 

implementation of CTU's climate change adaptation research results will be expanded; (iii) CTU will 

establish a structure for SDMD regional collaboration and function as a regional collaboration center in 

the Mekong Delta region. 

Among international donors in HRD for Vietnam, JICA has very long history and strategic cooperation with 

Can Tho city and with CTU specifically. CTU is the central hub of science and research development for 

the region, holding the most important role in contributing to the sustainable development for the 

Mekong Delta region. It has much potential to take lead the most important changes for the region via 

supplying high quality human resources and taking lead in regional collaboration initiatives. Supporting 

for CTU to develop its practical capacity and network towards this mission is critical, both from the 

perspective of responding to practical socio-economic demand and from perspective of strengthening 

WL/!Ωǎ ǎǘǊŀǘŜƎƛŎ ŎƻƻǇŜǊŀǘƛƻƴ ǊƻƭŜ ǘƻ ±ƛŜǘƴŀƳΦ  

c. Vietnam ς Japan Human Resource Development Scholarship (JDS) 

Type Grant Aid Time Since 2000  

HRD theme High-quality human resource  Status On-going 

¶ About the program 

The project for Human Resource Development Scholarship is an ODA grant aid project, which was first 

introduced to Vietnam in 2000, with an aim to develop human resources who can play central roles in the 

formulation and implementation of socio-economic development policies in developing countries. On the 

basis of this aim, only employees in the public sector are subject of this program, including those who 

works for public administration agencies, research and educational institutes under the central ministries 

ŀƴŘ ŀƎŜƴŎƛŜǎ ŀƴŘ ǘƘŜ tŜƻǇƭŜΩǎ /ƻƳƳƛǘǘŜŜΣ {ƻŎƛƻ-Political organization, and state-owned enterprises. The 

JDS scholarship focuses on developing human resources in priority areas, which were determined based 

on discussion with Vietnamese government and align with the national development strategies. 

¶ Main activities & results  

Until 2020, there are 691 JDS beneficiaries from Vietnam dispatched to Japan and benefited from this 

program. JDS scholarship has a high awareness in Vietnam, with many Fellows from administrative organs, 
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such as the Ministry of Foreign Affairs (16 Fellows), the Ministry of Finance (7 Fellows), the Ministry of 

Justice (11 Fellows), the State Bank of Viet Nam (9 Fellows), and the Ministry of Planning and Investment 

(7 Fellows). 

¶  Some discussion on development directions/ Recommendations 

New program 2022- 2025: The program in the period of 2022 ς 2025 is framed in three priority areas, 

following the JCAP 2017 including (A1) Promotion of economic growth and strengthening of international 

competitiveness, (A2) Response to fragility, and (A3) Good governance. Comparing to the previous period, 

two components are added: (1) Human Resource Development for Industrial Development to enhance 

the governmental capacity in policy making and implementation related to vocational education training 

and labor, and (2) Health care/Social Security to contribute in the establishment of healthcare policy and 

the development of the social security system. 

In its most recent report, the implementing counterpart of JDS program (JICE) suggested main aspects206 

to improve the JDS effectiveness in the future period, including:  

¶ To focus on developing human resources who can help to strengthen the relationship between 

the two countries to generate more diplomatic effects 

¶ To recruit from a wide range of target organizations to secure top-class potential candidates and 

to improve outcomes for the project in the future 

¶ To take follow-up measures to JDS returned fellows to increase their influence as ambassadors in 

Japan 

¶ To consider further collaboration between JDS and other ODA projects  

Besides, there are some disadvantages and limitations of the current JDS program, main issues discussed 

by the target beneficial organizations207 are as below:  

(i) Long-term trainings are less preferred by aƛƴƛǎǘǊƛŜǎΣ tǊƻǾƛƴŎƛŀƭ tŜƻǇƭŜΩǎ /ƻƳƳƛǘǘŜŜ όtt/ǎύ because 

it is challenging to allocate people to join due to practical working pressures in government 

agencies. Long-term training will be more applicable to research institutes or universities. While 

Institutes, Universities and Academies still prefer 2-year Master program, 1-year Master and 

combined program are more preferred by Ministries, PPCs and other organizations. Many 

interviewed organizations also prefer short-term trainings or more flexible training arrangement 

that could involve practical work experience in addition to academic study.  

(ii) Master programs in Japanese faced difficulties to recruit applicants, though they might be 

beneficial to some  organizations but the number of Japanese speaking candidates is fewer and 

the popularity of using Japanese in practical work when returning is low. 

 

206 Preparatory survey on the project for human resource development scholarship in the Socialist republic of Vietnam, JICA, JICE, 2021 
207  Qualitative findings from reviewing JDS program in Vietnam for planning of period 2022 ς 2025  
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(iii) The two newly added components including Healthcare/Social security and HRD for industrial 

ŘŜǾŜƭƻǇƳŜƴǘ ƘŀǾŜƴΩǘ Ŏŀught much attention from the target organizations. LǘΩǎ said that the 

subjects in those sectors (Labor Protection Policy, Improvement of Working Environment, 

Industrial Human Resource Development, Labor Export Policy) are currently not attractive to the  

government organizations because they do not evaluate such programs to be highly relevant to 

their current duties. Especially, long-term trainings in those fields are not preffered, short-term 

courses for technical or experience exchange programs should be more applicable for the 

management apparatus. Survey on demand for study fields showed that administration courses 

(Public Policy, Training for Public Servants, Public Administration, International Cooperation / 

Development Policy) are mostly preferred; IT related fields ƘŀǾŜ ƘƛƎƘ ŘŜƳŀƴŘ ŘǳŜ ǘƻ ±ƛŜǘƴŀƳΩǎ 

current context of national digital transformation progress. 

Overall, JDS program has long time reputation in Vietnam, being recognized in the top three most 

prominent scholarships for government organizations in the country. However, reviewing the above 

issues and lesson learnt from previous part, it is recommended that JICA should consider some directions 

ǘƻ ŜƴƘŀƴŎŜ W5{Ωǎ ŜŦŦŜŎǘƛǾŜƴŜǎǎΣ ƛƴŎƭǳŘƛƴƎΥ όƛύ ōŜƛƴƎ ƳƻǊŜ ŦƭŜȄƛōƭŜ ƛƴ ŘŜǎƛƎƴ ƻŦ ŎŀǇŀŎƛǘȅ ōǳƛƭŘƛƴƎ ǇǊƻƎǊŀƳǎΣ 

in which having more short-term forms of training, or sandwich programs that allow learners to develop 

both academic learning and practical experience exchange; (ii)  having some clearer focus industries in 

recruiting strategies, consideration to put more focus on programs/courses in prioritized demand for high-

quality HR of Vietnam such as advanced technologies for sustainable development, green economy and 

digitalization, (iii) be more flexible in recruitment, implement άopen-callέ approach in recruiting 

candidates to widen the reach of the scholarsips towards the most talent candidates in targeted 

industries, for example, a pilot scheme to attract talents in private sector or start-up community, (iv) 

discuss with existing projects in higher education sector (such as VJU, CTU etc.) to consider collaboration 

potential between the programs. 

d. Vietnam Japan Institute for Human Resource development - VJCC Institute 

Type Grant Aid (GA), Technical Cooperation (TCP)  

Project name Vietnam-Japan Human Resources 
Cooperation Center - VJCC Institute 

Time Phase 1: 2000 ς 2005 (GA) 

Phase 2: 2005 ς 2010 (TCP) 

 Project for Capacity Development of 
Business Persons through VJCC 
Institute 

 
2010 ς 2016 (TCP) 

 Institutional Capacity Development of 
VJCC Institute for a landmark of 
Development and Networking for 
Business Human Resources 

 

2016 ς 2021 (TCP) 

HRD theme High-quality human resource  Status On-going  
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¶ About the Vietnam ς Japan Institute for Human resource development (VJCC) 

VJCC Institute is responsible for the implementation of training, research, consulting and application in 

economic management, corporate governance according to the Japanese model. VJCC is under the unit 

ƻŦ ǘƘŜ ±W// tǊƻƧŜŎǘ Ϧ5ŜǾŜƭƻǇƳŜƴǘ ƻŦ ƘǳƳŀƴ ǊŜǎƻǳǊŎŜǎ ŀǘ ±W//έ ŦǳƴŘŜŘ ōȅ ǘƘŜ WŀǇŀƴŜǎŜ DƻǾŜǊƴƳŜƴǘ 

through JICA. Since 2017, The Vietnam - Japan Institute for Human Resource Development (VJCC Institute) 

was established on the basis of upgrading 02 Vietnam - Japan Human Resource Cooperation Centers 

(Vietnam - Japan Human Resource Corporation Center) - VJCC Hanoi and VJCC Ho Chi Minh City.  

¶ Main activities & results  

The main missions and activities of VJCC Institute include: 

i. Manage the university program of Bachelor of International Business according to the 

advanced Japanese model 

ii. Manage and organize the implementation of activities under the VJCC Project, including the 

business training program - Advanced Business - Keieijuku (10 month-program); training and 

capacity building programs for mid-level and basic-level personnel of the enterprise, etc. VJCC 

Institute also is the receiver of technology transfer from Japan to the Foreign Trade University. 

iii. Organize training programs to improve Japanese language ability and activities to promote 

cultural and educational exchanges between Vietnam and Japan 

iv. Organize the implementation of undergraduate and postgraduate training programs with 

Japanese schools, training institutes and other partners 

v. Organize and implement science and technology application activities, management and 

business consulting for domestic and foreign organizations, businesses and individuals. 

vi. Promote business connection activities between Vietnam and Japan. 

vii. Develop Keieijuku Club to keep connection and implement follow-up support activities for 

businesses participating in trainings at VJCC Institute. 

There exist similar models in other countries but Vietnam is the only country have two centers. VJCC 

center in Hanoi has facility capacity to conduct training of about 200 people, while in HCMC, the size of 

capacity is about 100 people. The activities are mainly organized in these two centers. Besides, the 

Keieijuku training courses are also operated in Hai Phong city in collaboration with the Hai Phong City 

tŜƻǇƭŜΩǎ /ƻƳƳƛǘǘŜŜΦ   

Regarding business training programs, the trainees attending courses in VJCC Institute are from wide 

education background, including entrepreneurs, high-level or middle-level managers, universities 

graduates or even trainees who do not necessarily have university graduates. Participating companies are 

mainly small and medium-sized enterprises, Vietnamese enterprises count for about 80% and about 10-

20% are Japanese enterprises. 

wŜƎŀǊŘƛƴƎ WŀǇŀƴŜǎŜ ǘǊŀƛƴƛƴƎΣ άVJCCέ has become a prestigious brand in Japanese language training, with 

nearly 40 training courses organized every year for elementary and intermediate levels. Besides, Japanese 

language test preparation classes, Japanese accounting classes in Hanoi and HCMC or Japanese translation 

and interpretation classes have contributed to supply human resources for Japanese-related businesses. 
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Training courses at VJCC institute focus on providing knowledge and skills to middle managers such as 

production control, quality control, delivery date management and inventory management, not technical 

engineers, however, although technical fields are not supported, VJCC instructors can provide ideas for 

improving lines and production flows.  

Apart from the development of highly skilled human resources/management training, VJCC Institute also 

opened the bachelor's degree program "International Business according to the advanced Japanese 

model (JIB)". The first JIB graduates graduated in September 2021, and this program is expected to 

continue to create a large human resource to take on future management positions in both Vietnamese 

and Japanese enterprises. 

¶ About Keieijuku training program and Keieijuku Club 

Keieijuku is the special designed high-level business training program for entrepreneurs, high-level and 

middle managers of Vietnamese enterprises, providing Japanese-style, systemic and comprehensive 

business corporate management knowledge and experience. Participants could receive support from JICA 

to have practical study tour in Japan and  to connect with Japanese enterprises for learning as well as for 

real business cooperation.  

From the first course launched in 2009, there have been more than 700 managers & entrepreneurs who 

have completed the Keieijuku courses, many practitioners have established cooperative relations with 

Japanese and other foreign enterprise.  

The Keieijuku Club has been established as an alumni community which is active in developing strong 

business network among enterprises who have studied and graduated from Keieijuku program. There 

have been about 500 members who are leaders of companies, having three sub-groups in Hanoi, Hai 

Phong, Ho Chi Minh City208 that maintain networking activities such as monthly meeting, sharing 

experience sessions and study tours.   

As evaluated from participants, the most valuable strengths of Keieijuku program are (1) the training 

philosophy and program design which is effective, concise and practical, especially effective for 

manufacturing companies in Vietnam; (2) quality of lecturers who are senior leaders with many years of 

practical experience in large Japanese or global enterprises, and the (3) quality of learning experience via 

interacting with peer learners during and after the training courses.   

¶ Some discussions about development directions   

Currently, VJCC Institute is put within the system of the Foreign Trade University (FTU), it has received 

support from both Vietnam side (FTU) and Japan side via projects JICA, from which it has become a leading 

training institute for business management, especially for Japanese-related businesses.  

With regards to effort to develop high-quality industrial human resources in Vietnam, VJCC Institute 

model and Keieijuku training program model have competitive advantages if compared to other donorsΩ 

 

208 Information shared from interview with representative of Keieijuku Club 
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actions.  The strong advantages include: the ability to ǎǘǊƻƴƎƭȅ ƭŜǾŜǊŀƎŜ ǘƘŜ ǊƻƭŜ ƻŦ ±ƛŜǘƴŀƳΩǎ ŎƻǳƴǘŜǊǇŀǊǘǎ, 

having real enterprise community and this can act as good base for future collaboration with Japanese 

enterprises, having institutional base in Vietnam which can act as local institution for future expansion. 

Besides, its focus on developing managerial human resource highly contribute to the strategic solutions 

of HRD for Vietnam that are stated in the SEDS 2021 ς 2030.  

However, other countries also become active in developing similar high-quality managerial and leadership 

training courses when their business community in Vietnam grow significantly, such as Korea, Germany, 

Denmark, etc. Government agencies in Vietnam who are supporting SMEs such as VCCI, or AED also seem 

doing similarly. In addition, the impact of global socio-economic and industrial development trends, such 

as AI and Digitalization (DX), the need to upgrade capacity of Vietnamese enterprises in supporting 

industry for global value chain integration, are putting certain pressures on VJCC institute to maintain its 

value positioning for Vietnam in the long-term. Some aspects could be discussed as below: 

(i) The center needs to strengthen autonomous management and be more independent from JICA 

support. Certainly, it is also challenging to make such high-quality training programs profitable after 

long time of receiving subsidization from Japan government.  

(ii) From the demand of labor market, it is necessary that the training courses in VJCC Institute should 

emphasize the effort to equip learners with a wide range of soft skills, coaching skills, communication 

skills, other managerial level working skills to supply for middle-manager resources for Japanese 

companies as well as companies cooperating with Japan businesses.  

(iii) As AI and Digitalization (DX) are of great interest of business and industrial development in the future, 

though they are not the main fields of VJCC Insittute, there is direction to incorporate this topic into 

courses and bachelor's programs. Other future technology for green economy and sustainable 

develoment should also be considered for embedding in the training programs. 

(iv) From impact creation perspective, the scale of trainings needs to be increased, and training design 

needs to be updated to address future labor market requirements. These efforts would require 

considerable resources investment.  

(v) To develop the resource of Japanese experts, to build next generation of lecturers and experts in order 

to maintain high quality trainings, which are perceived as one prominent competitive strengths of 

VJCC Institute. Regarding this topic, the representative of Keieijuku club also suggested JICA and VJCC 

Institute to consider developing local experts from the alumni of Keieijuku or of other courses at VJCC.  

5.2 Japanese Specific Factors  

5.2.1 Japan FDI in Vietnam and the expansion trends of Japanese enterprises to Vietnam  

a. Trend of Japanese FDI in Vietnam 

FDI inflows from Japan into Vietnam have gone through some fluctuations during 2010-нлнлΣ ŀƴŘ ǘƘŜǊŜΩǎ 

an downward trend under the effect of Covid-19 

In general, FDI inflows in Vietnam during this period remained quite stable, except for the year 2008 ς 

2009 and 2019 ς 2020. The significant fall in 2009 can be explained by the 2007 ς 2008 economic recession 
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that caused financial crisis globally. Since then, FDI inflows had gradually risen throughout the years. 

However, in 2020, the COVID pandemic made the FDI in Vietnam once again suffer a steep decline in both 

the number of projects and the total registered capital. 

Figure 134. Accumulative Total registered FDI capital to Vietnam in 2020 by countries (million USD) 

 

{ƻǳǊŎŜΥ D{hΩǎ !ƴƴǳŀƭ !ōǎǘǊŀŎǘǎ ƻŦ {ǘŀǘƛǎǘƛŎǎ нлнл 

In particular, the process of investment and disbursement of FDI capital in the field of consumer 

electronics production has been slowed or suspended. For example, in the field of electronic 

manufacturing, Samsung (Korea) factory in Bac Ninh was isolated, new investment projects of Poongsan 

System (Korea), Google, Microsoft, Apple (United States) are suspended to review the investment timing.  

Figure 135. New registered FDI inflow from Japan and other countries to Vietnam (million USD) 

 

{ƻǳǊŎŜǎΥ D{hΩǎ !ƴƴǳŀƭ !ōǎǘǊŀŎǘǎ ƻŦ {ǘŀǘƛǎǘƛŎǎ нллу ς 2020, Foreign Investment Agency - MPI  

For the last ten years, the FDI inflows from Japan into Vietnam have gone through some severe 

fluctuations. In the period 2014 ς 2015, the difficult Japanese economic situation along with the big 

devaluation of the Yen made Japanese FDI largely decrease. But then in 2017, thanks to several impressive 

results of the Vietnamese economic progression, Japanese investors were motivated and had more trust 

in putting money into Vietnam, which increase the FDI inflows from Japan by more than 3 times compared 

to last year. After that, the COVID pandemic in 2019 had once again made the Japanese FDI inflows into 
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Vietnam plummet. However, despite a steep fall in the registered capital, the number of projects from 

Japan are highest since 2010 with 680 projects, meaning that the scale of projects is now much smaller 

compared to previous years.  

The focus of investment industry from Japanese investors has transformed from manufacturing to non-

manufacturing. However, Japan FDI still mostly focuses on manufacturing industry, accounting for more 

than 60% of total Japan FDI, and the average investment scale per Japan FDI project into manufacturing 

industry is nearly 2 times larger than average FDI amount of nationwide 

Figure 136. New registered FDI capital in 2020 in total and from Japan by sector (USD) 

 

{ƻǳǊŎŜΥ D{hΩǎ !ƴƴǳŀƭ Abstracts of Statistics 2010, 2020 

There is no difference between Japan FDI and total FDI in sector structure, in which manufacturing account 

for the highest proportion, followed by Real estate activities and Electricity, gas, stream and air 

conditioning supply.  

To compare about the size of Manufacturing FDI project, average amount of Japan FDI project is nearly 

two times larger than average amount of nationwide with 356 million USD and 189 million USD 

respectively. Large-scale projects, especially in manufacturing sector, often have a greater need for 

human resources, which shows that provinces and regions attracting high Japan FDI capital and large 

projects should consider appropriate labor supply strategies to meet investor demand about both 

quantity and quality. 

In recent years, the focus of investment industry from Japanese investors has transformed from 

manufacturing to non-manufacturing. It is partially because most of the major Japanese manufacturing 

corporations are already present in Vietnam and the additional FDI inflows into the manufacturing sector 

will only come from expansion investment projects or from SMEs. FDI inflows from Japan into the 

Vietnamese real estate and retail industry increased, especially the footprints of some large corporations 

in the retail industry: AEON, UNIQLO, MUJI, and Matsumoto Kiyoshi. In 2018, FDI in real estate increased 

sharply thanks to the Sumitomo Corporation (Japan) project invested in Hanoi with a total capital of 4.138 

billion USD. Recently, real estate also witnessed a big FDI inflow due to that the real estate developer 
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Nomura Real Estate has planned to execute two large M&A deals this year in 2 big projects, Vinhomes 

Grand Park in Ho Chi Minh City and Ecopark in Hung Yen.  

FDI from Japan distributes evenly across regions, in which the largest concentration is in the Red River 

Delta and South East areas, especially in Ba Ria - Vung Tau, Binh Duong, Ha Noi, Dong Nai and Ho Chi Minh 

city 

While Total FDI of Vietnam is most concentrated in the Southeast region, FDI from Japan distributes evenly 

across regions, in which the largest concentration is in the Red River Delta and Southeast areas.  

Figure 137. Total FDI and Japan FDI by region in 2019 

 

Source: Ministry of Planning and Investment (2019) 

5 provinces with the largest FDI capital from Japan are Ba Ria - Vung Tau, Binh Duong, Ha Noi, Dong Nai, 

and Ho Chi Minh City, which is accounting for 62% of total FDI from Japan to Vietnam. Particularly, 

compared with other foreign investors, Japanese investors are interested in Ba Ria ς Vung Tau Province. 

FDI from Japan in 2019 accounted for 48% of total FDI invested in Ba Ria Vung Tau with big projects such 

as Zirconium compound factory, Marubeni instant coffee manufacturing factory, Nittori factory.  

The table below presents the summary of Japan FDI projects in the six socio-economic regions.  
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Figure 138. Summary of Japan FDI projects by region 

No. Region Highest FDI 
province209 

Main sectors210 Example of Project 

1 Southeast Ba Ria ς Vung Tau, 
Binh Duong, Dong 
Nai, Ho Chi Minh, 
Tay Ninh, Binh 
Phuoc 

- Processing, Manufacturing industry 
- Constructions 
- Wholesale and retail 
- Real estate business 
- Professional activities, science, and 

technology 
- Transportation and Warehousing 
- Information and communication 
- Educations 

- Mechanical and electronic 
components manufacturing factory 
project 

- FMGG manufacturing factory 
project 

- Real estate project 
- Logistics project 
- Kindergarten, Japanese teaching 

center 

 

2 Red River 
Delta 

Ha Noi, Hung Yen, 
Ha Nam, Hai Phong, 
Bac Ninh, Vinh Phuc, 
Ninh Binh, Hai 
Duong, Quang Ninh, 
Nam Dinh 

- Processing, Manufacturing industry 
- Constructions 
- Wholesale and retail 
- Real estate business 
- Professional activities, science and 

technology 
- Transportation and Warehousing 
- Information and communication 
- Educations 

- Mechanical and electronic 
components manufacturing factory 
project. 

- Steel-rolling and materials 
processing factory project 

- Real estate project 
- Logistics project 
- Kindergarten, Japanese teaching 

center 

3 Northern 
midlands & 
mountain 
areas 

Bac Giang, Thai 
Nguyen, Phu Tho 

 

- Processing and Manufacturing 
industry 
 

- Electronic components, household 
electrical appliances, automobiles 
parts manufacturing factory. 

- Textile factory 

4 Northern 
Central 
and 
Central 
coastal 
area 

Da Nang, Binh Dinh, 
Quang Nam, Nghe 
An, Binh Thuan, 
Thanh Hoa, Thua 
Thien Hue 

- Processing, Manufacturing industry 
- Electricity, gas, stream and air 

conditioning supply. 
- Education and training. Professional 

activities, science and technology; 
Information and communication 

- Accommodation and food services 

- Solar power plant 
- Garment factory, industrial auxiliary 

equipment and components 
manufacturing factory. 

- Japanese International 
Kindergarten, Language School 

- Japanese restaurant 

5 Mekong 
River Delta 

Bac Lieu, Can Tho, 
Long An 

- Construction 
- Manufacturing and processing 

- Agriculture forestry and fishing 

- Wind power plant 
- Food and seafood processing plant 
- Garment processing factory 

Source: Ministry of Planning and Investment (2019) 

b. Current nationwide and regional development trends of Japanese enterprises in Vietnam 

Along with the growth of FDI in the past 10 years, the number of foreign invested companies has 

increased, and the labor force has also shifted from state-owned or private companies to foreign-invested 

enterprises. While the number of foreign-invested enterprises account for less than 3%, the number of 

employees working in these companies are more than 30%, which can show on average, the foreign-

invested enterprises have a greater need for human resources than other groups. 

 

209 From highest to lowest order by Japan FDI amount 
210 From highest to lowest order by Japan FDI amount 
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Figure 139. Number of foreign-invested enterprises 

 

{ƻǳǊŎŜΥ D{hΩǎ {ǘŀǘƛǎǘƛŎǎ όнлмл-2019) 

Figure 140. Number of employees working in foreign-invested enterprises 

 

{ƻǳǊŎŜΥ D{hΩǎ {ǘŀǘƛǎǘƛŎǎ όнлмл-2019) 

The number of Japanese companies in Vietnam, up to now, has increased gradually, concentrating mostly 

in Southeast and Red River Delta areas. In term of sector, the number of companies operating in 

manufacturing industry hold the biggest proportion; however, the proportion of manufacturing companies 

is on a downwards trend which reflects the trend of shifting from manufacturing to non-manufacturing in 

Japan FDI inflow 

During the period of 2016-2020, the number of Japanese companies operating in Vietnam has increased 

gradually, with CAGR of about 5%/year. Most of Japanese companies locate in Southeast provinces (such 

as Ho Chi Minh City, Dong Nai, Binh Duong, etc.) and Red River Delta area (such as Hanoi, Hai Phong, Hung 

Yen, etc.).  

  



The Data Collection Survey and Situation Analysis on Industrial HR Development in Vietnam (2022) 

_________________________________________________________________________________________ 

 
238 

Figure 141. Number of Japan enterprises in Vietnam by region, during 2016-2020 

 

Source: Research team synthesis from Enterprise database 

[ƻƻƪƛƴƎ ŦǳǊǘƘŜǊ ƛƴǘƻ ǎŜŎǘƻǊΣ ǘƘŜǊŜΩǎ ŀ ƭƛƪŜ ǘƘŜ ǘǊŜƴŘ ƻŦ C5L ŎŀǇƛǘŀƭΣ ƛƴ ǿƘƛŎƘ ǘƘŜ ƴǳƳōŜǊ ƻŦ ƳŀƴǳŦŀŎǘǳǊƛƴƎ 

companies accounts for the biggest proportion and this proportion seems to decrease during 2019-2020. 

Meanwhile, the number of companies in service-related industries such as Information and 

communication industry, Research, Academic research is gradually increasing. This can be an investment 

resource to develop science and technology to serve the trend of digital transformation in Vietnam. 

Figure 142. Number of Japan enterprises in Vietnam by sector, during 2016-2020 

 

Source: Research team synthesis from Enterprise database 

Further review into proportion of sectors in each region, it seems that Southeast and Red River Delta areas 

are attracting various sectors, spreading relatively evenly from manufacturing industries to service-related 
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industries. While, for Central provinces such as Da Nang, Hue, they are appealing more for service 

industries such as IT, hospitality, and in Mekong Delta, almost all Japanese companies are operating in 

manufacturing sector. 

Figure 143. Number of Japan enterprises in Vietnam, by TOP7 sectors and regions in 

2020 

 

Source: Research team synthesis from Enterprise database 

Most of Japanese enterprises in Vietnam are SME ones, and big labor-size companies mainly are 

manufacturing ones 

The demand of human resources in Japanese companies is estimated to be around 6.8 hundred thousand 

people. In term of labor size, most of Japanese companies are SME and this group is in an upwards trend, 

in which 61% of Japanese enterprises in 2020 are small labor-scale, and 11% are medium scale.  

Figure 144. Number of Japan enterprises in Vietnam by labor size, during 2016-2020 

 

Source: Research team synthesis from Enterprise database 
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Deeper look into human resources demand in each sector, it can be seen that manufacturing companies 

has the biggest demand, with about 51% companies are big-labor size. This means that the areas where 

concentrate manufacturing enterprises, such as Ho Chi Minh City, Binh Duong, Hanoi or Hai Phong, will 

have huge demand of labor force and the competitive in recruiting labor force would be severe, not only 

between Japanese companies but also with Vietnamese companies and other FDI ones. 

Figure 145. Number of Japan enterprises in Vietnam, by labor size and industry in 2020 

 

Source: Research team synthesis from Enterprise database 

Low cost of labor resources is considered to be one of the most important factors that attract Japanese 

investors in Vietnam among other Southeast countries and China. Although income range in Vietnam is 

increasing, compared to other countries in Southeast Asia and China, the average salary in Vietnam is still 

low with abundant workforce and young population. But in the long term, this is also a risk when labor 

costs increase, the quality of human resources does not improve, and the employee turnover rate is high. 
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Figure 146. Average monthly salary of employees at Japanese manufacturing companies (USD) 

 

Source: JETRO Survey of Japanese companies expanding into Asia and Oceania (2019) 

Among the reasons for expanding business to Vietnam in 2019, 40.9% of surveyed companies answered 

about Labor and Human resource cost factor, ranking third following market and relations with Japan 

factors. However, only 19.6% companies high-evaluate human resource quality. This shows that for 

Japanese companies, human resources in Vietnam can compete on price, not by quality. From 2013 to 

2019, factors related to human resources did not improve, to specify, Human Resource Cost down 3.1% 

and Human Resource Quality factor down 0.1%. This shows that in the past 6 years, while the cost of labor 

has increased, the quality of labor has not been improved.  
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Figure 147. Survey result about Top 10 Strong points and merits of Vietnam (%) 

 Strong points 2013 
N=1,047 

2017 
N=1,261 

2019 
N=1,410 

2013-2019 

1 Market Size, Growth 75.0 82.2 86.1 + 11.1 

2 Japan relationship -- 42.8 41.5 -- 

3 Labor and HR cost 44.0 41.9 40.9 -3.1  

4 HR quality 19.7 20.2 19.6 - 0.1 

5 Supplier 14.7 19.8 18.1 + 3.4 

6 Political and social stability 15.3 17.8 16.7 + 1.4 

7 Land/ office 8.3 12.3 11.4 + 3.1 

8 Easy to procure locally 5.1 8.7 8.9 + 3.8 

9 Living environment 4.0 6.9 6.7 + 2.7 

10 Employee retention rate 5.3 7.0 6.2 + 0.9 

Source: JETRO survey on overseas business development of Japanese companies in 2019 

Meanwhile, regarding the risks when investing in Vietnam, in the period of 2015 - 2019, while the factors 

related to legal system, administrative procedures, taxation procedures have been improved, the related 

risks Labor and human resources are still a high-risk factor for Japan investors. 

Figure 148. Risks of Japanese companies to invest in Vietnam (%) 

 

Source: JETRO Survey of Japanese Companies in Asia and Oceania (2019) 
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c. Future trends and new sectors for expansion of Japanese enterprises to Vietnam 

Under the effect of US-China trade tensionΣ ǘƘŜǊŜΩǎ ŀƴ ƛƴŎǊŜŀǎƛƴƎ ǘǊŜƴŘ ƛƴ ǘƘŜ ƴǳƳōŜǊ ƻŦ WŀǇŀƴŜǎŜ ƛƴǾŜǎǘƻǊǎ 

choosing Vietnam as an attractive location instead of China, for both manufacturing and non-

manufacturing industries, however the target still mainly concentrates in low value-added industries 

China, Vietnam and Thailand are top three countries that Japanese companies consider expanding their 

business. However, Japanese firms switch to choose Vietnam instead of China for investment after US-

China trade war. 

Figure 149. Top 3 countries Japan enterprise plan to expand overseas (% surveyed companies) 

 

Sources: JETRO Survey on overseas business development of Japanese companies (2020) 

In general, Vietnam is expansion destination for both manufacturing and non-manufacturing companies. 

From the business features of some industries such as precision equipment manufacturing or IT/Software 

(non-manufacturing), there are many occupations that require labor with specific skills. 

Figure 150. Top field that Japanese companies plan to expand business to Vietnam (%) 

Rank Manufacturing Rank Non-manufacturing 

1 Petroleum / plastic / rubber 
products 

72.2 1 Transportation 52.0 

2 General machine 70.8 2 Trading company/Wholesale 43.9 

3 Medical and cosmetic products 53.3 3 Construction 43.2 

4 Electric products 47.1 4 Communication/ Information/ 
Software 

38.3 

5 Precision Equipment 41.2 5 Others 34.4 

6 Nitrogen, earth, and stone 40.0    

Average 41.3 Average 40.5 

Sources: JETRO Survey on overseas business development of Japanese companies (2020) 
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Comparing Vietnam and China, the purpose of expanding to Vietnam is still mainly concentrated in low 

value-added industries such as General products manufacturing or to exploit markets such as "Sales". For 

purposes that require a high-quality workforce such as R&D, High-value product manufacturing, China still 

dominates over Vietnam. 

There are many possible reasons for this limitation of Vietnam such as infrastructure or policy. However, 

the first factor that needs to be paid attention to is the factor of about human resource such as 

workforces, salary and quality. 

Figure 151. Survey result about Purpose of Japanese enterprises to expand overseas 

 Reason Vietnam China Thailand 

1 General products manufacturing 43.2 39.0 28.6 

2 Sales 40.8 52.0 38.1 

3 R&D new products 33.3 37.6 18.8 

4 High-value product manufacturing 32.3 37.6 20.9 

5 Logistics 31.1 38.3 32.2 

6 R&D for specification change for local market 27.7 41.9 28.6 

7 Regional headquarters  17.3 31.6 31.6 

Sources: JETRO Survey on overseas business development of Japanese companies (2020) 

c.  Support of related organizations to attract Japanese FDI into Vietnam 

Figure 152. Vietnam organization having function to attract FDI to Vietnam 

No. Organization Mission Main activities 

1 The Vietnam Trade 

Promotion Agency 

(VIETRADE) 

Under MOIT perform the 

function of state management of 

trade promotion. 

- Submit to the Minister of Industry and Trade 

for approval over 3,200 national trade 

promotion projects with a total support 

budget of over VND 2,100 billion. 

- The activities of the National Program on 

Trade Promotion have supported 100,000 

times of enterprises participating, 

businesses have directly traded and signed 

contracts during the time of participating in 

trade promotion activities with total value 

of goods export contracts reaching nearly 

30 billion USD and 1000 billion dong; the 

total value of goods sale and purchase 

contracts, product sales agents in the 

domestic market and sales reached nearly 

3,000 billion dong. 
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No. Organization Mission Main activities 

2 The Investment 

and Trade 

Promotion Center 

of Ho Chi Minh City 

(ITPC) 

Government organization to 

promote the growth of Ho Chi 

aƛƴƘ /ƛǘȅΩǎ ŜƴǘŜǊǇǊƛǎŜǎ ŀƴŘ 

foreign investors, help 

enterprises export, develop 

business capabilities, find 

overseas partners, enter new 

markets, and to help foreign 

investors develop their projects 

in Vietnam. 

- Organize online connections between local 

businesses and foreign businesses. Since 

the beginning of March 2020, there have 

been more than 1,500 successful 

connection orders, estimated revenue of 

more than 50 billion dong 

- Holding seminar, workshop, research on 

focused topics concerning trade with and 

investment in Vietnam 

3 The Foreign 

Investment Agency 

(FIA) 

Under Ministry of Planning and 

Investment to implement state 

management function related to 

foreign direct investment 

activities in Vietnam and 

Vietnam direct investment 

activities abroad 

- Provide investment support activities of 

Japanese enterprises through support 

departments such as Saitama Desk, Aichi 

Desk and Niigata Desk. 

4 The Vietnam 

National 

Innovation Center 

(NIC) 

Under the Ministry of Planning 

and Investment with the function 

of supporting and developing 

±ƛŜǘƴŀƳΩǎ ǎǘŀǊǘǳǇ ŀƴŘ ƛƴƴƻǾŀǘƛƻƴ 

ecosystem, contributing to the 

innovation of the growth model 

based on science and 

technology. 

Start-up incubation and acceleration, 

Technology transfer support, events 

organization, and investment. 

Figure 153. Japan organization supporting Japanese companies to expand business to Vietnam 

No. Organization Mission Main activities 

1 JETRO Hanoi/Ho 

Chi Minh 

Under Japan Ministry of 

Economy, Trade and Industry, 

JETRO main duty is to 

Coordinate with Vietnamese 

governmental agencies and 

industrial associations to help 

realize sustainable economic 

development in Vietnam. 

- Support Japan's Direct Investment in Vietnam 

through seminars guiding new laws, 

regulations of investment. In 2009, SME 

Support Center Hanoi was established to 

support SMEs to expand business to Vietnam 

- Support Vietnam - Japan Business Activities 

through some activities such as Business 

Matchings, Supporting Digital Transformation 

(DX), Supporting Vietnamese companies to 

invest In Japan 

2 Japan Bank for 

International 

Cooperation - JBIC 

Policy-based financial 

institution of Japan Under 

Japan Ministry of Finance. Main 

duty is to support Japanese 

MTEs, SMEs and start-ups in 

foreign countries. 

- {ǳǇǇƻǊǘ WŀǇŀƴŜǎŜ ŎƻƳǇŀƴƛŜǎΩ ƛƴǾŜǎǘƳŜƴǘ ƛƴ 

Vietnam through activities such as Loans for 

equipment renewal, Collaboration with 

private financial institutions (local banks mega 

banks) loans for overseas expansion,  
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No. Organization Mission Main activities 

- Providing information on overseas investment 

environment and supporting troubleshooting 

with local governments. 

3 ASEAN-Japan 

Centre 

( ASEAN 

Promotion Centre 

of Trade 

Investment and 

Tourism) 

Under Japan Ministry of Foreign 

Affairs. Main duty is to promote 

trading, investment and 

tourism between ASEAN and 

Japan 

- Support activities such as Seminars, 

Workshops, Research and Policy analysis, 

Publication, and Information services 

4 The Japanese 

Chamber of 

Commerce and 

Industry in 

Vietnam ς JCCI 

Association of Japanese 

companies with bases in the 

Northern region of Vietnam.  

- Get the opinions of member companies and 

make the negotiation or request to 

Vietnamese government to improve the 

business environment of Japanese-affiliated 

companies. 

- Provide information on investment 

promotion, taxation, labor, and employment 

access via home page & email distribution 

system, can widely access to various valuable 

seminars 

5 The Japanese 

Chamber of 

Commerce and 

Industry in HCMC 

- JCCH 

Association of Japanese 

companies with bases in the 

northern region of Vietnam.  

- Improve investment and business 

environment with making various proposals 

and requests to the Vietnamese Government 

- Exchange and provide information via hold 

seminars on investment promotion, taxation, 

labor and employment; thereby our members 

can update information of new laws  

6 SME support 

Japan 

Under Japan Ministry of 

Economy, Trade and Industry. 

Practical support is tailored to 

meet individual SME needs, 

implemented by collaborating 

with municipalities, 

government agencies, financial 

& research institutions, and 

other support organizations. 

- Support SMEs investment in Vietnam through 

activities such as consultation of experienced 

specialist, seminars on latest information and 

regulation of investment. 

7 Tokyo SMES 

Support Center 

Under Tokyo Metropolitan 

Government to support SMEs in 

Tokyo areas to make strategy 

and plan for Overseas 

Expansion. 

- Support desk in Vietnam to consult on legal 

systems and regulation, support matching up 

with Vietnamese company both supplier and 

sales channels. 

- Organize seminar and consulting service in 

Tokyo to help SMEs business expansion to 

Vietnam. 
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5.2.2 Situation of returned Technical Intern Trainees  

Technical intern training program aims to contribute to developing countries by accepting people from 

these countries for a certain period of time (maximum 5 years) and transferring skills through on-job 

training in Japan.  

The technical trainee interns when returning to Vietnam, with their trained skills, knowledge and 

experience from Japan, could be an important experienced HR group to participate in the Vietnam labor 

force. Therefore, supporting this group to integrate effectively to the workforce in Vietnam could be 

considered as one important contribution to HR development in Vietnam. Understanding the situation 

and challenges of RTTs in Vietnam is helpful for JICA to plan practical support for RTTs. 

This section provides an overview situation from published statistics and hearings from interviews with 

Japanese enterprises in Viet Nam, with an aim to ǳƴŘŜǊǎǘŀƴŘ ŀŎǘǳŀƭ ŜƴǘŜǊǇǊƛǎŜǎΩ ŘŜƳŀƴŘ ŀƴŘ ŜȄƛǎǘƛƴƎ 

barriers to recruit and utilize RTTs. However, it could not reflect the opinion from the returned trainees 

ŀǎ ǘƘŀǘ ƛǎ ƻǳǘ ƻŦ ǘƘƛǎ ǊŜǎŜŀǊŎƘΩǎ ǎŎƻǇŜΦ 

a. Overview of Vietnamese Technical Intern Trainees (TT) 

The supply of Vietnamese Technical Intern Trainees has increased steadily in recent 5 -10  years  

Overall, by end of June 2021, approximately there were 317 thousand technical intern trainees residing 

all over Japan, almost 63.8% of which are Vietnamese. There has been a clear steady increase every year 

from 2011, the number of Vietnamese TIT has surpassed that of China, and Vietnam has become the 

dominant supply country for TIT.   

Figure 154. Number of Technical Intern Trainees in Japan by Nationality 

 

Source: Japan Ministry of Health, Labour and Welfare, Japan Ministry of Justice 
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Some reasons causing this trend include: (i) the fact that China economic development led to higher 

average income and less Chinese people want to go to Japan for low-skill jobs, which led to labor shortage 

in Japan. In order to fill the vacant positions, Japanese companies began to receive lots of technical interns 

from Southeast Asian countries, including Vietnam; (ii) introduction and completion of supportive labor 

ŜȄǇƻǊǘ ƴŀǘƛƻƴŀƭ ǇǊƻƧŜŎǘǎ ŀƴŘ ǇƻƭƛŎƛŜǎ ǘƻ ŀǘǘǊŀŎǘ ǊŜƳƛǘǘŀƴŎŜǎΤ ŦƻǊ ŜȄŀƳǇƭŜΣ tǊƻƧŜŎǘ άtǊƻƳƻǘƛƴƎ ƭŀōƻǊ ŜȄǇƻǊǘ 

in poor provinces, in contribution to sustainable poverty reduction, period 2009-нлнлέΣ ŀŎŎƻǊŘƛƴƎ ǘƻ 

Decision 71/2009/QD-TTg; and preferential loans from Vietnam Bank for Social Policies for those from 

poor households or ethnic minorities, according to Decree No. 61/2015/ND-CP; (iii) the attractive visa 

policy from Japan government to attract foreign workers since 2019, which allowed lower-level skill labors 

from overseas, not just high-skill experts, to have chance to work long-term in Japan211. 

As the result, supply agencies of technical intern trainees from Vietnam have also developed in recent 

years, leading to a more comprehensive supply system with experienced stakeholders. In Vietnam, there 

are 489 intermediary organizations to supply Vietnamese candidates for technical intern training 

programs to Japan. Among which, nearly 73% are based in Hanoi (355 organizations), followed by HCMC 

with 69 sending organizations.  

There has been a remarkable increase in the number of Vietnamese technical intern trainees working in 

construction, food manufacturing and machinery. 

Figure 155. Number of Vietnam technical intern trainee plans accredited by sector 

Sector 
2017 2018 2019 

Person % Person % Person % 

Construction 5,265 19.0 45,171 23.0 47,457 24.2 

Machinery 5,221 23.0 36,515 20.6 32,028 21.6 

Food manufacturing 6,293 19.0 40,509 18.6 42,364 16.3 

Textile 2,019 7.3 12,256 6.2 9,898 5.0 

Agriculture and Fishery 2,480 9.0 16,123 8.2 14,032 7.2 

Other 6,250 22.7 46,158 23.4 50,222 25.7 

Total 27,528 100 196,732 100 196,001 100 

Source: Organization for Technical Intern Training 

The number of Vietnamese TITs increased significantly 5-9 times across sectors from 2017-2019. Textile 

showed the most modest increase of 5 times, while the highest is in construction with 9 times increase. 

However, contribution proportion of the sectors only adjusts slightly over the years, in which construction 

 

211 Since April 2019, Japan has promulgated a new entry law. The law introduces a new type of visa for foreign workers. This type of visa allows 
foreign workers with certain skills to work in specific fields in Japan including 14 industries such as gerontological nursing, materials processing, 
machinery manufacturing and agriculture. The first category is 5-year visa granted to foreign workers working in 14 designated sectors. Most of 
the foreign workers in this type will have to complete a technical internship program in Japan. The second one is for highly skilled workers, which 
are given to worker who are skilled and have degrees and have lots of experience in construction or shipbuilding which are two industries in 
Japan currently in need of foreign workers. Workers will be granted a long-term visa and can bring their families along. This policy change helps 
Japan attract more workers because previously only highly skilled professional workers were allowed to immigrate and work 
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became the sector with most TITs, 24.2% in 2019. The reason for this increase is to meet the need to build 

infrastructure in preparation for the Tokyo Olympics and Paralympics in 2020.  

b. Situation of Vietnamese technical trainees when returning to Vietnam 

The actual proportion of Vietnamese technical trainees who could utilize their experience learned in Japan 

for working in Vietnam is low. 

When returning home, technical intern trainees generally have opportunities to work at Japan FDI 

companies, Vietnam-Japan joint ventures, Japan representative offices and labor export companies. 

However, compared to other countries in the region, the rate of Vietnamese trainees returning home 

ǿƘƻǎŜ ǎǘŀǘǳǎ ƛǎ άǿƻǊƪƛƴƎέ ƛǎ ǘƘŜ ƭƻǿŜǎǘΣ ƻƴƭȅ нсΦт҈ ƻŦ ǘƘŜ ǘƻǘŀƭΣ ǿƘƛƭŜ /ƘƛƴŀΣ ¢ƘŀƛƭŀƴŘΣ ŀƴŘ ǘƘŜ tƘƛƭƛǇǇƛƴŜǎ 

have a very high rate which is more than 50% for each country.  

The data also shows that a big proportion ƻŦ ±ƛŜǘƴŀƳŜǎŜ ǘŜŎƘƴƛŎŀƭ ƛƴǘŜǊƴ ǘǊŀƛƴŜŜǎ ǊŜǎǇƻƴŘŜŘ άƻǘƘŜǊέ 

situation (48%), which means they were preparing to continue the technical trainee program, aiming to 

go back to Japan or continue education to higher education. The rate of seeking for job is 22.7%, lower 

than that of Indonesia, and not too high if compared to other countries. The challenges of RTTs that are 

looking for jobs in Vietnam will be discussed in later of this part.  

Figure 156Φ ¢ŜŎƘƴƛŎŀƭ ƛƴǘŜǊƴ ǘǊŀƛƴŜŜǎΩ ǿƻǊƪƛƴƎ ǎituation after returning to home country in 2019 (%) 

 

*: Others include Continue Technical Trainee program; Going on to higher education; Go back to Japan; No answer 

Source: Organization for Technical Intern Training 

Furthermore, comparing with other countries, the proportion of Vietnamese returned technical trainees 

who do the same job/type of work as they did in Japan is lower. Many utilize their Japanese skills and 

trainee experience in jobs such as sales, labor export consulting, language teaching, or open their own 

small business from accumulated savings. To certain extent, this could be considered as a waste of human 

resource experience because one original purpose of TT program of transferring skills could not be met. 

  

59.9 59.3 53.5
38.9

26.7

15.9 14.8
12.9

34.8

22.7

6.1 7.0

4.4
1.2

2.6

18.1 18.9
29.2 25.1

48.0

0%

20%

40%

60%

80%

100%

China Thai Philippines Indonesia Vietnam

Others*

Do nothing

Finding Job

Working



The Data Collection Survey and Situation Analysis on Industrial HR Development in Vietnam (2022) 

_________________________________________________________________________________________ 

 
250 

Figure 157Φ ¢ŜŎƘƴƛŎŀƭ ƛƴǘŜǊƴ ǘǊŀƛƴŜŜǎΩ Ƨƻō ŎƻƴǘŜƴǘ ŀŦǘŜǊ ǊŜǘǳǊƴƛƴƎ ǘƻ ƘƻƳŜ ŎƻǳƴǘǊȅ ƛƴ нлмф 

 

Source: Organization for Technical Intern Training 

At present, WŀǇŀƴŜǎŜ ŎƻƳǇŀƴƛŜǎ ƛƴ ±ƛŜǘƴŀƳ ŀǊŜ ǿŜƭƭ ŀǿŀǊŜ ƻŦ w¢¢ǎ ōǳǘ ŘƻƴΩǘ ƘŀǾŜ ǎǘǊƻƴƎ ǿƛƭƭ ǘƻ ǊŜŎǊǳƛǘ 

Among 390 Japanese enterprises responded to this survey, less than half are recruiting RTTs.  

Figure 158Φ /ƻƳǇŀƴƛŜǎΩ w¢¢ ǊŜŎǊǳƛǘƳŜƴǘ όнлнмύ 

 

Note: The number of agricultural companies in this survey is 3, not big enough and is removed from analysis 

Manufacturing is the major employer of returned trainees. More than half have some employees who are 

RTTs. This is partly because nearly 40% of Vietnamese RTTs come to Japan for a job in machinery or 

manufacturing field. Some Japanese manufacturers in Vietnam also reported that they recruit RTTs 

regardless of their experience in Japan, provided that the trainees worked in a Japanese factory, they then 

will receive on-the-job trainings.  

The 2nd and 3rd are Japanese IT and Service sector, in which 40% and 29% respectively, have recruited 

RTTs. According to some Japanese IT companies, they recruit RTTs who have high Japanese capability for 

Ƨƻōǎ ǘƘŀǘ ǳǘƛƭƛȊŜ ǘƘŜ ǘǊŀƛƴŜŜǎΩ WŀǇŀƴŜǎŜ ƭŀƴƎǳŀƎŜ ǎƪƛƭƭǎ ŀƴŘ ŎǳƭǘǳǊŜ ǳƴŘŜǊǎǘŀƴŘƛƴƎΣ ǎǳŎƘ ŀǎ ǘǊŀƴǎƭŀǘor, 

ƛƴǘŜǊǇǊŜǘŜǊκŎƻƳƳǳƴƛŎŀǘƻǊ ōŜǘǿŜŜƴ ±ƛŜǘƴŀƳŜǎŜ ŎƻƳǇŀƴƛŜǎ ŀƴŘ WŀǇŀƴŜǎŜ ǎƛŘŜΧ wŜǘǳǊƴŜŘ ǘǊŀƛƴŜŜǎ ƭŀŎƪ 
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industrial skills and knowledge, but some who are willing to study and pass internal exams would be able 

to be recruited for positions such as engineer, IT tester and programmer. 

While construction has the biggest number of trainees coming to Japan to work, a large portion of 

constructions and real estate companies, nearly 80% surveyed companies do not know or do not have 

RTTs working in their organizations. This may indicate the lack of information channels regarding returned 

trainee in Vietnam to approach potential employers. 

In the next 5 years, demand seems to increase but only slightly 

One third of surveyed Japanese enterprises shows definite demand of recruiting RTTs in the next 5 years, 

in which 5% responded as άŘƻ ǎǘǊƻƴƎƭȅ ƴŜŜŘέ ŀƴŘ ну҈ άŘƻ ƴŜŜŘέΦ IƻǿŜǾŜǊΣ a large proportion of 43% 

has neutral demand. Most demand derive from companies that already recruited RTTs in their 

organization. 

Figure 159. Japanese enterprises' demand for recruiting RTTs in next 5 years (2021) 

 

About 10% of companies that have RTTs in their organization will not have demand to recruit RTTs in next 

5 ȅŜŀǊǎΦ aŜŀƴǿƘƛƭŜΣ ƳƻǊŜ ǘƘŀƴ мл҈ ƻŦ ǘƘƻǎŜ ǘƘŀǘ ŀǊŜ ƴƻǘ ǊŜŎǊǳƛǘƛƴƎ w¢¢ǎ άŘƻ ƴŜŜŘέ ƻǊ άŘƻ ǎǘǊƻƴƎƭȅ ƴŜŜŘέ 

RTTs. Among enterprises that are recruiting RTTs, small-size ones have slightly higher demand than 

medium and large-size companies. This could be because they are smaller in size and desire employees 

with multi-skills, language and work skills that a RTT can offer.  

¢ƘƻǎŜ ƛƴ ǘƘŜ /ŜƴǘǊŀƭ ǎƘƻǿ ƘƛƎƘŜǎǘ ŘŜƳŀƴŘ ƻŦ ǊŜŎǊǳƛǘƛƴƎ w¢¢ǎΦ άtŜƻǇƭŜ ǿƘƻ Ŏŀƴ ǳǎŜ WŀǇŀƴŜǎŜ ŦƭǳŜƴǘƭȅ ƛƴ 

Da Nang are rare. RTT's Japanese ability is slightly better than that of domestic personnel for the same 

ǇƻǎƛǘƛƻƴΣέ ŜȄǇƭŀƛƴŜŘ ōȅ ŀ ƎŀǊƳŜƴǘ ǘǊŀŘƛƴƎ ŎƻƳǇŀƴȅ ƛƴ 5ŀ bŀƴƎΣ ƳŀƧƻǊ Ŏƛǘȅ ƛƴ /ŜƴǘǊŀƭ ǊŜƎƛƻƴΣ ǊŜƎŀǊŘƛƴƎ ǘƘŜ 

reason to recruit the RTTs for interpretation and order tracking position. 

Among enterprises that are not hiring RTTs, a slightly bigger proportion of demand comes from 

manufacturing, construction & RE and IT sectors than from service sector. Furthermore, Japanese SMEs 

and companies in the Central also indicate stronger demand for recruiting RTTs in the future. 
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Vietnamese returned trainees are favored mainly by Japanese language proficiency, Japanese working 

culture understanding and their practical working experience in Japan 

Japanese language skills, especially direct communication is highly appreciated. With this advantage, RTTs 

can work in less manual jobs comparing with other local workers, such as support communication with 

Japanese client, or assisting Japanese managers. 

άw¢¢ǎ ƘŀǾŜ ƎƻƻŘ ƭŀƴƎǳŀƎŜ ǎƪƛƭƭǎ όbн ŀƴŘ ŀōƻǾŜύΣ ŜǎǇŜŎƛŀƭƭȅ ƭƛǎǘŜƴƛƴƎ ŀƴŘ ǎǇŜŀƪƛƴƎ ǎƪƛƭƭǎέ - IT, Northern company  

άw¢¢ǎ Ŏŀƴ ŎƻƳƳǳƴƛŎŀǘŜ ƛƴ WŀǇŀƴŜǎŜ ŘƛǊŜŎǘƭȅ ǿƛǘƘ WŀǇŀƴŜǎŜ ƳŀƴŀƎŜǊǎΣ ǎƻ ǘƘŜȅ ŀǊŜ ŀǎǎƛƎƴŜŘ ƳƻǊŜ ƳŀŎƘƛƴŜ-

ǊŜƭŀǘŜŘ ǿƻǊƪΣ ŘƛŦŦŜǊŜƴǘ ŦǊƻƳ ƻǘƘŜǊ ƭƻŎŀƭ ƻƴŜǎ ǿƘƻ Řƻ ƳƻǊŜ Ƴŀƴǳŀƭ ǿƻǊƪΣέ - Paper manufacturer, Southern 

company 

 

Figure 160. Demand for recruiting RTTs in next 5 years (2021) 

 

Familiarity with Japanese working style and culture also helps gain points for returned trainees. Previous 

work experience in factories in Japan enable RTTs to adapt quickly and showcase capability to report in 

the Japanese way, and satisfy employers with their time discipline. 

 άw¢¢ǎ ŀǊŜ ŦŀƳƛƭƛŀǊ ǿƛǘƘ ǘƘŜ ǿƻǊƪƛƴƎ ŎǳƭǘǳǊŜ ƻŦ WŀǇŀƴŜǎŜ ōǳǎƛƴŜǎǎŜǎ ŀƴŘ Ŏŀƴ ŎƻƳƳǳƴƛŎŀǘŜ ǿƛǘƘ WŀǇŀƴŜǎŜ 

ŎǳǎǘƻƳŜǊǎΣέ - IT, Central company 

άw¢¢ ŜƳǇƭƻȅŜŜǎ ŀǊŜ ǳǎŜŘ ǘƻ ǘƘŜ WŀǇŀƴŜǎŜ ǿƻǊƪƛƴƎ ǎǘȅƭŜΣ ƘŀǾŜ ŀƴ ǳƴŘŜǊǎǘŀƴŘƛƴƎ ƛƴ ǘƛƳŜ ŘƛǎŎƛǇƭƛƴŜ ŀƴŘ ǊŜǇƻǊǘ 

ǊǳƭŜǎ ƛƴǎƛŘŜ ŀ WŀǇŀƴŜǎŜ ŎƻƳǇŀƴȅΣέ - Automotive, Northern company 

The third place of top 3 advantages is practical working experience in Japan. Japanese companies 

generally expect to recruit trainees with similar working field, and in some ideal cases received RTTs who 

had worked in the head quarter factory in Japan. However, even in less ideal cases, Japanese employers 

also appreciate knowledge about working processes learned in Japan of the trainees. 
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Figure 161. Advantages of using RTTs in Japanese enterprises (2021) 

 

c. Key challenges and remaining issues of RTT  

From mass survey result with 341 Japanese enterprises, and in-depth conversation with more than 40 

recruiters, two major barriers that hinder Japanese companies from recruiting RTTs ŀǊŜ ΨǘǊŀƛƴŜŜǎΩ 

irrelevant work experienceΩ and Ψtheir expectation of high salary and positionΩ. Lack of information on 

recruitment sources and channels to recruit returned trainees is also one prominent issue.  

Irrelevant work experience is one of the main barriers 

Figure 162. Barriers, difficulties or issues in using RTTs in Japanese enterprises (2021) 

 

hƴ ǘƘŜ ƻƴŜ ƘŀƴŘΣ w¢¢ǎΩ ŜȄǇŜǊƛŜƴŎŜ ƛƴ WŀǇŀƴ Ƴŀƛƴƭȅ ǊŜƭŀǘŜŘ ǘƻ ŦƛŜƭŘǎ ǘƘŀǘ ǊŜǉǳƛǊŜ ƳǳŎƘ Ƴŀƴǳŀƭ ŀƴŘ ƘŀǊŘ 

work in construction, machinery, agriculture fields, etc. When returning to Viet Nam, some RTTs expect 

to work in less manual work and high salary, in industries such as service and IT. However, aside from 

Japanese language skills, their past work experience does not add much value.  

άw¢¢ǎ ǿƻǊƪ ƛƴ ŘƛŦŦŜǊŜƴǘ ƛƴŘǳǎǘǊƛŜǎ ƻǘƘŜǊ ǘƘŀƴ L¢Σ ǎƻ ǘƘŜƛǊ ōŀŎƪƎǊƻǳƴŘ ƪƴƻǿƭŜŘƎŜ ƛǎ ƴƻǘ ŀǎ ǎǘǊƻƴƎ ŀǎ ±ƛŜǘnamese 

ǇŜǊǎƻƴƴŜƭΣέ - HR Dept, IT, Northern company 

άw¢¢ǎ Řƻ ƴƻǘ ƘŀǾŜ ǎƪƛƭƭǎ ǳǎŜŘ ƛƴ ǎŜǊǾƛŎŜ ƛƴŘǳǎǘǊȅ όŘŜōŀǘƛƴƎΣ ŎƻƳƳǳƴƛŎŀǘƛƴƎΣ ƘŀƴŘƭƛƴƎ ŘƛŦŦƛŎǳƭǘ ǎƛǘǳŀǘƛƻƴǎ ǎƪƛƭƭǎΣ 

ŜǘŎΦέ - HR Dept, Service, Southern company 
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From some sharing of enterprises, the trainees usually only have high-school degree, or just secondary 

school degree in some cases, so their computer skill is limited. Therefore, the trainees could be soon 

rejected at hiring stage, give up after certain working period, or they have to study additional skills to 

catch up with other working peers. 

On the other hand, even if the RTTs worked in manufacturing field in Japan, then return to work for a 

manufacturing company in Viet Nam, in many cases, their skills are not transferrable. Many Japanese 

enterpriseǎ ŜȄǇƭŀƛƴŜŘ ǘƘŀǘ ǘƘŜ ǘǊŀƛƴŜŜǎΩ ǎŎƻǇŜ ƻŦ ǿƻǊƪ ƛƴ WŀǇŀƴ Ŏŀƴ ōŜ ǾŜǊȅ ǎƛƳǇƭŜ ŀƴŘ ƭƛƳƛǘŜŘΣ ǎǳŎƘ ŀǎ 

they only experienced a specific machine which may not be used in Viet Nam. This makes RTTs having no 

advantage than other candidates.  

Mismatching of expectation about salary and position 

47%, nearly half of manufacturing companies consider this a major barrier. Returning from Japan where 

average monthly income of technical intern trainees is around 1,000 ς 1,500 USD, about 3 ς 4 times higher 

than average earnings of entry level job in Viet Nam, RTTs often expect high salary which companies could 

only afford for management level. However, the returned trainees, with limited scope of work and 

duration in Japan, cannot satisfied the management skills and ability.  

άw¢¢ǎ Řƻ ƴƻǘ ƘŀǾŜ ƳŀƴŀƎŜƳŜƴǘ ŀōƛƭƛǘȅ ōŜŎŀǳǎŜ ǘƘŜȅ ƘŀǾŜ ƴƻ ƳŀƴŀƎŜƳŜƴǘ ŜȄǇŜǊƛŜƴŎŜ ƛƴ WŀǇŀƴΣέ - Metal 

manufacturing, Southern company  

Thus, RTTs are only treated as the elementary workers with salary lower than their expectation. This 

results in their low dedication to work. Some employers are discouraged when the recruited RTT, because 

the salary did not meet their personal needs, quitted after short period of time to return to Japan to work. 

Lack of effective recruitment channel and support for RTT who wants to find jobs in Vietnam  

Limited source/channel is emphasized by 23%, nearly one fourth of Japanese recruiters, and by 44%, 

nearly half of construction and real estate companies. This comment is not a rare case. In interviews with 

Japanese enterprises, it is revealed that Japanese companies do not know any recruitment sources of 

RTTs, but mostly hire them by chance once these RTTs apply same as other regular workers and 

employees, or as being introduced by head quarter/partner companies. 

άL ǿŀƴǘ ǘƻ ƘƛǊŜ ƳƻǊŜ w¢¢ǎ όƛƴ ŀŘŘƛǘƛƻƴ ǘƻ ǘƘŜ ŎǳǊǊŜƴǘ т ǇŜƻǇƭŜύ ōǳǘ L Řƻ ƴƻǘ ƪƴƻǿ Ƙƻǿ ŀƴŘ ǿƘŜǊŜ ǘƻ ŦƛƴŘ 

ƛƴŦƻǊƳŀǘƛƻƴ ŀōƻǳǘ ǘƘŜƳέ - Manufacturing, Southern company 

The working capabilities of return trainees haǾŜƴΩǘ ōŜŜƴ ƎƻƻŘ ŜƴƻǳƎƘ ǘƻ satisfy employers  

Japanese seems to be the key differentiator of returned trainees from other workers; however, some 

Japanese enterprises reported that they do not need employees with Japanese skills because the 

company, even Japanese managers, use English and Vietnamese, not Japanese at work. For positions that 

ǊŜǉǳƛǊŜ WŀǇŀƴŜǎŜΣ ǘƘŜ ǘǊŀƛƴŜŜǎΩ ƭŀƴƎǳŀƎŜ ǎƪƛƭƭǎΣ ƛƴ Ƴŀƴȅ ŎŀǎŜǎΣ ŀǊŜ ƴƻǘ ƎƻƻŘ ŜƴƻǳƎƘΦ w¢¢ ǇǊƻƎǊŀƳ ŜƴǘǊȅ 

level only requires JLPT N5, N4, but for Japanese language skill to be usable at work, even internally, many 

Japanese employers would require N3, N2 level. 
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According to a labor supply company that has had direct conversation with thousands of RTTs, many 

intern trainees said that they face difficulties to find a job in Viet Nam due to lack of soft skills. Therefore, 

this company is developing an online learning program that RTTs can study while working in Japan, 

includes modules teaching office computer skills, Japanese business skills, teaching and evaluating 

management skills in the future. This also indicates that the RTTs themselves are aware of the quality gap 

to the position and salary they desire when returning to work in Viet Nam. 

Mismatch of skills qualifications  

There is a mismatch of skills recognition for the returned technical trainees when they enter Vietnam 

system. The certificates of traineeship completion, following Japanese system of Ginou Kentei are not 

equivalent to evaluation of skill standard in Viet Nam, thus the RTTs are considered as skilled workforce 

but lack of vocational certificates. Further will be discussed in Chapter 6.  

c. External supporting factors & policy 

Although TIT program has a long history, the authorities in Vietnam are still sorting out solutions and are 

on the way to create supporting policies to help returned trainees to better integrate to the labor market.  

In terms of management system, information of returned workers from Japanese market is recorded and 

managed by the Department of Overseas Labour (DOLAB) of MOLISA. Circular 20/2021/TT-.[7¢.·I 

regulates the main principle of database and information system about Vietnamese workers working 

abroad under contracts, the data is operated and managed by MOLISA through the άLocal Government 

Service Platformέ (LGSP), having some integration between ministry level and local authority level. But 

there is no article specify data of those workers when return to Vietnam.  

Recently, according to DOLAB, this agency is cooperating with JICA to conduct a project supporting to 

connect job information for technical intern trainees who worked abroad under contract. The project will 

provide the returned workers the access to vacant jobs and recruitment information from enterprises. 

However, it mainly focuses on the matching between job seekers and recruitment agencies (labor 

dispatching service enterprises with the information of overseas job) in pre-departure phase. There has 

not been any clear support from government for the group of RTTs when returning to Vietnam.  

In conclusion, every year, thousands of technical intern trainees return to Viet Nam from Japan, 

potentially contribute as prospective skilled workforce to Viet Nam. However, there are still many barriers, 

challenges to integrate RTTs to the overall workforce, requiring JICA and related organizations to design 

effective and relevant support activities. 
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5.2.3 Situation of Japanese Language training 

a. Background of Japanese language training 

Japanese is among major secondary languages studied in Viet Nam. According to the latest adjusted 

General Education Program issued in August 2021 by MOET, Japanese is chosen as one of the five foreign 

languages that have become compulsory foreign language subjects for students from Grade 3 to Grade 

12, together with English, Russian, French and Chinese 212.  

Compared to other countries, Vietnam has been growing consistently in terms of Japanese learners, 

teachers and training institutions. Especially during the period 2015-2018, Vietnam is the country with 

highest increased rate in the world across all three categories: number of learners, teachers and training 

institutions. This was resulted from the strengthened relationship between the two countries since 

forming "an extensive strategic partnership for peace and prosperity in Asia" in 2014. Additionally, 

technical internship has become a growing trend since 2014, attracting many Vietnamese to go labor 

exporting to Japan (As discussed in Part 5.2.2 about technical returned trainees). 

¶ Regarding learners 

Throughout the period from 2006 to 2018, the number of Japanese language learners in Vietnam had 

increased by 5.8 times, from 30,000 learners in 2006 to more than 174,000 learners in 2018. Compared 

with other countries, in 2018, Vietnam ranked 6th in the world in terms of number of Japanese learners 

and ranked 3rd among Southeast Asia countries (after Indonesia and Thailand).  

Figure 163. Japanese learners by countries other than Japan (2006 - 2018) 

 
Source: Japan Foundation213 

Among the number of learners in 2018, approximately 31,200 are university students, 26,200 are high 

school and secondary school students, 2,000 are primary school students, and 115,000 are from language 

 

212 Circular 19/2021/TT-BGDDT - https://moet.gov.vn/tintuc/Pages/tin-tong-hop.aspx?ItemID=7461.  
Foreign language 1 is a compulsory subject taught from grade 3 to grade 12. Foreign language 2 is an optional subject, which can be taught 
from grade 6 to grade 12. 
213 https://www.jpf.go.jp/e/project/japanese/survey/result/index.html  

https://moet.gov.vn/tintuc/Pages/tin-tong-hop.aspx?ItemID=7461
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training centers 214. The greatest rate of increase was seen in non-academic institutions (language training 

centers), which accounts for approximately two-thirds of the number of learners in Vietnam. This might 

be due to  ǇŜƻǇƭŜΩǎ ŜȄǇŜŎǘŀǘƛƻƴ to find jobs in Japan or to go to Japan in the form of technical internship, 

or to gain employment at Japanese companies in Vietnam. 

Figure 164. Number of Japanese language learners in Vietnam (2006-2018) 

(Unit: people) 

 

Source: Japan Foundation215 

¶ Regarding teachers 

Throughout the period 2006-2018, the number of Japanese language teachers in Vietnam had increased 

by 6.7 times. In 2018, among the top-ranked countries for number of teachers, Vietnam, with about 7,000 

teachers, has risen to 3rd place in the world and ranked 1st among Southeast Asia countries.  

Figure 165. Japanese teachers by countries other than Japan (2006 - 2018)216 

 
Source: Japan Foundation 

 

214 The number of learners attending language training centers can also contain students at different educational stages (from primary to higher 
education). Therefore, the number recorded in this segment can appear larger than the actual situation 
215 https://www.jpf.go.jp/j/project/japanese/survey/result/dl/survey2018/Report_all_e.pdf 
216 In many cases, the teachers work concurrently in multiple institutions (for example, teachers in general education/ higher education can also 
teach at other private institutions, etc.), so there is a tendency for the number of teachers to appear as numbers larger than the actual  
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Especially in three years from 2015 to 2018, the number of Japanese language teachers in Vietnam 

increased by almost 4 times. These statistics have demonstrated the effort of Vietnamese education to 

meet the growing demand in Japanese learning. 

Figure 166. Number of Japanese language teachers in Vietnam (2006-2018) 

(Unit: people) 

 

Source: Japan Foundation 

¶ Regarding training institutions 

In 2018, Vietnam with about 800 Japanese institutions ranked the 7th country in the world, and 2nd 

among Southeast Asia countries, only after Indonesia. 

Figure 167. Japanese training institutions by countries other than Japan (2006 - 2018) 

 

Source: Japan Foundation 

The number of Japanese training institutions in Vietnam had risen strongly from over 100 institutions in 

2006 to about 800 institutions in 2018. The largest increase was seen during the period 2015-2018, where 

the number grew by 3.7 times. The increasing trend in training institutions aligns with the upward trend 

of number of learners, and aims to serve the goal of training labor to meet the increasing demand of 

Japanese enterprises. 
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Figure 168. Number of Japanese language training institutions in Vietnam (2006-2018) 

(Unit: institutions) 

 

Source: Japan Foundation 

b. Types of Japanese language training institutions 

Japanese language training institutions in Vietnam could be classified as (1) in-school training within 

educational system of Vietnam (primary, secondary and higher education), and (2) private language 

training centers (non-academic institutions).  

According to Japan Foundation report 2018, out of 818 Japanese language training institutions in Vietnam, 

there are 20 institutions in primary education, 104 in secondary education, 85 in higher education and 

617 in non-academic institutions 217. 

Recently, the bureaus of education and training are actively promoting Japanese language education for 

in-school training activities. Regarding HE sector, since 2007, Japanese was included as one of the foreign 

languages for high school graduation exam and university entrance exam 218. Regarding TVET sector, 

studying Japanese major at a college is becoming more favored than in university due to its time and cost 

saving factor. Specifically, obtaining a vocational college degree will only take 3 years, one year less than 

ŀŎǉǳƛǊƛƴƎ ŀ ōŀŎƘŜƭƻǊΩǎ ŘŜƎǊŜŜΦ Lƴ ŀŘŘƛǘƛƻƴΣ ǎǘǳŘŜƴǘǎ ƘŀǾŜ ƘƛƎƘŜǊ ŎƘŀƴŎŜ ƻŦ ƭŀōƻǊ ŜȄǇƻǊǘ ōŜŎŀǳǎŜ ǘƘŜȅ ƘŀǾŜ 

additional vocational skills such as nursing, IT, mechanical, thus meeting the demand of Japanese 

companies. 

 

 

 

217 Cat- Primary education: refers to institutions equivalent to elementary schools 
- Secondary education: includes middle schools (lower secondary) and high schools (upper secondary) 
- Higher education: refers to institutions equivalent to junior colleges, technical colleges, universities, and graduate schools 
- Non-school education: includes private language schools, lifelong educational institutions run by public institutions, language courses run by 
higher educational institutions for the general public, etc. 
218 https://clef.vn/vi/goc-giao-duc/giao-duc-tieng-nhat-o-bac-pho-thong-tai-viet-nam-nhung-dau-moc-quan-trong-duoc-nhin-lai-qua-dien-dan-
giao-vien-tieng-nhat-pho-thong-viet-nam-lan-thu-nhat-jltf -2021.html 
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Figure 169. List of some HEs with Japanese degree program 

No University Type Location 

1 Hanoi University Public  Hanoi 

2 
University of Languages and International Studies, Vietnam National 
University 

Public 
Hanoi 

3 Vietnam Japan University, Vietnam National University Public Hanoi 

4 Phuong Dong University Private Hanoi 

5 Thang Long University Private Hanoi 

6 School of International Studies, Vietnam National University Public Hanoi 

7 Foreign Trade University Public Hanoi 

8 FPT University Private Hanoi 

9 Ha Noi University of Science and Technology Public Hanoi 

10 Da Lat University  Public Lam Dong 

11 Ho Chi Minh City University of Education  Public HCMC 

12 
Ho Chi Minh City University of Foreign Languages and Information 
Technology 

Private 
HCMC 

13 
University of Social Sciences and Humanities, Vietnam National 
University in HCM 

Public 
HCMC 

14 Ho Chi Minh City Open University Public HCMC 

15 Hong Bang International University  Private HCMC 

16 Van Hien University Private HCMC 

17 Ho Chi Minh City University of Technology Private HCMC 

18 Ho Chi Minh City University of Economics and Finance Private HCMC 

19 University of Foreign Language Studies, Da Nang University Public Da Nang 

20 University of Foreign Language Studies, Hue University Public Hue 
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Figure 170. List of some TVETIs with Japanese degree program 

No TVET institutions Type Location 

1 Vietnam College of Foreign Languages and Technology Public Hanoi 

2 Vietnam College of Science and Technology Public Hanoi 

3 Hanoi Polytechnic College Public Hanoi 

4 Hanoi Foreign Languages and Technology College Public Hanoi 

5 Hanoi College of Industry and Trade Private Hanoi 

6 Hanoi International College ς Vietnam Private Hanoi 

7 Hanoi Vocational College of High Technology Public Hanoi 

8 Viet Nhat College of Language and Technology Private Bac Ninh 

9 American Polytechnic College Private HCMC 

10 Ho Chi Minh City Institute of Applied Science and Technology Private HCMC 

11 Dai Viet Sai Gon College Private HCMC 

12 Thu Duc College of Technology Public HCMC 

13 Bach Khoa Saigon College Private HCMC 

14 Sai Gon International College Private HCMC 

15 Van Lang Saigon College Private HCMC 

16 Dong Nai College of High Technology Private Dong Nai 

17 Ba Ria-Vung Tau Teacher Training College Public Ba Ria-Vung Tau 

18 Dai Viet Da Nang College Private Da Nang 

19 Central Medical Technology College Public Da Nang 

Source: Research ǘŜŀƳΩǎ synthesis (there is no official source listing the number of universities offering Japanese 

language degree program) 

!ǎ ŦƻǊ [ŀƴƎǳŀƎŜ ǘǊŀƛƴƛƴƎ ŎŜƴǘŜǊǎΣ ƛǘΩǎ ǊŜŎƻǊŘŜŘ ǘƘŀǘ ǘƘŜ most popular purpose of training courses among 

language training centers is for Japanese Language Proficiency Test (JLPT) preparation. Most courses are 

taught in basic and intermediate levels (equivalent to N3, N4, N5 levels) as the demand is higher compared 

to advanced courses. Besides, the training centers also offer other training courses such as Elementary 

Japanese Communication courses and Japanese translation/ interpretation training courses. On the one 

hand, the teaching centers attract freely registered students. On the other hand, they also get Japanese 

teaching orders from enterprises and schools. 

¢ƘǊƻǳƎƘ ǘƘŜ ƘŜŀǊƛƴƎ ŦǊƻƳ WŀǇŀƴŜǎŜ ƭŀƴƎǳŀƎŜ ǘŜŀŎƘƛƴƎ ŎŜƴǘŜǊǎΣ ƛǘΩǎ ǊŜŎƻǊŘŜŘ ǘƘŀǘ ǿƘŜƴ ǘƘŜ ǘǊŀƛƴƛƴƎ 

centers receive Japanese language teaching order from Japanese enterprises, they will dispatch teachers 

to teach on-ǎƛǘŜ ŀǘ ǘƘŜ ŎƻƳǇŀƴȅΣ ƻǊ ŎƻƳǇŀƴƛŜǎΩ ŜƳǇƭƻȅŜŜǎ ǿƛƭƭ ōŜ ǎǇƻƴǎƻǊŜŘ ǘƻ ǎǘǳŘȅ ŀǘ ǘƘŜ ǘǊŀƛƴƛƴƎ 

centers. Lƴ ǘŜǊƳǎ ƻŦ ƛƴŘǳǎǘǊȅ ǎŜŎǘƻǊǎΣ ƛǘΩǎ ǎƘŀǊŜŘ ǘƘŀǘ ŎƻƳǇŀƴƛŜǎ ƛƴ ƳŀƴǳŦŀŎǘǳǊƛƴƎ ŀƴŘ L¢ ƛƴŘǳǎǘǊƛŜǎ ƘŀǾŜ 

highest training demand for their staffs because of a large number of Japanese manufacturers in Viet 

Nam. Besides, in recent years, Viet Nam has become a major partner to Japan in software and IT 
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outsourcing service. Therefore, there is a high demand for companies in those 2 sectors to equip and 

ƛƳǇǊƻǾŜ ǘƘŜƛǊ ŜƳǇƭƻȅŜŜǎ ŀƴŘ ǿƻǊƪŜǊǎΩ WŀǇŀƴŜǎŜ ƭŀƴƎǳŀƎŜ ŎŀǇŀōƛƭƛǘȅΦ !ǇŀǊǘ ŦǊƻƳ WŀǇŀƴŜǎŜ ƭŀƴƎǳŀƎŜΣ 

Japanese working mindset and culture are also introduced. The training purposes are varied, depending 

on specific needs of the company, such as to prepare employees for work relocation in head quarter in 

Japan, or to improve Japanese communication at work for employees.  

In case of cooperation with schools, the language training centers also have several approaches. For 

example, Duy Tan University's Foreign Language Center has cooperated with a training center on utilizing 

the language curriculum developed by the center to teach its students. Some language centers also 

dispatch teachers to several universities/ colleges (Bach Viet College, University of Economics-Finance) 

and high schools (Nguyen Khuyen High school, Nguyen Thuong Hien High school, Tran Phu high school) or 

open language classes at schools (Van Lang University, Hanoi University of Science & Technology). 

In general, Japanese training in the future will attract younger demographics, the number of learners may 

increase slowly after Covid, and even though online class has been implemented widely in the pandemic, 

in-class training is still considered a more preferred teaching method, according to training centers 

representatives. 

Japanese training will start to expand to younger demographics, possibly children at an early age as some 

parents would want their children to be exposed to Japanese as early as possible. The number of learners 

at training centers are expected to grow slowly at 5-10% after Covid-19 ends, but it would need to take 

longer for number of learners to grow back to the previous rate in 2015-2019 219.  

Because of the Covid pandemic, language training centers have to transform their teaching method from 

offline to online teaching. This has found to be a convenient method for people with full-time job, 

significantly reducing commuting time. However, some training centers still think that in-class teaching is 

a more preferred method, as online teaching is not as effective due to some reasons such as poor Internet 

ŎƻƴƴŜŎǘƛƻƴΣ ǎǘǳŘŜƴǘΩǎ ƭŀŎƪ ƻŦ ŦƻŎǳǎΣ ƭŀŎƪ ƻŦ ƛƴǘŜǊŀŎǘƛƻƴǎ in classes. It is predicted that hybrid training 

(combining both online and offline training methods) will be utilized more often to leverage the benefits 

of both training methods. 

Regarding the training content, Kaiwa courses (basic communication courses) for adults is on the rise and 

will become increasingly popular, even though the number of classes may not be as significant as JLPT 

training courses. A good example of the language center that is well-known for this Kaiwa training courses 

is Kohi Vietnam and Riki Online Japanese centers 220. Beside online and offline training classes, they both 

offer pocket-sized training courses (through apps, online videos) that can support people with full-time 

job in learning Japanese by just spending 15 minutes per day. It is a more convenient method and can be 

utilized anywhere, without having to go to a proper class. 

 

219 Taken from short telephone interviews with Japanese language centers in Ha Noi and Ho Chi Minh city 
220 https://kohi.vn/intro/courses; https://riki.edu.vn/online/nhom-khoa-hoc/khoa-hoc-kaiwa 
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c. Barriers regarding Japanese language training 

Shortage in high quality teaching resources and Temporary restrictions on labor export are among the key 

barriers regarding Japanese language training situation 

With the recent introduction of Japanese language as compulsory foreign language subject in general 

education, to meet the requirements of Foreign Language 1 subject, one of the key issues that schools 

need to focus on is ensuring the teaching resources, including number of teachers, teacher capabilities, 

and adequate human resources training 221. 

The demand for learning Japanese in Vietnam has grown rapidly, and along with that, the 

purpose/motivation for learning Japanese is also quite diverse. Therefore, apart from increase in quantity, 

it is even more important to improve the quality in teaching to meet the growing demand in Japanese 

learners. According to the Japan Foundation, the number of institutions for training Japanese language 

teachers in Vietnam is still limited, leading to a shortage of high teaching quality human resources. The 

majority of current Japanese language teaching human resources became teachers mainly due to their 

Japanese language ability, but lack of teaching skill. Therefore, in order to promote Japanese language 

training in Vietnam, in 2019, the Japan Foundation has opened a training class to provide basic knowledge 

on teaching methods for Japanese teachers with less than 3 years of experience or those who intend to 

become Japanese teachers 222. In addition, there has been effort to invite expat teachers from Japan to 

come to Vietnam. In particular, the Japan Foundation has launched a programme to send about 3,000 

Japanese teachers to Southeast Asian countries from 2014-2020 223. 

Due to recent Covid-19 pandemic, the Japanese government has temporarily prohibited all foreign 

trainees and workers from entering Japan. The government still allows re-entry for those who are 

returning workers, but the number is very limited. This has been a temporary barrier for Vietnamese 

labors to go to Japan, created the delay of entry time and workers have to continue waiting. Despite the 

temporary suspension of entry, labor supply companies in Vietnam are having some measures to maintain 

the demand for mass recruitment of Vietnamese workers, who will be ready to come to Japan when the 

Japanese government allows foreign entry again 224. Workers are encouraged to utilize the waiting time 

to improve their language skill, working capabilities to be able to meet all job requirements from the 

employers as soon as they are allowed to enter Japan. 

 

 

221 https://clef.vn/vi/goc-giao-duc/giao-duc-tieng-nhat-o-bac-pho-thong-tai-viet-nam-nhung-dau-moc-quan-trong-duoc-nhin-lai-qua-dien-dan-
giao-vien-tieng-nhat-pho-thong-viet-nam-lan-thu-nhat-jltf -2021.html 
222 https://toquoc.vn/trung-tam-giao-luu-van-hoa-nhat-ban-tai-viet-nam-mo-lop-hoc-danh-cho-cac-giao-vien-tieng-nhat-
20190417145259912.htm 
223 https://en.vietnamplus.vn/nearly-90000-people-learn-japanese-in-vietnam/133706.vnp 
224 https://thanhnien.vn/hut-hang-khi-xuat-khau-lao-dong-sang-nhat-ban-vua-mo-da-dong-post1407313.html 
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CHAPTER 6. C¦¢¦w9 5Lw9/¢Lhb Chw WL/!Ω{ /hht9w!¢Lhb IN HRD SUPPORT TO VIETNAM 

WL/!Ωǎ ŀǎǎƛǎǘŀƴŎŜ ƛƴ ƛƴŘǳǎǘǊƛŀƭ ƘǳƳŀƴ ǊŜǎƻǳǊŎŜ ǘƻ ±ƛŜǘƴŀƳ Ƙŀǎ ōŜŜƴ ōƻǘƘ ŘŜŜǇ ŀƴŘ ōǊƻŀŘΣ ŎƻǾŜǊƛƴƎ ŀ 

number of critical HRD issues in Vietnam. In orŘŜǊ ǘƻ ǊŜŎƻƳƳŜƴŘ ŦƻǊ WL/!Ωǎ ǇƻǎƛǘƛƻƴƛƴƎ ƻŦ Iw5 ǎǳǇǇƻǊǘ ƛƴ 

the next long-term period, it is necessary to screen through broad opportunities from (6.1.1) recognizing 

priorities to develop HE-TVET to meet the demand for HRD development of Vietnam; (6.1.2) defining 

ƻǾŜǊŀƭƭ WL/!Ωǎ ŀǇǇǊƻŀŎƘ ƻƴ Iw5 ǎȅǎǘŜƳ όсΦмΦоύ ǘŀǊƎŜǘ ƛƴŘǳǎǘǊȅ ŎƻƴǎƛŘŜǊŀǘƛƻƴ ς whether and how JICA 

define priorities by industries; and (6.1.4) reviewing HRD demand characteristics in target provinces.  

The above analysis are taken relatively independently because information are often from different 

angles. Thus, recommendations for JICA on key actions (6.2) are made based on evaluating these priority 

analysis in parallel. The analysis approach will be discussed more clearly at each part.  

6.1 Broad directions for JapanΩǎ cooperation in human resource development for Vietnam 

6.1.1 Mapping of major HRD priorities and HE-TVET development challenges for future cooperation 

Grasping main findings from the broad review of global trends, master plans and policy frameworks 

towards the next decade, issues of existing human resource supply and strategies of donors stakeholders 

in the aforemetioned parts, the below framework is created to map the most important issues for human 

resource development in Vietnam.  

This framework also presents broad opportunities for JICA to expand the support to the widely perceived 

priorities of HRD in Vietnam, as well as maps the main development themes in HE ς ¢±9¢ ǎȅǎǘŜƳ ŦƻǊ WL/!Ωǎ 

cooperation support in the future.   

Figure 171. Mapping of IHRD priorities issues & HE-TVET main development issues for support 

 
Source: developed by the research team 
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Interconnected themes of socioeconomic development goals  

The complex pressures have been reflected in recent important development strategies and plan issued 

by the  Vietnam Government for the next 10-year period. From various plan and policy documents, the 

research team consolidate and present the key interconnected aspects of socio-economic development 

goals that related to HRD in Vietnam, including:  

¶ Achieving GDP growth target in order to maintain the economic growth and resources to fuel all 

development progress; HRD development should contribute to the growth plan identified in 

socio-economic development strategies of the country; 

¶ Sustainable industrialization means fostering VietnamΩǎ ŘŜǾŜƭƻǇƳŜƴǘ towards a modern 

industrialized country need to go together with attaining sustainable development goals;  

¶ Enhancing national innovation capacity to augment ǘƘŜ ŎƻǳƴǘǊȅΩǎ competitiveness in globalization 

context and to generate strong dynamics and resources for sustainable growth;  

¶ Increasing labor productivity & labor competitiveness as a key driven for human resource 

development strategy for achieving overall socio-economic development goals;  

¶ Fostering digital transformation as a key infrastructure in all sector development in the future 

decades of industry 4.0, including HRD at both demand and supply side;  

¶ Green growth & sustainability: Green growth is an important content of sustainable development 

to ensure effective and sustainable economic development and contribute to the implementation 

of the national strategy on climate change. Green and sustainability development has become an 

indispensable aspect in all development goals; 

¶ Quality, equitable, inclusive education & life-long learning is one key aspect of global sustainable 

development goals on quality education, which ensure the strong ground for the future labor 

force development, especially in future pressure of fast aging population; 

¶ Inclusive employment, decent work for all is one of global sustainable development goal that 

directly related to HRD; 

The above goals should be considered as a basis to understand and evaluate the cooperation values of 

WŀǇŀƴΩǎ ŘŜǾŜƭƻǇƳŜƴǘ ŀǎǎƛǎǘŀƴŎŜ ƛƴ Iw5 ǘƻ ±ƛŜǘƴŀƳΩǎ ŘŜǾŜƭƻǇƳŜƴǘΦ  

Human Resource Development priorities  

Understanding key aspects the socioeconomic development goals as well as recognizing key development 

challenges, nine areas of priority for HRD in Vietnam could be determined as follow:  

(i) Enhance supply of high-quality human resources 

(ii) Supply skilled HR for emerging jobs towards future economy and green development trends; 

(iii) Improve education quality towards international standard;  

(iv) Enhance skills match between supply and demand;  

(v) Cost-effective & quality relevance for learners;  
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(vi) Increase quality and scale of skilled labor force align with market demand, and demand for 

industrialization 

(vii) Re-train for adults & support for Life-long learning 

(viii) Social security & labor rights  

(ix) Ensure quality basic education  

These HRD priorities will be the main references to design purpose of HRD support program, either 

towards HE or TVET system, or other extended HRD aspects.  

Key themes for development of HE and TVET in Vietnam 

The main issues and directions for strategic development of HE and TVET system are recognized based on 

demand of priority mission of human resource development, for responding to requirement of 

socioeconomic development goals, and considering the  key development challenges of HE and TVET 

system. The HE/TVET system challenges are grasped from Chapter 2, combining with key findings of 

chŀǇǘŜǊ о ŀōƻǳǘ ŜƴǘŜǊǇǊƛǎŜǎΩ ŘŜƳŀƴŘ ŀƴŘ ǎƪƛƭƭ ƎŀǇǎΦ   

The main development themes for HE or TVET system are relatively grouped as system level issues or 

institution level issues. This grouping effort is to help JICA to recognize a development theme in HE/TVET 

should be approached at system level or at institutional level, in order to design assistance projects and 

select partners.  

Firstly, there are common development themes of both HE and TVET system, including: enhancing 

effectiveness of State management, restructuring institutions network, digital transformation in learning, 

teaching and management of the system.  

 

Lacking of holistic qualification framework, HE autonomy 

are key priorities need efforts at system level of HE, while 

other important issues including developing high quality 

academic workforce, Internationalization &  programs 

development; innovating curriculum & pedagogy; R&D, 

Technology transfer and HE- Industry collaborations would 

be consider more at institution-level efforts.  

The TVET system management is more centralized, thus 

we can recognize more system-level challenges, including 

enhancing access & scale of student enrollments to meet 

with the demand scale of trained workforce, assigning 

strategic TVET occupations (and thus investment for 

TVETIs) to ŀƭƛƎƴ ǿƛǘƘ ƛƴŘǳǎǘǊƛŜǎΩ ŘŜǾŜƭƻǇƳŜƴǘ, 

restructuring and development of high-quality TVETIs, 

national quality framework or national occupation skills 

standards (NOSS). 
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Insufficience of infrastructure and equipment is one important challenge for public TVETIs cases, which is 

more at system-level decision, while it could be institutional level issue for non-public TVETIs. Holistic 

engagement of TVET with enterprises, enhancing institutional quality assurance system & practice and 

raising capacity for TVET teachers and management staff should be considered more as challenges at TVET 

institution level.  

6.1.2 LIw5 /ƭŀǎǎƛŦƛŎŀǘƛƻƴ ŀƴŘ ŘŜŦƛƴŜ WL/!Ωǎ ǊƻƭŜ ƛƴ Iw5 ǎǳǇǇƻǊǘ ŦƻǊ ±ƛŜǘƴŀƳ 

As human resource development is broad, one important first step when defining donor strategy is 

clarifying the approach and focus scope of HRD assistance. Currently, from other donors situation, mostly 

HRD assistance is associated with support for the education system with focus on HE/ tertiary education 

or TVET, which means HRD support is perceived more  as effort invested on HR supply side. Major donors 

also approach HRD broadly as human development, considering human development as a comprehensive 

theme with various interrelated aspects such as healthcare, social welfare, general education, vocational 

& tertiary education etc. Skill development or up-skilling the labor force is also another common 

understanding perspective of HRD assistance. 

As there is no common definition of HRD among various stakeholders, JICA has been developing its own 

way of defining HRD classification to direct its strategic assistance on HRD for Vietnam. Though it is not 

necessary to try clarifying meaning of terminologies, it is impƻǊǘŀƴǘ ǘƻ ŀƭƛƎƴ ǘƘŜ Ƴŀƛƴ ŎƻƳǇƻƴŜƴǘǎ ƻŦ WL/!Ωǎ 

ŀǇǇǊƻŀŎƘ ƻƴ LIw5 ǿƛǘƘ Ƴŀƛƴ ŎƻƴŎŜǇǘǎ ŀƴŘ ŘŜǾŜƭƻǇƳŜƴǘ ǘƘŜƳŜǎ ǳǎŜŘ ƛƴ ±ƛŜǘƴŀƳΩǎ ǇƻƭƛŎȅ ŘƻŎǳƳŜƴǘǎ ǘƻ 

avoid ambiguous understanding in designing programs or in collaborating with Vietnam counterparts.  

From discussions with JICA and reviewing ƻǾŜǊŀƭƭ Ǉŀǎǘ WL/!Ωǎ ǇǊƻƧŜŎǘǎΣ ǘƘŜ ōŜƭƻǿ ŘƛŀƎǊŀƳ ƛǎ consolidated 

with the effort to define WL/!Ωǎ ǿŀȅ ǘƻ ŎƭŀǎǎƛŦȅ ƎǊƻǳǇǎ ƻŦ ǘŀǊƎŜǘ ōŜƴŜŦƛŎƛŀǊƛŜǎ ŦƻǊ Iw5Ωǎ ǇǊƻƧŜŎǘǎΣ ŀƴŘ ǘƘŜƴ 

explain how it matches with (i) human resource development priorities in Vietnam and (ii) common 

classification of HRD system, including HE, TVET and the laborers in the market.  

Figure 172. LIw5 ŎƭŀǎǎƛŦƛŎŀǘƛƻƴ ŀƴŘ WL/!Ωǎ ǊƻƭŜ ƛƴ ǎǳǇǇƻǊǘ ƛƴ LIw5 ƛƴ ±ƛŜǘƴŀƳ 

 
Source: Research team developed from discussions with JICA & related documents 
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Therefore, this framework (figure 172ύ ŀƭǎƻ ŜȄǇƭŀƛƴǎ WL/!Ωǎ ǎǘǊŀǘŜƎƛŎ ǊƻƭŜ ƛƴ ǎǳǇǇƻǊǘ ƘǳƳŀƴ ǊŜǎƻǳǊŎŜ 

development priorities of Vietnam in the future decade.  

Ằ άIƛƎƘ ǉǳŀƭƛǘȅ ƘǳƳŀƴ ǊŜǎƻǳǊŎŜέ ƛǎ ƻƴŜ ƎǊƻǳǇ ƻŦ ǘŀǊƎŜǘ ōŜƴŜŦƛŎƛŀǊƛŜǎ ƛƴ WL/!Ωǎ Iw5 ǇǊƻƧŜŎǘǎΤ ǘƘƛǎ group 

can include experts, highly educated professionals, or managerial HR who are leaders and middle-level to 

high-level managers at enterprises or public organizations. ¢ƘŜ Ƴƛǎǎƛƻƴ ǘƻ ŘŜǾŜƭƻǇ άHigh quality human 

ǊŜǎƻǳǊŎŜέ can be understood as the efforts to develop the HE system in Vietnam, or to build capacity for 

managerial or professional HR groups in enterprises or public administration organizations. WL/!Ωǎ ŦƻŎǳǎ 

efforts for this target group is well matched with the HRD solutions in SEDS 2021 - 2030, which is about 

developing managerial human resource in order to advance human capital and innovation capacity for 

sustainable socio-economic development. 

ằ άtǊŀŎǘƛŎŜ 9ƴƎƛƴŜŜǊǎέ ƛǎ ƴƻǘ ŀ ǇƻǇǳƭŀǊ ǘŜǊƳƛƴƻƭƻƎȅ ƛƴ ±ƛŜǘƴŀƳΣ ƛǘ ƛǎ ŀ WŀǇŀƴŜǎŜ way of defining the groups 

of high-skilled technical staff ƎǊŀŘǳŀǘŜŘ ŦǊƻƳ WŀǇŀƴΩǎ ǘŜŎƘƴƛŎŀƭ ŎƻƭƭŜƎŜ. Therefore, this group is mostly 

equal to the group of vocational college level graduates in the ±ƛŜǘƴŀƳ ŜŘǳŎŀǘƛƻƴ ǎȅǎǘŜƳΦ WL/!Ωǎ ŜŦŦƻǊǘ ǘƻ 

transfer Japanese-style technical college model directly supports the objective of enhancing the supply of 

high quality technical human resource for industrialization and sustainable development, one of the HRD 

ǇǊƛƻǊƛǘƛŜǎ ŦƻǊ ±ƛŜǘƴŀƳΦ .ŜǎƛŘŜǎΣ ǘƘŜ ƛƳǇƭŜƳŜƴǘŀǘƛƻƴ ƻŦ ƳƻŘŜƭ ǘǊŀƛƴƛƴƎ άǇǊŀŎǘƛŎŀƭ ŜƴƎƛƴŜŜǊǎέ  ŀƭǎƻ ǎǳǇǇƻǊǘǎ 

perfectly the developing of high-quality TVET institutions, which is one of the priorities in TVET 

development strategy period 2021 ς 2030.    

Ẳ Skilled technician or skilled laborers is one target group ŦƻǊ WL/!Ωǎ ƛƴǘŜǊǾŜƴǘƛƻƴ, this group equally refers 

to the vocational trained labor force at VTS or VTC level in Vietnam labor system. Therefore, WL/!Ωǎ ŜŦŦƻǊǘǎ 

to support this group are equal to activities to strengthen the TVET system, to build capacity & enhance 

quality assurance at College or VTS level. Again, this aligns with the HRD objective to develop technical 

skilled laborers and contributing to the increase in supply quantity of vocational trained laborers, one of 

the most important targets in SEDS of Vietnam. Support for skilled laborers also help to reduce the skill-

gaps between supply and demand, which finally help to enhance the cost-effective and quality relevance  

for learners & society. 

The group of returned technical trainees (RTTs) should be categorized as one special group of skilled 

laborers and support for RTTs should be considered to be under support actions for group Ẳ, though RTT 

may not have equal TVET qualifications in Vietnam.  

Besides, it is important to note that the group of simple laborers or unskilled laborers is considered not a 

ǘŀǊƎŜǘ ƎǊƻǳǇ ƻŦ WL/!Ωǎ Ƴŀƛƴ Iw5 ǎǳǇǇƻǊǘΦ 9ŦŦƻǊǘǎ to support this group could be categorized under other 

ǎǳǇǇƻǊǘ ǇǊƻƎǊŀƳ ǎǳŎƘ ŀǎ άǎƻŎƛŀƭ ǎŜŎǳǊƛǘȅ ϧ ŀǎǎƛǎǘŀƴŎŜ ǇǊƻƎǊŀƳǎ ŦƻǊ ǘƘŜ ǎƻŎƛŀƭƭȅ ǾǳƭƴŜǊŀōƭŜ ŎƻƳƳǳƴƛǘƛŜǎέ 

(JCAP 2017: A2-O5-P11). 

¢ƘŜ ŀōƻǾŜ ŦǊŀƳŜǿƻǊƪ ƻŦ LIw5 /ƭŀǎǎƛŦƛŎŀǘƛƻƴ ŀƴŘ WL/!Ωǎ ŀǇǇǊƻŀŎƘ ǎŜǘ ŎƻƳƳƻƴ ǳƴŘŜǊǎǘŀƴŘƛƴƎ ǘƻ ŘƛǎŎǳǎǎ 

WL/!Ωǎ ǎǘǊŀǘŜƎȅ ŦƻǊ Iw5 ǎǳǇǇƻǊǘ ƛƴ ǘƘŜ ŦƻƭƭƻǿƛƴƎ ǇŀǊǘǎΦ ¢ƘŜ ŦǊŀƳŜǿƻǊƪ also helps to define JICAΩs role on 

HRD system for Vietnam, including: (1) develop high quality human resource, (2) to increase the quality 

supply of high-skilled technical human resource, and (3) increase the scale and quality of skilled labor 

force with better skill-match; Enhance cost-effective and quality relevance  for learners & society. Each of 

the effort well contributes to the human resource development strategy of Vietnam in the next decade.   
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6.1.3 Target industries for JICAΩǎ HRD support 

a. Background  

Through the ƭƻƴƎ ƘƛǎǘƻǊȅ ƻŦ WL/!Ωǎ ǎǳǇǇƻǊǘ ƛƴ Iw5 ŦƻǊ ±ƛŜǘƴŀƳΣ ƛǘ ǎŜŜƳǎ ǘƘŀǘ Iw5 ǇǊƻƧŜŎǘǎ Ƴŀƛƴƭȅ ŦƻŎǳǎ ƻƴ 

industrial manufacturing, especially mechanics/supporting industry. However, as HRD finally aims to aid 

for industrƛŜǎΩ development, we suggest a review on value of HRD in some potential industries for JICA to 

consider forming the HRD support strategy towards more impactful support in the future.  

.ȅ ǊŜǾƛŜǿƛƴƎ ŘŜǾŜƭƻǇƳŜƴǘ ǘǊŜƴŘǎ ǘƘŀǘ ƛƴŦƭǳŜƴŎŜ ǘƻ ±ƛŜǘƴŀƳΩǎ ƳŀŎǊƻ ŘŜǾŜƭƻǇƳŜƴǘ όchapter 1), as well as 

WL/!Ωǎ ŜȄǇŜǊƛŜƴŎŜ ƛƴ Iw5 ό/ƘŀǇǘŜǊ рύΣ ǘƘŜ лс ƛƴŘǳǎǘǊƛŜǎ ŀǊŜ ǇǊƻǇƻǎŜŘ ǘƻ analyze for this part, including 

Supporting Industry/Mechanical; Healthcare; Information technology & digitalization; Civil Engineering; 

Environment/ Green technology; Agriculture.  

Basic principles to evaluate opportunities   

The five criteria are used to evaluate the relevancy and priority of an industry for HRD support. Each is 

imply evaluated by three 3 level: Low ς Medium ς High, rationale to evaluate is as follow: 

Criteria to evaluate target industry Rationale  to evaluate 

1 
wŜƭŜǾŀƴŎŜ ǘƻ WL/!Ωǎ ŀǎǎƛǎǘŀƴŎŜ 

policy   

Review the relevance with JICA country assistance policy with Vietnam, 

most recent is the JCAP 2017. 

Evaluate if providing human resource support to the industry would 

contribute directly to IHRD program (A1-O2-P2)225 or indirectly contribute 

to other development objectives stated in the JCAP 2017. And there 

should have consideration for support at official assistance level (given 

that private sector actions only are not enough). 

2 Value contribution to Vietnam 

Evaluate the ability to create impact to Vietnam, whether supporting HRD 

in the industry could benefit to the country, considering Vietnam 

development challenges, currently and in the future. 

3 
Relevance to JICA experience in 

Vietnam 

Evaluate if JICA had much experience or advantage in Vietnam, regarding 

in HE or TVET sector, in labor market issues or extended HRD aspects, 

here including potential to support for RTT groups in Vietnam.  

4 
Potential to support Japanese 

companies in Vietnam 

Basic evaluating whether supporting HRD in the industry would benefit 

for current or future development of Japanese companies to Vietnam  

5 Donor positioning 

In case supporting for the industry, whether JICA can have relatively 

unique value added compared to other bilateral donors & avoid overlap 

of scope with other donorsΩ ŀŎǘƛƻƴǎΦ  

 

  

 

225 A1-O2-P2 means Focus Areas 1 ς Objective 2 ς Program 2 in JCAP 2017 (Figure 128) 
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b. Total Evaluation  

The total evaluation upon the above factors are made for the 06 industries as below:  

Figure 173. Evaluation of ǘŀǊƎŜǘ ƛƴŘǳǎǘǊƛŜǎ ŦƻǊ WL/!Ωǎ LIw5 ǎǳǇǇƻǊǘ 

 

Mechanical/ Supporting industry:  is recommended as high priority for JICA. The direction is to maintain 

& expand impact of existing programs  

V High ǊŜƭŜǾŀƴŎŜ ǘƻ WL/!Ωǎ ǇƻƭƛŎȅΣ ŘƛǊŜŎǘƭȅ ŎƻƴǘǊƛōǳǘŜ ǘƻ !м-O2-P2  

V IƛƎƘƭȅ ōŜƴŜŦƛǘ ŦƻǊ ±ƛŜǘƴŀƳΩǎ ŘŜǾŜƭƻǇƳŜƴǘ ŀǎ ƛǘ ŀƭƛƎƴ ǿƛǘƘ gƻǾŜǊƴƳŜƴǘΩǎ ŘƛǊŜŎǘƛƻƴ on enhancing 

supporting industry. Besides, the global value chain movement towards Vietnam will raise 

demand for high quality HR.  

V Highly related to JICA experience. This is the area that JICA has richest experience in HRD projects, 

both in TVET sector via many past project, and in HE sector with VJCCΩǎ training program.  

V High potential to support for current and future Japanese enterprises in Vietnam: this industry 

has the biggest number of Japanese company working in Vietnam, also existing HRD support 

project such as Keieijuku or KOSEN will met with their demand of capacity building for middle 

managers and high skilled technicians. Besides, future business expansion of Japanese companies 

to Vietnam caused by the global value chain shifting will increase demand for both high quality 

HR and skilled laborers.  






























































































































































