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PARTA: INTRODUCTIOMNND 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 ohdhean capital and labor resources.
Recent macro global trends such as the industrial 4.0 movement and digital economy, aggravated by the
recent Covidl9 pandemic, the shifting of global production supply chain and the shifting trends of FDI
investment flowfrom China to Vietham, all of those have put pressure and impact on the requirements
in terms of volume, structure and quality of the human resource in rseltiors The dynamic movements

have triggered strategic questions to all related stakeholdersbath national strategy level and
institutional level as labor suppliers, higher education institutions, and vocational training institutions
about longterm development directions for sustainable socioeconomic development within this global
mechanism. Rectly, besides the Socikconomic Development Strategy (SEDS) for period-2020Q,

the Government has issued several otlimportant strategies and development plafor the longterm
industrial development and development of the labor market of the nation

hy GKS 23GKSNJ KIyRY WL/ ! Qa RS@St2LIVSyid O22LISNI GAZ2Y
and support for critically empowering and enhancing the industrial human resource development in the
country, via multiple actions from establishing amdgilding 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, anchgrepari

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

that Japan has vast experience.

LY 2NRSNJ (G2 SyT2NDS WL/ ! QFd adzllL2 NI & KdzYly NBa&2dzN
foundation br socioeconomic development of Vietham, and a strategic relationship between Japan and
+ASGYFY Ay GKS ySEG RSOFRST WL/! KFa RSOARSR (2
situation analysis of industrial human resource developnieyt + A SvithyfdurXey Bbjectives(1) To

grasp and analyze the current status of various strategies and development plans in the field of industrial
human resource developmenincluding higher educatiom Vietnam (2) To evaluate the needs for

industrial humarresources of companies and universiasswell as vocational training institutionand

so forth on industrial human resource developmd®) To confirm needs for medium and long term
industrial human resource development support in Vietntogether 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 establisfeddm\since 2009,
was assigned by JICA Vietnam asrésearch anadonsulting 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
developmaent 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 ctitnge to a comprehensive situation review. The
mapping of stakeholders is briefly described as below:

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

Vietnam Government
Strategies, Policies & Master plan for socioeconomic development

MOET MOLISA Other Ministries
In charge of higher education system & development In charge of labor policy, labor market & vocational In charge of industrial development & support
education & training enterprises (local & FDIs)
? Provide macro directions, policies, support implementation schemes & resources
@ @

C_ZJ Donors (‘_1/ Government’s Implementation Counterparts @ Demand for IHRD
International Department & Agencies under Ministries (£.g. Directorate of Vocational Education (DVET - Employer stakeholders
Development [ #| MOLISA), Higher Education Dept. (HE Dept- MOET), etc. who demand for
Cooperation agencies: Provincial DOLISA at target provinces quality & quantity of
ADB, World Bank, laborers
JICA, USAID, KOICA, @\ \

Australian Embassy, J Supply for Industrial Human Resources (IHRD) A
Clkte Higher Education (HE) system Vocational Training (TVET) system ! apanese
h X | Universities, colleges Colleges, Vocational training school & centers Entgrpnses (FDl/
* Provide various (Public & private) (Public & private) ‘ Joint-ventures)
financial & technical 4
resource and A 4
4 4
support for o = = : h
Industrial HR C}) Other counterparts: Organizations/ Institutes/ Associations Vietnam & Other
development Network or counterparts relating to for implementing industrial HRD projects FDI enterprises
Bebteel Vietnam organizations such as VCCI, industrial associations
Japanese organization such as JETRO, JCCI, etc.

This research is conducted in 8 months from September 2021 to April 2022, includinglbsa@search

(Phase 1), primary data collection via interviews and mass surveys with stakeholders (Phase 2), analysis
and report writing (Phase 3Jheoverall research progress and the detail content being covered in each
phase is presented as follew

Figure2. Overall research progress & Report structure

\,/ Graph the overall C- Mapping the global socioeconomic development trends; the strategies, master plans of VN Government; Donors
PHASE 1 status of various (including JICA) & other impls ing counterparts;
strategies, trends, 3 2 % o
Desk A- Overall Higher Education (HE) & Vocational Training system (TVET) as HR supply system

h development plans
Researc and issues in IHRD
Sept — Oct in Vietnam B- Expansion trends of Japanese enterprises to VN, other Japanese factors (RTT, Japanese language)

2021

\\\..//
Analyze demand for B’-1 "Irhe de:nand dk:r ;ndus!rl:lu HR from enterprises, existing HR
Indishial: R tor challenges, demand for future skills
F?:ASErzk future development C1- Situation of IHRD support, opinions from Government counterparts
eldwor
(IDI sun’ey) C2- Direction, actions, lesson learnt from International Donors
4 Evaluate current C3- Opinions and st ions of other impl, counterparts
Nov2021— | situation of IHRD : iliti
Jan 2022 support, issues in A- Situation of IHRD support from HEs and TVETs: capabilities,

implementation cooperation with stakeholders; perception of needs for development

B- HR development support in enterprises, collaboration status

\\/

\\// = System issues and on-going challenges of HRD in Vietnam by understanding
PHASE 3 Analysis  on key status and perspectives of key stakeholders;
Analysis & issues and propose = Demand for industrial HR by main industries, categories
Reporting direction for Japan’ = Gap and existing issues in IHRD support
Feb 2022 — cooperation in IHRD = Key learnings from cooperation and implementation models
Apr 2022 = Future directions for JICA’s cooperation in the field of IHRD in VN

-

Chl The macro | Ch2 The supply of Human resource Ch5 Japan - Ché | Future
context of in Vietham Vietnam directions for
Report Structure human Cooperation JICA's
resource Ch3 Demand of H_uman pesource Status and cooperation
Hauz from enterprise sector Related support HRD
in Vietnam cha International Donors Support issues in Vietnam
Situation
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Phasel includesbroad desk review torgspthe overall status of various strategies, trends, development
plans and issues in IHRD in Vietnameluding reviewing previous BReports of JICA.

Phase2 requires heavy primarydata collection via questionnaire survésass surveyand indepth
interviews with stakeholdersn which 3 sulleams for fieldwork study were carried out in parallel. The
table below present the volumefdieldwork results, which were used for analysis:

Structure of Fieldwork research (Phase 2)

Stakeholder groups In-depth Interviews (IDIs)* Questionnaire surveys
ACHE &TVET HElIs (Universities) 12 IDIs 43 surveys
TVETIs 11 IDIs 49 surveys
Japanese Enterprise
P . Jappan 77 IDIs 1000 surveys
B- Enterprises . i i i
p (Vietham & Other (;1; Wlttr:l Japj\nese entterprllses & (390 Japj]anese er;terp.rlses, 610 non
FDIs enterprises) with norJapan enterprises) apan enterprises)
Cl - Government 12 IDIs
counterparts DVET, DOLAB, MOIT, MG
Dept; SAHEP project n/a
DOLISA Hanoi, Hai Phong,
Nang, Can Tho, Dong Nai
G Government, FALMI & HIDS in Ho Chi Minh ci
Donors, Other Cc2 International 10 IDIs
associations  Donors WB; ADB, ILO; GIZ, KOI n/a
Australian Embassy, Embassy
Canada, British Council; Irish Aic
C3 ¢ Associations/ 10 IDIs 31 surveys
Others 06 Japanese associations/ expe Quick surveys with Industry associatiol
04 Vietnamese associations institutes, Japanesianguage centers

*1: Detail List of IDIs to be provided in Apperidix
*2: Detail quota of enterprises in mass survey to be explained in Chapter 3

Phase 3s to gather findings of aflesk research and fieldwork activitiesgmvide critical analysis of the
gaps ad to brainstorm theF dzii dZNB RANBOGA2Yy FyR LX +Fy 2F WL/ ! Qa
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 fhetsed analysis.

Chapter 1 focuses on introduction of the macro context of HRD in Vietnam, explglivirad trends which
may have big impacts on the national IHRD in the future, current issues of HRD in Vietnam and recent
I2PSNYYSyidQa adNIrGS3aIASa YR NBfFTGSR LRfAOASAE Ay K

Chapter 2 addresses the supply of human resource in Vietqeioviding 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 taining. This chapter also includes quantitative and qualitative insights from the survey
and IDIs with educational institutions, thus illustrates clearer their gmhiew.

Chapter 3 is the analysis on the demaiod K dzY' I Y NXB & 2 dzNOS TFdpatwe, B Witich NLINRK & S
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 BIRector from key international donors in Vietnam, their recent
strategies and projects on HRD and lesson learnt from their experience operating in the field.

Chapter S5presens 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 Vietham. This chapter also
addresseslapanese related specific factpiacluding the situation of return technical trainees and
Japanese language education.

Chapter 6 presents analysimd recommendatios on future directions for Japgha O2 2 LISNI (G A2 Y
supportin human resource developmefor + A SGy I YX ALISOAFTAOIEE& 2y WL/ ! Q
focus on.

14



The Data Collection Survey and Situation Analysisdustrial HR Development in Vietham (2p2

4. Executive Summary
The macro context for human resource developmanMietnam

Human resource development has the mission to fuel sufficient resources for the country to thrive in
global competitiveness pressures atadtackle withinternal challengeso mowve 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 IndustfiRevolution wilcause job losses in some industrasd
possibly forcehe laborersto switch occupations and acquire new ski(d) Under the impact oflimate
Charge, environmental degradation, and resource scatcitietnam will expect strong hit teards the
workforce in agriculture and aquaculture sectavhich may lead to thedecreaseneedsof unskilled
workers,and there emerge demand for new jobs towards green economyGl#)al value chain shifting

and USChina trade tension are opportnitiesrf/ietham to attract FDI butleeper integration in GVCs
requireshigher skilled workforce(4) Aging population/ietnam iSorecastedto become an aged society

by 2050, expecting to cause the slowing growth of the labor force which will tighten resources for
economic growthMeanwhile, there has been a significant shortage of healthcare humsource to
prepare for the caring economy.

Vietnam has stable labor supplyrinedium term but needs to prepare to ensure the availabilitiiBin

the long run On the other hand, the countsyill soon lose its current comparative advantage of-ovst
labor in industries that require lowkill and labotintensive.The fact that ¥etnam is among the lowest
labor productivity countries emphasizes a critical requirement for the natidoutiol up competitive labor
advantage based ohigher laborskills and capabilitieBesides, lownnovation capacity will limit the
ability to foster growth innew context, putting Vietham under the pressuréfalling intothe middle
income trap.In general, tiwill need to devote more resources to scientific research and education for
increasing innovation capacity of the workforce and the wholenecwy.

With recognition of the competitive challengesyrhan resource development (HRD) has beémays
determined as one important strategic solution for sustainable secimnomic development of Vietnam

in the next decades, and has been embedded in kggablves in national strategies and master plans
such as SociBconomic Development Strated$EDS) perio2021-2030; Resolution 136/NQP on
sustainable development towards 203Decision 176/QEXTg promulating therogram to support labor

market development until 2030rhe SED&021¢ 2030emphasizeshe four focused demand for human
resource for the country, inclusing (i) Technical HR, (ii) Digitalization HR, (iif) Managerial HR in technical,
business and publicégial fields, and (iv) Human, social care HR.

The supply of human resourceThe system of Higher Education (HE) and Vocational Education &
Training (TVET) in Vietnam

The educationsystem is managed mainly by Ministry of Education and Training (MOEHeavihistry
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 vocati education and training (TVEW)ith the central
role of the Directorate of Vocational Education and Training (DVET).

Thereform of higher educatiorover the period 201%, 2020haswitnessed positive result§ he revised
Law on Higher Education (2018s created an important legal bastspromote university autonomy,
effective use of resources, and innovated the governanckBihstitutions. Much efforts were put in
developing the HE sector towards improvement of education quatistitutional man@ement capacity
andinternational integration transforming public HEIs towards autonomatiofhe network of HEIs has
expanded and strongly contributed to the supply of hellilled workforce

Despite of notable progress in the HE reform, there rematicatisystem challenges, to mention briefly:

() 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 causem&igar 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 giidelines for HEISs; (iv) Insufficient teaching infrastructure and digitalization capacity of HEIs, and
gaps between public and private sector; (v) low capabilitgcaflemicresearch andechnologytransfer;

and (vi)counseling and career orientation fetudents arestill not well associated with socieconomic
development planthat can lead to the HR shortage in some future industries.

Besides, there are some othpositive dynamic movementsuch adnternational collaboratioramong
universitiesand the emergng of new university modelsn Vietnam includingresearch universities,

applied science universities, and ror-profit and liberal universitiedn terms of directionthe draft of

€19 5S@St2LIVSYin$aND NS AS MM YT 2002dzan m2nyp éA YLINR @SY Sy i
and efficiency, enhancing investment and adaptability on global development trends.

With regards to TVET reform progresee new Law on Mmtional Education (2014) covered many
important and breakthrough content in order to strongly institutionalize as well as to comprehensively
reform the TVET systerBuring the last 10 years, tmumberTVET institutionBasremained stablevith
stronger anerging ofnon-public TVET institutions aréstructuring ofpublic ones.Admission to TVET
institutions has increased positively

From TVET system development perspective, begidsiive results, therareimportant limitations and
on-going development aspects. To mention briefly, the issues inclfid&overnance structure is still
evaluated as fragmented and the capacity of state management agencies is still limifBdE{i¥acilities
and equipmenstill needsynchronousnvestment for improving training qualiiy orderto meet practical
requirements of the labor market; (iiipkills Standards, Quality Assurance & Accreditatiend
improvements asthe standards in the TVET system are not stronglglspnized and the national system
of skillsassessment and recognitiod I Sy Qi 6 S Sigtlated B Edcd Gpwith Srnitetnational
integration; (iv)Capacity ofteaching and management workois consideredas not sufficient and
training forteachers have not yet met with the demand of practical occupati@n®igital transformation
capabilitiesin the current TVET system Ve been very limiteddue to insufficient nsufficient
infrastructure and equipmentlimited application in digitalizopp managemensystem and low readiness
in teaching programs and methods.
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l'Yy20KSNJ alFtASyd AaadsS Aa (GKS RS@GSt2LIVSyid 2F (GKS a
education route that having faster track of TVET program for those who ajointovocational trained

work force after lowersecondary educationThere has been initial positive perception of 9+ model from

students and parents, buhe current 9+ modehlso show some clear limitations, such as insufficient
vocational orientation oktudents when entering the program, and the difficulties of TVET institutions in
coordinating the delivery of uppesecondary education content together with the TVET training program.

Besides,ri recent years, developing high quality TVET has been adtrategy of system development,
the expected highlguality TVEodelin Vietnam is comprehensive and ambitious, showing the intention
to systemically restructure the TVET institution network.

The TVET Development Strategy 2Q24030 setsa clearer matrix for TVET reform in the next decade,

with strategic focus on imprang 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

G2 aYSSG GKS RAGSNES ySSRa 2F GKS yRIoy2SNG 0 Y FHINQASIK
requirements in terms of quantity, structure, and quality of skilled human resources for the development

2F GKS O2dzyiNE Ay SIOK LISNAR2RE ®

Industry ¢ Academia Collaboration

Between HEIls and enterpris€ollaboration activitiebetween enteprises andHHs are various, focus
primarily on recruitment purpose, internship & fiefatactice opportunities for students and knowledge
& experience sharingn the future, there will be igh intention for collaboratiorboth from enterprises
and HEIswith expectation ormore complexand customizedcollaborationactivitiessuch as trainindpy
ordersand technology transfer

Between TVET Institutions and enterprisédémost all surveyed TVET institutions are active in

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

popular, especially among Japanese enterpri€ey. 1t SNLINA 8 Sa KI @Sy Qi aSSy (GKSAI
for stronger commitment,meanwhile there has not been a clear leg&dlamework that specify
responsibilities as well as benefit for businesses to actively take part in vocational edu&Guioe.
encouragement poliesexist butare evaluated anot practial enough. Thougthere is a clear trend that

companies show strongewillingnessin the future Besides,the related government agencies and
international donorsare putting high effort to foster the collaboration of TVETIs and enterprisesth

several good example of mukiakeholder collaborating models at both ingtibn level (e.g. Quality

Advisory Board) and industry level (evgcationalTrainingAdvisoryBoardin logistics industry)

¢tKS RSYFYR 2F KdzYly NBaA2dzNOS FNRY SyYyiSNILINARAS aSOi

Currently,soft skills are top prioritizedequiremensfor employees, regardless positions. At manager
level, managementelated skills include leadership, organization management and negotiation are most
required While in recruitment otechnical or specialized staff, industry knowledge &lskre more
important, following by soft skill related to teamwork cooperation and probisaoiving skill
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Meanwhile, the higgest weakness of HE graduates is lacking soft skills, advanced cognitive skill and
technical skill. Most HE graduates usually hiaasic technical knowledge, language ability and ICT skill,

which seem to help them to stand at starting limét are not enough for practical work requirememvVET

graduates areperceivedas lack oproblem-solving and lackf technical skills compareth Sy 1 S NLINA & S & ¢
demand. Therefordn most of the cases, employers need to put much effontiihduse training activities

The dobalindustrial development trends are perceived to affdet HR demand iall industriesIindustry
4.0 revolution with digitalization have the greatest influence ¢time IT and Service indust requiring
future employees to improve ICT s&illdaptability and flexibility skill$HR requirement in industrial
manufacturing industry is most likely to be affected by autowmtithus there is demand for both up
skilling and reskilling for laborers. Meanwhileglobal value chain shifting will lead to increasing
competition in recruiting lowskilllaborersand middlelevelHR

In the future, top 5 future requirements are tecital/specialized skill, problem solving skill, ICT
knowledge & skill, language English, audive learning. Under the influence of global and industrial
trends, technical specialized skills remain as top priority while cognitive skills réigalgimportance
. S a A G&tiviteriérges as one of the most importargkillrequirementsfor the future labor market

Interms of education qualificatiorgurrently university degree is most popular requirement for levels of
manager, technical/professionalagt, and office workes; but TVET qualification is not wglerceived
amongthe OdzZNNBy i SYLX 28SNABR a Yzald 2F GKS &dz2NBSeSR
qualifications when recruiting workers. However, in the future, qualificateuirementwill become

more important since the surveyedenterprises showclearly higher requirementfor eucation
gualifications across all HR grqupcluding requirement of TVET qualifications for worker group.

HR challenges of the enterprises mostly includeiticeease in HR cost, insufficient supply of qualified HR,
and lack of skilled or experienced human resoutd® increasing cost ranks as the most popular
challengesand being moréntense inthe IT industryBesides|T industry is facing with the big shage

of skilled HR, whilemanufacturing and construction industry companies maiebyperience the
insufficiency of workersand the unsatisfaction of practical working skills of newdgruited staff
especially in lowskill laborers.

Following common tneds,Japanese companié@s Viethamalso facehe challenges of increasing HR cost,
insufficient HR supply, especially middle level manadggscompanies faamoredifficulties of recruiting
workers due to the large recruitment quantityormally during peak time. According to some main
Japanese asciations in Vietnamakking local management level is forecasted to be more seriously for
Japanese enterprises in near future.

International donors support situation

Many donors have committed their cooperatigtrategies to strengthen human resource development

in Vietham From observation, there are three main approaches of international donors in designing HRD
support, as (iBystemic sector approaaich priorities are given to solve th¢E/TVET systeméector
issues (ii) Industryled approachwhich priority actions are driven by a specific industry demand fqr HR
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and (iii) Aid development approacthat the HRD projects give priority toward®cial development
objectives,andtarget to support thedisadvantaged beneficiaries

Though only dew big donors commit comprehensive assistance towards systemic HE reforost all
donors engage in higher education sector via supporting-figility human resource and enhancing
international cooperation oHE Up-skilling the labor force by investing in TVET system has been a
common priority of various multilateral and bilateral donoWhile, regarding other labor force issues,
there has been mainly effort from multilateral donors

5 2 y 2iypogd for HEs more demanébased, leading byniversitie)  Nie&n®Hile supports for TVET
sector are more centralized via facilitation role of DVPBigitalization, green economy, gender equality
and other sustainable development issweaildbe embedded aspecta HRD projects. It is also observed
that thereis a tendencyof bilateral donorgo havestronger industry focus in HRiDojects in the future.

WL/ ! Q& O22LISNI GA2Y Ay 1 dzYly wSaz2dz2NOS 5S5S@St2LI¥Syi

The most recent cooperation policy\Wéetnam Country Asgance Policy December 2017 (JCAP 2017),

specifys the03 focus areas(Al) Promote economic growth and strengthen competitivene@s2)

Response to fragilityand (A3) Good Governance. Following these 3 targetas there are 06 mai

devebpment objectives (O) and 13 overall programs (P). In whitRDassistance is mainly defined in
GFNBSGO LINRPINIY tH AGLYRAZAGONARIFIE 5S@St2LIVSyid | yR | dz
GOYKIFIYOS AYRAZAGNAIf O2YLISB6AAAIWSYSada2FyRKRdAZFR OdzBB A
SO2y2YAO0 INRYOGK YR aGNBy3adKSyAy3a O02YLISGAGAGSYSaa

Ly GSNXa 27T & dzLlLJBuNinkefdirceidOvklSpNiéhtipiojedtélofteh gbaunder technical
cooperation scheme, financial support via ODA loans and g@Gititens participation scheme such as
Japanese Overseas Cooperation Volunteers (J@BYS)CA partnership program (JPP) also contribute to
human resource development projects.

From angles of HRD system classificatit@A has been active in projectsiitssystem, TVEBystem, labor
force development issues, as well as extendegpecs in human resource development such as
developing highguality experienced human resources for public and private sectors, leadership
development for starups and SMEs.

WL/ ! Q &adzLJLJ2 NI ¢high qiaktyahiirSaN Jes» iR alid Vietnkarg iyf the last two decades are
marked by the five main effortgi) Strong commitment to develop the VJ@Gtitute to become one of

the pioneering and leading institutes of trainihggh-quality managerial human resourcds) Longterm
commitment for developing higlyuality HRin public sector via JDS scholarsh{jpg;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 delop Can Tho University (CTU) to become an excellent institution of Education,
Scientific Research, and Technology Transfed, (v)Strategic investment to develop Viethaapan
University as an excellent university modeid fostering the significanixpertise and technology transfer
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between Japan and Vietnam, especially in the future interdisciplinary sciences for sustainable
development of the country.

WL/ ! Q& LINR2SOGa Ay 20 GA 2yl finci@ldddnthisippo §6r sgstm¢ NI A y Ay
management at sector level and support at institutional level with specific TVET institiRiofscts that

addressing systertevel challenges of the TVET sector in Vietham such as advising for the national skill

test system and related national skélandards, andnitial support tointroducing 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 ahitrg

equipment at Japanese standard.

Consideration of Japanese specific factors

Japan FDI and the expansion trends of Japanese enterprises to Vi€eapitesome fluctuation Japan

FDI has beein a graduakisingtrend, rankedtop 3 FDI inflowcourtries to Vietham The number of
Japanese enterprises operating in Vietnam increased gradually during, concentrating mostly in Southeast
and Red River Deltdt is estimated that 6.8 hundred thousasgbeople are working in Japanese
enterprises, manufacturing companies have the biggest lalmze Fom evaluation ofJapanese
companies, human resources in Vietnam still mostly compete onddfbut not on quality. However,

rising HR cosis an increasingpressire for many Japanese enterprises in Vietnddesides, nder the

effect of GVCsshifting and USChina trade tensionthe demand of laborers working in Japanese
companieswill increase, along withequirement for higher skilled laborers

Returned Technicdlrainees (RTTsln recent 510 years, the supply of Viethamese Technical Intern

Trainees has increased remarkalbnking top among the countries dispatchileghnicalintern trainees

to Japan, especially in construction, food manufacturing and machivérgn returning home, however,

the actual proportion of Viethamese RTT who could utilize tmsijperience in Japan fogetting
recruitmentin Vietnam is relatively low (about 26.7%) compmhi@ other countries There are prominent

barriers for RTT tintegrate to Vietam labor market, includeNT- A y SS&aQ ANNBKt Satl yi 62N
skills & mismatch of expectation fealary and positie, Mismatchof skills recognitiorsystembetween

Japan and Vietnam cause the difficulties for RTT to effectivelyepttosir 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 RTTsvhen returning to Vietnancouldbe animportant skilledworkforceto participate in the Vietham
labor force.Therefore,supporting this group to integrate effectively to the workforce in Vietnsm
considered as one important contributiai JICA in HRDrfVietnam.

Japanese language educatioviietnam has been growing consistently in terms of Japanese learners,
teachers and training institutiond/ost populampurposeof training courseat languagesducationcenters

is for Japanese Languagd®oficiency Test (JLPT) preparati@iwa basic communication coursis
adultswill becomemore popular, withoffer pocketsized training coursethat can support people with
full-time job in learning Japanese in a more convenient metBesides,@mpanies in manufacturing and
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IT industries have highest training demand for their staffsart from Japanese language, Japanese
working mindset and culture are also introduced.

CdziidzZNB RANBOUGAZ2Y F2NJ WL/ ! Qad O22LISNYX GA2Y Ay | w5 &dz
AddresingHETVETsystem challenges tmontribute toHRD developmemrioritiesof Vietnam

Understanding key aspects the socioeconomic development goals as well as recognizing key development
challenges, nine areas of priority for human resource development in Vietoaid be determinedas
directions for any cooperation support of JICA, includifigEnhance supply of highuality human
resources;(ii) Supply skilled HR for emerging jobs towards future econamygreen development

trends; (iii) Improveeducation quality towarditernational standard(iv) Enhance skillmyatch between

supply and demandy) Costeffective & quality relevance for learneri) Increase qualityand scale of

skilled labor force aligwith market demandand demand for indstrialization; (viiRetrain for adults &

support for Lifelong learning (viii) Social security & labor rights; (Ehsure quality basic education.

Recognizing the national HRD priorities and the main challenges of th@ VT system is the basis to
adz33Said RA NBDpart? tycantribuieNd the istrategiz &evelopment ¢iE and TVE both
systemlevel issues anthstitution level issuesasshown in Figure 1Z2Mapping of IHRD priorities issues
& HETVET main development issues for support

¢CKS FTNIYSE2N]l 27F LI w5 [ f $etORAYFYA2QT (dky2R/S NBRYIR yWIA/Y!13Q &) 21
strategy for HRD support. The framewdFigure 172) is develop to defidCAR NBrf HRD system for

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

the next decade, includind1) Develop high quality human resource, which is directly linked to higher
education system(2) To increas¢he quality supply of higiskilled technical human resource, and (3)

increase the scale and quality silled labor force with better skithatch; Enhance cosffective and

guality relevance for learners & society

Reviewing ofTarget industries fadlCAa | w5 : & dzLJLJ2 NJi

The five criteria are used to evaluate the relevancy and priority of an industy:§if S@F y O0S G2 Wil
assistance poligy(ii) Value contribution to Vietnam(iii) Relevance to JICA experience in Vietnén)
Potential to support Jagnese companies in Vietnargvi)Donor positioning

The total evaluation are made for the 06 industries presented irFigure 173 To briefly mention:
Mechanical & Supporting industry is recommendedHigh priority, IT & Digitalization industry is
recommended adHigh priority, Environment/ Green teclis recommended a$ledium- High priority,

Healthcare is recommended as Mediuniigh priority, Civil Engineering is recommendedNsdium

priority while Agricultureh & NB O2YYSYRSR 2@SNIft & [26¢ LINR2NRGE

hLILI2 NIidzy AGASa F2NJ WL/ ! Qa | w5 adzLJLI2NI Fd LINRPGAYOS

The summanpf province taracteristics is presenteid Figurel74,together with recommendations of
1Se LRISYyGAFt 1 w5 LINRPINIYa Ay K SNoticdatlyItilerBystly ¢ A ( K
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development direction of each target province is putting much focus ongéaation of hightechnology
application digitalization, and the development of smaity, confirming the demand talevelophigh-
guality and skillechumanresourceat provincial level. In brief, key suggestions are:

In Hanoixcontinue current projects in higher education, expand the KOSEN model development, and new
project to strengthenthe collaborationof Japanese enterprises with TVEmisupport industry

In Hai Phongsupport to build capacity for the TVET sector, inglgdnanagement and teaching staff,
management system, with a focus on supporting industry occupations. Suppwevedop labor market
information platform for forecasting & matching supggmard could also be considered;

In Da Nangsupport to build highguality human resourcéor smartcity, green& renewable energy
sector, andthere could be programs that connect Japanese enterprises with key TWETts supporting
industry;

INnCanThoc2 Y G Ay dzS aGNBYyIGKSYyAy3a / ¢! Qxharys OPderetechhblohyi 6 A ( K
for agriculture & fisheryand consider support to build capacity TVET sector, together with strengthen
Mekong Deltaegional linkagén TVET;

In Ho Chi Minh Citgxpand support to the HE sector, fostering internationalizaio aiming to supply
to high-quality HR for HCMC in advance technology fieddssider to support for healthcare nursing
care HRn TVET sectosupport to develop efficienfabor market ifiormation system applying Japase
experience

In Dong Nai:continue some supporfTVETIswith focus in quality assurance and skéiét system,
strengthen connection of Japanese enterprises with TVERconsideprograns todevelop high skilled
workforce for future Aviation industryo serve the new largest airport in Vietnagbhoth 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 witbriigmingprojects and new
initiatives fa 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 resourcaiVietnam including consideration tsupportand advicefor the ¢Strategyto
develophigh qualityHR for high technology development\ietnanté = ¢ KA OK A& f SFRAyYy3 0

(B) Initiatives to Bhancehigher educatiortraining systenfor providinghigh quality HR for future green
economywith the participation of current higher education projects but integrating improvements into
each program such aslM, VJCC institutes, JDS, @Ttbver activities and training programs for green
economic resources and green technology
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(C) Initiatives to rhance thequality and scale of skilled nursing & caring MiRh the basic idea is to
S E LJ- ¥y Rcuvéht prbjeéis imursing cargwhich belong to healthcare programs) in a way that could
further touchto training supply system

(D) Support to strengthen the NOSS syst@aous onfields &occupations that havinghajor amount of
RTT, in particular, construction/civil engineergimgechanical & supporting industry;

(E) Comprehensive support for RTT in Vietnaanmuliple solutions, such a&nhancing the access to
information and increase role of DOLISA, matching skills evaluation and skill standard feysSRFis
provide supplemetary capacity building activities for and empower more innovative solutions from
grassroot level

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

(G) Strengthen practical collaboration of Japanese enterprises with TMEA Isnulti stakeholder
intervention model;

(H)Provide support to enhance capacity of training for key TVETIs in target industries and target provinces
such asSupport Industryoccupations i6 Hanoi, Hai Phong, Dong Nai, HGMHBealthcare Nursing in

HCMGQ; Environment& Green occupations for TVHA® Can Tho, HCNJAT (in Da Nang, HCM@ndCivil
Engineerindin Hanoi, HCMC, Da Ngng

(1) Support for starup and SMEsgevelopment irhealthcare, environmental green development and
agritech.
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PART B: MAIN REPORT CONTENT
CHAPTER THE MACRO CONTEXT OF HUMAN RESOURCE DEVELOPMENT IN VIETNAM

1.1 Major related global socieeconomic development trends

1.1.1 Automation, Industry 4.0 &Digitalization

Machines, robots, artificial intelligence, and information technology are rapidly entering the workplace
worldwide, technological advancese transforming human experiences and capabilities while causing
potential labor market disruptionsral 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 needén the workplacé

Besides, the Corona pandemic is taking place worldwide witfetsrhing 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 @is 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 learningtedeldealth are employed

to support the society functions work during lockdown and quarantine. Automation and Al are deployed
in warehouses, grocery stores, call centers, and manufacturing plants to replace workers and to reduce
workplace density.

A recentreport of Pw€ indicates the impact of automation on jobs by industries across 3 waves of
automation (Figure 3).

1 The 1st wave algorithm (to early 2020s) focuses on the automation of simple computational
tasks and analysis of structured data. It imactostly on datalriven sectors such as financial
and insurance, information and communication, and professional, scientific, and technical
services.

1 The 2nd wave; augmentation (to late 2020s), repeatable tasks in clerical support and decision
making areautomated. The financial and insurance sector will continue to be highly impacted,
along withmuch broader, almost all sectors

1 The 3rd wave, autonomy(to 2030s)with the evolution of Artificial Intelligence (Al), autonomous
vehicles and robots will ftimer automate routine tasks, focusing on physical labor and manual
dexterity, and problensolving in dynamic realorld situations that require responsive actions,
such as in transportation and storage, manufacturing and construction.

1 Allianz Partnerg Mega trends of the Zlcentury (Jun. 2019)
2 PwCq Will robots really steal our jobs: An international analysis of the potentiaHeng impact of automation (2018)
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It is forecasted thgjob losses are more ihighly educated workers at 1st wave, but safer at later waves
because of their greater adaptability to technology changes, or by their senior managerialFiakssy,
low and medium education level workers concentrated in jabbe lost with high routine content

Figure3. Potential rates of job automation by industry and education level across waves

Unit: %

By industry

Transportation and storage | ]

Manufacturing |

Construction | |

Administrative and support service | |

Wholesale and retail trade | |

Public administration and defence | |

Financial and insurance [1]

Information and communication I |

Professional, scientific and technical | |

Accomodation and food service

Human health and social works | |

By education level Education

High
Medium [ |
Low ] |

0 10 20 30 40 50 60

W Algorithm wave  [JAugmentation wave  [JAutonomy wave

Source PwC, Will robots really steal our jobs: An international analysis of the potéotigiterm impact of
automation, 2018

As stated in a report of OEE I many G20 countries, it is forecasted that job losses are concentrated in
jobs with high routine content. As the demand for jobs that require tigtel cognitive and sociakills 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 emgldgd®ve 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 trenthe alleviation of manual wonill 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 withamongindustry shift
(discussedin Sec. 1.1.3), the sector will netm surf on 3 big wavethat are DX,basic machinalization,
andworkforce shift to other sectors.

3 OECILx, Global skill trends: Training Needs and Lifelong Learning Strategies for the Future of Work (Jun. 2018)
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In agriculture, the utilization aéquipment 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 employmeatibecsewing employees
account for the largest proportion of the workforce in a garment factory¢{@B6) especially on its
manufacturing line (8896%J. Admittedly, jobs that are immune from automation, requiron-routine

and nonmanual tasks

Figured. Leading occupations by employment in categories of low and high risk
of automation in Vietham

Low-risk Number of Risk of High-risk occupations | Mumber of Risk of

occupations Employees automation Employees automation
{ooo) (%) [o00) (%)

House builders 1,599.2 7.1 | Crop farm labourers 12,770.4 87.0

Secondary school 338.0 0.8 | Stall and market 3,892.6 94.0

education teachers salespersons

Primary school 249.7 8.7 | Livestock farm 2,558.0 87.0

teachers labourers

Primary school 207.0 8.7 | Shop sales assistants 2,120.7 95.0

teachers, medium-
sized schools

Handicraft workers 195.5 3.5 | Garden and 1,005.6 95.0
in wood and harticultural

basketry labourers

Early childhood 165.4 7.9 | Subsistence crop 933.9 87.0
teachers farmers

High School 162.3 0.8 | Building construction 911.1 80.0
education teachers labourers

Handicraft workers 161.2 3.5 | Fisheryand 842.6 83.0
n.e.c. aquaculture labourers

Nursing associate 158.0 5.8 | Sewing machine 769.2 89.0
professionals operators

Management and 153.5 7.1 | Livestock and dairy 693.6 76.0
organization producers

analysts

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

To cope with the circumstances, a large number of agricultural employees in Vietham will need to acquire
a variety of skills to avoid being swept away by the wave of automation. On the sithes 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 andnow how to operate programs on a computer. Therefore, Viethamese
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 DigitRleadiness Repdytmost Vietnamese respondents (84%) denoted that
they are willing to learn new skills in digital transformation, this rate is higher compared to global level

4Lan, P.T.T (Oct. 2020), Automation and its impact on employment in the garment sector of Vietnam
5 PwC¢ Vietnam Digital Readiness Report (Mar. 2021)
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(77%). That means Vietnamese are aware of concerns about automation puttingtjobk, and they also
express their readiness in adapting to ameliorate future employability.

Besides, although Vietham's digital evolution index (DEI) is 46.79, which is low when compared to
Malaysia's (69.03), Thailand's (53.04), Singapore's (9888)/ndonesia's (47.72)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, teamvkprcreativity, and management.

1.1.2Climate 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, disapaeee of current jobs and emerging of new
job as well as chaing 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 1.5gdees Celsius over piedustrial levels by 2040.
Climate change is becoming a réiahe 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 worlido be lost globally, equating to about 35 million iithe 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 haem ris 2.0%, equating to 72
million fulHtime jobs lost. The detrimental consequences of rising temperatures are dispersed unevenly
between subregions. SoutfEastern Asia area, including Vietnam, ranks the 3rd to be hardly hit, with
productivity losses 08.3% by 2030 respectively, equating to 4.6 million ftilne jobs.

Particularly, these changes lead to jobs loss in industries which rely on the environment including
agriculture, fisheries, forestry, mining, fossil flrelsed energy rely on natural resources, and related
sectors such as food manufacturing, related sewiand tourism industry.

The transition to greener, lowarbon 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 endgst®3€), the
transition to sustainability in energy sector is expected to bring about net job creation of arounillib®
jobs globally. Around 2dhillion jobs will be created, driven by the higher labor demand in renewable

6 Knoema Corporation websitéhttps://knoema.com/DEI2020/digitalolutionindexdei
7 1LO, World Employment and Social Outlook 2018: Greening with jobs (2018)
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energy production and the eine 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, irand other nonferrous 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 thegnand extraction of
coal, petroleum, and natural gas, sectors which closely links to the fossildaetl automotive industry,
fossilfuel based vehicles manufacturing, and the retail sale of automotivé. fuel

Figure5. Sectos most affected by the transition to sustainability in the energy sectpglobally

Industriesset to experience the highest job demand Industriesset to experience the strongest job demand
growth (absolute) decline (absolute)
Sector Jobs Sector Jobs
(millions) (millions)

Construction 6.5 Petroleum refinery -1.6
Manufacture of electrical machinery and 25 Extraction of crude petroleur& services related| 14
apparatus to crude oil extraction, excluding surveying
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 08 Manufacture of gas, distribution of gaseous fue 03
photovoltaics through mains
Retail trade, except of motarehicles and Extraction of natural gas and services related f
motorcycles; repair of personal and 0.7 -0.2

natural gas extraction, excluding surveyin
household goods 9 9 ying

Industriesset to experience the highest job demand| Industriesset to experience the highest job demardkcline

growth (%) (%)

Sector Jobs(%) Sector Jobs(%)

Production of electricity by solar thermal
energy

3.0 Production of electricity by coal -0.19

. . Extraction of crude petroleum and services
Production of electricity by geothermal P

0.4 related to crude oil extraction, excluding -0.11
energy .
surveying
. . . Extraction, liquefaction, and regasification of
Production of electricity by wind 0.4 g 9 -0.11

other petroleumand gaseous materials
Production of electricity by nuclear energ| 0.3 Petroleum refinery -0.8
Production of electricity by biomass and Manufacture of gas, distribution of gaseous fue

0.3 . -0.5
waste through mains
Production ofelectricity by solar . _ .
. y by 0.3 Mining of coals and lignite, peat extraction -0.3
photovoltaics
. - Extracti f natural d i lated t
Production of electricity by hydropower | 0.2 xtraction of hatural gas and services relate -0.3

natural gas extraction, excluding surveying

Source: ILO, World Elogment and Social Outlook 20&¢&reening with jobs, 2018

8 1LO¢ 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 emissiensive industries are necessary to adapt
with new consumption angroduction patterns, resource efficiency, and emission targets. Retraining and

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

Figure6®

GDNB Sy ¢

& the associated retraining needs

NB a (i NHzO i dzNXR y alyvaffelctgdR dz& (G NR& S a

Industry Training needs
Agriculture, forestry,| 9§ New farming practice, crop diversification and organic farming
including food/wood| { Biofuel production and new technologies
processing 1 Ecotourism, rural and foest tourism
9 Retraining of farmers as forestry workers
9 Skills upgrading for farmers in sustainability, climatology, -@mmselling skills
entrepreneurial skills
1 Complex use of timber and new technologies in wood processing
Fisheries 1 Retraining fojobs in marine natural parks
1 Retraining of agricultural workers
9 Skills upgrading (sustainable fish/seafood farming, aquaculture)
Extractive industries anq { Retraining (into e.g. renewable energies)
fossil fuel energy generatiol § Skills upgrading (sustainablpractices, energy and resource efficiency, new gr
technologies, clean coal, carbon capture and storage)
Emissiorntensive 1 Skills upgradingcore/portable skills; training for specialized sustainability skills
manufacturing 1 Training for compliance with industries environmental regulations
1 Environmental impact assessment
1 Change in production processes (energy and resource efficiency, recycling, treaf
hazardous waste)
Automotive 9 Skills upgrading for car: mechanics, technicians and engineers
1 Training on design, maintenance and recycling, fuel efficiency
Shipbuilding 1 Retraining for other heavy industries, including installations for/afishore wind
turbines and wave and tidal energy
Cement 1 Retraining
9 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 tisorkforce in agriculture and aquaculture sectors

£ A ¢

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 Wtaof 50
| y-densitivg AafuMl3esdrrSdsIdgriButiuredsypredixfed Y I G S

+ASUylFYQs

g2N] F2NDOS

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.e2@095. 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 Banlk; Vietham 2035 (Feb. 2016)
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in operations. As a consequence, related services and manufacturing sectors in tliearbralue chain
is also affected.

For example, the coastal areas of Vietham have a population of about 18 million people, of which 58% of
the population mainly live on agriculture and fishing. There are aroundd@8people directly engaged

in fishing around 100,000 people work in the seafood processing industry and about 2,140,000 people
are engaged in fisheries serviéeg=ishing and aquaculture, which depend heavily on water availability
and the abundance of coastal resources, are among the most senaitid 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 F¢R@aajion
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 technigues under the impact ofalight and saltwater intrusioriNotably, for enterprises that

cut or temporarily stop working, unskilled workers and seifployed workers are the first employees to

be cut and usually do not receive severance allow&ince

1.1.3Global value chain integration, 8¢ China trade tension
Deeper integration in GVCs requires countries to equip higher skilled workforce

Economic opportunities gained from GVCs patrticipation go beyond the opportunity of increasing exports,
but also include technology and knowledge trastising FDI, and human capital upgrading. 1and
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 slifaborintensive goods production from
developed countries to developing countries to leverage the latost arbitrage. However, with higher
competition between more countries in GVCs as well as the acceleration of automation, trade based on
low labor osts 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, anéradtles 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 declinin, 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 higtemhrological sectors, the type of work in
different sectors will shift.

10 Science, technology and environment Commitié&esponse to climate change in Vietnam (2017)
11 Online newspapeittps://nld.com.vn/conedoan/bien-doi-khi-hau-gayanh-huongdenvieclam20201217203115809.htm
12 OECD Interconnected economies: Benefiting from global value chains (2013)
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Impact of COVHR9 pandemic further lessen the importance ofHoest labor advantage

Along with globalization and GVCs participation, most nations become interdependent and related
each other, but the critical hit o€OVIEL9 outbreakhas raised much concerns on the risks of instability
associated with the international fragmentation of productidio recover or to respond to the pandemic,
developed countries are likely to readjust theupply chains shifting to nearshoring production places in
order to shorten delivery time as well as to lower further risk of supply chain disruptionsHifting'3
trend in developed countries is supported by automation & digitalization tremtigch reduce the heavy
dependence on labor. This meagveloping countriedike Viethnam should natainly depend on low
cost labor strength because distance advantage aptivery effectiveness have been increasingly
important factors in GVGaovements

Situation of Vietham: enhance the supply of skilled labor force in main manufacturing sectors is the key to
RO YOS (KS O2dzy iNEQa LI NIGAOALI GA2Y AYy D=/ &

Vietnam has a lot ofggce to grow in GV@dth alarge pool of youngndunskilled labors whaan be the
sourceto enter the manufacturing secter However it is still necessary to aware that the size of labor
force of Vietnam is much smaller compdr® China or India and labor size advantage is just a relative
strength of the country.Improving labor productivity and higskilled workers is a relativelygrequisite

to enhance the competitiveness compdr® other countries in the same region

Vietnam currently has 4 key GVCs including agribusiness, textiles and apparel, transport equipment, and
electronics/ICT equipmenthe tadeagreements, especiallyew FTAgre cruciato boost up Vietnam in
moving up in GVCh textiles, garments, and clothing, as well agsleh sectors like electronics, Vietnam

is projected to make a greater contribution to the global and regional manufacturing envirotiment
However, as a consequence, it also reqdite increase the sophistication of manufacturing processes, to
necessitate extra capital expenditu@nd increase the demand for higikilled labor

Besides human resource factors, key challenges for Vietham ¢ontake inclusive participation in GVCs
include: (1) resolving thbottlenecks in logistics and infrastructdfg(2) advancing the development of
supporting industry with a higheate for localization of materialg 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 foreiigvested enterprises

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

labor, especiallyn 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 l@le to adapt to advanced industrial technology movement, such as automation and

13 United Nations Conference on Trade and Developne®&outhSouth Cooperation at the time of Covi®: Buiding Solidarity among
Developing Countries (May 2020)

14KPMG Investing in Vietnam (Mar.2021)

15Online newspapetttps://en.viethamplus.vn/viethadooksto-addresshottlenecksin-logisticsinfrastructure/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.

USAChina trade tension may have positive impacts on FDI in Vietham and create job opiesrtunit

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 becausg/i@ainese goods, which are affected

by tariffs, are also produced and consumed in VietHarBeveralcompanies, including those that
manufacture furniture, refrigerators, and automobile tires have relocated their operations to Vietnam,
and other Southeasfsian countriesMultinational corporations such as Foxconn, Samsung, and Daikin
were opening new factories in Vietham rather tharChina due to the doubling of Chinese manufacturing
salaries over the last seven yedr#\s for textile angiarment sector, one of the key industries, USH#ina

GNI RS 461 N Fftaz2 FOStftSNIGSa I LILI NBf TFphaechoiNaii@ a Q a KA
footwear industries®. Many giant retailers in footwear, such as Nike, Adidas and Brooksriguege
Vietnam to shift majority of shoes production due to traghr tariffs!® The CEO of Brooks Running said
that this production shift will move more than 8000 jobs from China to Vietffam.

The relocation has created further job opportunities for Vatrese laborersbut there were concerns
Fo2dzi +#ASGYylFYQa FoAfAlGe G2 FdAfe oda2NbD FyR GF1S
to a structural labor shortage as Vietnam had limited supply of human resource who earned vocational
training a higher. On the other hand, this production shift can be seen mostly in dabemsiveness

sectors, such as in agriculture, footwear, textile and garmeuwt,Hdwever labor intensiveness is another

concern of local provinces as it lestd other sociabressure and stakeholders need to take actions. For
example, to decrease labamtensiveness in labentensive industries, HCMC government has issued a

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

On the other hand, USBhina trade tension was considered to positively impact to Vietham from the
aspect of increasing the ability to absorb foreign direct investment opportunities.

In the face of declining global economic growth, Vietham was one dethenations that have achieved
extraordinary development, as seen by its registered capital reached 38 billion USD in 2019. However, in
2020 & 2021, the Cowitl9 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 Timesttps://www.ft.com/content/4bcelf3e8ddalle3alct51bf8f989972

17 Vina Capitat USChina Trade Tensions and Vietnam (Jul. 2018)

18 Online newspapemttps://www.scmp.com/lifestyle/fashicheauty/article/3035927/ushinatrade-war-acceleratesappareffactoriesshift
19 Forbeshttps://www.forbes.com/sites/peterpham/2018/11/29/vietnartiade-war-balancingact/?sh=12937fbe7b36

20 Online newspaper:https://e.vnexpress.net/news/business/companiesfastwearmakerto-move-chinaproductionto-vietnamthis-year
3918368.html

21 0nline newspapetttps://nhandan.vn/tinchungl/giamtham-dunglac-dongo-cachganhsanxuatcongnghiep649679/
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Figure?. Foreign Investment in Vietnam as 8M2021
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Source: MPI, KPMG, Investing in Vietnam, 2021

In 2020, the total FDI Mietnam, down 25% from 2019 ev#hough 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 infectionscocing 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 Vietham, which could lead to
the threads of job loss iretated sectors at a large scale.

1.1.4Population 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 2168 The fastesgrowing segment of the population will be théder
people of 60 years old and abdve

Figure8. Global population by age groups in 1980, 2017, 2030 and 2050t: billions)
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Total 4.5 7.5 8.5 9.7
Source: United Nations, World Population Ageing 2017: Highlights, 2017

22 World Economic Forunfittps://www.weforum.org/agenda/2015/07/workdf-11-billion-populationgrowth/
23 UnitedNationsg World Population Ageing 2017: Highlights (2017)
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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 comdd with a declining share of workiage means an
increase in the oléhge dependency ratio. AsRacific 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 halvé*tadi®
senario 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 adege and there will be structuralemographic
transition toward an aging society in the next 30 years

By 2050, it is predicted that Vietham will face a structal@nographic transition toward an aging society.

The total population is forecasted to reaepproximately 109 million people, increasing nearly 15%
O2YLI NBR (2 HnmpUad LY HampI +ASGYylY Sye2e&SR gKI
population was aged between 15 and 64 (legal working?2@e) | 2 s SGSNE +ASlGy Il YQa L2
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 highagld dependency ratio: there is one dependent elder

for every two people of working age.

These treds 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 d®pment and increase the possibility of labor
shortages.

Figure9. Vietham Population Age Pyramid in 2015 & 2055

Unit: %, 100%= 92,677,082 (citizens) as of 2015, 100%= 109,783,121 (citizens) as of 2055

6 4 2 0 2 4 6 4 2 0

™
IS

EMale © Female EMale Female

{2dNDSY t 2Lz A2yt 8N YARDPYSGES wSasSlNOK GSFHYQa [ ylfeah:

24 OECL, Society at a glance: Asia Pacifid 202019)
25 Online newspaper:https://www.gov.uk/government/publications/vietnafrom-goldenageto-golderoldieshiethamfrom-goldenageto-
goldenoldies
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A high dependence ratitmdicates that the entire economy bears a heavier burden in supporting and
providing social services to children and elderly people who are often the economically dependsnt
Vietnam is predicted to rank6both in 2015 and 2055n the old age depedency ratio among among
East Asian and Pacific countries.

FigurelO. Old age dependency ratio in 2015 & 2055 among East Asian & Pacific countries
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Source: OECD (2019)

An important consequence of this trend is the structural decimworking 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
sacial insurance at 33.5% of the labor force in 2826lder 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 eldesysaemsin 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 frona paid healthcare worker, caregiver, or neighbor. This reveals a fact that Vietham
is lacking healthcare workforce that serve for elderly care services and the related healthcareTibsues.
proportion of disability is significant among the older persond Bcreases 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 n@ommunicable diseases are the main cause of disability. However, the geriatric
systemand social services system for the elder people in Vietham are still far from meeting the current
demand’. Care for older persoris 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 perddmoee or in the
hospital, mostly with low quality.

26 Online newspaperhttp://www.congdoan.vn/tintuc/thoi-su-487/namdautien-so-nguoitham-giabao-hiemxa-hoi-bat-buocgiamdo-dich-
599716.tld
27Viet Nam National Committee on Ageing (VNCPywards a comprehensive national policy for an ageing Viet Nam (2020)
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The shortage of healthcare staff has negative impacts on the provision of primary healthcare and health
adaidsSy adzaildlrAylroAftArded !'fiK2dAK KFI@Ay3a aftAaA3aki
workforce is still far to catch up with that of Asian developed countries like Malaysia, Japan or South
Korea.

Figurelld +ASdyl YQa K SI00aDKopwafion,J2GL22019S LISNJI ™

Types of work force 2011 2012 2013 2014 2015 2016 2017 2018 2019
Nurses 10 104 10.7 10.8 111 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 21 24 24 3.0 2.9 2.9 n/a

Source: MOH Health statistics year book annéflly

In comparison to a country like Japavhich 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 countriaeksoofficial 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 nursindjealth 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 pe®d® 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 ofhuman 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 tkerguss level
providing primary caré. Ingeneral 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 specializatitrefelderly and has a low
number of specialtiesThe country also has limitation in advanced trainiit only one intense training
programin hemodialysis, far fewer than Japavhich is welknown forits aged care system due to an
aging populationwith 21 trainingprograms Thanks to iteexperience in the caring services regarding
technology, system, and human resourtesning, @operation in this specialty to convey experience to
Vietnam will undoubtedly aid Vietnam in better preparing nursesHerelderly.

28 https://moh.gov.vn/thongke-y-te
29 Sustainability and Resilience in the Vietnamese Health System, Tran Thi Mai Oanh, Nguyen Khanh Phuong and Khuong Asih Tuan, He
Strategy and Policy Institute
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1.2 Vietham human resource development issues toward letggm global competitiveness

1.2.1Labor 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 (3559) made up half of the labor force. The proportion of the young labor force8415
maintained quite stable around 38%, while tteftmiddleaged 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.

Figurel2. Vietham Employment Structure by Ages
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Source: GSO (2020)

At 74.4% in 2020, labor force participation in Vietham is remarkably high, compared to 60.5% (world),
67.2% (Soutttast Asia and the Pacific). In which, worldge peopt 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 inlzSy OS 2F GKS LI yRSYAO 2NJ SO2y2YA 0 NBadGl
remain stable in the short to medium term. However, in the long thiere would bechallengeof limited

reserve of the labor force to boost aggregate labor supply.

Figurel3. Labour force participation rate, by overall and rural/urban areas
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The nationalnemployment rate has been low and stable in Vietham, slightly increased from 2.1% in 2014

to 2.17% in 2019. However, it raised2al8% in 2020 under the impacts of the CelApandemic. The

unemployment rate among the youth (151 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 yetranwill

need to raise the education level of the-28 age group. As the population ages in the coming years,

LISNA2ya Ay (GKAa F3S oNIXO1Sd gAatft 0S02YS (GKS ol O10
Figureld. Youth Unemployment Rate
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1.2.2 Labor force structue

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 lyapid following the global trend.

The number of workers in agriculture, forestry, and fisheries fell significantly, together with the increased
number of workers in the industrg construction and services. In which, the service industry grew from
24.8% 0 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.

Figurel5s. SectorReallocation by Number of Employees (20@020)
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However, as laborers in agriculture are mainly manual, untrained, orskiled, the relatively high
portion of labor inagriculturewill remain as an obstacle to improtee quality of the labor forcén order

to meet with demand of Industrialization 4.0. Thtisere is still a need to continuously decrease the
portion of the labor population in the agriculture, forestry and fishery sector in the coming years.

Accordingo 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, a&i6% in Services. Demand on human resources in
each sector is estimated as in the Table below.

Figurel6. Forecasted demand on human resources of Vietham by 2025

Sector Trained labor of all In which (%)
level (person) Elementary Intermediate College level
level level
Agriculture, Forestry & Fisherie| 14.3 million 69.5 22.5 6.0
Industry & Construction 17.6 million 56.0 33.5 4.0
Services (Healthcare, - 37.0 23.0 12.0
. 16.5 million
Transportation included)

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 Agdulture ¢ Industry & Constructior Services sector. Tharoportion 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 & VVocational Education & Training

The unreasonable human resources structigr@lso captured in terms of education leveéarexample,
according to Education statistics 262011, 81.1% students graduated from Lower secondary school
went to Upper secondary school while 9.86% participated in labor m&rkétat means only 9% enied

in VET schools, just one ninth of that of Upper secondary school. Additionally, while number of graduates
from Upper secondary school annually is-0.&illion students, admission quota of Higher Education
sector is set at around 500550 thousand stdentsand adual admission is even higherhis situation

leads to the unbalanced human resource structure in Vietnam with a majoirityw skilled labor and

higher education graduates, while TVET trained labor only accounts for a small Hoffioa Ipsided
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 illustratég the competition between HE sector and TVET sector in admission and
the gap of income between labor graduated from HE and TVET sector.

300nline newspapemttps://giaoduc.net.vn/giaauc-24h/hoidap-3-hiep-hoi-ve-cautruc-he-thong-giacducvietnammoi-post163581.qd
31 Department of Fomal Vocational Training, DVET
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1.2.3 LaborProductivity andinnovation capacity

Increasing labor productivityia education and training for the labor force is critical for progressing
industrializationand overcoming the middle income trap

t NERdzOUGA QA (&
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YI 22NJ RNAGBSNI Ay
contributed twothirdsto the average GDP growth rate. However, it faced a downward trend in the past
decade and has been stagnat®&gsidesas wages certainly rise, Vietham will lose its current comparative

advantage of lowcost labor in industries that require Iegkill and &bor-intensive.

Another related aspect to discuss is the risk of Vietnam being entangled in the middle incofAeSirape

the year 2008, Vietnam has achieved the low middle income level but there have been signs of Vietnam
being fallen into middle incomtrap, 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 growtitheO 2 dzy (ioMpeflideneSswill be eroded as labor cost rise
rapidlycompared to the increase ddbor productivity Meanwhile, if industrial human resources are still

not equipped with higher skills, knowledge and capacity, techneiognsive industries will not appear

- the process of industrialization will possibly stopr in other words,the problem known as
deindustrialization will happen. This problem is at the heart of the miiltileme trap Besides
rennovating in industrigbolides policies toincreaselabor producivity should be one important focus for

Vietnam to overcome the middle income tr&p

Education and skill development are important prerequisites for economic growth and especially gains in
labor productivity. As can be seen tine figure 17, althoughthe labor productivity of Vietham has
improved, it is extremely low when compared to other countries in the region. In 2019, Vietnam labor
productivity reached $13.81%yhich wasonly equal t08.7% of Singapore, 10.3% of Brunei, 23.2% of

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

Figurel?. Vietham Labor Productivity among SoutBastern Asia countries
Unit: USDby GDFPPP

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 | 24425
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
TimorLeste 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 fisiredédig certain

resources and initial advantages and cannot overcome it.

330hno, Kenichi & Le, Fhanh. (2015). Bay thu nhap trung binh o Vietnam: Thuc trang va 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 productivitye shift of unproductive labor from
agriculturalactivities to industry, construction and services imajor element that has contributed to
productivity growth in Vietnam over the 1a80 yearshowever, the marginal contribution to productivity
growth from this transition was nearly depletekh addition, the size of enterprises in Vietham 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 ingotovem
in technology, equipment, organization or productibhethird factor isskill of workersvhichalso plag

an important role in improving productivity of enterprises. In 2020, the labor force graduating from-lower
secondary school or lower accourfits 61.2% of the total labor force. Tihelowfigure for the labor force
graduating from uppesecondary 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 ledecation 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.

Figurel8.+ A Syl YQa [ 062NJ C2NOS o0& 9RdzOIGAZ2Y

Unit: thousand persons

Never go to school 1,716 32%
Have not graduated from elementary 4,503 8.4%
school

Graduated from elementary school 11,204 20.9%
28.7%

Graduated from lower-secondary school 15,386
15.2%
Graduated from upper-secondary school 8,149 i
Having technical and professional 23.6%

12,652
qualifications

Source: GS@020)*®

Skill enhancemerdnd develop innovation capacitya G KS 1 S@ F2NJ AYONBIF aAy3a (K¢
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) 2019 Vietnamis currently rank a67" out of 141 nationgor GCI 4.0 index, but only

rank at 93" in terms of skillsthe lowest rank amongl3 indicators Therefore, low skills can be considered

a barrier for Vietnamese workers in tAeDemployment marketand a barrier for Vietnam towards global
integration in the future.

34 0Online newspapetittps://www.ilo.org/hanoi/Informationresources/Publicinformation/commeatstanalysis’WCMS 694938/larg
en/index.htm
35In 2020, there were 53.61 millionpedpl Ay GKS +ASGylIYQa 102N F2NDOS o68Ay3a SyLi 2eS8R
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Figurel9. Vietham Global Competitig Index 4.0 in 2019Performance Overview

Vietnam ¢ Global Competitive Index 4.0 2019 edition
Rank: 67/ 141 Rank 2018 edition: 77 141

Performance OverviewKey < Previous edition A Lower-middle-income group average [ East Asia and Pacific average
2019

Overall Enabling Human Innovation
Score Environment Capital Markets Ecosystem

® [0

s @ ([
s @ [T
o

=)
e

0O00000O O

Rank/141 67th 89th 77th 41st 64th 71st 93rd
Overall  Institutior  Infrastructure IcT Macro- Health Skills

adoption economic

stability

B JRRRNRRARAN <

89th 76th

Financizl Market Business Innovation
system size dynamism capability

o
3 3
]
58
&5
%3
S
o
S
=
w9

Source WEF the Global Competitiveness Report 2819

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

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

131 countries and is ranked third in Southeasta, 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,
+ASayFYQa fSFRAY3 C5L FGONIOGAZYS FyR (K% RSOSTE 2
manufacturers, etc. In termsef human resources, Vietnam also has a young workforce with education
backgrounds in science and engineering. However, if Vietham wants to be a leader in-edgeng

technical breakthroughs, it will need to devote moreaaeces to scientific research and higher education

36 WEF https://www3.weforum.org/docs/WEF _TheGlobalCompetitivenessReport20i¥ietiiam profile- Page 594)
42



https://www3.weforum.org/docs/WEF_TheGlobalCompetitivenessReport2019.pdf

The Data Collection Survey and Situation Analysisdustrial HR Development in Vietham (2p2

Figure20.+ ASGyl YQa Df 26l f Lyy2@8FiA2y LYRSE w

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 | TimorLeste N/A N/A N/A N/A N/A N/A
Source: WIP©GIobal Innovation Index Repp2015, 2016, 2017, 2018, 2019, 2020
Take a comparison with Indonesia, eveaugh it is welknown as one of the new industriatonomieé’,
LYR2y SaAl Qa DLL A gutatoahofil2Acduntiies, fwBich Mbefiihdd/iRtnaynmnd other
NEBIA2Y I f LISSNAE® ¢KS Df 20l f LYy2@l GA2y LYRSE LJ&2A)
innovation system such as institutidnatrength, human capital and research quality, and business
sophistication knowledge. The detail factors in ranking method show that the overall low level of
SRdzOF A2y AY LYR2YS&AF Aa F YIFI22N) AYLISRAYSy(d G2
expenditure on research and development is another block; while Vietham and Singapore spend about
2.5% of their GDP on research and development, the figure for Indonesia accounts for oy 0.2%
Indonesia is currently attempting to improve its human cap#s 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 effoftd he case of Indonesia also emphasthe 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 concludeYietnam needs to improvehe education and training for the labor workforce the
purpose ofincreasing labor productivifyand thus can lead to tHeprovement of industrial performance
FyR G2 AYONBI&asS GKS 02 dzy i NE Qinprdiagivoikeiskilondpdwiiag & T 2 NJ

conditions for Vietnamese workers to engage in the global human resource supply chain is a pressing issue
that will necessitate significant changes in the Viethamese human resource system.

37 International Moneytary Funchttps://www.imf.org/external/pubs/ft/wp/2016/wpl@07.pdf
38 Online newspapeihttps://www.indonesiainvestments.com/news/newsolumns/difficultfor-indonesiato-becomean-innovationdriven

economy/item7920
39Indonesia Development Forurhnttps://indonesiadevelopmentforurnom/en/2021/article/detail/17982&echnologykey-in-diversifying

economiegrowth-acrossindonesia
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1.2.4HRD aspects towards implementing SDGs commitmen¥igtnam

{S@SyiiSSy 1At 206+t {5Da KIFI@S 06SSy ylLaA2yltAT SR Aydz2
LYLX SYSy(GlFdA2y 2F (G4KS Hnon !'3SyRI F2N) {dAGlIAYylIo6fS
context and priorities. In which, notable atition 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 wite SDG

have an influence on another.

Education is considered the top priority of Vietham, 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 220 and
Vocational Training Development Strategy (2@DR0). Certain results related to SDG 4 have been
achieved in the period 20102020. The trained laborer ratio increased annuafipm 40% in 2010 to

64.5% in 2020, in which, those who have certificate grew from 14.6% in 2010 to 24.5% if? 2020.
Furthermore, the country has also established high quality Vocational and Educational Training
Institutions in orderto provide high quality training and advanced training at the international level to
overcomethe laborshortage situatiorin high demandccupations.

Besidesthe 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 areaghwbw 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 logakiuch as short training courses and ati@nal
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 andjdbs2017 alone, 2,690,000
persons received vocational trainingncluding 600,000 rural laboréfs Especially in the Cowitb
epidemic, retrain and upskill training programs are deployed to support labors in career change and re
integration into the labor market.

Thoseabovementionedpolicies and programs not ontontribute to fill the skilledabor shortage, but

also generate higher earnings to reduce inequality and spur economic grélethiever, 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 SB®eHuce Inequality and
concretized in policies and laws, such as Higher Education Strategy fo2@8@10ne out of five
prioritized pillars of thestrategy is to ensure sustainablen&ncing for higher education, in which the
challenge is to avoid the risk of shifting the sdztor financing responsibility to students as this will

40 Online newspapenttps://daihoidang.vn/dahoi-dangxiii-phattrien-thi-truonglac-dongdongbo-hien-dai/1234.vnp

41+ A S04 blYQa +2ftdzyiFNB bl A2yt wS@ASE hy ¢KS LYLX SYSyidldAazy h¥ ¢KS
https://sustainabledevelopment.un.org/content/documents/19967VNR_of Viet Nam.pdf
42+ ASG blYQa +2ftdzyGFNE bl A2yt wS@ASSG hy ¢KS LYLXSYSyGlrdAazy h¥ ¢KS
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stretch the finances of poorer households/studefitsAdditionally, policies such as Resolution
30a/2008NQ-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, studentsni poor households and for other
disadvantaged groups. To address disadvantages population who did not graduate yet from lower
secondary school (which is a pequisite for TVET entrance), nonformal shtatm courses were
organized. However, the relatiship between the nonformal course with formal TVET system and the
ability to connect the two types in the national qualification framework are not cleaf‘yet.

Q(

DSYRSNJ Sljdz-rt At& Aa Ffaz2z o0SAy3a I RRNBaaSR ndgr GKS
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, thiscatteg

issue is not reflected clearly in policies andulagjons yet. Policies on training,-teining, appointment

and nomination of candidates remain general and not synchronized with the Law on Gender Eguality.
Particularly in TVET sector, theaee only a few gender policies or other strategies and medsras to
improve female enrollment, participation, graduation, and scHoelork transitions of women.
22YSyQa SyNRffYSYyd Ay ¢+29¢ Aa yIFINNRsSR Ay OSNILIAY
their participation in maledominated areas dfraining 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 tothe 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 2042020 and Vision to 2030, Law on the Eldeelg. 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 governméhtincluding the poor, near poor, children under 6, the
elderly, ethnic miorities in socieeconomically disadvantaged regions and other disadvantaged groups.
By the end of 2020, nearly 16.2 million people had social insurance, accounting for 33.5% of labdr force.
However, the coverage of the social security system is stillestod here 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 vocatiohaducation and training sector assessment, ADB (2020)

45+ ASG bl YQa +2ftdzyGFNB bl A2yt wS@OASSG hy ¢KS LYLXSYSyGlrdAazy h¥ ¢KS
https://sustainabledevelopment.un.org/content/documents/19967VNR_of Viet Nam.pdf

46 MOH websitehttps://moh.gov.vn/hoatdong-cualanh-dao-bo/-/asset publisher/TW6LTplZtwaN/content/heam2020-co-87-96-trieu-
nguoktham-gia-bhyt-baoc-phu-90-85-dan
so#:~:text=B%E1%BB%99%20tr%C6%B0%E1%BB%9Fng%20Nquy%E1%BB%85n%20Thanh%20Long%20%C4%91%C3%A3%20th%C3%B4ng%201
N%20v%E1%BB%81%20k%E1%BA%BFt,tri%E 1YBRO6RiPaC6%B0%E1%BB%9Di%2C%20chi%E1%BA%BFM%2058%25

47 Online newspapenttps://bachiemxahoi.gov.vn/tintuc/Pages/linkiucbac-hiem-xa-hoi.aspx?ltemID=17357
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1.3D 2 @ S NY ¥rétgoy andpolicy framework for human resource development

1.3.1Review the HRD strategy 2012020, existing issues

The Government issued Decision No. 579/0J[ on the Strategy on Development of Vietnamese Human
Resources in period 2042020 as the main paly framework for human resource development other the
last 10 years. Besides, Decision N0.1216/JQ was issued on July 2011 approving the master plan on
development of Vietnam human resources during 2Q12020, but it has been expired in August 2019.
Byi KS SyR 2F Hun
achieved, as well as targets that could not be evaluated due to insufficient public data. The following figure
consolidates data from different public sourdesshow some main review of achievements.

HNnZ

+ASGYylLY KI &

I Ay SR

Figure21. Human Resources Development Strategy 20117 2020

42YS8S O2y&AR

No | Target Indicatoré® 2010 2015 2020 Achievement| Achievement level
2015 2020 | 2015 ‘ 2020

A. Raising ointellectual power and working skills

1 Rate of trained laborers (%) 40.0 55.0 70.0 51.6 64.5%

2 Rate of vocationally trainec 25.0 40.0 55.0 11.70 12.91 X X
laborers (%)

3 Number of university and colleg 200 300 400 257,7 N/A N/A
students per 10,000 peoplf
(number ofstudents)

4 Number of internationaktandard - 5 >10 N/A N/A N/A N/A
vocational schools (number ¢
schools)

5 Highly qualified human resources in breakthrough fields (number of persons)
1 University and college 77,500| 100,000| 160,000 93,851 N/A N/A

lecturers

1 Sciencetechnology 40,000| 60,000 100,000 128997 N/A 3 N/A
1 Medicine, health care 60,000| 70,000| 80,000 N/A N/A N/A N/A
1 Financebanking 70,000| 100,000| 120,000 113,600 N/A 3 N/A
1 Informationtechnology 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 75 732 73.7

2 |, 2dzy3 LIS2LX SQa >161 >163 >165 164.4 1681 | 3
(m)

3 Malnutrition rate among undet5 17.5 <10.0 <5.0 14.1 11.1% X X
children (%)

Note:s : fully completed

: partly completedx: incomplete

Source: Target Decision No. 579/QIDTgon approving the Strategy on Development of Viethamese Human
Resources during 202020 Achievement GSO, MOET, MOST, SBV, NIN, B&Company synthesized articles

480yt & tAAGSR R2gy a2
49 Vietnam News Agendyttps://daihoidang.vn/daihoi-dangxiii-phat-trien-thi-truong-lao-dong-dongbo-hien-dai/1234.vnp
50Labor & Employment survey 2015, GSO
51 Labor & Employment survey 2020, GSO

YyS dFrNBSGa
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The rate of trained laborersncluding those with professional qualification and certificated those with
other training without official certificates, nearly met the targets with 51.6% compared to the target of
55% in 2015, and 64.566mpared to the target with a target of 70% by 20RBfdwever, the indicator of
vocationally trained laborers vehare 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
graduatedegreewas partly achieved.

Figure22. Target of trained labor by education level

Target Indicators Target Achievement Achievementlevel
by Education level 2015 2020 2015 2020 2015 2020
Trained labor (%) 55 70 51.6 64.5

Vocational Elementary (%) 325 37.8 5 4.7 X X
Vocational Intermediate (%) 12.7 18.9 4 44 X X
College (%) 3.3 4.9 2.7 3.8

University & Postgraduate (%) 9.9 12.6 8.6 11.1

Note:s : fully completed : partly completedx: incomplete

Source: TargetsDecision No. 579/QIDTg;Decision No. 1216/QDTg Achievement GSOlLabor and Employment
Survey Report 2@1 2020

In terms of high qualified human resources in breaétlgh fields, the targets are set clearly for specific
fields but there is alack of published statistic information for understanding status of achievement for
each field. Among available data, the number of human resource in sefeccrology and finares
banking field has met target by 2015.

From perspective ofaising of physical strength of human resourcd® indicators of Vietnam life
expectancy almost meet target, and average height have exceeded the target in 2015 and 2020.
Meanwhile, the rate omalnutrition rate among undeb children have remained very high compaite
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 sectochéeved positive results until 2020, labor force in
agriculture sector strongly shifted to the other two sectors and satisfied targets.

Figure23. Shares of Labor Force over Total Labor Force by Economic Sector

. Target Achievement
EconomicSector
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

SourceDecision No. 1216/QIDTg? GSO

52 Decision No. 1216/QIDTg on approving the Master Plan on Development of Vietham Human Resources duriq@2@2@1dated on 22th
July2011
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1.3.2The direction for HRD in SEDS 2@21030

As human resawe development is determined as one strategic solution for the sectmomic
development strategy during 2022030 period, the Governmethias issued the Decisiory@/QDTTg
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 contribgitto the effective mabilization,
allocation and utilization of resources for sogiconomic development; transforming the labor structure
towards modern development and ensuring the connection of the domestic labor market with the
regional and global lalsanarkets. Regarding detail targets, many detail targets are similar with the stated
ones in sustainable development roadmap to 2030 and the semimomic development plan to 2025
and strategy 20232030, as presenteih the tablebelow:

Figure24. 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

11 Trained workers with professiongualification 24% 30% 3540%
and certificates

1.2 Skilled Labor Index in the Global Innovati Top79 Top 60 Top 55 countrieg
Index (GllI) countries countries

1.3 Rate of employees with information technolog N/A 80% 90%
skills

Objective 2Creating better jobs for laborers

21 Overall unemployment rate 2.52% < 3% < 3%

2.2 Proportion of employees working in th 33.1% < 30% < 20%
agricultural sector

2.3 Average social labor productivigrowth rate 5.8% >6.5%l/year >6.5%l/year

Objective 3: Reduce proportion of young people who are out of work, go to school or receive no training

participating in social insurance

3.1 Proportion of young people without work 12.9% <8% <8%
without school or training (Q3/2020)

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 employeg 33.5% 45% 60%

uniform

ly and interconnected between information sys

Objective 5: Invest in and developn@odern job transaction and national labor

tems

market information system, synchrono

have jobs by system of employment servi
centers rate

5.1 Pupils and students graduating from upp N/A 80% >90%
secondary school will receive vocation
guidance rate

5.2 Laborers will be advised and recommended N/A 40% 45%
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No Objectives Status Milestone
2020 2025 2030
5.3 Technical infrastructure, software, dat N/A Complete till N/A
connection sharing and integration syster 2025

transformation and standardizing the nation|
labor database

Labor market information system N/A Till 2030, connected national labd
market database, connecting to targg
regional countries

Source: Decision No. 176/QDrg® on program to support labor market development

Compared to the strategy of the previous period (202020), thisstrategy program can show solution
based approach, presenting clear targets following objectives towards contributing to socioeconomic
development and solving the major HRD challes recognized from the last period. In particular, it
specify the objective 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 fonjmr@nt service for laborers.

1.3.3Key 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 socEconomic development o¥ietham in the next decades, and has been
embedded in key objectives in national strategies and master plans such asE&wmwionic Development
Strategy2021-2030; Resolution 136/NCP on sustainable development towards 2030. The following
figure presend (0 KS YI 22 NJ 32 @S NJAefiS geie@pmeritJ@ratdgidsh abdiplagsyfromh 2 y 3
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

L ~ i Planning time
Theme t2tA08 R2Odzys 'SSUNY
time To 2025 To 2030
Vietnam Socieeconomic| 02/2021
Development Strategy for 10 >

year 2021- 2030>*
Resolution 50/NQCP  on| 20/05/2021
D2@SNYYSyiQa
Socie programs to implement the
economic resolution of the
development | 13th National Congress of thy
Communist Party od¥iet
Nam
Resolution No.| 27/07/2021
16/2021/QH15 on fiveyear
socioeconomic development

v

(with vision to
2050)

v

53 Decision No. 176/QDOTg on Program to Support Labor Market Development, dated on 5th February 2021
54 Vietnam goernment website https://tulieuvankien.dangcongsan.vn/b@haphanhtrung-uongdang/dathoi-dang/lanthu-xiii/chienluoc
phattrien-kinhte-xa-hoi-10-nam-2021-2030-3735
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Issuing Planning time

Theme t2f AO&8 R20dzyS
time To 2025 To 2030

plan during the 2022025
period

Decision 681/QEXTg on | 04/06/2019
roadmap for implementation
2F £ASlylYQa

sustainable developmen
until 2030

Sustainable | Resolution 136/NGCP on| 25/09/2020
development | systainable development

\ 4

v

Decision 1658/QDTTg on | 01/10/2021
Approving the National Greel (with vision to
Growth Strategy for 2021 2050)
2030 period, vision to 2050
Decision No. 879/QDrTg on| 09/06/2014
strategy on Vietnam (with vision to
industrial development until 2035)
2025, toward2035
Resolution No. 23Q/TW on| 22/03/2018
orientation of policies for
Industrial building national industrial
development | development until 2030,
towards 2045

DecisionNo. 749/QBTTg on| 03/06/2020
Intrqdu0|ng Program_ .for » (with orientation
National Digital t0 2030)
Transformation by 2025 with

orientation towards 2030
Decision No. 176/QOITgon | 05/02/2021
program to support labor
market developmenuntil
2030

Decision N02239QD- TTg 30/12/2021 (with vision to
on strategyto develop 2045)
vocational education period
2021-2030 with vision to
2045

v

v

(with vision to
2045)

v

v

Human
Resources

v

SocieeconomicDevelopment goals to 2025 and 2030

In January 2021, the 13tkdational Congress of the Communist Party/mft Namapproved theSocioe
Economic Development Strateg021-2030. After that, Resolution No. 16/2021/QH15 on five year socio
economic development ph for period 20222025 specifies the targets until 2025. The following figure
presents the major economic and social target towards 2025 and®208@lso take a reference of the
current status of each target in 2020.

55By purpose of focusing on human resource related aspects, this part does not memtioonmental specialized goals
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Figure26. Socieeconomic development targets to 20262030

No | Target Status 2020 Milestones
g As reference To 2025| To 2030
A. Economic Targets
1 AverageGDPgrowth rate Average 2012020 | Average 2022025 7%year
5.9% 6.5%- 7%
GDP per capita 3,521 USO 4,700¢ 5,000 USD 7,500 USD|
Contribution ofmanufacturing & processin 16.9% 25% 30%
industryin GDP
Contributionof the digital economy to GDF N/A 20% 30%
5 Average social labor productivitgrowth 5.8% >6.5%l/year >6.5%/year
rate
Urbanization rate 37.3% 45% >50%
The contribution of total factor productivity 45.2% 45% 50%
(TFP) to growth (average 2012020)
B. Social Targets
8 Human Development Index (HDI) 0.704 (at 2019) N/A >0.7
9 Average lifeexpectancy 73.7 years 74.5 years 75
10 Proportion of labor in agricultursector in 33.1% 25% <20%
total labor force
11 Proportion of trained labor force 64.5% 70% 75%
12 Proportion of tained labor force with 24% 28¢ 30% 3540%
professional qualification ancertificates

Source: Status 2020: GSO, Dgaftnmary of Implementation of the 10 year econogsocial development strategy
2011¢ 2020, building a 1gear economig social development strategy 202D3(¢, Milestone 20258030:Vietnam
Socieeconomic Development Strategy foryi€ar 2021¢ 2030, Resolution No. 16/2021/QH$5 Resolution No. 23
NQ/TW8, Decision No. 176/QIXTg®, Decision No. 749/QDT¢°

It can be seen that the Government still keep ambitious goals for gg@#h despite the fact that the
global economy has been hit critically by the Ced8dpandemic and the growth rate of GDP and GDP per
capita of Vietnam in 2020 were only at 2.9% and 1.98% respectively. Besides, bothytar $€ategy
and 5year devebpment plan have set the targets for progimn of manufacturing and processing
AYRdAzZGNE & ¢Sttt Fa RAIAGIE SO2y2yYeé G2 D5t 3
emphasize the determination to develop Vietham towards an industrialiaatcountry adapting to the
global movement of fourth industrial revolution.

G KAOF

Comparel to previous period, SEDS 2022030 still emphasizes the importance of increasing quality of
HR but a clear targeis setto meet the demand of High quality human resoe for Industry 4.0 and
international integration. Some important directions of HRD solutions are specified in SEDR@BQ1

56 Online newspaperhttps://nhandan.vn/tintuc-su-kien/baccactongketthuc-hien-chienluocphattrien-kinhte-xahoi-10-nam2011-2020
xaydungchienluocphattrien-kinh-te-xa-hoi-10-nam2021-2030-621156/

57 Resolution No. 16/2021/QH15 onygar Socieeconomic Development Raduring period 2022025, dated 27th July 2021

58 Resolution No. 2BIQ/TW on Orientation on Building National Industrial Development until 2030, towards 2045, dated 22th March 2018

59 Decision No. 176/QDTg on Program to Support Labor Market Developmaaied 5th February 2021

60 Decision No. 749/QDTg on Introducing Program for National Digital Transformation by 2025 with orientation towards 2030, dated 3th June
2020
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 Human Resource Development is approached in SEDS Q@30 as a comprehensive
developmenttheme, which not only focuses oskills or working capacity development, but also
covers health, capacity, qualifications, conscientiousness, and respoigesibilit

1 There are four focused demand for HR in this decade: (i) Technical HR, (ii) Digitalization HR, (iii)
Managerial HR: technicalanagers, 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 se¢hetli#R
demand is mentionedhuchclearer than in the previous periodhichdefining managemengkill
isanimportant and crosscutting need

1 Regarding TVET sector, tleform in this sector is prioritizetbwards opemess & flexibility, with
aims to(i) Improvenational competitiveness by develimyg high-skilled trainedabour force, (ii)
Positive transition olabour forcestructure, and (iii) Supporfor reskilling, continuing education

1 Regarding HE sector, the HE reform is continued in order to (i) Foster the implementation of HE
autonomy, (ii) Transform ineffective public universitiewiRPP mode(iii) Restructure tertiary
education network (colleges & universitieand (iv) Develop some key HE institutions towards
high quality regional education hub

1 Additionally,other general directionsare addressed in the coming period, includitiggassure
inclusiveness in educatiorgjevelopan open educatin system for lifelong learning ammomote
alearning society(ii) a social/market demanériented education (iii) balance public & private
education (iv) enhance vocational orientation after junior/upper higbhool

Besides, target oproportion of labor in agriculturesector in total labor force until 2030 is set as below
20%, which means that the need forrhan 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 &ined labor force with professional qualification and certificates
has been revised to considerably lower commhte Human resource development plan 2012020,
which seems to be more practical with the status in 2020.

Sustainable development goals andam towards 2030

Resolution 136/NBECP on sustainable development, emphasthe 17 sustainable development goals of
Vietnam (VSDG) and strengttsetihe Decision 681/Q0Tg on 04 June 2019 on promulgation of the
roadmap for implementation of Vietham sastable development goals to 2030.

VSDGs are set showing commitments of Vietham to develop the country towards the global common
sustainable goals. Among 17 SDGs, human resource developsnént A y £ &€ NBObjecBW@@d:SR Ay
Ensure quality, equitablendlusive education and promote lifelong learning opportunities fér @fd

Objective 8:Ensure sustainable, comprehensive and continuous economic growth; full employment,
productivity and decent work for allThe table below only select tihargets under these 2 objectives, and

those that relate to human resource development:
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Figure27.L YLJ SYSY Ay 3 NRFIRYILI F2NJ +ASlyl YQ&

NoSt

Milestones

Target

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 andolder
part|C|p_at|ng in |ntermed|a_tdeve_l V(_)catlorja_l 80% 85% 90%
education, or in college, or in university traini
programs
33 Proportion of trained workers 65% 70% 75%
34 Proportion of workers with ICT skills 70% 80% 90%
35 Proportion of ethnicminority workers who have 40% 45% 50%
gone through a training
36 Proportion of people with disability who are st 30% 35% 40%
able to work and receive vocation training
37 Proportion of literates among people aged 15 ye 98% 98.8% 99.6%
or older

Objective 8: Ensure sustainable, comprehensive and continuous economic growth; full employment, productivity
decent work for all

employment, education or training

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 1530 years not in| <7.5% <8% <8%

Souce: Resolution 136/NQP?, Decision 681/QOTg?

adzadl Ayl

Proportion of trained workersemainas an important objective to ensure quality, equitable and inclusive
education to all as it is also covered in social objectives of smtinomic development plan. Besides,
proportion of workers with ICT skills, prapions of disadvantaged communitieging able to receive
trainings and other targets related to ensuring general educatiare important aspects of human
resource development that are emphasized in sustainable development plan.

National green growth strategy for th021-2030 period*

Besdes, Vietnam government has issued the national green growth strategy fo2@24-2030 period

that putsfocus onmodern science and technology as well as fjghlity people resources. The decision
points out that MOET is in charge of incorporating grgeawth material into education at all levels, while
MOLISA is in charge of organizing technical human resource training in green economy professions, as

61The order of targeis kept as original document Decision 681/QDg

62 Resolution 136/NECP on Sustainable Development, dated on 25th September 2020

63 Decision 681/QETg on Roadmap for Implementation of Objectives for Sustainable, dated on 4th June 2019
64 Decision 1658/QE&Tg on Approving the National Green Growth Strategy for 203D 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 thecision No. 879/QTgapproving the strategy on
Vietnam industrial development through 2025 with aastoward 2035; and the action plan are provided

by Decision No. 880/QDTgapproving the general planning of industrial development for Vietham by
2020 with a vision towards 2030. Besides, as recognizing practical challenges in many policies relating to
industrial development, in 2018, theesolution No.28 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 dedepment of the country. Mong the major industrial development indicators, it

can be seen that manufacturing and processing industry will plegyasole in leading the general growth

of the industry and also the whole economy. Human resource for manufacturing industry wik lkeyth

for future development.

Figure28. General Index on Industrial Development

Milestone
No | Target Status 2020
£ To2025] To2030] To 2035
1 Proportion of industry and construction the Industry &
natignal economic st)r/ucture Construction 45% 50%
33.72%
2 Proportion of industry sector in GBP N/A N/A 40% N/A
3 Eroportlpnof manufacturing & processing 16.9% 25% 30% N/A
industryin GDP*
4 Proportionof manufacturing industryn GDP* N/A N/A >20% N/A
5 Annual growth rate of industrial added valtue N/A N/A 8.5% N/A
6 Annual growth rate of industrial production N/A 11¢12.5% 10.5¢ 11%
value
7 Valu-e of hitech |ndus_tr|al products and tiéch N/A 45% 50%
application products in GDP
8 Ratio of exported industrial commodities to 90.9% 0
/6 > 90%
total export turnover (Q1/2021) 85 88% 90%
9 LYRdzZAGNAFIET aSOi2NRa
. A 5-4% -3.5%
Ratio(ICOR) N 3.5-4% 3-3.5%
10 Average laboproductivity growth rate in N/A N/A 7 5% N/A
industrial sectof
11 Workforce in industrial and service sectors 66.9% N/A >70% N/A

(*) targets that are added or revised by Resolution Na, 28)/TW

Source: Statug020: GSO; Milestond&Resolution No.2§ NQ/TW,Decision No. 879/QDTg° Decision No. 880/QD
TTg®

65 Decision No. B9/QDTTg on Strategy on Vietnam Industrial Development until 2025, towards 2035, dated on 9th June 2014
66 Decision No. 880/QDTg on Master Plan of Industrial Development of Vietnam, dated on 9th June 2014
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Recently, Vietham has adopted priority industry sectors basedgewyraphical 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 agricultureforestry, 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 isiarily centered in the Central region.

Figure29. Priority industries and industrial fields through 2025, with a vision to 2035

Priority industry Electronics & | New &
sectors Manufacturing & processing telecommuni | renewable
cations energy
Mechanics and Chemicals | Agricultural, | Textiles,
metallurgy forest & | garments,
fishery leather &
product footwear
processing
Priority Industrial 9 Agricultural | T Petro 9 Prioritize 1 Raw 9 Communica |  Atomic
fields through 2025 machinery& chemistry | key materials & tion & energy for
equipment | { Technical agricultural auxiliary telecommu peaceful
1 Shipbuilding plastic , aquatic materials nications purposes.
1 Automobiles |  rubber products for garment equipment
& 9 Pharmace| and wood & footwear
mechanical utical processing | products
spare parts chemistry for export
1 Steel
manufacturi
ng
Priority Industrial 9 Nonferrous | T Pharmace| NA 9 Fashion 9 Medical 1 Renewable
fields through 2035 metal & new utical clothing & electronics energies
materials chemistry high-grade (wind,
(vaccines) shoes solar,
geothermal
& wave
energy)
Priority regions 9 Northern 1 Red River| { Central 9 Southeast | 1 Red River 1 Central
midlands Delta highlands Delta coast
and 1 Southeast| T Mekong 9 Southeast 1 Central
mountains Delta highlands
9 Red River 1 Mekong
Delta Delta
1 Central
coast
1 Mekong
Delta
(Forecast) | 2010 55.84 3.54 4.22
Ratio of
production 2015 61.79 6.8 5.85
value in the =555 72.74 754 6.9
entire
industrial 75035 74.61 10.75 8.64
sector (%)

Source: Decision NB80/QD TTg, Decision No. 879/QIDTgon Strategy on Vietnam Industrial Development until

2025, towards 2035
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Despite the primary goal of becoming an industrial country, Vietham's supporting industry has recently
been undeveloped, and the country's processiand 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, Atca result, when the Covil® outbreak broke ot in countries

that primarily supply components and accessories for production to Vietnam, including China, Korea, and
Japan, domestic companies faced significant challenges. Thergfeteam government also put priority

to develop the supporting indugties, especially mechanical, chemical, electronic, and
telecommunications products argrioritized to bedeveloped, toincrease the localization rate, reduce
external dependence, and thusuldparticipate more deeply in the global value chain.

Accordingo Decision No. 68/QDTg, the government plans to spend 870 billion VND on the development
of supporting industry in the period 2022025, 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 ham 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 operat a supporting industry information page

Small and Medium Enterprises and Starp 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-gpegnterprises. The Law was concretized by a
number of related documents as mentioned in the Table below:

Figure30. List of legal documents related to SMEs and Startups

wSt I G§SR R2OdzY| Issuingtime and Main contents
authority
5SOAaA2yTgomAparoval 18/05/2016 | Approval for the assistance policy on nation
for the assistance policy on The Prime| innovative startup ecosystem to the year 202
national innovative startup Minister | targeting to complete legislations on assistances
ecosystem to the year 2025 startup ecosystems; to set up a national start

ecosystem portal; to provide assistance for 8
startup progcts and 200 startups

Law on Small and Medium 01/01/2018 | Regulations on principles, contents and resources
Enterprise Support National Assembly assistance for SMEs and the responsibilities
authorities, organizations and individuals related
the provision of assistance for SMEs

5SONBES oydPwmmy K 11/03/2018 | Guidelines for investments in small and mediu
Investments in small and Government | sized startup companies, the establishmer
mediumssized startup companies management and operation of wéure capital
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wSt I G§SR R2O0OdzYy| Issuingtime and Main contents
authority

funds, and use of local government budgets to mz
investments in startups

5SONBS prGPwm My K 17/04/2018 | Regulations oradditional incentives to investmen
Incentive policies for enterprises Government | and related procedures for enterprises investing
investing in agriculture and rural agriculture and rural development sector, wit
development sector priority given to small and medium sized SMEs
5SONBS o ddPlm mdpkK 10/05/2019 | Instructions on implementation of Article 20 in th
organization and operation of Government | Law on SME regarding organization and operatior
SME Development Fund SME Development Fund

Circular 07/2020/TBKHCN on 11/12/2020 | Guidelines for establishment of SME incubato
Guidelines for establishment of MOST | technical facilities supporting SMEs andweorking
SME incubators, technical spaces supporting stattp SMEs

facilities supportingMEs and co
working spaces supporting start

up SMEs

5SONBS y aGPwmM H MK 26/08/2021 | Elaboration of some articles regarding criteria f
Elaboration of somarticles of Government | identification of SME, provision of assistance
the Law on Small and Medium terms of technology, information, consultanc
Enterprise Support development of human resaues, provision of

FaaAradlryOS F2N {a9Qa
businesses; startups, SMEs that recently particip
in industry clusters and the value chai
responsibilities of agencies and organizations
provision of assistance for SME

Various adgstances in different aspects were formed to support the establishment and operation of SMEs
and startup enterprises:

(1) Finance & Tax: access to credit, credit guarantee funds for &MEsd accounting regimes;

(2) Infrastructure and technology: sistance in production areas, technologies, assistance for incubators,
technical establishments and @eorking space; and

(3) Incentives and business promotion: assistance in expansion into markets, access to information,
consultancy and legal issues atheleloping HR.

In which, supporting activities related to HR development are mainly to provide training
courses/programs, including:

1 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

1 Provide online training programs and training programs through mass mediaMis &nd
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 chaame also regulated.
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CHAPTER ZHE SUPPLY OF HUMAN RESOURCE IN VIETNAM

2.1 Overview of education system in Vietnanegarding HE and TVET sector
2.1.1 Overviewof the educationsystem
TheFigure below presents an overall structure of the education sector in Vietnam, imglsdowing the

linkage between preschool education, general education, regular education, vocational education and
higher education levels as various pathways from education to the labor market.

Figure31. Structure of educatiorsystem in Vietnam, 2021
MOEP? MOLISA
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a i
Primary Education (5 years) : bote: ISCED = International Standard
{the cnly larved of cosnpulsorny educatian) | Vocational Education Classification of Education
I
[
T T T e + “““““ - In addition to the maln education system,
Mursery School the educational program for mountalnous
= areas can be slightly different, such as using
o for children f 3-5
}] 2 for c ren form 3-5 y.o} more ethnic lamguages in teaching.
[ Besides, The reformatory programs also
; L
d % teaches cultural subjects to 12-18 year-old
o ow Kindergartens studants who violated the law. Reformatory
(for children from 0 - <3 y.o) school s under the Ministry of Public
Security.

SourceResearch team developed fradS | G S R infokmatiod G N& S & Q

General education is divided into basic education stage and caresrted education stage. The basic
education stage includgwimary and lower secondary education. The stage of caneiented education
is from the upper secondary level.

67 Pedagogical education (intermediate and callégvel) is under control of MOET
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¢KS FAYa 2F 3ISYySNIf SRdOFGA2Yy INB G2 O2YLINBKSyah
aesthetic capacity and basic skills fagrgonal development, dynamism, and creativity, forming the

human personality and civic responsibility, and to prepare learners to continue studying in higher
education, owvocational education or to participate in labor market.

The mergers and integratioof institution across three levels of vocational education has created more
opportunities for students to achieve higher level of education. From 18Q&Dgrams, students can
LINPINBaa (G2 GSNIAFNE SRdzOF GA2Yy A ysifyfDdgrea pfagrarBsi LI 2 Y I

2.1.2Governmental 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 ina¥fietn
Specifically, MOET performs the function of state management of education froschoml education

to higher education (HE) and MOLISA performs the function of state management with technical
vocational education and training (TYET

(a) The role oMinistry of Edication and Training (MDET

MOET is the government agency performing the function of state management-stpo®l education,
general education, pedagogical educati@mtermediate andcollegelevel), higher education and other
educational institutions regarding:

1 Educational goals, programs, content;

1 Regulations on examination, enrollment and certificates;
1 Development of teachers and educataradministrators

9 School facilities and equipment;

1 Quality control and accreditation of education quality.

HigherEducatiorDepartment under MOET is the governmental organization with the direct management
responsibility of HE system, which includes:

(1) HE enrolment and educational activities
1 Guideline angupervision oHE programs (formal/ neformal/ joint-training/ international
O22LISNI A2y LIN@iEpemantatonof énmithemriactivities, education and
training regulations

1 Guideline for the development of National Qualification Framewtgining programs and
output standards, minimum credit for training programs, teaching materials and curricula

1 Regulations for compulsory subjects

(2) Quality control of HE and the training of teaching staff
9 Provide guideline, inspection and evaluation regardirgrequired conditions and capacity
of the HEIs, pedagogical colleges
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1 Approval of admission quantity

1 Supervise the public announcement of information regarding the education quality of HEIs
and pedagogical colleges on website (such as information abwility, teaching faculty,
NBadzZ G§a 2F 0SHFOKAY3I YR NBaSFNOK | OGAGAGASaE:
1 Supervise foreign invested HEIs
(3) Management of the network of HEIs and Pedagogical colleges

Besides HE Department, there is a number of other Depamts) Centers, and Associations under the
MOET to support the management and development of tHE sector, such as Quality Control
Department, Teacher & Educational Management Department, International Cooperation Department,
etc.

(b) The role of theMinistry of Laborlnvalids and Social Affaird{OLISA

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
managment of MOLISAook effect from January 2017, as stated Rgsolution No. 76/N€P(on 3
September 201pthat MOLISA is the state management agency on vocational education. Specifically, the
Directorate of Vocational Education and TrainilET of MOLISAbecame 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 édacd3) 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 Qualifitmns Framewor® to ensure that the quality of education meets the
requirements of labor market.

DVET perform the state management role on vocational education area (excluding pedzdog
educatior) in the whole countrymanages and implemesathe publicservice on vocational education.
The main roles of DVEfe 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;

685 SOA & A2y bBIZghn Apgrgviag\ietham Qualification Framework, issued by the Prime Minister, issued on October 18, 2016
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(4) Regulating the minimum knowledge requirentdor 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 accreditationwafcational 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 educatidtraining (TVET) are two relatively
independent track. Theinterconnectionmanagement aspestof MOLISA and MOETe mostly seenin
facilitating the vocational orientation for students since lower/upper secondary school level, and
implementingthe bridge training programs (9+ modgiyhich will be discussed in next part.

(c) The role obther line ministries and provinciajjovernmentauthorities on the management of public
HE and TVET institutions

In addition to the management of MOET or MOLISA, nparjic HE and TVET institutions can also be

under the administrationofas®@t f f SR aI2FSNYAy3a | ISyOeéd ¢KS IF2@S1
administering a specialized HE or TVET institutions or local provigoirnments managing the

SRdzOF A2y AyaltAddziazya G§KNRBAAK { KnSoNalornalavelSies A St ¢
(Hanoi and HCMC) with several specialiaaiyersities under them are directly managed by the Prime
aAyAaidSNRa hFFAOSO®

The main roles of the governing agency on public HE or TVET institutions are: (1) to tlechitte
budgetfor the operation of the HE/TVET institutior{g) to participate ithe management of the public

HE or TVET institutions through the Board of Trustees or School Council in terms of development strategy,
organizational structure, ahfinancial policies

(d) The9+ model

Rationale and legal basi$he 9+ model is the bge education program between intermediate level and
college level

According to the Decision522/@D¢ 3 6 A aadzSR 2y al & wmMpX HamyO dzLl2y (i
Orientation Education and Filtering of Students from Secondary Education Levelgeribe of 2018

HNnHpéS GKS 3I21f 2F GKS D2OSNYyYSyid Aa G2 KIF@S a4
enter TVET sector at elementary and intermediate TVET level by 2025 (the rate is at least 30% for regions

with less developed socialconomic conditions). Career orientation and student classificatidno

vocational education is an important task for MOLI&#"the state management role of vocational

SRdzOF GA2y® . NAIRS LINRPANIY Ay @2 Ol lcaréeyorientatiSrraddO | G A 2 y
student classification to vocational education N2 f S @

MOLISA has issued the Circular 27/2017/T[T 7 ¢ t -provisidn/of bridge progranmtegratinglevels of
vocational education, including the bridge progrémnconnectelementary level and intermediate level,
andto connectintermediate level and college level.
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According to the Education Law 2019 (effectianfriuly 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 learrgeneral education courgat are same aat the high school level

The9+ modelwas 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 prograorderto join
technical and vocationabork force.Students followin@+will patticipate in two training programs at the
same time: general education etent (condensed content following regulations BYOET, and technical
training courseat intermediate and college levegbrovided by the TVET institutisn(under the
management of MOLISAMOET has issued an official letter that agree TMETIs to organizéne
condensed general education content following related training regulations, however, as feedback by
interview with TVETIs, this training contentrisostly provided by a regular education center under the
management of local Department of Education & TrairgmyOET.

The training options of the 9+ modiecludeY Ayt @ GKS WgpboQ Y2RSt FyR Wi b

The9+ model in thestructure ofeducation system in Vietham

MOET MOLISA
:' _____ | :' _____ |
i i
PhD/Doctor (2-4 years) i ! ! l
. i . i
! | ! |
+ i | ! i
= | i | H
=] i i i H
= Masters (2 years) ! ' ISCED 7 | !
g Do P
= i g b
5 | E | | |
® 5 ; ! ISCED 6 : !
= T - e I i
k= - BritgE PrOQIOm  —====m==mm == mmm ooy [ [
= University (4-5 years) gy ooommommmmmoodeooooooo , pog P2
8+ | 2 E
| eyears) Collegs 5 N
: £ e
=] i =
= i %43 + bg =
g ! | ! |
e 4 |3 years) g | |
= | ! i ! i
- i Condensed | B i |
E; | | Upper Secondary Education conend Vocational Intermediate @ ISCED 4 ] i
| A ! |
= L m—m—m—— ! | ! |
-------- F 3 | |
-5 .g T + : : : :
g ' L .
o
w Lower Secandary Education _|  Vocational Elementary | ' | !
o — Cmm]
| |
2 L Lo I
Primary Education (5 years)
fthe cniy lowed of compulsory education) Mote: |SCED = International Standard
Classification of Education
T n addition to the main educaticn system,
the educational program for mountainous
_ Nursery School areas can be slightly different, such as using
] S (for children form 3-5 y.o) more ethnic languages in teaching.
% E Besides, The reformatory programs also
E 3 T teaches cultwral subjects to 13-18 year-old
& B students who violated the law. Reformatory
Kindergartens school |5 under the Ministry of Public
(for children from 0 - <3 y.o) Security.

SourceResearch team developed fraddS £ I G S R infokmatiod 0 NA S & Q
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The table below explain the differences of the 9+ model options:

Model Entry level | TVETOutput | Duration General education content
level (year)
9+3model | Lower Intermediate 3 Equivalent to Upper secondal
secondary | vocational education (condensed content) After
education | education finishing 9+3, students will hay
certificate of completion.
9+5 model | Lower College 5 Equivalent to Upper secondal
secondary education (condensed content
education Need to have certificate of completio
the condensed content of Upper
secondary educationfor continuing
college level program.
1 Need to take examinatiorfor having
upper secondary school qualificati
(degree) together with college degree
9+4 Lower College 4 1 Equivalent to Upper secondal
modeF° secondary education (condensed content
education 1 Need to have certificate of completio
the condensed content of Upper
secondary educationfor continuing
college level program
52 y @dil toyfake examinatioro get
upper secondary school qualification.

In general, students of this 9+ model can reachEI3€ 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 ISCEB qualification.

(e) The transition opportunities from TVET to HE as a part ofldag learning aspiration

One nterconnection aspecbetween HE and TVET sector in the education sysigstemis the open
opportunity for collegeggraduates to continue to higheducation trackby 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 standardsion procedure which requires

6OLY (KS &KIFINAYy3d R20dzySyid 2F 5+9¢ T2 N iarkacimemSthese Dk thé ¢fisialfop&sal ko

MOLISA for the bridge education to college level (which mean the 9+5 model), which having 9+3 level (bridge educationemidtee

vocational education level) and 9+5 level (bridge education tegellevel). We may understand that 9+4 is a special case of 9+5 program,

FLILX @Ay3 F2NJ addzRSyda ¢gK2 R2y Qi KIF@S RSYFYR G2 3ISG dzZLILISNI aSO02y Rl NB ¢
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the completion of upper secondary education level with the certification of graduation from the national
examination. This means thatly those whograduate from 9+%nodelwould haveopportunity 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 tlagtper 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.

213¢KS adlFiSQa Ay@SaldySyd Ay SRdOFGAZ2Y YR GNIAYAY

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 exgliture 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 1415%.

Figure32. Governmentexpenditure on education & trainingn Vietnam (2010 2020)

% of state expenditure on education & training

14,3 158 13,9 13,7 151 154 14,0 14,4

Total state expenditure on education & training (thousand billion VND)

245 258

177 178 205 -
156 175

127

78 99

2010 2011 2012 2013 2014 2015 2016 2017 2018 Prel. 2019 Est. 2020

Source: GSO, 2020

The allocation of thggovernmentbudget for education and training must ensure proportions according
to Resolution No. 28Q/TW issued on 4 November 2013 by the Central Committee of the 8th Term XI .
Regarding state expenditures fAE andl'VET, under the provisions of the Law on StaiégBt 2015, the

state budget does not allocatelE andTVET expenditures separately, but general expenditures on
education, training and vocational training. Therefore, the statistics of state budget expenditutdk for
and TVET are determined onturing the process of allocating and assigning the estimates within the
Government system.

64



The Data Collection Survey and Situation Analysisdustrial HR Development in Vietham (2p2

(a) Investment on higher education

The tertiary education sectét however, receives the lowest share of public funding allocation (as of
2016: 0.33% of GDP, %lof total government spending and 6.1% of total government spending on
education and training}. This ratio of public spending on tertiary education to GDP is by far the lowest
when benchmarking against peer and aspirational countries. Recurrent puhliin 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 educationetitutions 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*6T1880)
number of public universities is around 160 (22%) while that of private ones arounth62@tnam, he
large number of public universities (84%) seems to be heavy burden on the state bliclgigs. also the
motivation for enhanceuniversity autonomyamong public institutionsto improve the quality of
educationand effectiveness of the sysmn.

Figure33. Governmentexpenditure on tertiary education, as % of GDP (2016)

0,33

Vietnam Indonesia Thailand China R.o.Korea  Singapore Malaysia Poland France UK Australia  Netherlands  Finland

Source: World Bank, 2020

Especiallythe state expenditure for HE sector is relatively émywcompared with other countries
Historically the Government focusd on investment for general educatianore thanhigher educatiof?.

Figure34. 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 Educai 6.80 4.76 441

Source: World Bank, 2020

70 Tertiary education is defined as from ISCEDS5 to above level

71World Banlkg Improving the Perfanance of Higher Education in Vietnam: Strategic Priorities and Policy Options (2020)
72 OECDhttps://gpseducation.oecd.org/CountryProfile?primaryCountrif€ireshold=10&topic=EO

73 World Banlg, Improving the Performance of Higher Education in Vietnam: Strategic Priorities and Policy Options (020)
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Spending per student in tertiary education in Vietnamnigch lower compared to that of other countries.

The state budget investment per student is also low, while public universities account for 84% of total
enrollment’. 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 undenvested situation of the HE in the country. On a different note, the ongoing
transformation towards autonomation of plib universities in Vietham has to some extent resulted in a
significant shift of cost of HE onto students, which may lead to the decrease in hew enrollments and
potential thread of misuse of university revenues for private purpBs&esides, many universities are
probably unable to generate sufficient tuition resources through marketable disciplines.

Figure35. Spending per student and GDP per capital (USD)

116.654

62.996 '

47.810 46.31
41.720 39.159 6313 43.043 47:694

33.423 34.036

5% i85 29.911
9.686 19.309 19.324 )

2.366 3.332
12.336
7.90% 11.290

700 1.486

Vietnam  Indonesia Mexico Korea (2018) Israel (2018) Japan (2018) Germany Canada UK (2018) US (2018) Luxembourg
(2017) (2015) (2018) (2018) (2018) (2018)

Note: Government expenditure per student is theerage 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@he
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 serviéeés

Source: OECD, World Bank

(b) State investment on TVET

The state budget has also been considered as the main and most important financial sours&=Tor
sector.According to the statistics on the budget and treasury management information systems, éhe tot
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?ltemID=5622

75V0 and Laikg (2019), An institutional study of autonomisation of public universities in Vietnam

76 Organisation for Economic @meration and Development (OECDjttps://www.oecdilibrary.org/docserver/eag highligh2912-16-

en.pdf?expires=1635195665&id=id&accnameest&checksum=1373DB18BC405D21DF969DA54B965740
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VND. The estimate entered and approved on #lystemfor budget in 202Gas 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 fAVET is currently used for three categoriesurrent expenditures, basic
construction expenditures and target programs. Among target programs, for the period of22206

there were two remarkable National Target Programs approved by the Prime Minister, namely, the
National Target Program for NeRural Development and the National Target Program for Vocational
Education and Training.

CANRGE GKS bliA2ylrf ¢FNBSGO tNRBAIANFY FFJJofwhich wdzNI f
GAYLINRGBSYSYyG 2F GKS ljdzr £t A& 2wals thd st ndtabR Yrbjdct. TheNd A Y A Y
second National Target Prograqthe National Target Program for Vocational Education and Training was

' LILINE OSSR Ay STSPAFDOL YR YWHKUIRNES LINRP2SOGax FYzy3d ¢
improvement of VETquali @ ¢ ® a2ad 2F adldS FTdzyRAYy3a F2NJ +9¢ LINP
dzZA SR FT2NJ LINP2SOG awST2NY¥Y YR AYLINROBSYSYybve2T +9¢ |
times from 2016 to 2018.

Figure36. State budget fo’VET projects under National Target Programs (Unit: VND billion)

1328 1242
573

500 540 702

2016 2017 2018
Project "Reform and improvement of VET quality"

Project "Improvement of the quality of vocational training for rural workers"

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, iskated, disadvantaged areas, border and island areas and ethnic minority areas.
According to Decision No. 46/2016/Q00g on promulgating norms for the allocation of recurrent
expenditure estimates of the State budget in 2017, the allocation norm of traamdgrocational training
expenditures was adjusted to increase by an average of 1.76 times depending on the region compared to
Decision No. 59/2010/QDTg; the norm of allocation of expenditures on training and vocational training
according to populationriteria for mountainous areas ethnic minorities in the delta and dedping

areas is 1.56 times higher than in urban areas; for highlasidnds, 2.22 times higher than that of urban
areas.

775 SOA & A2y brEghisswed by the Rrithe Minister, issued on 16th August 2016
550AaA2y -BTg, dsugddyitRePiime Minister, issued on 20th June 2017
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In addition to the state budget, in fact, there are many sesrof 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 atlehrning of vocational schools. Along with that, the
mobilization and allocation of funds by ministriggrovincial departmentsfor vocational training
development is still low, not meeting practical requirements.

2.2 Higher education (HE) system: status, tleages and development direction

2.2.1The network of higher educatiomstitutions (HEISs)

As of September 2021, there are 278 Universities and Institutes and 24 Pedagogical College under the
supervision of MOET and public institutions outnumber private olmeterm of region, the northerand

the southernareas 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.

Figure37. Number of public and private HEIs by region

Classification Number of HEIs North Central South
Number ofHEIs 278 142 49 87
Public HEIs 211 116 38 57
Private HEIs 67 26 11 30

Source: Research team consolidate from M@d&a

Most universities are still concentrated in Hanoi (137 HEIs) and Ho Chi Minh City (52 tHEIs)yo

political and economic centers of Viethnam. The number of HEIs in Hanoi accounts for almost half of total
number of HEIs in Vietham. Cities and proemwith 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 @ iH&re active in two
biggest cities of Hanoi and HCNE® privateHEIs out of total 67 HEIs nationwide)

68



The Data Collection Survey and Situation Analysisdustrial HR Development in Vietham (2p2

Figure38. Mapping of universities & colleges across Vietham (as of September 2021)

Quantity Province

52 HCM city
13 Da Nang
12 Hue

] Eac Minh - Thai Nguysn
Khanh Hoa - Nghe An

6 Binh Duong - Hai Phong

5 Nam Dinh - Dong Nai - Can Tho

4 Hung Yen - Hai Duong - Lam Dong

3 Winh Long - Thai Binh - Vinh Phuc - Ba
Ria Vung Tau - Long &n - Dak Lak

2 Thanh Hoa - Kien Giang -Quang Mam -
Quang Ninh Phu Yen - Phu Tho -
Quang Mgai - Binh Dinh

1 Dong Thap - An Giang - Cao Bang -
Hoa Binh -Tuyen Quang - Tay Minh Tra
inh - Bac Lieu - Bac Giang - Tien
Giang - Quang Tri - Binh Thuan - Ha
Tinh Hau Giang - Quang Binh -5on La -
Gia Lai - Ha Mam Ninh Binh - Dien Bien
- Ha Giang - Lang Son - Yen Bai

0 Bac kan - Lao Cai - Lai Chau - Dak Mong
- Kon Tum - Ninh Thuan - Ben Tre - Ca
Mau - 5oc Trang

Sourcew S & S I N §yntlieSs- fryhQMOET ddfa

By governing agency, out of 278 HEIs, there arly 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

Ministry of Public Security

Ministry of Finance

Ministry of Agriculture andRural Development

Ministry of Agriculture and Rural Development

9
8
4
Ministry of Transport 4
4
4
4

Ministry of Construction

Other Ministries, Institutes, Associations 54

Foreign Organizations 5

79 MOET- https://moet.gov.vn/giaoducquocdan/giasuc-darhoc/Pages/tifiuc.aspx?ltemID=7503
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In general, these HEIs would follow the guideline and supervision of MO&dufmation 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 fromhe state budget per studefft 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
EastEuropean model of separation between teaching and research activities. This separation can result
in the ineffectiveness of both teaching andsearch outcomes as well as the inefficiency in the use of
human and financial resources.

2.2.2The HE reform agenda, overview andrrent progress

(a) Overviewof higher education reforms over the period of 2012020

The revised Law on HighBducation (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 educasittions.

There are nine key policies for HE development:

(1) The development of HE sector shall focus on providing a-dkidled workforce for socio
economic development.

(2) Funds and resources shall be given to development of higher education on princfples
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 cerfaiivileges 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 higfskilled teaching workforce; HEIs that develop specialized programsoaniibute
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 imglud
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 innovationstrengthen the partnership between HEIs and enterprises and science
and technology organizations; foster the participation of enterprise sector in HE activities.

80 Online newspaper of Vietham State audittp://baockiemtoannhanuoc.vn/giaduc/ngansachcho-giacducdaihoccanduocphanbo-theo-
dondat-hangcuanhanuoc140037
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(7) Improve the policy to appeal and retain highkilled teaching workforce, especially thos¢hw?hD
gualification 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 Highertieducglude:

U 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:

9 Clearer definition of diffrent forms of HE including formal education, distance education; part
time learning and continuing education

1 Introduce the notion of research universities and applied science universities

U Encourage the transformation of public HEIs towards autonomy bedi¢velopment of private
sector

1 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 theHHinstitution.

9 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, trainingducation 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 studes. 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 moreoroom f
autonomation.

1 The development of HEI network has emphasized the efficiency of resources, the balance
between public and private sector, fostered the development otfootprofit private universities
and the establishment of strategic HiEsters.

91 Clarfy 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 aedearch 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 investmengiy) and other lawful sources of income; Loans;
Sponsorships, donations, gifts from former students, domestic and foreign entities; State funding

(if any)

U More flexible policy on evaluating and ranking of HEIs, which allows more participation of the priva
sector and integration with regional and international standards
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1 HEIs can choose and participate in different national or international ranking system.

1 Vietnamese norcommercial legal entities may rank higher education institutions and have the
respongbility to ensure truthfulness, objectivity and transparency; publish and explain their
ranking method, criteria and results.

U Encourage research and technology transfer through research activities at HEIs, participation of
enterprise sector in HE developmteand international collaboration

1 Provide support through financial funds and incentives for research and development activities at
HEIls

Encourage enterprises participating in research and technology transfer activities with HEIs

Encourage HEIs participrgg in international collaboration

(b) Agenda and achievement of higher education reforms over the period of 202020

The reform agenda of HE sector Vietham over the period of 201d 2020 possessed noticeable
resolutions:

1 Changes in university enrollment method towards diversifying assessment methods and more
efficiency of resource usage: (1) the national examination for upper secondary edueatan |
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 forementioned examination, there are varie 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

9 Setting learners at the center of education: encourage the implementation of edpaditd
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 edoaati

9 Transformation in quality assurance from which HEIls shall conduct internal quality assurance
based on the guidelines provided by MOET and acquire external quality assurance through
gualified agencies. The standards for HEIs as regulated by MOETds&vsytlergy with regional
standards of Asian University Network Quality Assurance {@RIN

1 Strengthening the socialization of education, encouraging the investment from different
organizations and individuals. This is believed to create more opportsnitie prospective
learners to access HE and to improve the quality of education through fair competition among
HEIs.

1 Continue the transformation of public HEIs towards autonomation. This reform has enabled public
HEIs to have more power in determining the&levelopment 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 secamomic development.

Achievements of HE reform over the period of 2@12020 basically witnessed positive resulthich
reflected the set targets of the period of developing the HE sector towards improvement of education
guality, institutional management capacity, and intetioaal integration
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The network of HEIs has expanded and strongly contributed to the supply -skhigth workforce

1 Between 201X 2019, the number of HEIs increased 1.6 times. In the same period, the number
of faculty members increased 1.6 times. Paiicly, the number of faculty members with PhD
qualification increased 3.3 tim&s

9 Over the period of 2012020, on average, the HE sector provides 470,000 Bachelor Degree
graduates for the HR market in Vietnam annually (MOET) with increasing choicdscatien
majors. Posgraduate education was also expanded with more partnership programs with
foreign HElIs.

There is noteworthy improvement in education quality of HEIs
1 By end of 2020, there were 404 HE programs which were assessed and accreditedhdf3ehi

programs from 48 HEIs were recognized based on domestic standards, and 212 programs from 36

HEIs were accredited based on foreign standards (MOET)

9 Clearer guidelines from MOET regarding setting the program learning outcomes and designing
new prograns 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.

1 Research and techimgy transfer activities have achieved positive results: Between 2@04.8,
the number of international publications by HEIs on Scopus increased 4.7 times from 1,764 articles
to 8,234 article¥. Some HEls offer a funding amount of 5,500 to 8,800 USi2dearch 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 2042016, from 848 to 1,651 articl@¢sand
technology transfer (the number of technology transfer contracts tripled between 221R.5).

1 According to the rankings published by the®Q&orld University Rankings (QS) of the British
educational organization Quacqgudli Symonds in 2018, for the first time, Vietnam has 02
representatives in the top 1,000 best universities in the world, \MEMC and VNHanoi. As of
27/11/2019, Vietnam has 8 institutioffsanked in the list of top 500 universities in Asia (out of
13578 HE institutions).

(c) The draft of HE Development Strategy 2022030 with vision to 2045

The draft offHE Development Strategy 2022030 with vision to 2045° sets focus on improvement of
aSO0G2NNa ljdaftAade IyR STFFTFAOASYyOes SyKFIyOAyd Ayd

Sali

81 Tap chi lich su dang (Journal of Party Histofy)dz3 dzA & HAHMZI &1 A8 DRAEOT & AI2WR o[nF@8am2 ya [ S Ny (€ :

82 https://dantri.com.vn/giaeduchuongnghiep/10namscluongcongbo-quocte-cuaviet-namtang-gans-lan-20190115081238291.htm

83The 11 indicators used to compile the QS Asia University Rankings include: (1) Academic reputation (30%), (2)dpugeitger(R0%), (3)

Faculty/student ratio (10%), (4) International research network (10%), (5) Citations per paper (10%), (6) Papers p@&tac(ifyStaff with a

PhD (5%), (8) Proportion of international faculty (2.5%), (9) Proportion of interaatitudents (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 o35 OX  H n H m I HEDEW@lopRidht Strate@@Tc 2@80 with vision to 2045s

aidAtt Ay G(GKS LINRPOS&aa 2F O2YLX SlAy3a FYyR SRAGAY3I Ay GKS FfA3ayYSyi
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The MOET determines the requirements for the formulation of the HE Overall Development Strategy over

the period of 20212030 with vision towards 2050, as the basis for innovation, comprehensive and
sustainable development in the losigrm of Vietnam's higher education system. The reform agenda has

a strong focus on developing an HE ecosystem that is favorable to the emergehedJoiiversity of the
CdzidzNS® LG Aa O2y&aARSNBR |a al ReEYIlIYAO AyaidAadddza
academically, organizationally and financially autonomous and accountable, and achieves outstanding
results in terms of trainindnighlyqualified graduates and producing leadiedge research that can
L2aAdGA@Ste AYLIOG GKS 8 FGA2ylf FTyR NBIA2YyLIf SO2y?2

U Three pillars of the development strategies for HE sector in 282130 include:

System optimization | Develop the master plamm the network of higher education and pedagogi

institutions for the period of 20241203¢7

1 The planning of the network of HEIs is to restructure the unive
network to ensure a reasonable size and structure of trair
professions, to meet the neadof human resources for soeé@onomic
development of the country; at the same time ensure investm
efficiency, limit waste; education quality; liberalization, innovati
association with businesses

1 Forming a number of prestigious universities and earsities in the
region and the world

1 Merging of smaibkcale, inefficient universities and planned in an of
direction, developing universities and universities with good quz
assurance conditions.
V  Enhancing the institutional autonomy of HEIs
V Improvingthe capacity and operational efficiency at institutional

and sectorial level

Implementation of 1 Reformation of financial policy to improve the effectiveness of publig
financial leverage investment on HE sector

strategy 1 Develop policy to encourage investment from other sectors for HE
Digitalization of HE Enhancing the digitalization in HE sector at all levels from gawvental
sector management, between HEIls, and within each HEI towards a

transparent, dynamic, effective, efficient HE system and to create T
opportunities for highquality HE

U The expected outcomes of the next decade strategy were first envisioned thtbeget of objectives

for the first Syear of the plan
As stated in the Decision 69/QD0gissued by the Prime Minister on January 15, 2019 regarding the
approval of the Plan for HE Quality Development 21®25, the general objective is to enhance the
guality of education, research and technology transfer to meet the demand forgkigjlwakforce, foster

86 World Bank; Improving the Performance of Higher Education in Vietnam: Strategic Priorities and Policy Options (2020)
87 Decision 209 QDTg 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.

Figure39. Performance Indicators for HE Quality Development in 202925

Key development indicators Till 2025
Regarding the quality of HE graduates
Percentage of HE graduates meet the program learning outcomes and ready to parti 100%
in labor market
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 HEtpualified for reputable international quality assurance

At least 10%

Percentage of HE programs qualified for domestic or international quality assuranc

Above 35%

Regarding institutional autonomy

Percentage of HEIs achieving institutioaatonomy and accountability 100%
Regarding international integration
Percentage of HEls utilizing open source of reference and curriculum sharg 100%

internationally reputable HEIs

Percentage of HEIs having student/ teacher exchange programs wigh gional and
international HEIs

Above 70%

Percentage of HEIs which offers programs among the 8 majors that are mu
recognized among ASEAN members completing the procedure for credit transferrin
other HEls in the regigrincluding Architectue, Technical Consulting, Nursing, Medi
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 reputabléng 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 annesgarch projects with international partner(

Above 30%

Percentage of HEIs having at least 2 annual research or technology transfer projec
domestic or international partner(s)

Above 50%

Number of scientific journals by domestic HElseting the regional and internationé
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 demandator market and socio

economic development

100%

Source: Decision 69/@Drg issued by the Prime Minister on January 15, 2019 regarding the approval of the Plan for

HE Quality Development 20£2025
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(d) The HE development strategic solutions in the perimid2019¢ 2025

The HE development strategic solutions in the period of 202025 show breakthrough approaches in
various aspects

U More assertive actions towards institutional autonomy and sector management
V Select, develop and implemeaffective HElI 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

U More benéeficial 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 buildingites and international
exchange programs

V Establish talent acquisition strategy to invite more highly reputable lecturers from abroad
to join the teaching workforce in Vietham

U Innovative solutions to improve teaching facility
V Encourage the implementatioof technology innovation

V Foster the establishment of modern research and development facility to be shared
FY2y3 19L& FYyR GKS TF2NXYIFGA2Y 2F GdzyAQBSNRAI
collaboration in research and teaching activities

V Encourageesource sharing and research collaboration among HEIs

U Diversify training programs for HE graduates to offer more opportunities for continuing education
and retraining based on labor market demand; develop different teaching models including
online and dstance learning; encourage the establishment of training centers at enterprises

U Develop the system to collect and process data for 4sijih human resource demand forecast
U Continue fostering research and technology transfer activitidernational integration
2.2.3EXxisting system challenges @erspectiveof 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 bbénto 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

G0 KS aSsOoiraWRGn legd&SiR frainslo2 Ay 3 {GF GS 0dzNBF dzONF 08¢ |
better sectorwide coordination, for more global integration, and for public universities to be given
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F LILINBLINR F S F2N¥a 2FThe\HEaefoimijalrindy @ing pabt yelardzing he 3eér ds
GySaaezr OKIFI20A0X alLRyidlyS2dzas LI GOKexX AyO2yaradasSy
YR | ALJANI GA 2y £ However te tradsforiidion (cadn Yas the same time bring
opportunities for VietnanHE to reposition itself as a netorthy new player in the global HE landscape

This part would be summarized and divided iBtibems: (a) Governance & State management of b,
Institutional Autonomy and Accountability, (c) Quality Assurance, (d) ihgaalorkforce, (e) Teaching
infrastructure with focus on digitalization of HEIs, (f) Academic Research and Technology ,Tiggnsfer
International collaboration in HE sector K 0 { (i dzR Sy &ndl @ Erdeygh@ riew 0niBeysily models

(a) Governance & State management of HE
Existing multiple streams of state management on public HEls

From the perspective of regulation framework, despite recent positive transformation from the
amendment of Law on Higher Education in 20t8gmentation 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
AyOf dzZRAYy3 fAYS YAYyAauNARSa |yR f20If A2 PSNYYSyia
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 alipulrganization 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 publigls

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 measdfe$he 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 forédi received from MOF is
around \ND 30 million per year). On the other hand, even thodgé 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 Bif@ to achieve ambitious objectives in

the next decade

88 Hayden M., L&lguyen D.C. (2020) A Review of the Reform Agenda for Higher Edunatmtinam. In: Le Ha P., Ba Ngoc D. (eds) Higher

Education in MarkeOriented Socialist Vietnam

89t Ky [ ®l & 52y . dbd 6Hnun0 LYGNRBRIzZOGAZ2Y | yR C2NBINRIH RAtyIAG AR € & NJ
In: Le Ha P., Bagic D. (eds) Higher Education in Markitented Socialist Vietnam

90 World Banlg, 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 deeisiaking role from all related
stakeholders. The current HE data are collected and managed by many organizations including MOET,
GSQandotherYA YA A G NR Sa%® RSLI NIYSyida

(b) Institutional Autonomy and Accountability

As of 2020, 23 public universities\ietham are allowed to transfer to the autonomy scheme under the
Resolution 77/2014/NECP (issued in 2014) on autonomy transformation of HEgse universities can
determine their own tuition fee rate, which becanaweragely US$80€ 2,000 per year, 2, 3.5 times
higher than the normal old tuition fee of public universitibat are notautonomous®. Related to this,
there is the Decree 81/2021/NBCPon 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 sedtothis document, there are
regulations on tuition limits for higher educatioin public HEIshat have not guaranteed recurrent
expenditure and investment expenditure entirely, and those that have guaranteed recurrent expenditure
and investment expenditure entireffalmost financial autonomous).

Figure40. 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 Hanoj 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 af Hanoi 17 | University of Finance & Marketing HCMC

Technology
6 Vlet.nam National University of Hanoi 18 HCMC- University of Technology a HCMC
Agriculture Education
Posts &  Telecommunication . . . .
7 . Hanoi 19 | Industrial University of HCMC HCMC
Institute of Technology
8 Electric Power University Hanoi 20 | HCMC University of Fodaddustry HCMC
9 University of Hanoi Industrial Textil 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 ThoUniversity of Medicine anc Can Tho
Pharmacy
12 University of EconomieSechnology| Hanoi & Nam
for Industries Dinh

Source: tuyensinhso.vn (HE enroliment potial)

91 World Bankg Improving the Performance of Higher Education in \Aatn Strategic Priorities and Policy Options (2020)

92 For example, according Decree 81/2021/NBCP,the tuition limit of school year 202%, 2022in HE level in public HEIs that have not
guaranteed recurrent expenditure and investment expenditure entirehges from 98@ 1,430 VND thousand/student/month while that of the
publicHEIs that have guaranteed recurrent expenditure and investment expenditure engir2§20¢ 5,050 VND thousand/student/month.

93 HE enroliment portat https://tuyensinhso.vn/basin-cho-diem/danhsach23-truong-dh-conglap-thu-hocphi-cachon-2-35-lancactruong
conglap-khacc28962.html
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The notion of promoting institutional autonomy and accountability has been one key theme in the HE
reform agenda of Vietham more than a decade, aiming to increase the effectiveness of the system. By
moving away from the traditional centralization in decisinaking, 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 msitive changes and opportunities for them towards a more efficient management:

9 Faster decisioimaking process for many important managerial issues such as organizational
structure, study program, partnerghietc.

1 Improve productivity and efficiency
9 More proactive actions for collaborations and initiatives

However, certain limitation exists in &) O K 2uderatahding and experience in leading the change, (ii)
unclear strategy for implementation, (iii) overlapping functions among different relatedoaitids, 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 contrfrom the central ministrie.

t | NI A Odzf lcalldd &inancial @ukoBomitig many public HEIs is largely associated with finaneial self
reliance in terms of mobilization of ndnldzo £ A O NBdchgie&idvadHEIs100% of interviewed
public HEIsvhich are nowon the path of institutional autonomy admitted that financial autonomy was
the most challenging issue of the transition. The main source of income for most HElIs is from tuition fee.
With financial aid from thegoverning 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 oftarteeim 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 HElIsniore 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
proactivenes®f education institutions towards organizational management and development. There are
two main approaches for revenue generation apart from tuition fee:

1 Fom research and technology transfer and consulting services
9 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 gnus of people directly engaged in production. HEIs with

94 Thi Tuyet Tran (2014) Governance in higher education in VietnArmove towards decentralization and its practical problems, Journal of
Asian Public Policy, 7:1,-82
95 World Banlg Improving the Performance of HighEducation in Vietham: 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 HnancialAids 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,

enroliment, performance, minutes of schoolwtwil meetings to the public; (iii) other requiremetat

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,

ASGYylYSasS 19La R2 y2i KIFI@S OftSINIIFYR NBftAlFLotS I C
Revenue generation from research and technology transfer and consulting services

Case of Can Tho University and Foreign Trade University

With the advantages from)(professional academic lecturers with expertise and experience as well as res
skills; (ii) research facilities and technology, many HEIs can actually actively provide services for the gov
and enterprise sector in the form dResearch andonsulting projectsandlInnovation and technology transfe
activities

Besides providing opportunities for faculty members and students to enhance research and innovation caj
this approach is an effective solution for revenue generation, espg@sthighranking researched and applie
science HEIs. At Can Tho University, various consultancy projects have been done to support foreign inv
evaluate the Mekong Delta region and make strategic decision the penetrate this market. Beside
universitie§lechnical and technological teams have also successfully conductteeimplogy transfer projects
for local enterprises. One of those many suc@d@sstoriesis the cooperation with Yanmarthe Japanese marke
leader in agricultural machimg to develop modification for its agriculture machines to better adapt the Vietr
flyYyR O2yRAGAZ2Y YR t20It FTIFENYSNEQ LINI OiGAOSaod ¢t
in engineering or agriculture field, where practical inntta and technology transfer outputs can suppc
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 go
projects for government and enterprises is popular and effective. Foreign Trade University, one of the
universities in Vietnam in this field, has established the Institute of Economics and International Trade sinc
The Institute is the fodgoint for the universities research, bidding and implementing of local and internati
projects, as well as providing training courses for enterprises, students and community. This model I
become popular in many applied science orienggiyate universities.

Even though abovenentioned activities do not contribute to the major part of revenue for many public

private HEIs where tuition fee still accounts for the main revenue source, it can be considered as a startir
to become more finaaial independent. On the other hand, it is also considered an effective approach to en
knowledge and handn experience for faculty staff and students, which in result would improve the ov
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 angdrofihuniversity, Fulbright
''YAOGSNEAGE O2YYA(a TINS SBNRYW ASRCEK 20f FI-dBf K A LO | FRRSNI AGCK 2 &
website). To keep this goal, the university aspires to promote various campaign and forms for fi
O2y NROGdziA2y>E OFfftSR G3IATFGeéT FTNBY LINRPALISOGABS F

Financial aids

Supporting construction of campus

Oultfitting classrooms with technologies

Bringing international scholars to school campus

=a —a —a -

By doing so, Fulbright can assist two third of its students with Amsesd financial aids assistance in the form
scholarshipand N} yGa® t I NIa 2F GKS a3aIAFdiaéd INB faz 3z
to attract and retain qualified faculty members, visiting professorship, fellowship, research activities, and el
student experience.

(c) QualityAssurance (QA)
According to current regulation, QA for higher education system has 5 functions:
1 Assessments related to the establishment of a new institution or the initiation of a new program;

9 Supervision of the operation of institutions and programs tsure 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 furaning;

9 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:

1 Between 20142016%, 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 (AWUM). The AUNDA system ws 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 reabgnixsia, Europe and East Africa
and provides QA at program level and institutional I&veAll HEIs evaluated from 2018 and
onwards are assessed against these new standards.

1 The majority of HEIs view the MOET policy and direction on QA of HE inssitatidrprograms
are in sync with regional and global trends. Many universities will finish the assessment of their

96 World Bank; Improving the Performance of Higher Education in Vietnam: Strategic Priorities and Policy Options (Apr. 2020)
97 AUN- 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. Maepresentatives 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 remaincompetitive, many HEIs aim at achieving internationally recognized
gualifications.

| 26 SOSNE | FGUGSNI Y2NB GKIFy  RSOIFIRS 2F RS@St2LSyds
YEGA2YEFE v FNFYSE2N] ¢ (2 LINRP@ARS IdZARSEAYS F2N A

9 This issue is reflected in the lack of evaluation tools for QA. Moreover, despite the effort to

establish independent agencies for external QA, many-paktYS |1 9L&aQ adidl F7F
assessors, which resulted in the conflict of interests and tdstrust and credibility in the QA
process.

1 In terms of the selhssessment activities of HEIs (internal QA), there exists opinion that the
credibility of this work is not standardized among HElIs. This is mainly due to the different methods
used by the university and its responsibility and transpagein 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.

1 Besides, while many HEIs keepery 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 increasipgtngaged in the assessment of education quality and development of
curriculum

1 Many HEIls develop their network of enterprises or establish an advisory council of professionals
and industry experts besides academic members to periodically review and @feeidback and
advice for the universjt

1 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 methis 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 irydudhtis
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 MOE

82

g S



The Data Collection Survey and Situation Analysisdustrial HR Development in Vietham (2p2

(d) Teaching workforce

The teaching workforce has increased in both quantity and gtfality

Total number of faculty members in HE sector has increased 12% betwee 2026

The proportion of teaching staff in HEIs with Doctor Degrees has doubled from 15% in 2013 to
30% in 2020.

1 The proportion of teaching staff in HEIs with Master Dedrag also increased from 53% to 60%
between 2013; 2020.

Figure41. Teaching workforce in Vietnam HE sector by educational qualification (Unit: %)

65.2 65.7 69.6 72.8 75.0 733 73.1 Total ('000 persons)
& * b B B B 1 Other qualification
15 16 20 23
27 29 30
Doctor Degree
53 57
59 60
60 61 60
Master Degree
32 26 21 University and College

17 13 10 9 Degree
2013-2014 2014-2015 2015-1016 2016-2017 2017-2018 2018-2019 2019-2020

Source: MOET (2028)
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

1 The foreign language proficiency and computer skills of ipulmiversity 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

1 Very few lecturers participate in researactivities.

1 Except for some top ranking universities, many HEIs still have low rate of academic staff with
Doctor Degredjust about 30%)

98 State Organization Journal (Ministry of Home Affaitg)ps://tcnn.vn/news/detail/41635/Thuetrang-doi-ngugiangvien-cactruong-darhoc
conglap-o-VietNam.html

99 MOET website https://moet.gov.vn/thongke/Pages/thoneko-giac-ducdairhoc.aspx

83



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

The Data Collection Survey and Situation Analysisdustrial HR Development in Vietham (2p2

HE teachers in Vietham face pressure on managing quality of interaction with students due to high student
to teadher ratia

1 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.

1 Many public universies still maintain classes with 100 students per each or 80 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 exigtg challenges in talent management for HEIs, especially in the public sector:

1 Regarding the remuneration policy for academic staff, most university lectures do not receive a
O2YLISGAGABS aLI O1F3ASeés SAaLISOAL f t Honlseemdsitdbe g 2 NJ A Y
better at private institutions, foreign HEIs or universities with bilateral cooperation between
+ASOYlIY YR 2G0KSNJ) O2dzy GNARSaAaQ LI NIYySN 06adzOK | a
aids to support this matter. For many autonon®otiEls, 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.

1 Many public schools have received support from the governmedtkonors to assist their faculty
members with continuing education and training activities including sbourses or PhD courses
abroad. Many HElIs offer these opportunities for their talents as a way to retain talents for future
academic workforce.

1 Humanresource policy and incentives can be a crucial measure for creating a highly qualified
academic staff. The recent Circular 20/2026/TD57 ¢ 6Hnu N0 KIF & | R2dza (SR
and guidelines for working condition of HE academic staff including reduetirequired annual
lecture hour, promoting research activities, remuneration for lecturing classes with more than 40
students and for oveperformance of required annual workloaflhese adjustmerstcan be seen
as some first steps to tackle current penglissue 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 ofHE sector in the long run.

1 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.

84



The Data Collection Survey and Situation Analysisdustrial HR Development in Vietham (2p2

Physical infrastructure

Existing gap in infrastructure situation between public and private setipgrading institutional
infrastructure in HEIs is among key goals for the transformation agenda as to meet international
standards. Almost half of the universities in Vietnam aoated 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

1 Hybrid learning, which is a combination ofdampus lectures and online learning, has become
popular.

1 Many schools have confirmed the transition of teaching materials and-aliéss discussion onto
digital platforms to improve the learning experience for their students.

1 Other management work such as student, administration, libraryrafetence material database
management has also been gradually integrated to digital system

The level of digitalization varies among HEIs:

1 Private schools with strong investmentiebegun the process from the beginning and seems to
be at the forefront @ this roadmap, while public sector seems to be behind.

1 Public HEIs, on the other hand, have received various support from the government, donors, and
technology enterprises in this field, especially during the CQ9Ipandemic.

1 Another key challenge fddigitalization, 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 COVHD9 outbreak, the digitalization in education has been speeded up faster than ever before
but there is remaining gap between geographic regions

1 Education and training facilities are transiting to online teaching platforms. 324 |1é$5mese
broadcast on channel W¥ (National TV broadcaster) and channel K+ (one of the leading digital
TV services).

1 6 dties 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 loesliti the Red River Delta, the
Southwest, the South Central and the Central Highlands.

100MOET website https://moet.gov.vn/giaoducquocdan/tarcuongungdungcntt/Pages/tintuc.aspx?ltemID=6703
85



https://moet.gov.vn/giaoducquocdan/tang-cuong-ung-dung-cntt/Pages/tin-tuc.aspx?ItemID=6703

The Data Collection Survey and Situation Analysisdustrial HR Development in Vietham (2p2

1 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 leas5#, 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 Vietham over the last decade
based on global ranking. However, whesmpared with other benchmarking countries, the status of
Vietnam in the regional and global academic landscape is among the Bwest

1 Over the period of 201Q 2018, the average annual growth rate in the number of international
research publication frowietnam is 20942

9 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 SingaB888ds

The imbalance in resource mobilization for research activities and in the participation of HEIs.

f a2NB GKIFIY cm>: 2F +ASOylrYQa AYGSNylLr A2yttt aoOASy
for Science and Technology Development (NAFOSTED).

1 5 HEIs contribute 50% of total international research publications: Vietham Academy of Science
and Technology, VNHCMC, Ton Duc Thang University, \WNNJ Hanoi University of Science and
Technology

1 By researched field, between 20QR@018, top 3 areas of search 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
publicationg.

Some main factorkindering the progress of academic research and technology transfer in Vietham HE
sector include:

9 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

1 The registration for academic research grants and projects can soeetim complicated and
the benefits from these activities can be not clear and appealing

1 Lack of research talents: despite the increase in number of Master and PhD graduates, the
guantity and quality of research outputs is motes

9 Limited links to globalesearch frontier and low level of universgyndustry linkage

101 World Bank; Improving the Performance of Higher Education in Vietnam: Strategic Priorities and Policy Options (2020)
102 Vietnam Journal on Science and Tredlogy- https://vjst.vn/vn/tin-tuc/3793/congbo-khoahocquocte-cuaviet-nam-thuc-trangva-mot-
sokhuyennghi.aspx
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1 Underdeveloped ICT/ research infrastructure

However, with direction and encouragement from MOET, good signs are withessed among many HEIs in
the field of academic research. A number ofaash universities were established in recent years as a
result of agreement between Vietham government and other partner countries such as: Vietigman
University, Vietnamese German University, University of Science and Technology of Hanoi (Vietrthm
France), Fulbright Univeity. These universities are all aimed at becoming a leading research university in
the region with international standards. Other public universities such as theWWWNLHCMC, Hanoi
University of Science and Technolog\HZMC University of Technology are all good model of HEIs with
strong records for academic research and technology transfer.

(g9) International collaboration in HE sector

The trend of globalization and the explosion of science and technology innovatiobhé&avencouraging

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, iternational cooperation of universities takes place as an objective necessity and
increasingly asserts its important role in the development of universities in the world. Vietham has
established educational cooperation relations with more than 100 counizied territories; and is an
active member of many international educational organizatiins

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 4ilion USPP“. Vietnam currently has 5 universities

and nearly 100 foreiginvested 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:
1 Develop dual programs provided by Vietnam and foreign institution

i Establish credit transfer mechanism between similar programs to support the exchange of
studerts and qualification recognition between partnering institutions

i Establish exchange programs for students, teaching staff and managing staff for sharing
opportunities of learning and capacity building

9 Share resources, knowledge and collaborate in reseand technology transfer activities
0KV {GdzRSy(iaQ SyNRftftYSy

After some constant increase in the number of students enrolled in universities in Vietham during the
period of 20052016, the speed has been slowing down since school year20li% and tended to slightly

level off in the past 3 years. The period of 22120 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

1030nline Newspaper of the Government of the Socialist Republic of Vietmam/baochinhphu.vn/Doaninghiep/Tanecuonghop-tacve
dautu-de-thuc-day-doirmoigiacduc/410993.vgp
104 0Online Newspaper of the Governmte http://baochinhphu.vn/Doanimghiep/Tanecuonghop-tac-va-dautu-de-thuc-day-doi-moi-giac

duc/410993.vgp
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enrolled in postgraduate programs has shown notable decrease with 94,920 master degree staddnts
11,054 PhD students in school year 22020, a 14% drop in total pegraduate students from 106,567
master degree students and 14,686 PhD students in school year2Z21B/(

Figure42. Students enrolled in Bachelor Degree Vfietham

Unit: million students
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Source: MOET (2020)
wSl a2ya 0SKAYR GKS RSONBIFaS Ay 19 aGdRSyGtaQ SyNRft
f D2OSNYyYSyid LRftAOe G2 Lidzi + oNBIF] 2y ljdza yadAade

O 2 YLINZ Y A & B°Rrhdjudderfyirgiisdués were believed to lmasequent 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 governancbetween 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.

1 The competition between domestic and foreign HEIs also results in this drojpras 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 abro#fl This ratevas 1.5 times higher than that in 2D. As a
result, families with more economic privilege tend to send their children to study abroad.

9 The birth rate in Vietham decreased sharply in the past 10 years from 1992 to 2001, so the rate
of students entering umiersitiesamong those finis general educatiom the following 18 years
(20102017) also decreased. A similar situation may occur in the next 10 yearsZ@29))

105World Bank; Improving thePerformance 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 Ecbnresiitiorét
Basingstoke:Palgraveddmillan
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1 Some students have chosen vocational training instead of going to university as TVET system has
been developed and become more attractiaad due to the results of student filtering into HE
and TVET after lower secondary education level as the general policy from the government

Figure43. Registration and Admission situation of training programs in HE in 2021
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Note: Registration is the number of students applying for an HE program whilesémimis 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 aedraanientation for students are not

well associated with the socieconomic development plan. Looking at the admission rates of different
Bachelor programs, many students register for trending sector like business and management, journalism
and communicabns, hospitalitytourism-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 HEelated legal framework and diverse education demand from learners can be s#ee@as
main driving factors for the emerging of different university models:

1 HEls are given the rights to decide their own strategy for development

1 Law on Higher Education has encouraged the participation of private sector in HE and the model
of not-for-profit private HEI

1 Prospective learners have different demand for higher etioca

The following three models are the most popular ones in Vietnam:

1 Research universities: there have been an increasing number of universities choosing the
direction of becoming a research univeysiamong which are those in the public sector. In
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addition, universities established as a mutual cooperation between Viethnam 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 universitifgeiregion. 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 educationanvironment with opportunities for various exchange
programs in many foreign partner universities of the institution.

9 Applied science universities: on a parallel track with research university model, applied science

universities are focusingonactver A yAy 3 | yR GF1Ay3 GKS afSIFNYyAy3
AYyo@SaiyYSyild 2y &40GdRSyidiaQ SELISNASYOS | yR | OGAGAI

skill training. Besides theoretical education, these universities often engage with industrysexpert
FYR LINI OGAGAZ2YSNE |a ag@rairiday3d £ SO0GdzNENE G2
Many private universities are following this direction. Some highlight models include Phenikaa
University & FPT University.

f  Not-for-profit and liberal uni NA A G A S&Y Cdzf 6 NRAIKG | yor-@&SitNR A (0 &

AYRSLISYRSY(GX tA0SNIf FNIaAé dzyA@SNEAGED® ¢KS Y2R
+ASGylYQa ySEG 3ISYySNIidAaAz2y 2F f SI RSNE gbtjadzi LILIS R

challenges. The model promotes the studeentered pedagogy and liberal arts approach as the
education philosophy. There are also research or applied science universities withditbentdd
approach, which means that such university would eneger its students to take part in

interdisciplinary courses as a way to expand knowledge andNekpSy OS |y R (G2 G Odza i

study plan based on personal preference.

2.2.4 Support situationand existing challengeom perspective of HEnstitutions

This part 6cuses 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 stitutions 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 supplaeboration 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 ofedeloping training programs and curriculu(@4%), as well as
international cooperation.

GwS3F NRAY3I O6AfIGSNIE O22LI8NIGA2Y 6AGK R2Yy2NEY t NX 2 NX

improve education and training of human resources, 3I€&ining soft skills and languages, KOICghort

training course for students). Withe 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 andimmternally. The school has received
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limited support from the Ministry of Industry and Trade, mainly-fsgifled and selfjoverning, even before the
a0K22f 0SO0lI Y Dffite ddiBeigficd Wandgerdent and International Relations, HE, South

a! f supportXrdm projects: Europe (Eramus), JapHEA, FTUJAPI Universal House), Research project

(facilities project, training room). Other organizations that FTU participates in are Switzerland, Germany's DAAD
Foundation, Germany's FNF Foundation. fen content and goals are training and developing human
NBE&d2dz2NOSad® D2@FSNYYSy( & dzLIDi2dhof IhtérnaidralfOffide HENEGGMA LI F2NJ £ SO

Figure44. Support received since the last 5 years by the survey#s institutions

Current received support of HEIs
N=31

Capacity building of teaching staff 90
Facilities and equipment 84
Development of training programs, curriculum 74
International cooperation 71
Governance, management of HE 52
Strenghthen connection with employers & industries 39
Technology and software 35

Other | 3

Unlike in TVET sectowhen the support from international donors mostly egpthrough centralize
government management bodies, the HE institutions normally have much autonomy in directly develop
collaboration programs, proposing initia¢ig 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, developoferaining
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
R2Y2NRQ I OlGA 2 orseckoyy, KAIKSNI SRdzOI (A

(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 marke&t 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%), laekaifrces 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 déel 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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Figure45. Perception of main challenges faced at HE institution level

Unit: % 100% = 44 HEIs

Insufficient capacity to provide trainings that can meet with changing HR

. . o . 68
requirement under impact of Industry 4.0, Digitalization & Automation

Lack of resources to develop training programs for emerging future jobs 66

Limited collaboration in R&D, technology transfer with industries 59
Increase in competition with other training institutions 55
Inadequate training facilities and infrastructure 52

Limited capacity to develop practical working skills for students 52

Lack of linkages with employers/labor market 48
Lack of supportive policies for HE 48

Lack of effective support in connecting jobs for graduates 41

Lack of sufficient teaching workforce 39

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 counterpartsfid a8 OA Sy 0S g (SOKy2f 238 RS@St 2L
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 npublic players, foreign players.

& 2 $ack of applied research products as university's outphe University needs more scientific research

products (e.g. training courses, textbooks, etc.) as this is also ot afiteria for evaluating the training
quality of the school. Themre also& I £ f Sy3Sa Ay | RIFILWNAY3a (G2 GKS NBI dzi NB Y.
Relations Department, HE, Central

The issues of teaching staff capacity, or ability to provide &¥egob 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 waeddire investment in future period from

the perspective of HE institutioH§, 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%).

108Question: In your opinion, what are the TOP3 important issues of HE system should be focused by Government and Dorsupportgve
in the next 510 years?
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Figure46. Perception of HE institutions on Top 3 prioritized sector challenges

Unit: % Region
Total Morthern Central Southern
N=44 18 7 19
Internationalization of programs 52 28 86 63
Develop high quality academic workforce 48 56 29 47
Enhance institutions’ autonomy, resource mobilization 36 33 43 37
Enhance capacity of digitalization & innovation 36 17 43 53
Research & technology transfer 32 27 71 26
Innovative curriculum & pedagogy 30 39 29 21
Strengthen collaboration with enterprises & industries 30 44 0 26
Strengthen information sharing of labor market 16 28 0 11
Reform in governance & management system 9 17 0 5
Systemize qualification framework | 5 0 0 5

Some interesting difference between HElIs 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. Timiay reflect that the universities in Southern region and in

/ SYGNYtf R2y Qi KIF@S |a YdzOK &dzZLJLI2 NI 2 LI NI dzyAGASa

Besides, the HEIs in the South care more about capacity for digitalization & innopativeps,because

they feel more urgent needs to innovate towards digitalization since Ho Chi Minh city is positioned as the
center for hightech industrial and economic development of the nation. Digitalization in higher education
is an emerging trend in ititlutional 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-ilass lectures and online learning.

Northern universities, on the other handget 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%%sues 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 HErgiial @gion put attention on

GKS A&dadzsS 2F NBaSIENOK |yR (SOKyz2ft23& (NI yaFSNIT
SYGSNIINR&ASE 9 AYRdAzAGNE adlF {1 SK2ft RSNAQ a 2y S A YL N
reflect that the collabaation between universities and enterprises in the Central region has been strong

in other aspects rather than practical R&D and technology transfer.
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2.3 Vocational Education & TrainingVET): status, challenges and development direction
2.3.1The network of voctional education & traininginstitutions (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.

Figure47. Mapping of TVET Institutions in Vietham

Northern midland Number Red River Delta Number
& mountain area of TVETIs of TVETIs
Ha Giang 14 Hanoi 369
Cao Bang 3 Bac Ninh Vinh Phuc 39
Bac Kan 19 Quang Ninh 41
Tuyen Quang 17 Hai Phong: Hai Duong 40
Lao Cai 20 Bac Ninh 63
Yen Bai 18 \ Hai Phong 69
Thai Nguyen 33 Thanh Hoa Hung Yen 49
Lang Son 6 Thai Binh 34
Bac Giang 43 Ha Nam 23
PhuTho 48 Nam Dinh 48
Dien Bien 14 Ninh Binh 35
Lai Chau 17
ZO" ;a - ig Northern central Number
0avin area & Central of TVETIs
costal area
. Number Thanh Hoa 90
Central Highland of TVETIs Nehe An =
Lam Dong 39 HaTinh 27
Kon Tum 21 Quang Binh 22
Gia Lai 27 Quang Tri 22
Dak Lak 37 Thua Thien Hue 37
Dak Nong 17 Da Nang 64
Quang Nam 29
Number Quang Ngai 31
Mekong Delta of TVETIs Binh Dinh 29
Long An 23 PhuYen 4
Tien Giang 29 Khanh Hoa 50
Ben Tre 22 Ninh Thuan 20
Tra Vinh 2 HOMC Binh Thuan 30
Vinh Long 30
Dong Thap 22 Number
An Giang 23 Can Tho South East of TVETIs
Kien Giang 29 Ba Ria - Vung Tau 46
Can Tho 101 Ho Chi Minh City 554
Hau Giang 22 Binh Phuoc 23
Soc Trang 19 Tay Ninh 22
Bac Lieu 15 Binh Duong 90
Ca Mai 21 Dong Nai 88

Statistics in 2018 shows that the Red River Delta and South East regions have the highest concentration
of TVETIs with 810 and 823 institutions, respectivEfye top 2 provinces having most TVETIs are Ho Chi
Minh city (554 TVETIs) and Hanoi (369 TVE&}h 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 see@mnomic regions, Central Highlands only account&%6rof 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 163% (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 stabléwdgttievelopment characteristics:
the nonpublic TVET institutions have emerged stronger, and the public TVET institutions were restructured

The total number of vocational institutions mostly remained stable in the period -2026. While the
number of pubic vocational institutions decreased from 1,465 institutions in 2016 to 1,345 institutions in
2020, the number of nofpublic institutions grew up by 34.7%om 1,232 institutions in 2016 to 1,660
institutions in 2020, showing a good sign for the efforfs \Getham government to improve the
participation of norpublic sector in vocational education.

Figure48. Number of TVET Institutions in Vietnam by type of ownership

Total = 2,697 3,006 2,957 3,024 3,005

1,431 1,583
: 1,660
Won-public | 1,232 1,658 .

Public | 1,465 1574 1,441

1,299 1,345

2016 2017 2018 2019 2020

Note: Statistics from GSO seems include athganizations 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 Train#jca(iixkries

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 ledaih the same geographical areas, the dissolution of
TVET institutions with low performance result, increasing the autonomy rights for TVET institutions, and
promoting nonrpublic TVET institutions to raise competitiveness of TVET Btfers

By type of in8tutions, elementaryvocational training centers account for the most number of
institutions, with strong growth on nepublic sector.

109Vietnam Vocational Education and Training Report 2018, DVET
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Figure49. Number of TVET institutions by type (2018)

Total = LR 520 233
414
324
Mon-public
210
474
222 210
Public
Vocational Intzrmediate Elementary
College School of Wocational
Vocational Centre
Training

Source: GSO (2020)

Especially, elementary vocational centers and otbeganizations havingocational training activities
were very developed in the South East region and Red River Delta.régmrevead a fact that the labor
market ha required more shorterm and infomal vocational training services to meet the demand of
development.

Figure50. Numbers of TVET institutions by type and by regions (2018)

Total = Bd5 520 238 1,003
b
20
a7 101
103
185
127
Central Highlands
Midlznd & Naorth Mountainous| 55 E'?“ 183 244
Iekong River Delta 75 cs
Central Coast a7 23
. 243
Red River Dalta 146 177 “on
South East| 162 120 150
Vocational College  Intermnediate Schoaol Elementary Other organizations
of Vocational Vocational Centre  having vocstional
Training training actwvity

Source: GSO (2020)

96



The Data Collection Survey and Situation Analysisdustrial HR Development in Vietham (2p2

2.3.2The VET reform agenda, overview and current progress
a) Overall of theTVET reform agenda in 2012020

The reform of TVET sector in Vietham has begun strongly since the periog ZIAA with key agenda
aSli o0& (KS a+x20FdA2yFf ¢NIAYAWMEAHBSWSE 2LIYSYyd { NI

The Vocational Education Development stratempriod 20112020 was developed by the MOLISA and
approved by the Prime Minister via the Decision No. 636/Q1Q 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 aimgolve practical inadequacies as well as to foster the
expansion of vocational education towards meetisocieeconomic 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 Vietham, which can be the base to evaluate the achievement of
TVETeform 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
i. Development of vocational teaching staff and vocational training marsager
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 inA G dzi A2y ad YR GKS fF 02N YIFNJSI
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 andET"

solution (ii) "Development of teaching staff and vocational training managers" were defined as two
breakthrough solutions

(b) Reformof State management of TVET

The new Law on Vocational Educat{@014) came into effect on $tJuly 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 iterms 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 dentwsdd approach of
vocational education. The prominent reform aspects can be recognized ag:belo

TVET system organization is more streamlined

1 Streamline the vocational education level: the vocational education system contains
levels:Elementary level, Intermediate level, College leVhls has reduced the complicatil
doubletraining system between MOET and MOLISA under the previous law

T {2adSYAT S GKS @20l ( ¥Yaationdl EducAtin Gefitaimieyiggyo AV E
techniques & career orientation centers and centers of vocational trainifagational Traimg
Schoolg¢merging of professional education secondary school and vocational training secc
school);Collegegmerging of college and vocational training college).

Renovation in management and organization of training towards creating more congenien
learners to attend vocational education and more autonomy for TVET institutions to organize tre

T Allow two modes of training: modwleased accumulation and crediased accumulation, TVE
institutions have the rights to choose the suitable tiag mode to their conditions. Thuthe
TVET system is more flexible and able to assure the permeability between training levels
same occupation or different occupations, or articulate higher levels of Vietham nat
education system. This process respects learners as the cenggluohtion and allows then
to pursuit appropriate training or follow multiple courses in the same time period, so that
can shorten or extend their training time depending on the conditions, abilities and conte
each personal learner.

1 Shorten trainng duration of the vocational intermediate level for the lowsscondary schoo
graduates to 12 years if follow modulbased accumulation model (in previous Education |
it was 34 years). This mearthe upper secondary education content is not congmrly for
lower-secondary school graduates, unless they aim to pursuit collegéievel

1 More autonomy and flexibility in developing training programs: the state does not promu
framework curriculum but allows TVET institutions the rights to develaogr thraining
programs. Vocational education institutions may also choose foreign programs that have
accredited to teach; or choose an existing curriculum as the TVET school's curri
Currently, TVET institutions can be pursuant to Decision No2/QEBTTd11 about
Vietnamese qualification framework to develop appropriate training programs.

1 More autonomy in studenenrollmentfor TVET institutions: the institutions are allowed
define their enrollment scale based on their conditions of quantitylifjcation of the training

1101f a student obtaining lowesecondary degree wishes to reach college education, he/she must learn and pass the exams which satisfy the
requirements pertaining to uppesecondary knowledge (Article 33, Law on Vocational Education)
111 Decision No. 1982/QDTg 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 Yy
enroliment based on an entry examination result or general education results, or combir
of both.

1 Reform of testing, examination, gradtion consideration and awarding graduation certifica
With new trainingmethod (modulebased or credibased training), if learners accumula
enough necessary module or credit regulated for each training program, they will be aw
graduation certifcate without final examination.

Increase supporting policy that attracts learners to attend vocational education

1 Learners can get exemption of tuition fee in vocational education if they belong to sj
groups?? such as: disadvantaged grouggulated in education policies, graduates of low
secondary schools when enrolling to the TVET intermediate level, learners in occupatior
difficult enrollment but highdemand and other occupations which require spet
characteristics;

1 Boarding suport for disadvantaged learners from ethnic minorities, disabilities fr
disadvantaged socieconomic areas or special remote areas;

1 Learnerswho graduate from college can be awarded college certificate and recogniz
practical engineer depending ondhraining occupatio.

Other policies that benefit for learners and create more autonomy for TVET institutions

1 Renovation in policy for teachers/trainers: The VET Law (2014) shows the salary str
corresponding to defined title system, honor polgieextension of working time policy f
experienced and highly qualified teachers/trainers. Trainers/teachers of practical traini
integrated training are eligible to favorable incentives as stipulated by the government.

1 Renovation in policy on connéey enterprises with TVET institutions: Enterprises wt
participate in TVET activity have equal rights and responsibilities as TVET institutions. E
for training activity can be deducted from taxable incomes.

1 Increase autonomy of TVET institutiof&/ET institutions have autonomy in activities rela
to organization, personnel, finance, asset management, technology and training, interne
cooperation, ensuring training quality as stipulated in law. Public TVET institutions ¢
regular expendures and investment by themselves as stipulated by the government.

1 Renovation in international cooperation in the TVET field: The VET Law contains of s¢
items aboutinternational cooperation, such as: forms of international cooperation, T
cooperation with foreign associations, establishing the representative office of foi
associations in Vietham and of Vietham TVET institution abroa

112Article 62, Law on vocational education

99



The Data Collection Survey and Situation Analysisdustrial HR Development in Vietham (2p2

Besides the TVET lawetbffort of government t@entralizing all TVET institutions under MOLISA (DVET)
management helps to systemize the planning and implementation of TVET r&twoogh it has been

mentioned in part 2.1.1 of this report, it is still critical oY LIKF & AT S GKFd GKS D2 @SNy
shift the central state management function for all TVET institutions from partly under MOET to fully

under MOLISAsince January 2017), except pedagogical educaiame 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 ofexdls more clearly as higuality vocational

training providers.

(c) Resultof TVET reform in period 201:12020

TVET reform progress 20£12020 has achieved positive results, especially in terms of quantitative
indicators achievement

A set of quantitatie performance indicators were set to specify the targets in thgddr 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:

Figure51. Results of performance indicators of TVET development strategy 2020

Up to 2015 Up to 2020
Performance indicator i i
Targets| Actual CemplEten Targets Actual Completem
level level
Structural quantity of newly trained laborers
Nu_mber of newly traln_ed laborer: 96 9.0 94 % 12.9 107 83 %
(million persons), of which
- Trained Iabqrers at Cpllege an 54 19 93 % 29 23 80 %
intermediate level
- Elementary level andocational 75 70 94 % 100 84 84 %

training under 3 monthg

Number of laborers (million
persons) at rural areas receive( 4.7 4.1 87 % 55 52 94 %
vocational training

The number of vocational institutions

Vocational college, of which 190 190 100 % 230 410 178 %

Nonpublic Collegey 60 48 78 % 80 97 121 %

Highquality Collegey 26 40 154 % 40 40 100 %

Vocational training schools (VTS) 300 279 93 % 310 444 143 %

Nonpublic VTS 100 104 104 % 120 231 193 %

Vo<_:at|0nal training center (VTC), 920 997 108 % 1050 1057 101 %
which

Nonpublic VTG 320 341 107 % 350 360 103 %

10C



The Data Collection Survey and Situation Analysisdustrial HR Development in Vietham (2p2

Up to 2015 Up to 2020
Performance indicator i i
Targets| Actual CliaETen Targets Actual CEEe
level level
Development of vocational teachers
('\Ilolggc’)f]r) O?fwr:’igﬁa“ona' teacher 51 00| 39,152 77% | 77,000| 83,959 109 %
At college leve| 13,000 | 15,986 123 % 28,000 37,235 133 %
At Intermediate leve| 24,000 9,254 39 % 31,000 13,295 43 %
At elementary 'er‘éiln?r?igggn; 14,000 13,912 99% | 18,000| 33429 | 186 %
Development of curriculum and training materials
Number of natlpnal voca_tlona 130 9% 74 % 150 n/a n/a
programs and curricula to be issue
Number of |nte_rnat|onal TVE 26 20 77 0% 35 34 97 %
programs and curricula to be used
Number.of regional TVET prograr 49 n/a n/a 20 n/a n/a
and curricula to be used
Number of elementary programs
and curricula for rural labor to b( 300 191 64 % 200 n/a n/a
developed
TVET quality assurance
New regional quality accreditatiol i i i 3 4 133 %
centers to be developed
National vocational qualifications framework
The —framework of —nationa g, 191 76% | 400 103 48 %
vocational qualification
Notes: name of vocational training institutions are used according to new TVET law 2014
{ 2dz2NDOSY ¢ NBSGYT 5S50RAEBFY WY VNEKEMSTs FNRBY ah[L{! Q&

development strategy 2022030

Asof positive result of TVET reform, admissions to TVET institutions has inqreaiiegly

Overthe period between 2012nd 2018,the number of TVETstudentsincreasedL.5 times withnearly1
million more students after 6 yeard’he 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 tointermediatelevel 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

- Vocational Elemgntary vocational
Year Vocational colleges | . . training and under 3 Total
intermediate schools month training

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 2016020, the TVET sector has provided almost 10 million graduates for the labour niduket.
number of graduates from TVET institutions has increased in recent years, especiallpirbhiosector.
In 2016, one third of VET graduates wefeom non-public TVET institutio®s. After 4 years, the number
rose about 1.5 timesaccounting for 55% of totadVET graduates.

Figure 53. Number of Graduates from TVET Institutions

Unit: thousand graduates

774
74
692 9 1,200 Nonpublic
514
1.292 1,351 1,426
965 : 990 Public
2016 2017 2018 2019 2020

Source: GSO (2020)

However, thereemained important limitations and great demand gaps that require TVET system to thrive
in the future

Reviewing TVET reform period 2012020, MOLISA® has identified key remaining gaps that need to be
addressed in the future, those are briefly discusasdelow:

113 The number of graduates from nguublic TVET itigutions increase sharply meanwhile the number ofEMnstitution remain stable, it

O2dzf R 0SS RdzS G2 D2@SNYYSyidiQa LkfAd0e (2 NBaGNHzOGdzNB G KESangd &tiihe2 N] ¢ +9 ¢

same time the system is more open and supportive for-pablic TVETSs to operat&ose changes occurred mostly by the change of number of

secondary TVET institutions and TVET centers which have short term training courses

14ah[ L{!' Q&d RNITFi LINB2SOlG 2y @20 (-REByWitl visiSrRal2045 {2a22)y RSGSt 2 LIYSy i &G NI GS3
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1 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;

9 Overall, quality of TVIEin 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.

9 The training structure is still unreasonable in terms of qualification levels and occupdtions.
terms of level, intermediate and college degrees account for a low proportion, which means that
most vocational trainings are at lowest level of elementary stemin courses. Besides, MOLISA
evaluated that the structure of training occupations has he®t yet suitable with the demand
structure of occupations from the labor market;

1 Interms of inclusiveness, there remained big gaps. Vocational training for disadvantaged groups
such as ethnic minorities and women has not been given sufficient investifilea percentage
of ethnic minority people participating in vocational training is still very low, and most of them
are attending shorterm courses below -Bhonth. Many other disadvantaged groups such as
people with disabilities, ethnic minorities, peoaléer drug rehabilitation, people who have been
released from prison, etc., still lack of accessibility to TVET although there are supportive policies.

1 Ingeneral, graduate career development opportunities are still limited, and skills of the vocational

f SFNYySNAR KIFE@S 8SG YSG 6AGK SYLX 28SNBRQ NBIjdANBY

requirements will be discussed-@tepth in Chapter 3 of this report.

1 The scale of highuality training is still insufficient, failing to meet the requirementskey
economic sectors and the requirements of improving the competitive quality of human resources
in the context of high integration and competition.

1 The adaptability of the system is not high to keep up with the changes of science and technology,
espeially Industry 4.0 and nemaditional risks such as the COMIB pandemic.

1 Regarding international benchmarking, vocational skills of trained workers in Vietnam are almost
not recognized in the regional and international labor market, thus the labor mewné between
Vietnam and other countries is still limited. The cooperation between TVET institutes of Vietham
and training institutions of other countries is still limited.

The issues analysis for these limitasamill be discussed further in part 2.3véhen reviewing the main
development aspects and system challenges of the TVET sector in Vietham.

(d) TVEDevelopment Strategy 20212030

The TVET Development Strategy 202030 sets clearer matrix for TVET reform in the next decade, with
strategic fotis on improving quality and structure, and thriving towards global integration

The Prime Minister has recently approved the Vocational Education & Training Development Strategy for
period 2021cH non GAGK @AaA2y G2 wITgqn 3iDecenibir 8025 Sompadirdy 2 Y

10¢G
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with the previous period, TVET development strategy 28@30 has shown better specifie objectives
and less ambiguous in meaning of targets.

Overall objectives for TVET development until 2030 emphasize that TVEStméedie\eloped rapidly

nees(i 2Y&8SiG GKS RAGSNES ySSRa 27F (KS ahdiao @eddhigherNg S
requirements in terms of quantity, structure, and quality of skilled human resources for the development
2T (GKS O2 dzy (i NBe statgmet bf D& objedBv Fefedsithdt the Government hasgmiear
emphasis on efforts to speeadp the development of TVET at the same time with pressures to continue
structural improvement of the TVET sector.

In terms of specific objectives fomeh 5Byear 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 inddstrelbpment, along

with determined ambitions to enter global integration of training standards.

Figure54. Objectives of TVET Development Strategy period 202030

Specific objectives by 2025 Specific objectives by 2030
i Ensure the scale and structure 9§ Focus on improving the quality arn
Quality & training industries and occupatior effectiveness of TVET in order to m¢
Structure for the country's soci@conomic the needs of skilled human resourc
recovery and development; for developing countries with moder
industry;
The training quality of some schoa  Actively participate in the
Global asymptotically reaches the level « international HR training market;
integration ASBN4  countries  (including § The qulity of some school
Indonesia, Philippines, Thailand ai asymptotically reaches the level
Malaysia)  quality of some ASEAN! countries, quality of som
occupations asymptotically reache occupations reaches the level
the level of developed countries in th developed countries in the G20 grou
region and the world;
 Contribute to increase the rate c § Contribute to increase the rate ¢
Scale of trained workers with degrees an trained workers with degrees an
demand certificates to 30% of the labor force certificates to 3540% of the labol
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.
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Figure55. Performance Indicators foTVET Development Strategy period 2022030

Key development indicators Till 2025 Till 2030

Towards meeting labor force structure demand
Studeqts graduat!ng from middle and high schools enter the vocati 40 45% 50-55%
education system;
Percgntage of Ia.bor force retrained and regularly trained through 25% 50%
vocational education system
Number of key trained occupations 150 200
Towards TVET Inclusiveness development
Female leaners in the total new enroliment quota 30% 40%
Percentage of employees who are ethnic minorities with vocational traif 45% 50%
Percentage of employees who are disabled people who are able to worl 3506 40%
receive appropriate vocational training
Towards improvement of TVET quality assurance
Percentage of workers (trained by TVET) with information technology s| 80% 90%
Percen_tag_e of vocational education institutions meeting qua 30% 70%
accreditation standards
Percen_tage of training pregms in key occupations meeting qual 50% 100%
accreditation standards
Rate of qualified teachers 100% 100%
Percentage of managers trained and fostered to improve capacit

o . 80% 90%
management and modern administration
Percentage of trainingndustries and occupations developed and updat 80% 90%
with output standards according to the National Qualifications Framewc ° °
Towards developing higiguality TVET institutions
Number of highguality schools 70 90
National center for higlguality 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 ASBANuntries 40 60
Number ofschools approaching the level of developed countries in the | 03 06
group
Number of key industries with outstanding competitiveness in ASE) 510 15:20

countries

{ 2dz2NDSY 5 S OKTg anBist Decemupr021
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Key solutions for implementation of TVET strategy 202030 present different set of priorities

In order to achieve the strategic goals, eight solution components are defined as focus of TVET
development.

Figure56. Key solutions of TVET Development Strategy period 202030, vision to 2045

No. TVET development strategiokitions in 2021- 2030

i. Completing the institutional management, increasing effectiveness and efficiency of
state management

. Accelerating digital transformation; Modernizing facilities and equipment; Renov
training programs andethods

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, entrepremne
and innovation

vi. Increase mobilization and improve the efficiency of financial investment for vocat
education

vii.  Enhancing communication to improve the brand image, the positive perception about
values of vocational education

viii.  Actively and effectively improve international integration of TVET

{ 2dzNDOSY 5 S OKTg anBYDecemieg2RAl 7

The solutions present different priorities comparing to the last period, as driven by the aforementioned
objectives as well as lylobal development trendRenovating state management wase ofthe most

important achievemerd of TVET reform in the last period and thus it is not defined as a breakthrough

a2t dziAzy Ay GKS ySEG RSOFRS® aSlIysgKAfST 6AAAL a5
GNIAYSNE FyR ¢+9¢ Yl yab@é&iNdugh sbldin. fivo Hdvdlopniebt aspeddsdf y SR |
Ge¢+9¢ FlILOATAOASE YR SldALIYSYGé |yYyR a¢+9¢ LINE INI
solutions in previous strategy are now combined; together with accelerating digitalization in TVET as a

new aspect, this group ohtee aspects (ii) is defined as one breakthrough solution for the future period.

Besidessome interesting and notable changes in setting priorities could be recognized:

9 TVET quality assurance, such as strengthening the capacity of the national vdcakitlaa
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 assurancetdd® linked closely with the labor
market demand.

9 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 beingategorized 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 asy atoili
commercialize result; setting up staup and innovation centers at higiuality TVET institution,
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strengthening innovative and entrepreneurial spirit in TVET ecosystem, enhancing vocational
orientation for learners prior, during and after trainingogess.

1 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
GFrala 2FY AYyONBIaAy3 ainginShiizatioh of @bdbiic YeSoyirdes 2 Yy ¢ + ¢
on TVET; enhancing financial autonomy of public TVET institutions; prioritizing synchronous
investment for highquality TVET at regional and national level and in key target occupations;
prioritizing investment towadts 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 andbaséd allocation.

Along with overall TVET development strategy in period 202030, the Government has issued an
independent action program on TVET Digitalization

hy GKS alyYS RI& 27T -Kgand¥BT DevaldprochtzSiateyy fon pecodhRDALY,

the Prime Mhister also issued the Decision 2222/@3t 3 2y I LIINRGAYy3I GKS G5A3A
@20 GA2ylf SRdzOF A2y dzyGAf wnup FYR 2NASyidlFGAZ2Yy
Completing institutional policies and mechanism regardingTTdigitalization; (ii) Developing vocational

training programs that align with digitalization in the economy and international integration; (i)
Developing digital infrastructure, platforms, equipment and learning material; (iv) Developing digital
capaciy 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 TVETigital transformation; (vii) Raising awarenes®l international cooperation and (viii) Ensuring

network safety and security.

2.3.3 Status of key development aspec#d 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 mention@VIBT Development Strategy
2021¢ 2030 with vision to 2045

(a) Governance &tate management of TVET

Besides the launchf 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 200@,

there have been 07 decregB1 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 fahirg 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, taeduce redundancy ando quickly respond to practical issues in
implementation. Accordingot DVET, existing limitations that need policies revision include: practical
policies on encouraggenterprises to participate in TVET trainingsiell training ativities, employment

and remuneration policies for workers in occupations that specifically require skills training, etc.
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largely determine the actual @pations of the almost 2,000 TVET institutes but scattered among 13 line
YAYAAGNRSEAS co LINE @AYy OA Lt  cpdiitedlibr§afizations, 2avidy” priliaieS S & =
ownerg!®, Most of vocational institutions are under the management of local government, covering 92%

of institutions in 2018. OnlI8% (out of 193df institutions belongs to central line, of which the majority is

vocational college.

Figure57. Numberof TVET Institutiondy level of management

Unit: institution

876
Local Government

Central
12 Government
Vocational College  Intermediate Vocational — Vecational Centre

Training School

Sourcelabor 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 applicatidnirformation 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/QIBXH on Approval of Key industries; Assigned
Schools for training keydustries and occupations for the 201@020 period and orientation to 2025.
The decision has issuéle list of:

i.  Key industries according to international, ASEAN regional and national levels;
ii.  Public colleges and intermediate schools are assigneusiming 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 goweent 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
traininglad 2 NJ F2NOS Ay ! ANAOdzf G dzZNB>X C2NBadNER g ! ljdz OdzA G
TVETIs training in manufacturing, engineering, IT and busiakdsd sectors are located more in Red

River Delta, Central Coast and South East regions. MeredVETIs training service occupations such as

tourism, hospitality, healthcare are more concentrated in central regions.

116 ADB Vietnam TVET smcassessment report (2020)
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Figure58. Number of public TVETIs assigned for training key occupatidnsfields & by regions

Midland & North

Mekong Delt
Red River Delta Central Coast South East Mountainous . R'i'i' ?  Central Highlands
region
Arts 18 11 14 3 1
Buzinezs & Management,
Law, Communication 13 E 8 & 0
Computer & Information 14 a8 12 I 17 -
Technology
. .Engineering& 195 165 150 . 82 I 25
Engineering Technology
Manufacturing 5 £ 0
Agriculture, Forestry z a7 [
& Aguaculture
Healthcare 3 * B
Tourism, hospitality, sport 2nd I 4 24 10
personal services
Transportation service 5 L e
Architecture & Construction 4 0 0
Others 1 B 4
Grand total 553 392 266 262 200 &l

SourceDecision No. 1769/QDDTBXH

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, dspitality, 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.

Figure59. Number of public TVHS assigned for training key international level occupations

by fields & by regions
Midland & North Mekon Dalta
Red River Delta South East Central Coast Mountainous L= m”fer = Central Highlands
region
Arts | 4 E 1 0 1
Business & Manzgement, 2
Law, Communication 1 o o
Computer & Information 3 2
Technalogy I 1a & 2
Engineering & 76 - 3
Enginesring Technology - 101 6 2% 1
Manufacturing | 3 4] a o [v]
Agriculture, Forestry 3 o o 2 o
E Agquaculture
Hezlthcare | 2 4 2 o o
Tourizsm, hospitality, sport _and I 24 I 10 I 26 I 2 I g
personal services
Transportation service | § 2 a o o
Architecture & Construction | 0 1 1 o o
Others | 2 1 2 1 z
Grand total 157 108 96 34 31 17

Source: Decision No. 1769/@DTBXH
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(c) TVETacilities and equipment

Equipment infrastructure, especially practice equipment, is the most important factorsdinattly

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¢220, the investment
support was focus on high qualitchools 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 modeatitquEspecially, the
schools that are selected to invest in key international and AS&Ad\occupations, or in pilot training
programs transferred from abroad.

However, it could not be denied that, at broad level, TVET facilities and equipment aig corstidered

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 TMEtiors

surveyed for this report, 58% saidtii WAy adzZFFAOASY G GNIAYyAy3a FIFOAfAGA
that the TVET is facing in order to meet with current and future labor market demand. The Supporting
Industries Asociation said that the current practice machines, equipments andemnads used in
mechanical engineering vocational trainirgdpgols are very old compared to the actual requirements of

the industry, especially the supporting industichwill develop rapidly in the context of automation

and industry 4.0.

(d) Program [@velopment
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:

1 A TVET program foaesmainly on subjects and practice of theain 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 employexsd follow most practices and skills required;

1 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 knavledge and skills that would not only serve the immediate labor market
requirements but alsensure the lifdlong learning ability and seléarning skills so that graduates
can maintain the competitiveness in the labour market in the long run. The agpwauwld often
require more resources tocaomplish 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 transf8ddfets of training programs for 34 key
international occupations (12 programs from Australia and 22 programs from Germany). The programs
have been piloting for collegevel students, and upon graduation they will be awarded 02 degrees
(college degreerdbm 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 thenabket in Vietham or in

the collaboraed 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 atitions of the indstries and complying curriculawith national
occupational standards. In terms of quality output, how the qualifons 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 competbasgd
training programs that can benchmark with standards of other countries, and efforts to pilot training
under the "dual vocational training” model of Geany and Switzerland, etc.

(e) Skills Standards, Quality Assurance & Accreditation
Development of National Occupational SRéindards (NOSS)

National Occupational Skills Standar@$OSS)re 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 professidnThusNOSS are the criteria on the ability and capacity of
the workers required to perform the jobBy Deember Jul\2021, there were a total of 199NOSS which

were developedmost of promulgated NOSS were in industrial, commerce and services.

Figure60. Numberof NOS$romulgated and updated as of July 2021

85

35 33 30

10
T 4
Industry, Transportation Agriculture Construction  Tourismand Communication Cther
commerce and Hospitality
SETVICES

Source5 SLI NI YSYyild 2F hOOdzL) GA2yf 7 ¢{1Affax 5+9¢T 5SO0AaArzy vy

117Law on Employment No. 38/2013/QH13, effective from January 1, 2015
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Regarding legal basis, MOLIBAs issued the Circular No. 56/2015TT7 ¢ . - | 2y  3JdzZA RA Y
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

S Y LX 2 ®&tidihayits idclude the representative of the MOLISA; representative of relevant agencies,
organization and enterprises employing workershe profession includindgabor unionor trade union;

occupational associations; a number of enterprises. In which representatives of the enterprise must
FOO02dzy G F2NJ G t€SIFrad mko YSYOSNR 2F GKS O2dzyOAf ¢ o

National occupational skill standards are developethe direction of approachinthe implemenition
capacity thatare suitable to use fatraining at enterprisesas well agor designing and building training
programsat TVET institutionsThe promulgation of a set of skill standards for each occupatibrelp
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 niaat demand, it is considered as a good solution to improve TVET training
guality 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 assteanechanism during training course was also piloted

in 20 key national occupationsn parallel with the selaccreditation of TVET institutions, external
accreditation of TVET institutions has been orgariZednd a number of occupations were assessed.
Quality assurance and accreditation of TVET according to international standards were also
implemented?®, 04 independen TVET quality accreditation organizatiom®uring 20162020 period,
capacity building activities have been organized for 1,800 inspect@ining and retraining on quality
assurance of TVET were organized for 6,000 people.

In terms of skill assessment for learned$, organizations were formed to assess vocational skills for
workers, which are eligible for assessment and grant of natiarocational skills certificates for
employees. This effort went along with the investmenbinlding key industries and occupations at TVET
institutions. MOLISA was also active in studying the framework for mutual recognition of vocational
qualificatiors 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 considdearemaining limitations regarding TVET quality assurance:

118DVET project on TVET Development strategy 2@2BO0 (draft projectJuly 2021): 239 times of accreditation has been done for 204 colleges,
intermediate vaational schools and centers

119DVET project on TVET Development strategy 2280 (draft projectJuly 2021): accreditation according to British and German standards
in 09 colleges were implemented
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1 The standards in the TVET system aresti@inglysynchronized, weakigonnected, and have not
met with management requirements; quality management, quality control according to the risk
managemat approach has not been implementetie accountability of TVET institutions has not
been specified; monitoring and evaluation indicatorsI&ET have not yet been developed

1 The national system of assessment and recognition of the quality of TVET atidnalcskills has
not been renewed and updated alomgth the global integration;

1 The implementation of the National Qualifications Framework is still slow; daakfective
governance and operating mechanisniacking ofactive participation of state meagement
agencies, enterprises, trade unions, professional associatibims National Vocational Skills
Standards developmeris slow compared to the speerd science technology development and
the rapid changes of the labanarket;

1 Themechanisms forssessing and granting national vocational skills certificatb&chrecognize
the past learning results of learnéidaborers,have not yet metvith the demand forrecognition
of professional qualification& skill leves$ for laborers

(f) Development of Higkguality TVET

Demand for higher quality vocational trained laborers are common findings of various macro analysis as

well as from demand assessment with employéree TVET developmergtrategy till 2030 puts an

emphass on the missiorthat TVET iViethamneed to be developed to meet the diverse needs of the

labor market andhe higher requirements ofjuality of skilled human resource$herefore, developing

GKAMZK t AGe ¢+9¢¢ KlFLa o6SSy | F20dza 2F ah[L{! Ay NBC

Objectives to develop highguality TVET in the future period include:K9rm a network of higlguality
colleges (ii) Establish 03 smart, modern and green highality centers for TVET training and other high
guality colleges which have capacity for highality 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 Centév3 03 NationalCenters become
leading and inspirable models for the whole systémerall, the expected model to develop highality

TVET in Vietnam is comprehensive and quite ambitious, showing the intention to systemically restructure
the TVET institution network iniétnam.
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Figure61. Expectedmodel of HighQuality Training System
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Regardingquality standard,Decision No. 761/QDTTg in May 2014n Approving the Higiguality

Vocational School Development Project by 2028 stipulated a set of higher standards for institutions

G2 0S5 NBO2 Ajyda itSRi & a0200CAKR Y I £ a0K22f 84X AYGINRRdzOAY
outcome and output performance of vocational programs, especially for those that ard basegional

and international curriculum standards.

Ambitious objective on National higjuality colleges

National highquality college will be the key model to be deveddito realize such strategy. Functoof

National Centers and HigQuality College#nclude: (i)Conduct training at all levelgii) Provide high

guality training in key, new, outstanding occupations at all le@lsTraining in modern governance for

TVET staff and managers; training in new technologies, new mefloodBVET teachers/trainergiv)

Implement national occupational skill assessment and innovation acti\itigEraining and improve skills

F2NJ £ 102N F2NOS o6 aSR 2y 02N Y| WR&SEREandNIHHydzA NB Y S
updated tectmiques and technologies to improve training quality and effectiveness; strengthen
cooperation with international organizations and enterprises in providing training; organize and
implement production and business activitieompliancewith Vietham Law

MOLISA also specified that there will be policies to support the developméigtmnal Center and high
guality schools as smart, modern, green, model TVET institutidnish aretotally different from other
TVET institutionswith concentrationof resouces to invest in facilities and equipment ensuring high
quality training conditionsNational high quality colleges also aimattract TVET managers and teachers
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with specialized working conditions and salaries, and attract highly qualified learneestdame training
program requiremers.

l'a AG Aa aldAatt Ay AYyAUGAFf RS@OStE2LIVSYyd LKIFaSs GKSN
however, this will be the prominent development program that attract most attention of the Government
as vell as development stakeholders in TVET sector.

(9) 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 person2@18 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 thowsand TVET instructors, theaching workforce in TVET is considered enough forthe
effectiveness of training programs. Asf 202Q the conversion rate between instructors and
students/trainees is 1/27. This rate is higher than the standardbyetOLI&\ for TVET institutions.
Accordingly, the maximum conversion rate between instructor and trainee is 25, and this rate is different
depending on training field.

Figure62. Number of TVET Instructors by Type of Ownership of Institn

Unit: thousand instructors

58.4 58.8 50.7 47.5

2016 2017 2018 2015 2020

W Public O Mon-Public Total
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 norpublic sector has increased in therpd of 20162020 from 26.1 thousand persons to 36.5
thousand persons, which reflects the emergence of -pablic institutions. Besides, the educational
qualification of TVET instructors has been improved in recent years with more people having a bachelor
degree or higher.

120 MOLISARttp://www.molisa.gov.vn/Pages/tintuc/chitiet.aspx?tintuclD=24705
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Figure63. Number of TVET Instructors by Education Qualifications
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From the perspective of vocational colleges, most public TVET colleges when being interviewed for this
report said that theyhave 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 tlaat 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 peridE45
pedagogical faculties have been established at TVET institutions, universities and research institutes to
carry out activities to standardize the training areraining for vocational education teachers. MOLISA

has organized 03 training programs and related documents on vocational trainifgEdrteachers 03

levels; organized training courses directly for 2,080 teachers. Besides, 36 sets of trainingnprogra
documents and tes to asses vocational skill certification foTVET 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 speciaindEnglish 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 & sciereaeksteaching pedagogies and tesugh
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 requiretvestment in infrastructure, data sourcesjsiag capabilities of
stakeholders, developing training resources, professions, sector management being used and shared on

data science platform, etc. However, the ability to realize digital transformatiomencurrent TVET
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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 digitalizitbmelated
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, mostecdmologyrelated vocational
programs do not have specializedining 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, electricityelectronics, and mechatronics hawnot updated their
knowledge of 10T and Al. 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 plafer training on digital capacity iboth 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 cumaning 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 liye Covid19 epidemic, dearning is applied more popularly in TVET, which can

be considered as a push factor for digitalization in teaching and learning. Acctwrdirsyirvey report by
MOLISA! in 2021, about 70% teachers and 84% students who respondetthet 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 nsatbgadjuality of online
teaching is limited and isievaluated 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 delivertent) 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, especigllin 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 Bl 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.

121Report 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 TSEtem

Using software in management isgdar 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 defments 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 differetitutisns. Some
institutions with strong IT capacity can self organize and utilize IT technology for digital applications,
especially with nofpublic TVET as the caseR®®T PolyTechnique.

Case of a Nompublic TVET: FPT Polytechnique

FPT Polytechnic College is under the college training division of education segment of FPT Cor
The main training majors include: IT, Economics, Tourism, Hospi@&igghic Design, Mechanical al
Electrical Engineering. The College has 5 main campuses across Vietnam offering TVET
including 9+ model.

Besides participating in ecampus training classes, students at FPT Polytechnic College ar
required to Llfill a number of online courses. The school has a Program Development Unit in ch:
selecting the best lecturers, foreign learning materials and textbooks. Video clips of many lectu
then produced and used in the whole system. By this wayclthsoretical lectures can be available
students from all campus via digital platforms. The solution at the same time imptioeeselfstudy
skill of students and redusdhe cost of teaching staff, allowing the model and training activities tc
multiplied in a large number of campuses with the same standards. The training programs as .
do not depend on the lecturers because there is a readyle program framework with clearly define
output standards.

To maintain the quality of its training @grams, every year, the school measures the quality of trail
based on two factors: (1) feedback from lecturers and students about the training courses; (2) fe
from enterprises about the quality of fresh graduates. The school also develops arote&spwhich
provides commitments such as: periodically update the training materials, adjust the prc
framework. The development of the program framework involves the participation of qualified ex
and lecturers.

() Implementation of the 9+ model

The 9+ program, as discesson legal basis in the previous part, is an effort the Government to

implement early vocational orientation and support for learners, especially in rural areas to have equal

access to higiguality vocational training meanwhile can continue learning mainstream education

content. Through interview with TVET institutions during this report, it is recognized thattio®ks hae

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 tracksd 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:

1 Many students enrolling in the 9+ model areofie 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 consequidy may lead to the low quality of graduates when eimtgithe labor
market.

1 Atthe age of 15, many students are still too young to really evaluate all future oppesiand
make a strategic career decision. Therefore, the choice for this 9+ modelynuegiends on
parents and career orientation activities. This can lead to the lack of interest and willinginess
learners on completion of training program when the choice for program does not really reflect
their strength and belief.

1 ¢KS ¥FI Olenéraddicatian'bikte 9+Inodel is provided by the local continuous education
OSYGSNE dzy RSNJ GKS 5SLJ NI Y 8ayf imake@ the TRTdifstitition2 y |y
dependent. This can lead to inefficient management issues.

1 Unlike the KOSEN model with stgpinvestment and support from the Japanese government in
terms of teaching facility and the maamance of low student/ teacher ratio, the 9+ model in
Vietnam is believed by many TVET institusittiat schools and teachers do not receive enough
support toaccomplish the challenges

1 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 eduaati then theyareable to move forward to higher education
track.

() Other issues
Startup, Entrepreneurship, Innovation

Scientific application research and technology transfer; entrepreneurship and innovat@nerging

trend, however, it seems still lack of direction in planning and implementation. In 2020, MOLISA has
ANEFYAT SR Iy S0S¢i) Bye#&brVagyglt+adl 8lidRSyda FyR .
stakeholders. However, recent discussions havén a K2 gy Of SI NJ 202SO0ABSa I yF
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 NoipublicTVET irt#utions

Regarding TVET autongnthough the Government also agto grant full autonomy to TVET institutions,

the public TVET institutions show more dependence on the central state management and support from

donors, while norpublic TVET onegeed to acquire investment permission and often take full

responsibility for financial aid. Therefore, public vocational institutions have a strong advantage as low
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However, due to relying heavily on state capital, the investment of infrastructure is sometimes slow which
affects the quality of training programmes. Meanwhile, qaublic training providers have to recover all

costs through tuition fees stition 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, npublic TVET ones usually have straetationship with

enterprises which create more career opportunities for trainees after graduating.

Figure64. Comparison between public and nepublic vocational institutions

Cateqo Hanoi Vocational College of High Technolo| Hanoi Institute of Technology
gory (Public vocational institution) (Nonpublic vocational institution)
Website http://hht.edu.vn/ http://hitech.edu.vn/

Infrastructure | Has torely heavily on state capital, so th Technical facilities are more modern ai
process of applying for funding also needs| spacious due to autonomous rights to ma
go through many extremely complicated ste| decisions to improve the quality of infrastriture

Tuition fee - College system: 900,00¢; 1,300,000( 5,000,000 ¢ 8,000,000 VND/Semestg
VND/month. High quality system: 1,800,0( depending on the major. Each semester last
VND/month months,
- Intermediate level: free for vocationg Besides, learners need to pay some other fe
training program such as English training fee, books, enrolim
FSSX

Curriculum Applied in the direction of traditional trainind Diversified training programs and practic
oriented learning

Career N/A Is the ocational institution of enterprise FPT
opportunity Corporation-> Career opportunities for learner
are clearer. After training, learners have chan
to work at the enterprise

Enrollment Screening application document, acaden Screening application document, acaden
standard records records

2.3.4Support situation and existing challenges from perspectivelMET Institutions

This part focusson 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 TVETSdtitutions responédto 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 capagilying 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 sendiegntto study in Australia, France.
a2NB20SNE |12 /KA aAyK [/ Ade +20FGA2ylLf [/ 2tfS3S NBO
Chi Minh City in building the second campus in Thu Duc City, handing over at the end of 2021 (23,000m2,
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300 billionVNDincluding more than 20 billioNDfor equipment). This means that the TVET institutions
seem to receive strong support directly from government bodies.

Figure65. Support received since the last 5 years by the surveyed TVETEutisns

Current received support to TVET
N=29

Facilities and equipment 97
Capacity building of teaching staff 76
Development of training programs 59

Promoting connections with businesses/industries :l 34
International cooperation :l 34

Technology and software :l 24

Management & administration :l 24

Other ] 10

Regarding support from JICA, during interviews with specific TVET institutions, many TVET colleges
express high appreciation on the support of JICA for Vietham TVET sector. The key difference of JICA
& dzLJLI2 NI LINR 2 SOi & SEALISINKS: ¢ LINSE/2a%iaGi3esufiRoredi@g4ilizaion y
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 anyssageadjustment. It also

creates a special bond between Japanese and Viethamese side through direct engagement, which is
crucial to enhanetrust and sharing.

(b) Perception of exigng challenges at institution level

When being asked about the challengést the TVET organizations faced in order to meet with the
current and future labor market demad, top three challenges shared by the TVET institutions include:
Limited collaboration in R&D and technology transfer with industry stakeholdexding of abiity to
provide responsive trainings with regards to the impact of global and industrial development trends, such
as industrial 4.0, digitalization & automation etc., akmtkng of resources and capacity to develop
training programs that can supply humassource for emerging jobs in the future. However, almost a
similar number of instutions alsohad feedback that inadequate training facilities, infrastructure and
unfavourable social perceptions towards TVET are the critical challenges.

122Question: Which challenges has your organization faced in order to meet current and future labor market demand?
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Figure66. Perception of main challenges faced at TVETitasion level
Unit: % 100% = 50 TVET

Limited collaboration in R&D, technology transfer with industries | 72

Insufficient ability to provide responsive trainings responding to impact
of global and industrial trends | 64

Lack of resources to develop training programs for emerging future jobs | 50

Inadequate training facilities and infrastructure | 58

Unfavorable social perceptions and attitudes towards TVET | 56

Increase in competition with other training institutions | 48

Lack of supportive policies for TVET | 48

Lack of capacity to develop practical working skills for students | 44

Lack of linkages with employers/labor market | a2

Lack of teaching staff 38
Lack of effective support in connecting jobs for graduates 32

Interestingly, the TVET fisitions also feel that increasing competition with other training ingions 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 challengingrfoVET 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 institutidfs The top three challenges that nepdoritized 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 institutins greatly follow the strategy determined for next period 262030.

¢tKSNBE KFra o0SSy | aftA3dKi RAFTFSNBYyOS FyYz2y3d NBIA2YA
AYRAZAGNRASAQ Aa y20 F LINA2NRGE A awewdzSitis iR dohsister® ¢ A y &
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.

123Question: In youopinion, what are the TOP3 important issues of TVET system should be focused by Government and Donors to give supports
in the next 510 years?
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Figure67. Perception of TVET institutions on Top 3 sector challenges

Unit: % By Region
Total MNorthern Middle Southern
N=50 27 7 16
Enhance capacity of digitalization & innovation 48 37 57 63
Develop high quality TVET 44 44 43 44
Strengthen collaboration with enterprises & industries 42 41 14 56
Develop high guality workforce 36 37 29 38
Internationalization of programs 24 22 29 25
Strengthen information sharing of labor market 24 26 14 25
Renovate curriculum & pedagogy 18 26 0 13
Enhance institutions’ autonomy, resource mobilization 18 26 14 6
Reform in governance & management system 14 15 14 13
Systemize qualification framework 8 11 0 6
Research & technology transfer 8 4 14 13

From indepth interviews with specific TVET colleges, there have beensmnmtsfeedback about the
prioritized issues for future devgiment:

9 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 trainingiaties as well as enrich student
experience.

1 Collaboration with industry and enterprises: It is believed that closelmmiation between TVET
colleges and enterprises would bring mutual benefits for both sides as it brings together the
supply and demanh sides, thus minimizes the quality gaps between training outputs and
enterprises demand.

1 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 ftbengovernment and
donors have been focused on tackling the capacity building for TVET teaching workforce.

On the other hand, results also show that TVETitut®ns do not see their clear demand for strong
reform in state management, in qualification fn@works, 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. Howevetdhese
the two new aspects in the TVET development strategy in period 2@88B0. This fact indicates that
there should be stronger effort from government and related stakeholders to clarify the actual needs from
institutional level, as well a® communicae these two aspects more clearly towards TVET institutions.
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2.4 The collaboration of HE an@VETinstitutions with enterprises

2.4.1 Collaboration of HE with enterprises & industries
(a) Popularity of collaboration

Almost all HEIs participated in the sureeg havingcollaborationwith enterprise. Meanwhile, survey with
enterprises shows lower collaboration rate with HEIs and skewed to IT, agriculture, service,ifatgstry
¢ sized companieand centelocated enerprises

Results from the survey shows that 95% of HEIs have collaboration activities with enterprise sector in
variousform of human resource development activitidgdeanwhile, the amond000enterprises joining
the researchonly 23%said that they are aving collaboration with universitse

Figure68. Current collaboration oenterpriseswith HEIs, by industry

Unit: %
Total Apgriculture Industrizl Service Cons & RE IT
N=1000 43 3338 355 103 g4
14 17
v¥as 23 - 28
41
86
No 77 > 83

67 59

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 (includingsatimg, 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 indl&i)y (4
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 difficuien recruiting IT position in their company in ardapth
interview.

& h dzNJ O As\allbgtating strongly with educational organizations of hospitality as you know the
industry need specialized knowledge. There are a lot of activities includingviagenternship, organizing

hotel tour, holding practical knowledge sharing sessions for students, etc. All is for sourcing candidates and
0dzA ft RAy3a O2YLIlye oNIFYyR Ay NBONIHR,Bahdey, Northeendnipaini dzNB

a L O Kcbrgphnies 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
a2 dzNOAYy 3 OF YyRARI S aHR & Nitherdzionpadyy. NS ONHzA G YSy G ©¢ ¢
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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 with5% 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 Vietham is considerably
staying behind the north and the south.
GL R2 KIF@S NBf I GA2yaKadlid fargstly knd Rdridufue NBHR Gctivitiestsdcls & S a
NBOSAGAY A AyilSNYaKHRUNESNKI QeNtal €gidn ©dmpany 2 dzNBR X ® ¢

And the larger the company size, the more popular of collaboration with educational organizations. This
seems being oldous thanks for more demand in quantity and position in big size company

(b) HEIg; Enterprises collaboration activities

Collaboration activitiebetween enterprises andHs are various, but focus primarily on top 3 activities
recruitment purpose, internship & fiefifactice opportunities for students and knowledge & experience
sharing or lecturing. HEIs mainly want to improve practical knowledge for their students as welleas prov
for effectiveness of study programs via employment rate after graduation. Meanwhile, the ultimate goal
of enterprise is to recruit candidates wigmsonable budget investment.

Figure69. Current collaboration activitiebetween enterprises andHEIs

Unit: %
Base: Enterprises or HEIs have collaboration

Enterprises HEls
N= 229 42

Internship, field-practice opportunities a0 93
Recruitment purpose Pl 33
Knowledze B experience sharing/lecture 56
Granting scholarship 48 33
Technology transfer, R&D 44 74
Training service for HR 43 55
Facilitiesfinfrastructure development of HE/TWVET ] 62

Training by business's order | 6 45

Generally, popular collaboration activities with HEIs mainly are providing internship;pfaatice
opportunities for students (80%), recruitment purpose (75%) and knowledge & experience sharing or
giving lectures for students (56%) thanks for visiblel aneasurable results, easy and less time
consumption in organizing activitie®n the other handthese activities also can show benefits in building
strong and positive image for company brand in the industry to target human resource with reasonable

invedment on budget.

oOur companies usually collaborate with FE recruitment purpose such as joining job fair or posting
recruitment ads on site. Recently, because ofGind-19 pandemic we can not join direct onsite activities
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any more. Hence, we try moonline activitiesuch as organizing online semiremd lectures to share

practical knowledge and experiencand receive warm welcome by students and the educational
organizations Wededicateonly 2 dzNJ Y I firheTaBdefo@in preparation, noaddk 2 y | £ SE LISy & S & ¢
HR,Manufacturing Northern company

The same three activities are popular among more than 90% surveyed HEIls. Regaedisfpiphand
field-practice opportunities forstudents, nany HEls 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 graduatiotdSome
programs even requirevo intershipprogramsin 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 ofteccurs at the end of the program when students will
learn how to apply their knowledge into real work and be prepared for gradudtiderms of kowledge

and exprience sharingr lecturing: it is an increasing trend in HEIs that students can learnmigttioe

theory from lecturers but also need to learn from industry ex@ant pratitioners with handon exprience

and updated understanding about the industry and the market. Therefore, the form of visiting lecturers
or guest speakers has become popularotighout an HE progranRRegarding écruitment 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 graduaticludirg
partnering enterprise database, direct refertd holdingjob 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 arenore welcome ther mllaboration activitiesvhichrequired more budget and effoftom both
sides, buenterprisesdo 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
2NBIFYATFGA2Yy A | yR { Miwhighgsadingsaholadstigiish tlye $nask pieferatdeNiBnd NJID
both enterprises and HEIs sides, because it is nat guick, 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 achievememwide,

training by business's ordéf 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 stegt reasonable gantity. Hence, this activity is perceived to be suitadiéy

for the enterprises thatequire stably large quantity of recruitment.

124We¢ NI AYyAy3 o6& odaAaAySaaQa 2NRSND YSIya aaddz (A 2fg cdtdiahount of e LI y & 2 NR
tr0o2NBENE ol asSrR 2y a0ItS IyR ljdztAalde RSYFYR 2F G(G(KS Oayhidspediic aSl y g KA
HEI or TVETI to conduct training-fiouse training) for existing staff of the compan
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L KSFNR Fo2dzi GKA& GelLIS 2F 02ttt 02N GA2Yy FOUAGAGRS
HEIs. Alsothink only big company with strong investment on budget and personnel and have stable demand
F2NJ NBONHzA G YSy i fHRM&wufdcturvigNgmghern cOrhpginy R 2 ® ¢ ¢

Collaboration activities having potential to generate revenue are of interestlig. These include&D
YR GSOKy2t23& GNIYaFTSNIT GNIAyAy3a o0& SyYyiSNLINARaSaQ
HElIs in their field have more advantages in expanding these forms of collaboration

In case ofCan Tho Universifythe stiong 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 Thoityrtiwers
conduct research or develop new technoldggsed 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 decisiolm IndustrialUniversity of HCMCAl 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 any ather
projects, and enterprises act as counterpart units of the University to request and provide financial aids.
In Foreign Trade Universitghe university has a unit to provide various sersit@e enterprises, ranging

from training courses to researemnd consulting projects.

(c) Intention for future collaboration between HEIs and enterprises
Generallythere has been higsatisfaction from both sidegbout collaboration

Generally, both HEIs and enterprises having collaboratiorsatisfying with current activities results.

[26 LISNOSydl3Sa 2F RAadaldAaFIOdA2y FTNRBY Sy idSNLINA:
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 HEIls share
dissatisfaction toward the collaboration with enterprises.

G/ 2ttt 102N GA2Yy SAGK 19 2NJ ¢+29¢ Ay NBONMZAGAY3I KdzYl
approaching the right target labor including office staff and workers. We like the active anq aredinged
O2fft 1 02NF A2y FTNRY az2HRSSedi®@|NarthgfrAcondpary ¢a Ay (26yé ¢
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High intention for future collaboration between enterprises and HEtsa all groups of location, industry,

company labor size and origin; continuously skewed to IT, agriculture, service industry and big sized
company

Figure70. Intention for future collaboration with HEIsof enterprises, by industry

Unit: %
Total Agriculture Industrizl Service Caons & RE IT
N=1000 43 338 355 103 54
50
58
Yes | 03 69 65
80
. 42 50
Mo 31 32

20

In thefuture, 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 se(@B%) compared with other industries, in large

size companies (80%) rather than in medium (54%) and small ones (52%).

Bothsides expeanore complex & customizesllaborationt OG A GA GAS& &dzOK & GNI AYyA
and technology transfer

Figue 71. Expectationon future collaborationactivities betweenHEIs and enterprises

it
Il;::sté: rfl-;r'uterprises or HEls have intention for future collaboration
Enterprises HEls
M= B35 44
Internship, field-practice opportunities 59 a4
Recruitment purpose 57 73
Technology transfer, R&D 47 54
Training by husiness's order 44 g4
Knowledge & experience sharing/lecture 44 91
Granting scholarship 36 am
Training service for HR 35 55
Facilities/infrastructure development of HE/TVET 24 59

Ly FdzidzZNBE O2ffF02NIGA2Y SA0GK 1 9LA FTNRBY Sy idSNLINAAS
providing internship, fielgpractice opportunities (59%) and recruitment purpose (57%) still take lead
compared with other activities. Knowledge & expgfi® S a Kk NAy 3 2NJ IAGAy 3 t SO0 dz
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 ltegyno
GNF YyaFSNI was5 O22LISNI A2y OAYONBFaAaS FNRBY nm: Odz2NNB
(6% currently to 44% in future).

CNRY 19LaAQ SELISOGIGA2yazr AG A& y20A0SR GKS &AYAT I
enterprises. There is expected an increase in future collaboration for complex & customized activities such

as training for busine&§s @er (from 45% currently to 84% in futurédchnology transfeandR&D (from

74% currently to 84% in future). However, ipadEls does not expect for a significant down trend for
collaboration by current popular activities such as internship, felittice opportunities for students,

knowledge & experience sharing or lecturing, and recruitment purposes.

(d) Situationof JapaBa S SY i SNIINA aSaQ O2fflo02NIiGA2Y 6AGK |1 9La

Amongthe surveyedlapanese enterprises, ig recorded dower collaboration rate wittHEIs for HRD
activities(16%) than the average (23%). Many companies do not find impressineditin 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 &ifedtice
opportunities for students (84%), recruitment purpose (§0%nd knowledge & experience sharing or
lecturing (47%).

G.FraAx0 NBONHAGYSYyG FOGABAGASE adzOK |a Lladiy3a NBON.
Sy2dzaK FyR YSSG GKS O2YLI yeQad RSYlFIYyR® hédGchbBnalhi & 2485
2NBI y AT I GA_2HRaINdasy, JagaesElNdrthern company

CNRY | 9LaQ LIS sdaredSpoditive deedback dn Xdlaboration with Japanese enterprises.

Some challenges may exist due to languageidaor theLIS NOS LIG A 2y G KIF G WF LI yS&asS ¢
manner is less flexible and thus it normally takes longer tim@ore complicated procedures fsetting

the collaboration However, such issigare considered as very minor concern

Theintention for futurecollaborationwith HEISrom Japanese enterpriséshigh. When being asked for
future intention for collaborating with HEIs, 73% Japanese enterprise show enthusiabawiing
collaboration with HEIs in near futuré times higher than theurrent collabeation rate (only at16%).
Regarding futureollaboration activitiesthefeedback is similar to other enterprisek®panese enterprises
also want to have more complex & customized collaboratguch as technology transfeR&D and
training by busines$ Zof@er.
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2.4.2 Collaboration of TVET with enterprises
(a) Popularity of collaboration

Almost all TVEIRstitutions are active incollaboration with enterprisedqut from the side of enterprises,
collaboration with TVET is much less popular sikeved to service, largesized companies

Results show that 446 of TVETinstitutions have collaboration activities with enterprise sector
Meanwhile, only12% of 100@nterprises joining the research respotitt they are having collaboration

with TVET.tlseems that in the central region, the collaboration between companies and TVET is more
popular, as the resultecords 22% enterprises in tleentral provinces havingollaboration with TVET
compared to 11% in theorth and 9% in the south.

Figure72. Currentcollaborationof enterprises with TVET, by industry

Unit: 36
Total Agriculture Industrial Service Cons B RE IT
M=1000 43 398 355 103 54

12 10 11 13 10 11
Yes

28 L] 89 a7 L] a9

(b) TVET, 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 meadle results, easy and less time consumption in organizing
FOGABGAGASEAD Ly _dSNBaldAy 3t soIcongidbdrhbly ypapylad andolgst cudeEnt v S & & ¢
collaborationactivitieswith TVET (40%).
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Figure73. Currentcollaborationactivities between enterprises and TVET

Unit: %
Base: Enterprises or TET college have collaboration

Enterprises TYET college
hN= 116 a7
Recruitment purpose 70 85
Internship, field-practice opportunities 64 96
Training service for HR 55 74
Knowledge & experience sharing/lecture 49 83
Training by business's order 40 79
Granting scholarship 34 72
Technology transfer, R&D 32 a3
Facilities/infrastructure development of HE/TVET 30 32

Bynature, TVET schools negalfocus heavily on practicing for students. Therefore, the collaboration with
enterprises iessential A TVET institutiocannot afford investingn all technology and equipment for the
practice activities of its teaching program. Sending students terpnises ishe best way to provide
students with upto-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 bufVETeachers ag also required to work ianenterprise 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, théeEMEErs 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 betweerTVETIs and enterprisésfacing limitations inerms of perception, resources and
expectationgagp in training outpus, whichmake enterprisdess consider to join hand with TVETIs.

131



The Data Collection Survey and Situation Analysisdustrial HR Development in Vietham (2p2

Figure74. Difficulties in cooperation between enterprises and TVETIs

Difficulty Enterprises TVET
Limitedperception| § Reluctance to change; 1 Reluctance to change;
of collaboration T Have prejudice that theraining | 1 EnterpriseK | @Sy Qi &S
system is very complicated and benefits of cooperation thus no
difficult to connect interest in collaboration with TVET
Limited resources| § Financial constraints while 1 Time, costindeffort required to
for collaboration collaboration takes time to be build strong relationships, cannot
effective be effective immediately
1 Small and mediurrsized 1 9mall& mediumscaleTVEITs do n
companies often prioritize short spend enough resource for buildir
term goals (work effectiveness) longterm relationship with
instead of spending resource fo enterprises becausehey need to
longterm goal (such as prioritize operatingexistingtraining
developing future HR from courseqshort-term issues)
collaboration with TVET 1 Difficulties in choosing the right
partners
Existing gap f Lack of confidence inthetrainin 1 / Fyy2i YSSG Syi
between training system, consider training conte requirement in providing training
requirements and in TVET is not effective and not service for HR of enterprises sinc
output linked with the actual it's not effective to organize trainir
requirement of enterprises for too few number of learners
9 Difficulties in identifying skills nee

and accessing technajg due to
limited number of enterprises in th
same field of training with TVET, ¢
enterprises are too small with
backward technology

Source: Handbook to connect vocational training institutions with enterprisedeaoped by DVET and project

"Reform TVET in Vietnam" (GfZ)

(c) Intention for future collaboration between TVET institution with enterprises

TVETEnterprises collaboration more perceived to bring benefit for TVET than to enterprises, thus the

willingness for collaboration from enterprises is limited

Many TVETchoolsbelieve that enterprises can contribute to the development of kéghledtechnical

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 acti@$ or providing more fieldtrip activities for students and TVET

125Vietnamese documenhttps://daotaocq.gdnn.gov.vn/carmangganket-co-so-giac-ducnghenghiepvoi-doanhnghiep/
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lecturer to learn through ossite observation and practice.

However, not many enterprises provide this suppard not many enterpriseshow willingness for such
support The TVETS perceivethat most enterprises see this form of collaboration is a-@@y support
instead of perceiving it as a mutual benefit.fact, the companies really concern for the inefficiency in
terms of time and material, equipment usage when receiving internshim ff’/ET institutions. Unlike
some developed countries when supporting vocational interns is perceived as common code of conduct
for businesses, in Vietnamnterprises especially Viethamese onek) notpay 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 currgrihaving collaboration with TVET tittstions, evaluation of
SYGSNIINR&SEaQ aldAra¥FflIOlAzy Aa KAIKT AaAYAfFNI KAIK &

Generally, both TVET and enterprises vane having collaboration are satisfying with current adibs
NB&dz Gao [ 26 LISNOSyidl3Sa 2F RAaalGAaTFIOGAZY FTNRY
(6%). Average satisfaction score archive 3.7 point out of 5 in total and being similar across all different
groups of industry, location, compaitabor size, and company origin.
Gl 2ySaidtex L O2yidl OGSR RAFFSNBY(d ¢x9¢a ySIN 2dz2NJ 02
and great support from only one TVET. | believe this should be the leading TVET in town. The TVET was very

supportiveleading an effective collaboration. We save lots of effort and time in recruiting warkerifR,
Industry, Southern company

High intention for future collaboration between enterprises and TVET college across all gspepslly
in agriculture,manufaduring and big sized company

Figure75.9 y (i S NJidteditién $o& f@ure collaborationwith TVET

Unit: %
Total Agriculture Industrial Service Cons & RE IT
N=1000 43 358 355 103 54
35
ves | 45 e + !
6l
65
Mo | 55 &l g4

an 47
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a2NB aStSOGABS FyR O NBTdz AY FdzidzNBE O2ftftF062NF G
Meanwhile, TVEiRstitutions are open for all type of collaboration

Figure76. Expectation for futurecollaborationactivities between enterprises and TVET

Unit: %
Base: Enterprises or TVET college have collaboration

Enterprises TYET college
M= 452 50
Recruitment purpose 50 78
Internship, field-practice oppartunities 45 36
Training by business's order 39 32
Training service for HR 37 52
Knowledge & experience sharing/lecture 33 a8
Granting scholarship 31 o
Technology transfer, R&D 25 &4
Facilities/infrastructure development of HE/TVET 23 68

Regarding collaboration with TVET in future, enterprises seem being more selectivavitieactor
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 farllaboration still are recruitment purpose (50%), internship

field practice opportunities (45%), training by busires 2 NRSNJ 6o di20 | YR UGNI Ay Ay 3

(d) Collaboration between Japanese enterprises and TVET institutions

The ratio of collaboration between Japanese enterprises and ETWiEdntly is7% lower thanaverage
(12%). However, there is an impressive increase in willingabsesit 50%of Japanese enterprises having
intention to collaborate with TVETIilsthe next5to 10 years.

Currently, top collaboration activities are following the common including: internship &fiigickice
opportunities for studentsrecruitment purposeand knowledge & experience sharing or lecturiagd
training service for HR. tarmsof future expectation for collaborations with TVET, there is no difference
between Japanese enterprises with other enterprises.

Fom TVEL @dhts of view, a there are many Japanese enterprises in Vietham from the technical and
engineering fields,TVET institutions have high demand to strengthen the collaboration Japanese
companies. The interviewed TVHS have established some level of collaboration with Japanese
enterprises in the nearby areas, from which students and lecturers can organiz&ifieltb observe or
practice and with positive feedback from the TVETis$s recorded that Japanese enterprises also provide
paid internship opportunities orcholarship fo gifted students. Many of these support would later result

in official recruitmem upon graduation.
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(d) Government supporfor industry -TVETcollaboration cooperation

Engagement with businesses is identified as one ofrthstimportant solutions to innovate and improve

the quality of TVETthe Government stakeholders have engaged in support activitiegctivities to

enhance the linkage between businesses and vocational training syBitective No. 24/CTTg dated

May 28, 2020 of thePrime Minister on promoting skilled workforce development to contribute to
AYLINRGSYSY(d 2F LINPRdAzOGAGAGE YR ylFidAz2ylf O2YLISGAG
the development of skilled workforce, thereby improving labor productivity matibnal competitiveness

in the new situation.

With regard to policy framework, Article 18 dfe Law on Vocational Education 2014 gkticle 42 of
Decree 15/2019/NBCPregulate thed NJ&A I-KyURL ¢ & NB & LIpfyedatérpiides th invol3edid 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 sectohut not truly as encouragement policies.

Someother related documentsseemregulatingincentives toSy O2 dzNJ 3S Sy G SNLINR A4S & Q
TVETsuch asgax incentives for enterprises when participating in training activitiebusiness investment

condtions and administrative procedures in the field of T\Wdwever, stakeholders also feedback that
encouragement policies are not practical enou§lor examplethe regulation on tax incentiweis for

training activities for employees recruited to work for enterpriges not specify fothe participation of

enterprises in vocational education activities (at all levels from elementary, intermediate to college).
Vocational training for employeescruited to work for enterprises is understood as training activities for
enterprises' own employees (only training at the elementary level for sieon training and retraining)

and thus this regulation does not practically encourage enterprisesaityrake part in collaboration with

TVETIs.

At practical collaboration leveMOLISA issued master plarto organize annual business engagement

activities (2018 2020), in collaboration with the Vietham Chamber of Commerce and Industry (VCCI) to
setupd ¢ KS g2NJ Ay3a 3IANRdzZL) (2 Ayl ©@20FGA2yL+Ff SRdzOF GA 2
The group consists of representatives from different parties like DMBLISA#s the hostthe Bureau

F2N) 9YLX 28 SNRa& | uddedA\ELIDhed depakmyents+witi8ni MOLMA include the
Department of Employmen{DOE) the Department of Overseas Lab{DOLAB)the Department of

Industrial Relations and Wagand representatives ofocational schools and enterprises. Twerking

group has responsibilitip promote cooperation programs with professiofiatiustrial associations and
businessesin order toenhance the linkage of TVRith the labor marké

126 Regarding the corporate incamtax (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 disailitiren in extremlg

difficult circumstances, subjects of social evils, people undergoing detoxification, people after detoxification, pewpieitivHIV/AIDS.

Article 9 of the Law on CIT stipulates that expenditures on vocational education activities are deductibldetdrenining enterprise income.

For all enterprises of all economic sectors that incur expenses for vocational education activities for employees, theyirstiatled in the
deductible expenses when calculating CIT.
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There are activitiesuch as guiding vocational schools to engage with enterprises, proposing engagement
model. For examplesgooperation programs have been promoted and signed with VCCI, associations,
foreign and domestic corporations and enterprises like Samsung, Dengpoiin Trung Nguyen, FLC,
Vietjet, Sun Group, BIM, Mat Bao BPO, etc. as a basis for TVET institutes to promote cooperation with
businessesBesidesthe role of enterprises in TVET is also promo&derprisesactivdy participaied in

the establishment ad issianceof 180 output standard$’ of 90 key occupations in 2020. Pukpidvate
partnership (PPP) in TVEFbcational 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 designedo cover support oncooperation between businesses andVETIs Multi-stakeholder
models such as Quality Advisory Board at vocational school or Vocational Training Advisory Board at
Industrial sector are pilotedas being presented in the next parts.

(e) Multi-stakeholder collaboration modef Role of industry associatiorenterprise associations

+ASOYylIYQa / KFEYOSNI 2F /2YYSNODS YR LYRdzZAGNE o6+/ /L0
Vietnam, its agencyThe Bureau for Employer's Activities (BEA/VCCI) specializing in activitiesy o

labor relations in Vietham. 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 recentams. For exampleVCCI has coordinated with DVET to

promote communication aboutresponsibilities andights of businesses when participating 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 notatigegms 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)Yhe Committee has pacipation of the vice president of Vinh Phuc as the Head of the
committee, representatives from other provincial government agencies, 5 vocational schools and 5
enterprise$?® and Vinh Phuc Business Association as the standing agency. In this programmg@c! a
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!? In the future, BEA/VCCI plansdonsult 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-Hagih Vocational College with support of
Confederatiorof Norwegian Enterprise (NHOn 2012, the College established the Automotive Quality

127- Seeexplanation ifist of terminology for chapter 2 (Appendix 1)

128- 5 enterprises including: TOYOTA Vietnam, COSMOS Technology, PRIME GROUP, Piaggio Vietnam, Vietham Precision Metianics No.1 wi
05 vocational training institutions including: Vinh Phuc Technoldggonomic College,inh Phuc Vocational College, Viet Xo College No. 1,
College of Agricultural Mechanics, Phuc Yen College of Industry and Commerce

129- BEA/VCClhttps://beavccivietham.com.vn/en/detail.asp?id=13509
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Advisory Board, including teachers of the VETs and technical experts from Toyota Bien HoauRdad, Hy

Do Thanh, and Chu L-diruong Hai Vocational College. In 20t Advisory Board on Quality of Kitchen

- Restaurant profession was established with the participation of Saigon Tourist School, Rex Hotel,
Riverside Renaissance Hotel and Pandanus Ré&dug.is an industded model with participation of
different stakeholders as shown in the chart below

Figure77. Collaboration modelat TVET schodével: Quality Advisory Board

ENTERPRISES/ ASSOCIATIONS vccl

- Directly participate in the - Coordinate, synthesize and
development of action plans analyze activities

- Professional advice and - Support for the Advisory Board to
contributions operate regularly and effectively

- Participate in support activities

QUALITY ADVISORY
BOARD

SCHOOLs

- Receive ideas and put
them into practice

- Assess and adjust

DOLISA

- Provide palicy direction

- Determine training needs,
training objectives/output
standards for each profession

- Develop training program,
training content

- Review and propose
standards for quality
assessment of student training

etc.

(3) Piloting the Training Advisory Board in logistics sector in coordination with Aus4skaxt7, the

Board is set up on thkasis 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 thieansport and logistics sector. Through this program, vocational
occupation standards and vocational skills standards have been developed and applied in practice at
enterprisesfor recruiting &assessing job performance, and by VETs as standfndsning students.**°

130 VCCI - https://vcci-hcm.org.vn/tintuc/tin-hoat-dongveckhcm/diendan-quocgianangtam-ky-nanglac-dongviet-nam-doanhnghiep
dong-hanh-doi-moi-va-nangcac-chatluonggiac-ducnghenghiep/25651/
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Figure78. Collaboration modekt industrylevel: Logistic vocational training advisory board

ENTERPRISES/ vccal

ASSOCIATIONS - Coordinate activities

- Professional advice and - Support for the Advisory
contributions Board to operate regularly

and effectively

TRAINING ADVISORY BOARD
- Promote vocational training through
close cooperation between
Associations, enterprises, schools &
government authority

- Participate in building occupational
standards, teaching materials, criteria
for training quality assessment and
consult to improve quality of
vocational training

GOVERNMENT
AUTHORITY

- Provide policy direction

SCHOOLS

- Receive ideas and put them
into practice

- Assess and adjust

Competencybased 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 extendedhe north in Hai Phong and Dien Bien.
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CHAPTER 3HE 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
survey) and (2) hdepth interview with enterprises (IDI)

Understanding quota

Size definition i
1
1
Location definition i
1
1
HR Group definition T
1
1
1

Smalisized enterprises: €50 employees

Medium-sized enterprises: 54 100 employees

Largesized enterprises: > 100 employees

The NortheriNorth: from HaGiang to Ninh Binh province

The CentrdCenter. from Thanh Hoa to Binh Thuan province
The SoutherfSouth: from Binh Phuoc province to Can Tho City
Managers

Professional/ Technical statfgined specifically such as lawyer, nur:
doctor, researchermechanic, engineeetc.)

Office workers ifcluding sale, marketing, HR, administrative, banl
accountant etc.)

Worker (Blueg collar worker$

Quota Sampling:The figure below shows the total quota sample being analyzed for this report

Sub- TOPICS to cover
Method group HR IHRD
demand = support
Japan o (o]
In-depth
Interview
Non-
o] o]
Japan
Japan (o] (o]
Mass
Survey
Non-
o] o]
Japan
Total

Planned Interviewed L G (R,

Type/Industry coverage (%)
number number North

Center | South

+ Manufacturing/Processing: 49%
< IT: 17%

40 - 45 41 56% 7% 37% | * Service: 32%

+ Construction & Real estate: 2%
« Agriculture: 0%

+ Manufacturing/Processing: 31%
< IT: 19%

* Service: 17%

+ Construction & Real estate: 14%
+ Agriculture: 11%

+ Others*: 8%

35-40 36 53% 8% 39%

+ Manufacturing/Processing: 53%
* IT: 13%

300-400 390 50% 9% 41% | + Service: 26%
+ Construction & Real estate: 7%
« Agriculture: 1%

+ Manufacturing/Processing: 31%
*IT: 7%

600- 700 610 58% 12% 30% | * Service: 42%
* Construction & Real estate: 12%
+ Agriculture: 8%

Reach ~ 10,000 companies

1,000 1,000 Get 1050 surveys, clean 1000 results
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Understanding skills set data

This chapter wildiscuss the skill requirements from enterprises perspectiMege quantitative survey
analysis will apply skill grouping, in order to see the remmént trends by both skill grogand individual
skill. The grouping of skill set is as below:

Skill Groups Specific Skillg Mass survey

Specialty Skills/Experience = JobspecificTechnical/ 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
Logicathinking
Basic cognitive skil& Foreign language skill
ICT knowledge & skill
Attitude Others (Motivation, Discipline, Responsibility, etc.)

131Basic cognitive skills would also inclditieracy, 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 LanglsagadskCT
knowledge & kill
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3.1 Background of requirement from enterprises in current context
Inadequate workforce is perceivedrejor barrier for doing business in Vietham

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 100employees also expressed their concerns over the underqualified workforce, with more than
23% of firm&®

Figure79. Top 10 businessrerironment constraints in Vietham 2015

21.8 !

SajRlXE]

pue| 0]55230%

uojelsIuIWpE
Xe|

hugessul jeao d I ~

aouB Uy 0}55900%
uolepods ued |
suojie|ndalloge

107035 B UL U1 3 Y} 0 S301RI g
@040 l0m pajeanpa djaienbapeu|
suDlje|ngal BpeIIpUBSILOIS D

I Vietnam oot Asia & Pacific

Source: World Bank Enterprise survey, 2014

Thetrend of changing the global economic order in the context of the CQYIBpidemic 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, Vietmamnot help but being affected by the
global economy. As discussed in the first chapter, the labor market in Vietham will witness considerable
change in requirements for laborers. This survey has reghifte perception of companies regardittoe

impact ofchanges inhe labor marketrequirementstowardstheir 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, ServiceMaaufacturing 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 impajurement

of HRquality. In whch, Industry 4.0 (63%) joins the first rank, followed by digitalization (49%) and
automation (46%).

132World Banlg, Enterprise survey: Vietham 2015 Country Profile (2015)
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FigureB80. Perception impact by global industrial trends by industries

Unit: % Imdustry
Total Agriculture Industrial Service Cons & RE IT
N=1000 48 398 355 103 a4
Industry 4.0 63 54 57 70 4o g1
Digitalization 45 42 42 55 50 63
Autormation a6 38 62 35 40 34
Green economy and Sustainable a0 50 78 a8 ag 24
development
Shifting global value chains (1o VIN) 29 19 pi 34 25 34
Mone of the above | 3 21 3 3 1 1
Other | 1 0 1 1 0 0

Industry 4.0 technologies and digitalization have the ggstinfluence 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. Specificatlyfferent skills will be needed, and staff will need to be mor#eski

to avoid being eliminated in the IT market place.
GOYLX 28SS4a YySSR -a80dzZLlIARI RESpAYASIEKBABRENI RQa (GNBYRa adz
d0ASyOS:T RFGF LINRPOSaaAay3adxr of 2 &Fouldkr|TASORherS Gatnganyi 2 F dzf F A
GLYRdzZZGNE nodn YR RAIAGIEATFIGAZY FNB 0802YAy3a AyONBLI
company's regular updating of the trend to compete more effectively in the market. Employees must be able to

quickly adapt tanew trends and programming languages in order to meet project requiremehiR Dept, IT,
Central Company

In Service industry, many new technologies are also being digitized, requiring employees to improve ICT
knowledge and skill, and adaptability andXibility skills
G¢KS SYGSNILINAR&S KFra OKFy3aISR I t20 Ay GKS RANBOUAZYy 7
ready to implement new technologies and application as needed. In the future, we prefer to hire young
employees who are eagerto-leNy/ |y R 1 SSLJ dzZLJ 6 A G K NI LI HRDept, Géticy, Ay I
Southern Company
LY 2dzNJ aSOdzNA(GASa AYyRdzZAGNERI GKS AyTFidzSyOS 2F RAIA
changed from hanginade to be fully digitized. In thettire, ICT knowledge and skill is extremely essential for
SYLi 2esSs8a G2 o6S FofS G2 I RILI AR Dpt, Servide NorthérdCompany i 2 (1 K ¢

HR requirement quality in industrial manufacturing industry is most likely to beedfbg automation

As for manufacturing industry, automation is sisteredas 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 thesignificant 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 ldggsatt take on new job
roles such as maintaining these complex machines.
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G¢KS SYGiSNILINARAS Aa OdzZNNByGf e dziA 81 AYE3S Ry Faylel FOrR YiLat A2Q18
reason why upgrading skills for staff in manufacturing industily be compulsory under the impact of

I dzii 2 Y I¢HR Regte Manufacturing, Minern Company

LY GKS FdzidaNB>X GKS SyYyGSNIINAR&AS Aa 2NASYGSR G2 F LLX @
2T ¢ 2 NORDEH, Hanufacturing, Miern Conpany

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 requiremef laborers. In particular, lean management will be more popular
and factories can reduce the number of labors by optimizing amawegt of factories.Machines can
operate more correctly and higher productivityhus leadingto a decreasein the number of laboers.
Besides, atomation also goes along with digitalization trends for supporting indurgn the cost for
digitalization is high, enterprises will still prefer to apply digitalization gradually as it will help to reduce
mistakes angthus, will reduceoperation cost.

Global Value Chain shifting: Competition in recruiting low and mildleHR will increase

It will be more competitivdor recruiting low and middleskill laborers because many enterprises open

new factories in Vietnam. In ifdustry, the increasing number of enterprises relocating to Vietnam will

make competition fiercethan ever in the laboforce. This is also the opinion from Japanese enterprises

in Vietnam
Galye SYGSNIINAaASa INB aSOH0AyYiAy@&IAYKINEI o &ANA YEXAISHK (4
¢ HR Dept, Manufacturing, Northern Company
G¢KS NBONHAGYSyG aAldza G6Azy Aa AyONBlFairAy3ate O2YLISGAGA
gAtt I a@HR PeptOINIBlorthegnéCompany

Japanese enterprise: digitalization may raise competitiveness in recruitingliighiR; green economy
trend will slightly affect the enterprises but impact on HR requirement is not yet clear

According to Japanese emggises in Vietnam, automatiomay kad to reducing the number of workers
but this trend seems not very clear because most organizations are nowasgomated, and many have
reached their minimum staff numberslowever,because machines have substantially supported many
complex steps in marfacturing, recruitment criteriaeduce. In terms of digitalization, this trend will not
have much impact on situation of low and middlill laborers, however it may necessitate the need to
hire additional highquality personnel and will lead to raisimgcompetition.

Regarding green economy development trends, Japanese manufacturers place a premium on producing

and developing environmentally friendly products, therefogeeen economy will have positive impact

towards the enterprises, however, howaitfects HR requirement istill unclear.
GLY GKS FdzidaNBZ ¢S ogAff LINE OARS &adzadl Ayl ofS LINERdzO
az2fdziazya G261 NRa dHRDept Sediice/ SovtiSetn EompaniN] S d ¢

142



The Data Collection Survey and Situation Analysisdustrial HR Development in Vietham (2p2

3.2 Requirement of Skills and SlsliGaps
3.2.1Current 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 neepir®r 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 enterpridmare the similaperception toward required
skills. The most prioritized skill is soft skill, in which managesredated skills are the TOP requirements
such as organizational management, leadership and coaching. Howetverseems that
technical/specialized skill is moréocused by enterprises, while, HE & TVET perceive that
specialized/industry knowledge woul more important.

Figure81. The perception of HE/TVET and enterprises about skill requirement, manager level

HE TVET Enterprise
perspective perspective perspective
Unit: % Unit: % Unit: %
Tota Total Total
HW=42 M=49 H=891
Soft Skills 93 100 34
Crganizational management B3 2o 76
Leadership & Coaching a1 78 74
MNegotiation 71 80 il
Emctional Intelligence &3 73 41
Effective communication 64 &7 59
Creativity 10} 55 40
Work independently 1B 51 35
Teamwork & Cooperation 43 41 43
Advanced Cognitive Skills 79 B2 TE
Problem solhving 76 76 66
Logical thinking 57 51 3z
Active leaming AB 47 51
Language 76 78 )
Language - EN 76 78 54
Language - Other 20 14 27
Language - IF 26 31 34
Specialty &3 55 &5
Specialized, Industry knowledge 64 5% 58
Technicall Specialized skills 17 18 37
ICT knowledge & skill 50 57 36
Other | 10 V] 1

Regarding technical pasins, there seems to be no big difference between HE/TVET perception and
SYGSNILINARASAQ NBIAdANBYSyYyldaod | 2 giSdssided foybe thedntdst LIS ND
important requirement (95%, ranking the®lmportant requirement) Meanwhile, inthe view of

enterprises, soft skill is the most important requireméa2%), followed by specialty (89%) and advanced
cognitive skill (80%). Language skill is less prioritized
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Figure82. Perception HE/TVET anehterprises aboutskill requirement, technical staffevel

HE TVET Enterprise
perspective perspective perspective
Unit: % Unit: % Unit: %
Tota Total Tota
M=44 M=49 N=70%
Soft Skills g g
Teamwork & Cooperation 73 67
Creativity ;{ 70 73
Work independenthy 61 61
Emotional Intelligence 52 a1
Effective communication 50 a7
Leadership & Coaching 30 35
Megotiation i5 31
Organizaticnal management iz 9
Specialty a5 35
Specialized/Industry knowledge 9 |z
Technicalf Specialized skills [ &6 [ 78
Language g | &4
Language - EN |ma |az
Language - 1P 39 39
Language - Other 15 ‘|_1‘B
Advanced Cognitive Skills | BO | &4
PFroblem solving B 57
Logical thinking B4 59
Active learning L] 57
IET knowledge & skill B4 59
Other o o

Regardingworker group, there is still corsséncy that soft skils group is recognized as the most
requirement, followed by specialty and advanced cognitive skills. However, in term of ICEdgew
skill and language skill, it seems that HE and TVET are emphasizing those skills for worker group more than

the need of enterprise.

Figure83. The perception of HE/TVET and enterprises abskitl requirement, worker level

HE TVET Enterprisa
parspective perspective perspective
unie: % Unit: % Unik: %
Tota Tatal Tatal
N=36 MN=47 MN=662
Soft Skills bz
Teamwork & Cooperation | B1
‘Work independently 47
Creativity 42

Emotional Intelligence
Effective communication
Jrganizabional management
Leadership & Coaching
Negotiation

Specialty

Technical! Specialized skills
Specialized/Industry knowledge
Advanced Cognitive Skills
Active leaming

Problem solving

Logical thinking

ICT knowledge & skill
Language

Language - EM

Language - IP

Language - Other

Other
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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 morehieoretical knowledge

Besides skills, enterprises also evaluate that low practical experience, lacking of career directions and
AYAdZFFAOASY G 62NJAYy3a FGGAGddzZRS INB GKS Y2480 LINRYAY.

requirements

The hearing from halepth 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 afteadmation, mainly know the theon
thus slow to adapt with working environment, need more training

Career orientation

Fresh graduates from HE/TVET have not yet been serious in setting caree
and career path, they do not understand practiceture of job, do not
consistently follow goals then easy to switch or quit job when facing difficL

Soft skills

Softskills of fresh graduates are not enough for working environm
especially communication skill, task management, ability to w

independently and logically

Working attitude

Unfamiliar to working environment, general new graduates are not enc
serious & professional in working, and inactive in learning

600 9y i SNLINR asklEgaps afIBENGa8ualésh 2y 2 Y

Soft skills, Advanced cognitive skillespecially problem solving skills are the biggest weakness of HE
graduates mostly experiencedybservice industry and IT industry; while, the biggest gap in agriculture

enterprises is specialty
Figure84. Perception of enterprises towards skills gapHE graduatesoy industries

Unit: % Industry
Total Agriculture  Manufacturing Supporting Industrizl
N=1000 48 338 231

Service Cons & RE IT
355 103 54

Soft Skills
Organizational management
Leadership & Coaching
Effective communication
Teamwork & Cooperation
Megotiation
Creativity
Work independenthy
Emaoticnal Intelligence
Advanced Cognitive Skills
Problem solving
Lagical thinking
Active l=aming
Speciality
Technical/ Specialized skills
Spedialized/Industry knowledge
Language
Language - EN
Language - IP
Language - Other
ICT knowledge & skill
Other

P

86
42
42
41
37
36
36
33
30
6B

33
33
60
48
36
45
33
25
2
30

65
27
31
33
29
29
]
29
29
42
31
19
23

84
38
40
37
34
29
28
28
22
65
48
30
28
56
43
3
38
27
21
18
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35
44
39
33
28
28
P
20
64
47
29
23
56
43
31
38
26
22
16
22

50
47
46
40
46
45
41
42

58
41
41

62
31
41
50
40
31
28
38

39
38
35
38
37
33
31
24
62
40
38
27
62
43
41

35
20
19



The Data Collection Survey and Situation Analysisdustrial HR Development in Vietham (2p2

Generally, 86% of surveyed firms thitilat graduates from HE system are lacking soft skills, such as
organizational management (42%) and leadership (42#)ancectcognitive skills anthdustryspeciaity

skills of HE graduatesre t 82 S@I fdz2 6SR & y2iG YI G§OKteyhndofgAlK S
individual skills, problem solving (51%) and technical skills (48%) are the top 2 skills that enterprises
concern most about HE degree holders. Besittesse skills gapare actually the skills to barioritized in

the next 510 years (mentioneth the next part).

Byindustry,enterprises in service industry seem to havugherconcernsabout HE skill gaga soft skill

group and advanced cognitive skillairthermore, IT and service enterprises shiower evaluation of

communication skills of Eigraduates While, in agriculture industry, a majority of surveyed companies

OTpPpr0 Yy2GA0S GKIG GKS o6A33Sad 3AFLI Aa OFyRARIFGSQa

somehow, points out that HE training activity fgricultural sukgcts still mainly focuesson theory and

doesy Qi LINP GARS Sy2daAK LINY QGAOFE aiAffta F2N aiddzRSyi
Gazald 2F GKS 1y2¢6ftSR3IAS |G dzyABSNERAGE A& GKS2NBGAOI
to experience the redife environment, leading tdzy a I G A & T | OHRDBE Sedvé\Jothern 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 invehin 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 sustdinaibiess
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%hich are much higher than the average perception.

Japanese enterprises evaluate that biggest skill gap of HE graduates is soft skills

Figure85. The perception of JP enterprises towards skills gap with HE graduates

Soft Skills

Organizational management
Leadership & Coaching
Effective communication
Teamwork & Cooperation
MNegotiation

Creativity

Work independently
Emaotional Intelligence
Advanced Cognitive Skills
Problem solving

Logical thinking

Active learning

Speciality

Technical/ Specialized skills
Specialized/Industry knowledgs
Language

Language - EN

Language - IP

Language - Other

ICT knowledge & skill
Other

Unit: %

Total
N=1000

42
42
41
37
36
36
33
30
68
51
35
33
a0

36
45
33

22
30

86

Crigin
P
330

B2

32
35
29
23
26
22
15
69
52
33
24
43
37
28
39
24

13
18
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Perceptiornof Japanese enterprises about skill gap of HE graduates is not much different from the overall,
with emphasize othe gap in soft skilland advanced cognitive skilRroblemsolvingskill of HE graduates
(52%) is concernetthe most.

(c) Skillgaps perceived for TVET graduates

Problem solving and technical skills are perceived as the most prominent gap of TVET graduateslcompare
G2 I Oldzr f SYGSNIINRAR&ASEAQ NBIljdZANBYSy

Figure86. The perception of enterpses towards skills gap with TVET graduates by industries

Unit: % Industry
Total Agriculture  Manufacturing Supporting Industrial Service Cons & RE IT
N=895 44 381 224 304 BB 76
Soft Skills 32 73 a1 20 B4 85 76
Effective communication 42 34 37 37 51 42 32
Teamwork & Cooperation 32 25 32 28 35 39 21
Work independently 30 27 28 7 32 35 21
Megotiation 27 30 15 23 36 26 29
Leadership & Coaching 26 23 23 21 32 18 33
Creativity 26 23 24 18 30 28 22
Organizational management 24 27 13 18 32 23 24
Emotional Intelligence 23 25 18 18 31 1% 16
Advanced Cognitive 5kills 68 48 65 61 77 61 Bl
Problem solving 49 32 45 43 o0 39 50
Active learning 29 27 27 24 35 27 25
Logical thinking 28 23 24 21 34 31 24
Speciality 62 113 &0 S8 65 &0 66
Technical/ Specialized skills 49 55 45 45 54 45 49
Specialized/Industry knowledge 37 27 34 33 42 36 38
Language 53 48 40 37 £6 45 72
Language - EN 42 43 28 25 55 35 61
Language-JP | 30 16 15 16 27 17 24
Language - Other 18 20 13 12 28 16 14
ICT knowledge & skill 27 32 23 21 3z 24 26
Other | 3 0 2 1 2 1 1

Gaps between skills trained by TVET schools and skills required by entegpeiseainlysoft skills (82%)

and advanced cognitive skills (68%). Amthgse, problemsolving (49%) and technicgbiscialized skills

(49%) are still the top 2 skills that bother many firms. Communication (42%) and language English (42%)

are the next two dissatisfied skills ®VETgraduates Representatives from many enterprises who were

in-depth interviewed have saithat TVETgraduates are short of practical skills, especially technical skills

related to the working environmerds the shoolstill concentrates too much on theoretical lessons
G{GdzRSyGa | FGSNIJ ANI Rdzl GAy3 FNBY depententy.|They rdilackingl NI ¢ 2
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 toNB LJ2 NIi A & & dz8R, Mahufacturyid, Mofhe# 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% a&ndré&&oectively,
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 enterprisedso perceive their biggesaps towards the skills of TVET graduates ablem

solving and technical skills

Figure87. The perception of enterprises towards skills gap with TVET graduates by industries

Unit: % Origin
Total IP
N=1000 21
Soft Skills 82 76
Effective communication 42 38
Teamwork & Cooperation 32 22
Work independently a0 21
Megotiation 27 18
Leadership & Coaching 26 14
Creativity 26 18
Organizational management 24 18
Emeticnal Intelligence 73 14
Advanced Cognitive Skills g2 69
Problem sclving 49 49
Active learning 29 20
Logical thinking 28 24
Specialty 52 55
Technical/ Specialized skills 49 47
Spedalized/Industry knowledge 37 31
Language 53 54
Language - EN 42 a0
Language - IP 20 18

Language - Other
ICT knowledge & skill
Other

19
27

10

16

¢ KS NB Qa beiweenthd perbptidréof Japanese enterprisasd overall perceptiotoward the skill

gapsof TVET graduates. Problem solving (49%) and Technical skills (42% natécstilito be the biggest

gaps for Japanese enterpris@esides, English language skill is considered to beth@gest hindrance

of TVET graduateShroughte inRSLIG K AY I0SNIBASG SAGK WFLIySasS SyidSni

skill is becoming an essential skill not only for the baftike staffs but also for manufacturing staffs such
as QC/QA, engineers who are mostlyuiggd TVET qualification.

& L yir c@8mpany, 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 bagifice staffs to supporli KSY Ay (KS OBRR, WdayfacDring, A 2 y ® £

Northern company
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3.2.2Future 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 mosmportant requiremers

Figure88. Future requirement of skills and capacity of laborers

Unit: % Industry
Total Agriculture Industrial Service Cons & RE IT
MN=1000 45 358 355 103
Soft Skills B6 75 B6 B8 B4 85
Creativity 30 25 29 31 33 35
Effective communication 30 23 26 36 7 26
Teamwork & Cooperation 25 27 27 25 20 18
Leadership & Coaching 23 4 29 18 28 20
Organizational management 15 15 20 138 25 16
Work independently 18 15 17 18 19 20
Negotiation 15 3 12 20 15 16
Emotional Intelligence | 11 1 B 12 7 16
Advanced Cognitive Skills 68 75 68 70 63 65
Problem Sohving 39 31 39 38 44 34
Active Learning 33 35 30 37 29 33
Logical Thinking 25 15 24 25 23 30
Spe(iali‘tl’l 5B 54 g2 52 5B &0
Technical/Specialized skills 43 50 48 37 41 40
Specialized/Industry knowledge 31 35 34 26 35 32
Language 48 54 42 56 41 53
Language —EN 35 50 29 42 34 20
Language - IP 15 10 15 14 7 28
Language - Other | 7 2 7 11 4 5
ICT knowledge & skill 36 52 31 36 37 44

As mentioned in previous partindustry 4.0 Digitalization and Automation arperceived aghe top
industrial trends thagaffect strongly tdHR requirement in the future. Under these global trends, technical
specializedakills will bamostprioritized in the futurg43%) Following technical specialized skiflsgblem
solving(39%)and active learnin§33%),|CT knowledge (36%) and English (35%) will be among the most
in-demand skills in th@ext5 ¢ 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 automatedmaacho keep up

with Al's developmentspbviously ICT knowledge and skills play an indispensable role in the digital
marketplace. Besides,problemsolving and active learning anenportant becausethe technology
developmentwill changecontinuously it requires the ability of laborers to continuous learning and
adapting with new development context. Therefore, futdaedorers need to develop problem solving
mind-setas well as ability to seléarn to master their jobs, avoiding to kéminated from high} changing

working environment.

Among group of soft skillsreativity skilR 2 S a y Q (i adduryeht reuived killbut turns out to be

the foremost preferred sKil regardless of industrie€specially in IT sector, creativity is the top 2
important skills to be required in the future, after technisgecialized skillS.here may be a combination
impact of different developments of Industry 4.0, including digitalization and automation,pi@iaxfor
future shifts in this skill upward. Digitalization and automation are predicted to eliminate many repetitive
jobs, employees will need to carry out more creati@sks, or tasks that require more imaginative ability.
Compare current and future fiective communicatiorstays as one of the most important required soft

15C
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skillsin the future especially in service industry. In manufacturing & industrial sector, creativity and
leadership & coaching skill are the two most important soft skills to beiredu

The indepth interviews with enterprises also show that, under the global trends, these following skills are
considered to be prioritized: (1) ICT knowledge and skill, (2) AdaptaBliéggbility, (3) Active learning on
new technology, (4) Langua@eN), and (5) Seatfianagement. In which, Adaptabilifylexibility and Self
management are required under the influence of the CeM@dpandemic.

GOYLX 228SSa ysh$oRer tiedv skill2(itériey/o2 Things, Artificial Intelligence and Block, Gteajn
AY tAYS 6A0GK G4KS NI LAR RS@St eHBDSpL T, Nbrtherh GoRpdyli N2 n dn |

G5dz2S (G2 GKS A vigledploye@stheed i e skithahanient as they work from home. For
managers, they are more required on highdrgi 3SYSy i alAffazr | a (cHR®epHl y 2y ¢
Service, Northern Company

Apart from providing specialtyknowledge& skills HEIs and TVETIs se@anying more attention to
languageand soft skillgrainings,in order to meet witHuture labor market requirements

The global trends, according HE sector, would require new approach in education and training activities.

A teaching program with interdisciplinary contehas become popularwhichmeans a student with
science and technology rjoa 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:romthe perspective of TVET sector, the ragidwth 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 school® 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 trentiesidesspecialized knowledge and skiltwth HE & TVET
said they would pay more attention to thetraining on language and soft skills. Besiddssic
understanding on information technology and its applications should be available for students from all
majors as it is now applied in all fields of seel@dnomic life.
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Figure89. FudzZNB3 NXBI|j dZANBYSy i 2F aiAftta IyR OFLI OAGe 27

Enterprise HE TVET
perspective perspective perspective
Unit: % Unit: % Unit: %
Taotal Total Total
N=1000 N=t4 MN=50
Soft Skills 36 82 BE
Creativity 30 36 32
Effective communication 0 23 26
Teamwaork & Cooperation 5 45 54
Leadership & Coaching 23 5 12
Organizational management 19 7 12
Waork independantly 12 ] 12
Negotiation 15 2 2
Emotional Intelligence | 11 11 12
Advanced Cognitive Skills =] 70 =]
Froblem Solving ] 20 30
Active Learning 33 45 35
Logical Thinking 25 20 15
Specialty -t a1 23
Technical/Specialized =kills 43 4z 76
Spedialized, Industry knowledge 31 65 32
Language 48 a4 g0
Language —EN 1 2 78
Language-JF | it 7 10
Language - Other | 7 g 2
ICT knowledge & skill 36 57 Lo
Other | 1 o [u]

There is little difference between current and future requirements across industries; but foreign language
ability, especially Japanese, is considered as a major priorifyy $mctor in the future

By industry, Agriculture, Manufacturing and Construction and Real Estate industries are more focus on
G{LISOAIFfGe alAffé INRdAzLIE Y2aifeé NBIddZANSE GSOKYyAO!l f
48%, and 41% respectively.

The IT industry,specially, Japanese language is a preferred skill in the future, 28% companies select it as
a future requirement, compared to 15% cently, which might be because current IT enterprises are
lacking Japanesgpeaking employees. Besides Japanese, it isigisetithat 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-edtjieg
tools/technology derived from the fast changing working environment.

Changes in higdemand skills of Japanese Enterprises: Besides technical skills andzspdaialviedge,
ICT knowledge and skill is more required in the future

Japanese language is peafed 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 employekst there seems to beoo 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 IT knowledge and skill to fulfill the requirements of tasks under impact of ingd<ir

G¢KS L/ ¢ 1y2eftSRIAS IyR alAft Aa SaaSydAalrt F2NI SYLX 28 ¢
¢ 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 notpegtieived among current employers as most

ofthesurveg R O2Y LI yASa R2y Qi NBIdZANB |ye @20F G§A2y I | d:
Figure90. Popularity of level of education by employee levels

Manager Professional Office worker Worker
N=991 709 970 662

HE qualification 100 90 70
Above university 34 9 1
University 66 81 69
TVET qualification 10 30 30
College 8 26 3
Vocational Intermediate 2 3 13
Vocational Elementary 1 15
No vocational qualification 70

Among surveyed companies, employees graduated from TVEAumf@ess common than thse with HE
degreesand who have no vocational degree 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 qualificatiequired in recruiting manager,
professionatechnical staff and office workerFor managepositions universitydegree is a conditional
level of education (66%), while above university dedsseonsidered as an advantage.

Cdlegedegreewhichseemsto be a bit morepopularin requirement ofoffice worker(26%9; Erterprises
are likely to hire workers with no vocational qualificatisaported by 70% companies.

G2S 2yfte NBIdZANB 2dzNJ 62NJ] SNA (2 3INIJ Rdzl dicSlculisNgtyn KA 3K &
2NRSNJ (2 | LILX &Opération2DeplManafaciuiing, Blarthern company
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Firms in serviceconstruction & real estate and IT sectors have the tendency to employ managers and
workers with highethan-average qualifications

Figue 91. Popularity of qualification of manager leveby industries

Total Agriculture Industrial (Total) Industrial (Supporting) Service Construction & RE IT
N=991 48 396 229 350 102 93

HE qualification 99 ‘ 100 ‘ 99 100‘ 99

‘ 100 99‘
Above university l 34 | 27 ‘ 23 | 21 43 39 38
University | 66 | 73 ‘ 76 ‘ 79 56 61 61
1 1

TVET qualification 1 ‘ 1

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%).

a a | yets Are required to have several advanced skills such as management and market adaptability, risk
management and are necessarily owning an univemity 6 2 @S RHRABIT, Northern company

Figure92. Popularity of qualifiation of worker by industries

Unit: % Industry
Total Agriculture  Industrial (Total)  Industrial (Supporting) Service Cons & RE T
N=662 42 376 159 159 71 12

HE qualification

Above university

University

TVET qualification ] 30 :I 17 —| 25 :[ 26 38 41 50

College ‘ 3 3 ‘
Vocational Intermediate 13 7 9 10 23 11 25
Vocational Elementary 15 10 13 14 15 27 8

No vocational qualification

In addition, service and construction & real estatel ITenterprises are more likely to hire workers with
vocational qualifications. The popularity of vocational degree among workers, including vocational
intermediate andvocational elementary, are 38% in both service and construction & real estate sectors,
which is comparatively higher than the average popularity of 2Bf¥as involved in sustainable and
inclusive business also have a higher preference of managers withe altiversity 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 higirel employees (including professional/technical

staff and manager) with above university degrees is higher in Northern Vietham compared to other
regions. Furthermore, for the level of office workeniversity degree also takes up a larger percentage

in Northern Vietnam (73%) compared to Central (58%) and Southern Vietham (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 degretving, Northern Vietham is expectedly having a higher percentage of
higher qualifications for not only manager but also fwofessional/technical staff and office worker.

In the next 510 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

Figure93. Preference for qualification by employee levels at the moment and in the future

Current education qualifications Future requirement of qualifications
Manager Profession al Office worker Worker Manager Professional Office worker Worker
N=991 709 970 662 N=996 779 976 688
HE qualification 100 920 70 99 95 84
Above university 34 9 1 51 25 3
University 66 81 69 49 o 70 81
TVET qualification 10 30 30 1 5 16 o 52
College 8 26 3 1 3 14 8
Vocational Int diat 2 3 13 2 2 4
1 1 1 19
Vocational | Elemen tary
70 a8

No vocational qualification

In general, enterprises will be likely to increase tliimand 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% froB4% as current statu§Vithregards toprofessional/techrial staff and

office staff levels, enterprises showlight preference of higher qualifications in the futurel® years:
requirement of above universitydegree increasesfrom 9% to 25% for professional/technical staff
requirement of university degree irease from 69% to 81 $r office stafflevel.

Interestingly,there is quite clear tendency of increasipeference for vocational trainingualification
whenrecruiting worker levelr /&2 O2 YLI YA S& Odz2NNBy (it & R2yQitheNBIj dzA NX
FdzldzNB > odzi GKS LISNOSyiGrFr3IS 2F O2YLI yASa NBALRYRAY
next 5 10 years is only 48%t other words, enterprises are going to demand their btodar workers to

go through at least vocational educatigspecifically vocational intermediate with 24% and vocational
elementary with 19%)Thefact reconfirms the findings by desk review th&bor market in Vietnam will

require higher skitrained laborers in the future.
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In the next 510 years, managers who have the intention to join service enterprises may need to equip
themselves with above university qualifications

Figure94. Preference for qualification of manager level, current and future

Total Agriculture Industrial (Total) Industrial (Supporting) Service Construction & RE IT
N=996 48 397 230 352 103 94
HE qualification 99 100 99 100 99 100 100
Above university 51 48 39 36 63 52 52
University 49 52 o 61w 63 o 36 Py 48 48
TVET qualification 1 1

When it comes to different industries, we can clearly see that all industries have raised their requirement
for managerial qualification. Especially service Bidy preference of above university degree has
remarkably surpassed university degree. According to the report on labor and employment by GSO (2021),
service sector in Vietham 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).
aLY GKS FdzidzNBs 6S SELISOG 2dzNJ 62N)y SNBE (G2 KIF @S oF&aao
in high schools, so they have to at least take vocationalArgfrd a G2 | Olj dzA NGHR{DEpk, & |y 2 4 f
Industry, Southern company

Besides61% of 71 surveyed firmmsho defined themselves asistainable and inclusive business are much
likely to hire a manager with an above university degree in the future.

JapaneseS y (i S NLINJokted &equike2vgcational qualifications for bhkesllar workers but expect
university qualifications for other HR groups

Figure95s. Popularity of HRyualification in Japanese enterprises by employee levels

Manager Professional Office worker Worker
N=381 251 383 245
HE qualification 100 83 72
Above university 18 4 1
University 81 79 e
TVET qualification 1 17 28 22
College 1 12 23 2
Vocational Intermediate > 3 13
1 7

Vocational Elementary

78
No vocational qualification

In general, Japanese enterprises aimilar to other enterprises withiniversity degreebeing the most
popular qualification obffice workes, technical/professional staff and managersoser 70% for all 3
levels. Besides, currently, most Japanese entegs (78%) f &4 2 R 2 yvidikersNaBppsigisNady
vocational qualification
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Two large Japanese firms in the manufacturing industry clarified duridggth interviews that for the
position of bluecollar workerlevel they only require their employeds 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.

@428 KE@S y2 SyaNE NBI dzi NB Y bygraduaterhiyiNschdashdahaNthSyNgdre K S &
at our company,wecan#& NI Ay G KSY ¥ NEBHR Dé Srecs&EMNethyinics, Mdthern 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 thse 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 ofisefirms.

Figure96. Popularity of qualification of office worker in Japanese firms by industries

Unit: % Industry
Total Industrial Service IT
N=383 200 101 51
HE qualification 72 67 84 67
Above university 1 2 2
University 71 65 82 67
TVET qualification 28 33 15 33
College 23 32 11 14
Vocational Intermediate 3 2 4 12
Vocational Elementary 1 1 8
No vocational qualification 1

Besidessmall Japanese enterprises tend to have higher preference for qualification of their employees
compared to medium anthrge firms, especially for the level of office worker.
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Japanese enterprises, in the nextGyears, expect to have higher demand for qualifications of all levels
of staff, especially for workers

Figure97. Japanes& Yy 1 SNLINA 4SaQ LINBEFTFSNBYOS FT2NJ ljdzZ £t A FAO

Current education qualifications Future requirement of qualifications

Manager Professional Office worker Worker Manager Professional Office worker Worker
N=381 251 383 245 N=386 289 386 256

HE qualification 100 83 72 99 90 82
29 12 1

Above university 18 4 1

University 81 79 71 70 o 78 81

TVET qualification 1 17 28 22 1 10 18 42
College

Vocational Intermediate
Vocational Elementary

. . 78 58 ¥
No vocational qualification

On the subject of comparingurrent and future requirements for education qualifications, Japanese
companies seem® be slightlymore demanding in qualification lexelMore enterprises will require
above university degree when recruiting manag@itse most significant change confesm 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 Challesgathouse training

3.4.1 Recruitment Practice

Via the sharing of enterprises in-dtepth 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, F2 NJ adF FF € S@St I -dffécivathay @iNdanieslse ddfting dlanling” SRurdd@<Lté
recruit by themselves, rather than outsourcing to headhunt agency.

Worker is normally recruited from local people who live near/surrounding factory avitiew 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 idustrial parks and (2) cooperating with local authorities, local unions.
G¢KS O2YLI yeé dzadzZl £ & O2yidl OO 62YSyUa dzyAzyas &2dziK dz
we also provide grants, scholarships to local authorities, army barracks, or cooperating with university in
extracurricular activities, suchas bl 3 NRB I Ra Ay GKS gSaiSNYy O2dzyiNEBaARSO®
AYF3S G2 20Kt LIS2LX S FyR 3INI Rdz (i SHR Dept, dRrbifgdiugng | & | 3
industry, Southern company
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For professionalltechnical and office staff, companiesially 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, intemmal ief
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 similarwith other companie® b S@SNI KSft Sa & >t usu&llp recz MdnhgeihiB 4 R2 Yy
Vietnam because management HR would be transferred from Japan to Vietnam branches.
GC2NJ YFEYylF3aSNE 2dzNJ O2YLI yeé | oaz2fdziSte R2y Qi NBONHzA G A
Japan in the form of internal tran$fHR Dept, Manufacturing industry, Northern company

¢tKSNBQa y2 FAESR GAYAY3I Ay SyGSNIINRA&ESQE NBONHzA Y S
when the company is in the need of HR, especially when employees quit or when company is in peak
aSlrazy® ¢KSNBQa I O2YY2y (KIFG F2NJ YIFydzFlF OQGdzNAy3 O
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 highgraid temporary job before Tet holiday or switch to a new job
FFGSNI NBOSAGAY3I ¢S | 2fARIF2Qa o02ydzad C¢CKSNBF2NB:Z
headhunt agencies so as to recruit big quantity of workers during this time.

In term of cooperating wittHE/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 joinfag fbreceiving

interns. However, this source is evaluatedess effective:
G¢2 KSE Y 02 YN ONHzA (i Y S y-airs,afdichoperaiedwih THET a@iHE.yHov@ e this
a2 dzNDS A a  y-2HR Deépg MafFaEt@idglinkludts ¢South
G2S Fftaz O022LINIGS 6AGK ¢+9¢a& Ay 2NRSNloileeivdlBeNHzA (i { K
first, as interns, then recruit as a staff. This number is juat/Z: K @ SI NJ Ay 2 dZNIORDepd,  f | w
Manufacturing industry, South

3.4.2HR Challenges

Overall,HR challenges dhe enterprises mostly include the increase in HR caostfficient supply of

qualified HR, and lack of skilled experiencd human resourceBesides, some companies face difficulty

AY NBONMHZA GYSyd RdzS (2 Oz2heydreymicdéinddsityl; rbihoedii&atibnacn A Oa a
inflexible working ewironment.

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 nfanagememievel (52%) and the 3' common challenge e evaluation

of HR qualitywhich cannot reflect appropriately or low relevant based on TVET qualification (49%). Those
detailed challenges are classified in 3 groups: HR cost, HR supply and iyRrqutiierexamination into

each industryshown in below table:

1 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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1 In term of HR supply challengesiyanufacturing ad construction industrymainly face the
insufficient of HR supply anble unsatisfactiorof newly recruit HRjuality compaed with practical
working requirement, especially in workgroup. While, service and IT industriggstlyexperience

the lack of shled HR for advanced task and management HR, both middéd and senior
managers.

1 Regarding HR qualitg,higher proportion oservice and I€nterprisesnotices that HE qualification
cannot reflect appropriately the capability of HR and the curreribtreg has not effectively adapted
to industrial changeswhile, agriculture, manufacturing and construction & real estate industries

are02 Yy OSNY Ay 3
O2YLI yAS&aQ

Group

HR cost

HRsupply

HR
quality

Y 2 NB
LINGt OG A OI ¢

l 0 2 dzi

¢+9¢

NB lj dzA NB Y S

Figure98. Overall HR challenges perceived by surveyed enterpri®ss¥ agree)

Detailed Challenge

Increasing HR cost

Insufficient supply of skillec
worker

The industry lacks high
skiled HR for advance
field/tasks

Insufficient/ Ineffective
capacity building for middle
level manager

Lack of higHevel/senior
managers

HE qualification canno
reflect appropriately the
capability of HR for
recruitment

TVET qualification is loy
relevant to practical working
requirement

Training from HE/TVET |
Vietham has not effectively
adapted to industrial
changes

Total

57%

40%

45%

48%

52%

49%

36%

46%

Agri.

56%

42%

42%

38%

29%

40%

38%

44%

Manufac
turing

59%

47%

43%

45%

48%

46%

37%

43%

Service

56%

34%

45%

50%

57%

52%

36%

49%

Cons &
Real estate

51%

44%

46%

54%

60%

49%

39%

47%

IANJ RdzZ 6SaQ

61%

36%

54%

53%

55%

52%

34%

50%

li dzl € A @

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 shotlat 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.

16C



The Data Collection Survey and Situation Analysisdustrial HR Development in Vietham (2p2

GL¢ Ay Rdza i NE

Ad I K20 AYRAAGNEBS FyR GKS O2YLIlye KIa
in the industry to recrui® I y R |

68z a2 0KSITANorthériNcBmpang O2 YLISGAGA GBS dé

> Qx

aLe O2YLI yAasSa O
IT, Central company
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In term of region, there are more companies in the Central reg#ying that they are facing the increasing

in HR due to that salary competition in the cent@giionis higher than in the north and in the soutlie

to the fact that graduated students mostly want to seek job opportunity and work in big cities like Hanoi

and HCMC. Survegsult also shows thaabout 64% of surveyed companies in the central red@ming

the increase in HR cost, compared with 54%he north and 60% in the south.
G¢KS NIGS 2F L¢ aiddzRSyida ¢K2 &-do de tdhaving Bettek oppostunitiedzS I F i S
Ay 6 A IHRDEpL, ATSCGewstral company

G{FfFNE FYR 62yds& 27F O yRA RHRDER Stk Cefithallchndang $a | NB Ay

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 hasttea phenomenon that HR cost is more than actual
RSt AGSNBR ljdzr f AGeé YR AGQa RATTA Suwt compadiedbu§ggsi S NLINA
that there should be some public sources of average salary range in the industry, so that comaanies c
refer to each other, which relatively could help them to understand and control the situation of highly
competitive in terms of HR salary.
GhdzNJ Ot ASyida Fftgrea al (G2 NBRdzOS LINAOSasz odzi SYLX 2
requrre such high HR capacity. Our company must balance HR cost with the revenue. Therefore, it is difficult to
NE O NHzA G- HR Paypd, MaNdiagturing, Northern company
GLY 2NRSNJ (G2 a2t @S 2NJ NBERdzOS G(KS &t f | atBandddfetdotheS G 6 SSy
salary and bonus regime of other businesses in Da Nang. Based on that, we would adjust our regime to better
YyS$Si GKS SE LIS BR DefitiSeryice, £antral doinphrly
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Lack of skilled/trained staff, especially in manufactuang 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 recogtig their industry lacks higkkilled HR for
advanced/technical task40% exprience the insufficient supply of skillecbrkers.

Recently, the development and expansion of industrial zones héeve the increasing in worker demand,
and skilled or experienced workers tend to switch job easily. Besides, workers would preferytdcappl
light-manufacturing industries such as electronics, electronic component, etc., rather than-heavy
YIEydzFlI OGdzNAY 3 AYRddzZZAGNASad CKSNBF2NBI Al asSsSvya u
manufacturing and construction saying that the industry faskilled 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 ompanies, 34% of service industry and 37% of IT industry.

G¢KS AYRAzZAGNAIE LI N)] 3INIRdzFffé& SELIYR&AZ YR GKSNB ¢

competition in HR recruitment is getting more competitive. Besides, young workers tend to ligteter

YIEydzFlF QGdzZNAy 3 O2YLI yASa &adzHR Marifactufhg KeftBeinzanpany St SOG N2 y
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Additionally, according to the sharing of VASIisibelieved that mechanical industry requires solid
knowledge of physics and mathhile the requirement of jobs is heaviehence, it is very hard for
companies to recruit suitable employees. Besides, tbepanies also prefeemployees withboth
technical background and goaoft skills especially for admin and sales positionsyever,students in
industrial majors are weak in soft skills dvdack 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. Besidesg@cling to VECOM, another reason for high turnover

rate in IT industry is that employees who have 1 or 2 yequrerience have tendency to leave the
companies to start their own business in IT sector such as codingammerce solution.

a{GF FTF ngeyoRquitkdy, aQikib not stay to work at the company for a long time. Especially freshers,
2y | gSNF IS 2F mop &SINE o6Fa&aSR 2y FfNBFIR& KI@Ay3a SELIS
HR Dept, IT, Northern company

Regarding companyize, large companies seem to experience the lack of skilled HR more than smaller
O2YLIl ye aAil Seo Lioa NBO2NRSR GKFd fFNBS O2YLIye Yl
2NJ AYONBIFasS Ay 2NRSNJI (2 NB O Nbm dmpany tb médiyrsdlady rahgeQa S|
caseby-O &S o6l A44SR 2y GKS ljdzrftAdGe 2F Iwod Ly GSN¥Y 27
find the lack of this HR, compared with 28% of small enterprises and 24% of medium enterprise. Besides,
about 15% 8 f I NHS O2YLJ yASa R xkiledistafff and thad & sninKehd metidi 2 F
enterprises is 20% and 23%, respectively.

! FG4SNJ I RdzNdn job, saff alrdafly haveExpeyienge 3o they tend to request a higher salary. There
aresS OF ASa- 0l KRY¥SAIQH WwdzOK Fa O2YLIl yeQa alflNB NIy3Ss
aLE 1 NE NIYy3IS (GKIFIy SEA&GAYy3T O2YLIyeéeQd NIyISOHRKSNBTF2N
Dept, IT, Northern company

Lack of eithemiddlelevel manager or higlevel/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 norihd the south where exist plenty of jaipportunities. As a result,

it causes the lack of either middlevel manager or higlevel/senior manager. As shown in the result of
survey below, just about 20% have enough Hmlel/senior managers, and just 1486 surveyed
companies say that they have sufficient of middieel manager or have effective capacity building for
middle-level manager.

aL G A &ordRuifnmanagedzéntevel staff, due to the specific experience requirements of the industry and
tkS a0l NDAGE 27F KdzYl YyHRDRE, Selzhcl) ScrtheinyCompays A y Rdza (G NE €

G C2 NJ Y y |t SopahySs@sSobth waystecruiing new staff to meet the project's HR needs, and
promoting internal staff who have worked for-4 years and have engh experience as a leader. However,
AYOUGSNYIlLf adrF¥F R2y Qi KIF@S t2y3 O02YYAlGYSyd a I F3ESN KI
ddzOK & KAIKSNI &l fF NEZ Y2 NBR DdptSIE Nathethcanpad A y3a Sy FANRY
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Companies arexperiencing 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 thafjualifications 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 frestdupate, almost 50% find that the
gualifications 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 mand of the companies. In faclightly more companies irindustrial manufacturingand IT
industry evaluate that HE/TVET qualification, to some extent, cannot reflect the capacity of candidates.

Figurel04 5& O f S I 3 NBEEWafifigation 8ayinotdeflect appropriately the capability of fresh
| Wé = 08 AYyRdzGNE
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It appears that a majaiy of enterprises find that qualification cannot reflect the actual quality of HR,
especially interms of working skills and soft skills. This, in turn, points out the current situation of
recruitment practice, in which most of companies are using theim ewaluation test to classify candidate,

FYRS ljdzr t ATAOFGA2Y A& f&a2 dzaSR lFa y2GKSNJ 22t |
G¢KS O2YLIl ye Aa dzaiy3da | (iSad 6KAOK A& O2YLWAESR IyR
recruitment. As for technét or production team, the company also test their technical skills, professional skills
FYR ol aixo0 OFHROept, Mania2tyring: Nokterh éompany

G/ FYRARFGS Ydzad LI aa O2YLIlyeQa LINRPFTSaaAthegyindedtd Said |yl
|.

KFEGAYy3 GKS LILINBLINKAEFGS SELSNASYOS:s YR AlGQa yz2i VY
AYRAZGNBKLINREFTSaaAz2y 6AGK (GKS LRaAAGAZ2Y (KSe FLILXeo
consideration as long as candidate can provelitha KSANJ a1 Aff&a I NB adadlofS T3

LINE R dzOHRD2py, Manufacturing, Southern company

CNRY O2YLJ vy kSkeQare2ekalugtedd By 1ack practical experience and soft skills because
training from HE/TVET in Vietnam is consédeto be mostly theoretical and not up to date with practical
working requirementnot equip students with necessary working attitude.

Galye atdRSyida R2 y2d KFE@S I Ot S NI RANBOGAZ2YS &2 (KS

a whilS € HR Dept, Servieeogistics, Northern company

G/ dZNNBy G GNFYAyAy3a €101 2F az2Fd aiAftta GNIAyAy3a a2 GKI
the students lack stamina, patience, and can't stand high pressure. Technical schaodslaee in soft skills

O2YLI NBR (2 &OKz224{HR DépyIT, NéttBernc@Pany t aSOG 2 NE

In addition, current HE/TVET training is seen not effectively agsjat industrial changes, especially, for
new emerging industries such as Green and circetaamomy, Sustainable and inclusive business or
Biological Technology.

G ¢ KSNBQa yopistios in &idtham As¢” oudcompany have to recruit related major succ@smerce,
YR GKSYy 4SS KIFI@S G2 (NBDept LogktSsy NoBrN&MpaiyK S & ONJ i OK ¢
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HR Challenges in Japanese companies also face challenges of increasing HR cost, insufficient HR supply,
especially middle level managers

Figurel07. Overall HR challenges perceived by surveyed Japanese enterglige® agree)

Total Agri. Manu- Service ' Cons & |IT

Graup Detailed Challenge (N=390) (N=3) | facturing (N=101) | Real Estate (N=52)

(N=206) (N=28)

HR cost | Increasing HR cost 58% 33% 59% 54% 57% 64%
Insufficient supply  0f 57, 33% | 43% 28% 32% 35%
skilled worker
The industry lacks higr
skiled HR for advance 37% 33% 36% 38% 28% 49%

HR field/tasks

supply | Insufficient/ Ineffective
capacity  building  foi 48% 33% 47% 59% 71% 58%
middle-level manager
Lack of higHevel/senior 5206 ) 46% 56% 71% 64%
managers
HE qualification cannot
reflect__approprlately the 43% 33% 429 45% 250 48%
capability of HR for
recruitment

HR TVET qualification is lo

. relevant to  practical 31% - 27% 37% 25% 40%

quality . .
working requirement
Training from HE/TVET
Vietnam has noeffectively - ., 33% | 36% 38% 28% 49%
adapted to industrial
changes
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Further look into Japanese companies, the same diffesstre recorded. The most popular challenge is
the increasing in HR cost, followed by the insufficient HR supply, especially the lack oflevidtle
manager. HRacking ofsoft skills and experience @#dso among the top three common challenges facing
by Japanse enterprises.

¢tKSNBQa y2 aidldiraacAad Ay O2YLI NRy3 i kkragelmbrkeNE NI Yy
practice. Howevertit is informationthroughinterviews with Japanese enterpriseshiared byietnamese

HR managers who have to be in charge of salary negotjgtiah Japanese companies mainly have fixed

alf I NE NI y3aS || y Rower thahdhe igkiipractice régardielsshoBcKnipany size. This is

mostly seen in middle level managethere is almost no differencéor lower level such as staff and

workerg.! & | NB&aAdz X (23SOKSNJ gAGK GKS Sraiafe tagAildOKA
recruit, especially middievel managersh SOS NI KSt Sa as> kvetBough $alrg bagefof NB R
Japanese companies is not high, they still @ract and retain staffsvith their good welfares

Moreover, Japanese companies tend to have relatively high HR requirements. For example, for
professional/technical group, compasieften require experience, which make it tough to find qualified
candidates.

G¢KS 220 NBIAANBYSyGa F2NI LNRPTFSaarzylt 1yz2¢ftSR3IS | yR
of the enterprise are high, but the salary is not commensuratetivéhrequirements, which make it difficult for
dza (2 7T A Yy RHRODept Bankck, N&thetnécompany

. SOFdzAS | LILX AOFyida Ittt SELISOG LINRY2GA2YyD | 26SOSNE 2
and salary increase rarely happen o y & & (i 4HR Peplj Mahuia&turing, Northern company

GL¢ &adFTFF¥ GSYyR (G2 a6A0G0K 220 ljdzadlfte FyR RSYIYR KA3IK
0N} O1SiGx a2 AlG Aa RATFTFAOdA G F2HRIDSNT Ledt@lS@rdpanyl 2 Yy SI20A I
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A majority ofJapanese companies face the lack of skilled HR, especially in manufacturing industry,
construction and ITndustry. Just approximately 28% of Japanese companiestsaidtheyR2 y Qi FI OS
RAFTFAOMzZ & Ay GKS adzlL) @ 2 FskigdHRf ft SR 62NJ SN&R | YR H
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Most of manufacturing Japanese enterprises operating in Vietham are large ones, the defmentters

is relatively large. The companies mainly face the difficult of worker supply due to the large recruitment

jdz yiAGeT SaLSOAlfte NBONHAGAYI RdAdz2NAYy3I LISFE] GAYS
recruiting worker group have a teedcy to change jobs more easily than female employees, because

male employees prioritize higher wages than stability. Furthermore, the digitalization trend provides
numerous higkpaid freelance job, such as shipper or taxi driver in big cities. Thus, lsat&enot want

to work in factory which limits their freedom. Consequently, there exists a lack of not only skilled workers

but also unskilled workers.

2 A0K NB3IFNR G2 L¢ 2206a3x GKSNBQa | FF OO GKondi L¢ KU
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 recruitinghgoetition is much fiercer, companies are willing to pay high
salary for headhunting. As a consequence, this puts companies into the HR cost increase.
Figure110.58 OF £ S | ANBSYSy i 2y -shillekHR fok adRuoea@IANSE R k(G 133] akEA>3
Japanese companies by industry
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LY FTRRAGAZ2YZ AlGQa aftAdaKifte Y2NB RimbragedAdvii mdFe NJ W LI
than half of surveyed Japanese companies (54%gond their agreement with that fac€Candidate who

is fit for middlelevel 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 manadgrel HR, and managéevel HR is mostly transferred from

parent company or head quarter in Japan to Vietham branches so promotion opportunity for #edele

is relatively low.

Figure111L 53 Ol £ S I ANBSYSy ( Figurel125a 0l £t S | ANBSYSy-i

Ineffective capacity building for middid S @ S level/senior managers
Unmit: % Origin Unit: 3% Origin
Tatal IP Man IP Total 1P Man IP
N=1000 390 610 M=1000 330 610
Mean=25 15 34 Mezn=3.5 3.4 35
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Agree = 36 o Agree
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Meutral 38 “E Meutral 2% 25

35 31

. 1 12
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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, compaies would encourage current workers to work overtime so as to increase their
AyO2YSed Ly GSNY¥Y 2F AYLNE JA yirBmehtvinhduskltréining i8 orgarfizedy S S
covering both jokrelated skills and soft skills.

O«

Opinion of Japanese organizations: Lacking of locaimdRagement level in Japanese companies will
become more seriously in the near future

Japanese organizations (JETRO, JCCHyJCC) well understand the current situation and challenges for
Japanese enterprises in Vietnam. HR quality especially related tecbliae workers or handful skills in
Vietnam is strong and remarkable.

HoweverF NBY (KSaS 2NHIYATFiA2yaQ 2LAYA2YS AyONBlFaiy3
issues that almost Japanese enterprises in Vietham are facing with. This issue is inevitable and unavoidable

by the time. However, this challenge is still n@geessive 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 consideragro/e

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 paekagusually parallel with more contribution for the company in
any forms (including increasing workload or responsibility, over time working ability tdomg
O2YYAUGYSyiuXoo

Lacking local management level is forecasted to be more seriously for Japatergeises 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 req@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, anotheallemge 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 Vietham in the ways of raising awareness and consciousness for current and future staff
generations as well as for enterprise side. It is belietheat the more aware of protecting human rights

in working environments, the better quality of HR will be and thereby improve labor productivity.

3.4.3In-house Training

Companies mostly conductfuse training activity by internal HR source, with a certagpgtion 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 thedmib LJ2 LJdzf | NJ & 2 dzNiD$se teaifingS y G S NLJI
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.

Figurel13. In-house training activity

Unit: %

Total

Source of in-house training in compa
M=1000 e ey

. E Unmit: %
Don't have in-house 7
training sctivity Taotal
N=533

By internzl HR 50

By outsgurcing —
Having in-house 93 other agency e

training activity By cutsourcing —

Hg/mver | U
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Further look into industry, agriculture enterprises seem to outsoureeoimse training to agencies more

than other industries. Besides, new emerging technology industries like IoT, Al, Machine learning or
biological technology ab outsource their ifhouse training to other organizations, including both
HE/TVET and agencies, more than other industries.

Figurell4. Source of iFhouse training activity, by industry

Unit: % Industry
Total Agriculture Industrial Sarvice Cons & RE IT
=333 44 378 329 ] 86
By int=rnal HR 50 as a4 s g3 o3

By outsourding —

31 41 26 5
other agency s 3
By outsourcing — 1
9 7 13 & 26
HE/TVET
Totzl Digitalization 10T, Al, WL Green Sustzsinzble Biological
Economics Businesz Technmology
N=533 53 77 54 =13 20
By internzl HR 80 a0 23 23 a2 20
By outsoursing— | g9 24 35 28 34 45
other agency
By outsourcing — 11 19 21 17 13 -1
HE/TVET

Figurell5. Source of iFhouse training activity, by origin

Unit: % Qrigin
Total IF MNon JF
M=533 357 576
By internal HR =0 g& =k
By autsourcing — 31 44 23
other agemcy
By outsourcing — 11 7 13

HE/TWVET
The most popular source of-louse training activity is by internal HRegarding to outsourcing to

HE/TVETY KSNBX Qa NBf I GA@St e avlff LIS HidBeiiniig Sourdes ard 2 Y LI
mostly catered fotechnical/pofessionaktaff, followed by foroffice staff.
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Figurell6. HR groups are using HE/TVET fehouse training, by industry

Professiona

Office worker

Wansger

Worker

Unit: %

Taotal
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!
"

33
50

73

41

o
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In term of industry, manufacturing/procesgj industry uses HE/TVET fohiouse 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 22984 of other industries.

Prioritized Kills for irhouse training activity include soft skills for almost all pos#ianore irhouse

training on speciality skilis provided for group of technical/professional staff

In general, that most enterprises find HR quality insufficient, espesiaftyskills, is the reason why soft
skills are the most prioritized course for developingnouse HR for all position, followed by specialty, and
advanced cognitive skills.

Figurell7. Prioritized knowledge & skills fon-house training activity

Manager level
N=E870

Saft skills - g0

Lnit- %

Advanced cognitive skills | 66
Specialty :l 52
Language :l 44
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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.

Figurel18. Prioritized knowledge & skills for #mouse training activity
Unit: B Agriculture Industrial Service Cons & RE IT

sefesklls QNN == NN o:  DENNNN ;. DNNNN =0 N
advanced cognitive skills 56 55 70 &6 54

Eﬂ specizlty | 71 ] ao | a7 ~ les — | sa
] language | 43 — 1= —_ ] as __] a0 ] sa
= 1CT knowledge & skill | 29 127 1 38 —Jau 1 =3
Other | 1 | 2
_ Softskills T g I -« B s N - N =
g advanced cognitive skills | &1 185 17 1 7= — len
@ specizlyy [ os [ | as B - . EH
o language __| 36 — a7 - — ] as — Jes
2 JCT knowledge & skil | 32 == ] == 1 a7 — 1s2
other | s
. Softskills 7] g . I = I = . v
2 advanced cognitiveskills | as &6 177 17 — ==
g cpecizlyy I 7= ] =a | ea - =
y langusge | 37 s —_1s0 a7 157
£ 1T knowledgs & skill | 30 —lao —la _las — 138
other I L | 1 | 3
softskils T & BN : o BN =
N Advanced cognitive skills | 38 - — | &= — e7 ] aa
2 speciatty [N =1 — 1w | oes =8 — lso
g Languzge | 1s 1 27 IEH 11s
ICT knowledgs & skil | B ] s 1= 114 ]s
Other | I 1 ] &

Soft skill training for manager level will focus on managenmeldted skill, such as organization
management, leadership & coaching, followed bynoaunication skill, negotiation skill, and emotional
intelligence. For staff levels, TOP prioritized soft skills are teamwork & cooperation, communication skKill,
creativity, independent working ability.
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Figurel19. Softskill training

Unit- % Manager level Professional Office Worker Worker
MN=870 £58 874 609
Soft skills - 90 24
COrganizational management 513 26
Leadership & Coaching 85 38
Effective communication 47 45
MNegotiation 46 20
Emotional intelligence 35 ] 29
Teamwork & Cooperation 33 B 51
Creativity 29 43
Work independently 24 40

In term of specialty training, practical skills are prioritized for professional/technical HR and worker more
than knowledge. While for managével and office level, industry knowledge is more focusedtha
practical skill.

Figure120. Specialty training

Manager level Professional Office Worker Worker
MN=870 658

574 B9
Specialty 52 23 64 69
Specialized,Industry knowledge 40 61 47 43
Technical/specialized skills 33 69 41 56

Regarding advanced cognitive skills, the most prioritized advanced cognitive skills for both rewelger
and professional level and office staff is problem solving. While, tokev, more simple skill, active

learning, is focused.

Unit: %

Figurel21 Advanced cognitive skill training

Unit: % Manager level Professional Office Worker Worker
N=870 E58 874 £09
Advanced cognitive skills &6 70 70 57
Problem solving 53 52 51 a7
Logical thinking 29 42 36 21
Active learning 24 36 40 38

English skill is the most popular training language. However, in the aspect of company origin, Japanese
companiesrganize Japanese skill training more than other companies.
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Similarly, most of Japanese compani®sgd inhouse training to improve HR soft skills, together with
technical skills and language skill, mainly focus on training-kteé

A majority of Japarse enterprises (92%) also holdhause training courses to build their HR capability,

and the mostpopular source of K 2 dz& S GNI AyAy 3 A& o0& AYISNYylLt | wo
of Japanese companidbat are outsourcing their training acttyi to agencies compared withother
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 drousetraining in Vietnam for managédevel(24%

in Japanese enterprises, compdite 49% in other enterprises),4mouse training for other HR group (i.e.
technical/professional staff and office worker equally about 52%) is quite popular.

Figurel22 HR groups are using HE/TVET fehouse training, by industry

Tatal P Man IP
M=101 25 TG
Professions 55 52 57
Office worker 53 52 54
Manzgsr 43 24 49
worker 7 I8 i ]

Similarly, a majority of Japanese enterprises prioritize to develop soft skills, dhe twip 3 prioritized
skills of inhouse training, for all positiomndfollowed by speialty, and advanced cognitive skills.

Figurel23. Prioritized knowledge & skills for ihouse training activity

Unit- % Manager level Professional Office Worker Worker
M=325 21 327 159
Saoft skills 86 75 FL 73
Advanced cognitive skills e &3 63 45

Specialty 46 77 51 &0
Language 32 44 46 15

ICT knowdedgs & skill 15 30 24 10

Other | 2 1 2 5

As for language training, apart from English skill, Japanese enterprises also encourage their HR to learn
Japanese wre than English or other languages S&LISOA L f £ @ A (G Q& nhadhkgenbidk G AT SR
level HR, professional and office staff.
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CHAPTER INTERNATIONAL DONORS SUPPORT SITUATION
4.1 International donors strategies and actions
411alt LAY 3T 27F Odratdyiesdad HRR BupbmlXienam

20K #ASGYylIYQa {20A2 902y 2 YA Q026 &dis 2021P08Gd¢térmified NI (S 3
KdzYl'y NB&az2dz2NOS RS@GSt2LISyd a 2yS 1S@& LINAR2NRGe |
industrialized country ad 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 Vietham under various development approaches.

The matrix below preseiit G KS YIF Ay | OGABS R2y2N) ailil {SK2f RSNA Ay
main actions with the major thematic issues in (i) higher education; (ii) vocational education and (iii) labor
market & employment

Figurel24 Mapping2 ¥ 1S& 52y 2NRQ I OliAz2ya Ay YIFAY 1 ws

- Infrastructure HE TVET ' infrastructure % — Labor — "iabor market
§re Facilities & U % Facies g7 | Market | governance,
H H LI — » Info system ”
3-|-----p Governance | | | Sector policies | | — T —
{7 Autonomation | : | SManagement ] — e des
: | Research & | — “Quality system, | )
P Prp Teaching o) : & Training ; | Social protection
: : - F o < Lo e X ! ST,
: — Capacity - : » Accreditation | N social security )
O I Program | : p—> Teaching& | | | | Overseas Labor
re e Development [*—% : * MgmtCapacity ¢—— = | || Labor migration
: —— : ‘ > | industry/ JHIER T Labor relations, |
g i Industrw‘l_nt P ERE S P »  Enterprises & Enterprise |l
: S __qu_l_z_u_k;_c_:_r_@_t_l_qn____ - : T Collaboration engagement |
#-{++1%  Develop high- : f o s Equality, Gender,
O I ~ qualityHR ¥ : | sustainable dev | . Inclusiveness |
N : - UN - International
O ; European Aslan Labor Organization
| World Bank : Union Development (ILO)
! : {EU) Bank (ADB)
i Active Multilateral Donofs
! 0 |
: Y South
Senaden Japan .: us Australia France German K Denmark
i orea
[ JICA USAID DFAT GIZ (DANIDA)
: (Nca) ) ( ) (DFAT) (AFD) (GIZ) (KOICA)
Donors provide scholarships, Int HE cooperation, knowledge exchange for high-level HR i UK Canada Italia
UK Switzerland  Belgium  Austria  Ireland Poland  Portugal German { (British i (DFADT) (IDC)
Australia New Zealand us Candada Japan South Korea Counml} Lo 4
Active Bilateral Donors
==p Support by multilateral donors +—» Main support of the donor
» Support by bilateraldonors ... » Support by Japan Cooperation

Source: Developed by the research team
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The situation of donors support HRD for Vietham are briefly described in some main characteristics
() 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 peetship strategies, HRD support programs often

go under broader thematic commitments aiming to aid for socioeconomic development of Vietnam.

At program level, HRD support mostly damcategorized i.e. either towards tertiary education, higher
education gstem (HE), or vocational education system (TVET) or towards existing laborers and labor
market system. In terms of development logic, some donors perceive bie&dly as human
development, consideringiRas a comprehensive theme with various interrelagesgpects that could not

be separatedincludinggeneral educationTVETand HE as education overall themand together with
healthcare, social securityetc. HRD is also commordypproachedbroadly asskill developmentand
capacity building for related skaholders; thushe support towardsup-skilling thelaborforce isgenerally
considered as HRD.

Besides, almost donafassistance projecteardless of technical indutriesften includecapacity building
activities for project implementation partner&ich technical assistanci exist asa major component
with clear objectiveén an ODA projec¢tit can also be considered as human resource developimreftct

for a specific field One example is the SAI @roject on supporting for enhancing rehabilitat human
resource irtarget province$*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 diljleztion
system in Vietnam via boosting resources for HE autgnamgress and implementing of new university
models. Most prominent donors include the WorldBank (e.g. Support for Autonomous Higher Education
Project¢ SAHEP 2017022;Vietnam National Unersity Developmenproject 2020- 2025); USAID (e.g.
Fubright University Vietham project since 2016; USXI&tnam Partnership for Higher Education Reform
2022 2026), and ADB (a future project: Advancing Higher education in Vietnam sinc€‘p0Zhese
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
autonomnmy and expansion.

Projects often target toave systemic issues of HE sector, such as:

133Hanoi, HCMC, Quang Tri, Dong Nai, Thua Thien Hue province
134The project has not been published on website yet at the time of making this report; information was shared frorevintatl expert from
ADB Vietnam
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Infrastructure Financing for infrastructure, teaching facilities, equipment of HE instituti

Facilities mainly come via ODA loans, some also include funding for establishment
of HE projects

Governance, Support address to overall HE management system dirduconsulting for

Autonony system policies, HE network gowance; Support to advance the autongr

progress via developing autonomous university role models

Research & Teachin¢ Various types including loans, grants, or technical assistance to advanc

Capacity academic and teaching quality of HEIs, capacity building foHElan terms
of teaching pedagogies, curriculums, research capabilities etc. tow
matching with requiremets of labor market, upgrading to regional standar
and HE expansion

Program Support for internationalization of program or develop new training proga
development curriculums for new sectors, in order to meet with demand of the market
new jobs new skills and new emergjindustries

Universities; Strengthen collaboration and connection of HE system to industry stakehao
Industry linkage & as overall strong connection will increase the relevancy and ability o
Technology Transfer graduaes to the market demand

Almost all donors engage in higher education sector via supportingguiglity human resource and
enhancing international cooperation of HE.

As support to HE human resources also benefit for knowledge exchange, technology transfer, higher
education coperation between countriesalthough notinvest strategic cooperation support in the HE
systemic issugsnany countries still provide practical support via scholarship and exchange programs.
Almost the bilateral donors in Vietnam are offering (1) capacity building for-lbigh management
human resources of governmenglated agencies, research & developmdatilities; or (2) opeseall
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 forceybinvesting 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 witmsdbe proactiveressof various bidteral donors who are
engaging in many aspects of TVET development both addressingstaigesystemic issues lewaid
support specific issues at selective TVET schools, bigasridenall scale projects, with the ultimate aim
to enhance theggrowth of TVET sector and close the gap with the labor market demand.
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Infrastructure
Facilities

Sector policies &
governance

Quality system,
Training
accreditation

Provide loans or funding aid to advance infrastructure development of ~
ingtitutions, equip modern training facilities, which is most critical for TWE
meet with labor market demand, especially in manufacturing, suppor
industries, heavy industrial sectors

Similar to HE system, TVET in Naet is also facing ineffectiveness ar
inefficiency in governance system andoficy at national level, as well as
organizational level. Specific donors are providing consultancy and suppc
the TVET reform in Vietham in recent years via assistance project t
government or directly advance quality of management at the TiNEitutions

Support to systemize and improve TVET qualifications system, to enhance (
of teaching that can meet requirement of employers, to meet with regional
international skill standardsjevelop highquality TVET institutions in respon:
to the demand of more highigkilled workforce

Industryg Most popular theme for donosupport

enterprise. _ Multiple stakeholder engagement to strginen the connection and aciv
collaboration with  engagement of enterprises with TVET, to improve the relevance of tra
TVET output andto ensure demanebased training provision

Inclusive & Equip vocational skills is one solution to addresemployment and livelihooc
sustainable issues indisadvantagd communities $me donors aim to address soci

development challenges via supporting TVET system, such as effort to in
accessto vocational training of disadvantaged communities; or towa
sustainable development themes

development

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 intoy8jects as an additionabmponent but

not the main criteria of the project. Other donoase also awareof 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
suppors TVET institutions to im@ment capacity building for future labor force towards green economy,

for example suppoting for vocational training program for TVET graduates to work in environussht

waste management jobs.

Lacking of central facilitation role for HRD over8lipport for HE is more demahdsed, leading by
universities meanwhile donor supports for TVET sector are more centralized via facilitation of DVET.

At country level, for any stakeholder to considénagegic interventions, human resource development
(HRD) neesito be assessed comprehensively as an overall complex system havingadntercted
development dynamics. However, donors normally are not able to provide cutinoggh solutions
touching compehensive HRD aspects but havedexide specific entry points and different secfocus
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 plannirgdyetecution, 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 whichleads to changes in management and execution practice of donor support
programs. T lead to a fact that many donor suppastexist but overall theHRDsystem still lacks of
centraladvice andcoordination for theHRDdevelopment assistance to be allocated effectively and in a
more strategic mannerHowever, it does nonecessarilymean that there exist conflic between
aAyAAaGNRSE Ay 3J20SNYAy3a R2y2NEQ LINR2SOGao®

Prograns that aim for supportingdE autonomyand HE training system normally base on the demaind
universitiesanduniversitiesare pro-activeas independent project implementing partnefiere are role

of the InternationalCooperation Agency of MOET as the focal point agency to receive information, reports

but the HEIs still keepctive roles. Besides, dnors support in HE sectdor systemlevel issues or policy
AaadzsSa OFy 6S RANBOGfe gAGK GKS NBfFGISR aAyAadNEQ
Meanwhile, in TVET sector, DVET @&yery central role in coordinating resources from donors toward

the overall system demah It is popula that DVET will suggest the TVETiingons to receive donors

support.

As a result, donors cooperation support in HRD is less regfiotiad. The regional focus of projects could
be determined based on recommedation from DVET (with TVET projects), prelvaluation of demand
and feasibility of Universities.

There has been a tendency that bilateral donors have stronger consideration of industry focus in HRD

Industryled, sectorbased interventios seem to be more popular approaci bilateral donors.tlis also

a fact that as Vietnam has turning to medium income couritmngre is a tendency that international
R2Yy2NAR OKFy3dS GKS LI NIHYSNEKALI adNraGaS3e sA0K =+=ASH
therefore will consider the demand for economicrfreership with Vietnam in specific sec®in order to

meet dual goals in country partnership cooperation

Therehas been mainly effort from multilateral donors regarding issues of labor market

Specifically, the Interational Labor Organization (ILO) as part of the UN systeritis mission, is the most
active support player dedicated towards the objective of promoting rights at work, encouraging decent
employment opportunities, enhancing social protection and streegthg dialogue on workelated

issues Another theme is to build capacity and qqpt for skill rasing for disadvantaged groups, which
mostly recognize the role of ADB in the last 10 years. The WorldBank in its country partnership strategy
with Vietham ato emphasizesupports 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 glab 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 challgges of the country, and support strategies detened by systena diagnostic of
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country situation and defined by periods. In which, human resource development could beléerbe
objectives in broader sustainability intervention objectives or supporting themes.

The leading 3 mtilateral donors in Vietam in HRD themanclude 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 ahtreybiggest donor for skill improvement

for the laba 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 irgprovidin
ODA loans for HRD projects due to tightsideration of public debt issue in Vietham.

The WorldBank

After graduated from the International Development Association (IDA) atFefid7, Vietham will have

less access to financing from the World Bé&akn IDA and IBRD loans. Due to the national debt ceiling
regulation, Vietham's borrowing capacity is also limited. Therefore, it is hecessary to select the area of
ddzLILR2 NI Y2NB OF NBFdzZ e FyR (2 Syadz2NB {KCointryl f £ & dzl
Partnership Framework (CPF) 2018022 represents a new period in Vietnam and World Bank Group

relations since then. This CPF document is built to closely follow Vietham's development strategy,
specifically the SociBconomic Development Strateg®102020 and the Soci&conomic Development

Plan 20162020. Research findings and constraints on development outlined in the report Vietnam 2035:
Towards Prosperity, Innovation, Equality and Democracy and Vietnam National Systemic Diagnostic
Report 2016vere 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 ©oitstry
Partnership FrameworlCPF) for VietnanThe human resource issues are addressed to be more than just
a single trait which links with Vietnam's economic, social and demographic develop8iane2017the

WB has shifted its focus to tertiary education (academic and technicearss) to support the
development of a stronger and more competitive labor force with skills that match the needs of
employers.

181



The Data Collection Survey and Situation Analysisdustrial HR Development in Vietham (2p2

The World Bank Vietnam Country Partnership Framework 20282215

03 Focus Areas Obijectives related to IHRD Direction of actions
1. Enable inclusive A Strengtherthe links between
growth & private providers of tertiary
sector participation education and industry
AEnhance the relevance
Objective 8 quality, responsiveness ¢

tertiary

A Facilitate the establishmen
and regulation of private
providers of tertiary

2.Invest in people anc

Strengthen the
knowledge

relevance and quality
of tertiary education
and labor market

3.Ensure S education
. institutions . :
environmental A Strengthen public
sustainability and employment services ant
resilience labor market information
systems& reform labor and
regulation

World Bank is among the leading development partners in higher education sector witintedment
of around 730 million USD in four projects in the past decade: University Development dflafidi)
VNUHCM, and UD Project (202025), Support for Autonomous Higher Education Project (22022),
Viet Nam Enhancing Teacher Education Progradh&2021), Viet NanGermany University (another
New Model University) (20192020)

~

l'a KFE@Ay3a OSNIFAY fAYAOGFOGA2Y Ay RANBOG &dzLlLi2 NI
higher education sector and mainly to finance infrastructure andigment. Also, a strategic shift in
intervention of World Bank has been realized through integrated and weedtioral support including
advisory, policy and operational support. Nmrfrastructure support and soft activities are also included

in some progcts 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 universifyeimam.

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 tréen. Medium level skillare 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 het&n
appropriate approach for Development Policy Operation. Howevefinamcing could be a channel for
World Bank to continue supporting Vietnam in upskilling the labor force in the future.

135World bankg Vietnam country partnership Framework 202822
182
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The Asian Development Bank (ADB)

ADB has been a major devptoent partner supporting both TVET and HE sector im#ietsince 1997.
The latest ADB Country Work Plan for Vietnam 2@PQ2 is consistent with the priorities outlined in the
National Socioeconomic Development Plan 2220 of Vietnam, and follow the AD Country
Partnership Strategy 20¢,8020.

ADB has 7 priorities in its 202030 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 creatiealth assurance to participate in labor force.

Supporting TVET s still the most major commitment of ADE'S | 5 nammaCountly $artnership
Strategy (CPS) 2048020 on three pillars: (1) promoting job creation and competitivenessn¢gdasing

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 20180206
Goals 03 Strategic pillars Key actions related to IHRD Direction of activities

1. Promoting job

creatlor.I & Support formal
competitiveness el ] ) .
: ; A Skills enhancement

Towards  more 2.Increasing the vocational educfa.tlon A Technology
inclusive & inclusiveness of and training A A isi
environmentally  infrastructure and programs,_ . and A roeness raen
sustainable service delivery technological skills a A cher e °
growth the postsecopdary g]:(?éﬂ\é:a?;lc\z:t:ae

3. Improving level that are linked chain Iinkag,es

closely with labor
market demands

environmental
sustainability & climate
change response

The Country operations business plan (COBP) @2ZB for Vietham remains consistent with the
LINA2NAGASAE 2F 5. Q& [/ 2 dzy (20RO evsh WderytReDOVIRID lpandermidNd ( S 3 &
situation is taken into consideration. Expected committed capital for the period-20238 in education

is $100 million (regular OCR source) and $13 milliofijeding), and the main area of support remains

TVETRY

136 ADB- https://www.adb.org/countries/vietnam/strategy
137 ADB- Country operations business pl202%12023
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In terms of TVET secatdADR2 first TVET project (19€2008)was toimprove the TVET quality assurance
system, modernize vocational training curricula, and upgradilities of vocational secondary schools.
The second TVET project (2QR817) supported standards and curricodudevelopment 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 (202@2024) will upgrde the teaching and learning environments of 16 nationalgjgality TVET
institutions with upto-date technology.

ADB supported higher education since 2012 with a project for University of Science and Technology of
Hanoi (USTH). The project will helpigh-quality new model university that generates industgjevant
science and technology teaching and research with a new campus in Hoa LaecHidtark by 2023,
tentatively. Currently, ADB is also implementing a Second Health Human Resources DevieRypjaen

that will design and operationak new campuses of Hanoi Medical University and University of Medicine
and Pharmacy at Ho Chi Minh city.

International Labor Organization (IL@)as a facility under United Natioli® sygem

All the UNbodies in Vietham work based on the ¥BOVN One Strategic Plan. The One Strategic Plan
2017HnHmM SaidlofAakKSa GKS LINPINIYYIFGAO YR 2LISNI GA:
Government, outlining how the UN will work collaboratively to advance natidavelopment priorities.

The Plan is consistent with the Se&ioonomic Development Strategy 262020, the SocieEconomic
Development Plan 2018020, the United Nations Sustainable Development Goals (SDGs), and Vietnam's
international human rights oblaions.

Among the UN system in Vietnam, ILO is the facility to support for labor force devetbfissues.The
Decent Work Country Programme for Vietham is the main framework for Ik@peration with the
Government, workers and employasser the 20172021 period which is in lingvith the Vietnam United
Nations One Plan for the same perio@ihree countries priorities are addressdd) Promoting decent
employment and an enabling environment for sustainable entrepreneurship opportuni#igReducing
poverty by extending social protection and eliminating unacceptable forms of work, especially for the
most vulnerable; and3) Building effective labour market governance compliant with fundamental
principles& rights at work!3®

The DWCP for th02226 periodis in formulating process and expected to come into effect at the end
of the first quarter of 202%°,

Unlike these two development banks, ILO is more an implementing organization with strong expertise and
strong partner base in Vietham fis mission. Below is one example of project by. ILO

138The United Nation One strategic plan 201-72021- 2017
139Decent Work Country Programme for 262021- https://www.ilo.org/hanoi/Whatwedo/Publications/WCMS 630293/lanen/index.htm
1401LO website https://www.ilo.org/hanoi/Informationresources/Publicinformation/newsitems/WCMS 833619/lae/index.htm
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Acase projectof ILQt NR 2SO0 a{dzadG+FAylFofS {dzldL)f & / KIAya

Background: The EU Programme for Employment and Social Innovation (EaSl) has partnere
International Labour @anization (ILO) for a joint intervention to advance decent work in global su
chains. The program foceson five supply chains in different countries which is important to the
Vietnam is one of the biggest exporters of ICT goods to the EU actdoslies accounts one third of tota
exports in the country. During Covi® pandemic, electronics manufacturing has also suffered fi
disruption of global supply chain and loss of orders.

When considering various factors of the industry, including lefelevelopment, the industry complexit'
when entering the global supply chain as well as the intrinsic capabilities of the industry and the ¢
challenges of decent work, electronics manufacturing is an interesting case study which may offel
lesons related to support and ensure rights related to decent work in the global supply*¢hain.

Objectives The overall goal is to supporttisinesses recover from the pandemic and integrate dee
with the global supply chain by helping businesses understand the situation, have the ability to
international standards and share industry experience for fagtebal integration. In addition, the IL(
helps higher authorities understand businesses so they can better support them.

Intervention: There are 3 main modules:

(1) Ehhancing understanding of industry realities and enforcement of labor laws in thetilydor industry
partners;

(2) Srengthening direct capacity for electric enterprises, especially during consultation sessions;
(3) Assisting stakeholders to provide guidance on appropriate policies

The European Uniof?

Since 2012, the signing tfe EUVietnam Framework Agreement on Comprehensive Partnership and
Cooperatodt / ! 0 YIFNJ SR GKS 9! Qa 02 YYAUlY Beydiit pdrtdersih RSy G ¢
with Vietnam, in which, education has been included. The EU developed the Erasmus+hér hig
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 Aatimmg those, Key action 1 is

directly related to human resource developmentat&td 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)

Inprincipled NI & Ydzab adzLILI2 NI A | OGAGAGASE GKIFG NB Of 2aSft
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 Vietham Goest to achieve

141In-depth interview and Project Overview Fact Shetgbs://www.ilo.org/sector/Resources/publications/WCMS 791244/laeen/index.htm
142The European Commissiehttps://erasmusplus.ec.europa.eu/
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SocieEconomic dvelopment plans or related sustainable development goals; on the other hand, each
country donor pus priority of support strategies towards areas that can enhance the economic and
diplomatic relations with Vietham, and also consklhie strength of the dnor country towards providing
added values to the development progress of Vietnam.

Germany (GIZ)

The Deutsche Gesellschaft fir Internationale Zusammenarbeit (Gl1Z) GmbH is the entity represented for
official German cooperation support to Vietnai@)Zhasbeen active in Vietham for more than two
decades and is one of the most prominent dopdayersin vocational training sector in Vietnaras this

is one of three priority areas of GIZ in Vietdéinincluding Environment & natural resources; Energy, and
Voational Training.

GIZ has committed to a lorigrm and holistic support stratedyase on comprehensive understanding of
GKS ¢+9¢ &S0 caldbydtes cltis®yonithS/ethamesk authorities to create and implement
policies and framework conditis to increase the demandriven nature of technical and vocational
education and training (TVET), and with an emphasis on business sector collaboration

BesidesGIZ assists institutions to increase the quality and praci@nted training combining vith
support in terms of facilities as well as management capasignhance the supply of qualified workers
to meet green and sustainable economic requirements.

During period 2010¢ 2020 GIZ has assisted the MOLISA in developing a national vocatiaimahdr
strategy, drafting the Law on Vocational Training, as well as opening vocational training schools according
G2 DSNXYIyeé&Qa RdzZ f P2 0Fa5§g\Ginfie ofbliididicgEA y 3 Y2 RSt

In terms of sector focus, support program from GIZ hamesgrioritieson high growth industrial fields
such as construction mechanics, meatarking (cutting/CNC), mechatronics and industrial electronics
Despite having no priority on locatioits school partners tend to locate in the Southern Key Economic
Region.

The Programme Reform of TVET in Vietnstarted from 2015 with an aim to support demaddven
education and training in order to ensure education and training to meet demand of labarket, and
to enhance quality of vocational training in associated with digital transformation and global trends.

For future directionsn period 20232023 GIZ continues the Programme Reform of TVET in VietgNBm
remaining key direction and with ste extended priority to digital transformation TVET 4.0, green skills
TVET and promote better inclusion in TVET sys@ne among future activities is advocating for the
establishment of an industry skills advisory council, which is a dialogue mechartiseebeainiversities

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 skillsvill 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.qgiz.de/en/worldwide/357 .html
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A support model ofGIZ- Cooperative Training Model

Cooperative training model has been piloted in the framework of the program reform since 2015 at 1
guality vocational schools nationwide, in which 3 schools in Dong Nai: College of Mechanerigatiain,
Lilama2 International Technology College and College of Technology II. This model is set up on the
GKS FlFY2dza a5dz2f +9¢é¢ Y2RSt Ay DSN¥YIyeod

The key factor of this model is the close interconnection between government, enterprises datl
partners, in which the enterprise plays a key role in the training cycle. In this program, 60% of trainil
study at vocational schools and the rest 40% is to get practical experience at enterprises. Entt
cooperate with TVET to develop dentboriented standards and training programs, recruit studer
conduct joint training at enterprises and at TVET institutes, and evaluate and recognize graduades, |
industry advisory board and skills council have been established as systemati;matondmechanism
between TVET institutions, cooperative enterprises, relevant business associations and state mane
agencies.

Up to now, 7 training occupations have been recognized by German Chambers of Commerce with eg
qualifications, inclushg: Sewage and wastewater treatment technician (College of Technology II),
cutting, Construction mechanics, Mechatronics, Industrial electronics (Lilama2), Electronic technolc
building energy and Mechanical technology, heating and air comidfitip (College of Mechanery ar
Irrigation). 13 industry advisory boards including over 40 companies and 6 professional associatio
been founded at the supported colleges, contributing to the implementation and further developme
the cooperative taining and assessment approach.

South Kore&* (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.

KOICAias had longerm commitment since the last 20 years to support vocational training, skill training
access for the vulnerable communities and ethnic minorities, wighiity in the centralocal provinces

of Vietnamwhich isconsidered as the most higtical disadvantaged and high potential of development
areas such as Bac Giang, Nghe An, Dak, Binh Dinh, Da Nang, Thanh Hoa, Quang Binh. A lot of
investmens have been put in establishing and upgrading vocational training centers in terms of

infrastructure, facilities and capacity building.

¢CKS wSLlJzotAO 2F Y2NBlIQa RS@OSt2LIYSyd 0©Q20208tNd GA2Y
priority on 4 objectives: (i) Strengthen transport infrastructure, policy, and management capacities for
balanced reginal 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.

144The Geernment of the Republic of Kored KS wS1Jdzoft AO 2F Y2NBI Q& / 2dzy iNE t | NOIYSNBEKALI { (NI

2020- 2017
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One of the priority cooperation areds this country partnership framework is education & human
resource development, which has 2 main purpogé3Develop advanced human resources in various
industrial areas(2){ dzLJLJ2 NIi @dzf ySNI 6f S IANR dzLIQa SRdzOF GA2y 2 LILR

KOICAas three main approaches in cooperating with different parties in partner country:

1 Fellowship program (Capacity Improvement & Advancement for Tomorrow (CIAT) scholarship):
To support partner countries securing the needed human resources fordéeédopment, KOICA
launched a capacity building program which provides stern training for government officers,
and master or doctoral education for students. The program is a cooperation between
Vietnamese universities and Korean universities in 28csed industries

1 Cooperation with Korean NGOs: Among projects which are proposed by the grassroot
organizations based on Vietham demand basis, KOICA selects projects which align with its Country
PartnershipStrategies (CPS) to invest in

9 Cooperation with Korean enterprisesOICA cfund with enterprises to connect them with local
universities with an aim to improve human resources for Korean enterprises. The fund may vary
FNBY om: (2 T1m: olFaSR 2y (GKS LildzN1J2asSa 2F (GKS A

1 For example, in the Inclusive Business Solution (IBS) project, Visang Education supplies the Korean
language smart solution (Klass) to VietnHiorea Industrial Vocational Technology College
f20FGSR Ay Db3AKS !y LINPOAYOS® ¢ Kl Kaderi ldnGuage | R 2 LJi
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 S8Rnd the indeed demand in Vietham. In June 2019, KOICA signed
Memorandum of Understanding with Gldne of the most prominent donors imocational education

system in Vietnanto cooperate and support the development of this sector.

Though KOICA has nelleased the country partnership framework in the next perithis donorhas the
tendency toexpandits support towards higher education sectivtom 2020 towards 2025 and 2030ith
specific focus on developing human resource for agriculture sectevo rotable 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 Uversity and Vietnam National UniversgyHCMC to strengthen human resources in
agriculture sector.

The United State$®(USAID)

USAID collaborates with the Vietnamese government and private sector to assist Vietnam in modernizing
its higher education sysm. 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

145USAID https://www.usaid.gov/vietham/higheteducation
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skilled, jobready graduates who possess the required skillotopete in an increasingly global economy,
with a particular emphasis on three areas:

z

f ¢SOKy2f23& YR 9YyIAYSSNAyYy3IY ¢2 SyKFIyOS aiddzRSyl
technology, leadership development, the establishment of an internationalediting plan,
curricular innovation, and lontgrm relationships with the business sector.

1 Medicine: To provide training in contemporary teaching methods, the use of technology, and the
integration of clinical content; to develop university leadershipatae of continuous innovation;
to increase access and outcomes for students who are socially and economically disadvantaged,
FYR (G2 AyGSaANIrdS AYGSNRAAOALI Ayl NEB SRdzOF A2y A

9 Liberal Arts: to establish woHdass university statards in Vietham and contribute to the
SRdzOF A2y &aSOG2NRa AYYSyaS LRAISYOGALEX 1y26y | 2
University Vietnam (FUV)

Most prominent running projects in Education sector include:
(1) The Partnership for High&ducation Reform (2022026, USD14.2 million)

It is a fiveyear initiative to modernize leading universities and strengthen the higher education system in
+ASOYyl YO ¢ KS LINBs8rSiRey Qrdgradsi GalkeiinSnaedExcEl2noelZeaching andrigearni
Excellence, Research Excellence, and Universitystry Linkages and targets 3 universities: Vietham
National UniversiyHanoi, Viethnam National Universiiyo Chi Minh City, and the University of Danang.

In the program for Universitindustry Linkages$ndiana University and privatgector 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, prepariteptstu

for the workforce, research, and innovation.

(2) Fulbright University Vietnam (202@024, $21.1 million)

Established in 2016, Fulbright is the first fully independent-pifit university in Vietnam. Besides

supporting FUV to achieve accreditatiand develop education programs, USAID also supports to
SYKIFIyOS (KS dzyA@dSNEAGEQa OF LI OAGe G2 o0dzif R LI NIy
academic institutions, and the general public in technology, manufacturing and service sectonanViet

(3) Building Universityndustry Learning And Development Through Innovation And Technology (BUILD
IT) (2015 2023, $8.7 million)

In BUILTIT, the universityndustry partnerships and industry advisory boards are fostered to directly link
outcomes ofhigher education to the needs of the private sector. Students gaideinand skills,
professional and technical competencies through curricular partnerships, mentorships, and industry
sponsored practical opportunities developed by BUILTo prepare forcareers in technology and
engineering. Large busines&®sn the IT sector contribute to the program under various activities like

146 Saigon Hirech Park, Siemens, Autodesk, AWS Edub@®y 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 andscholarship, providing faculty trathe-trainer courses, curriculum
materials, training and advising.

Australiat*’(The Australian Embassyus4Skills prograin

ldzZAGNI AL FyR *ASGYylFYQa LI NIYSNARKALI SEioHgopar | ONP &
activities. The strong relationship is reflected in the Declaration on Enhancing the Adgiestiam
Comprehensive Partnership, signed in March 201&hiich, three key sectors that affirmed to have made
differences: economic reform, transport infrastructure, and education.

' dzZA GNF £ A+ O2YYAGGUSR G2 Sy3alr3asS OtzasSfte gAGK, iKS LN
provide technicalsupport to improve organizational capacity for skills utilizatiMain activities of

Australia in Vietnanin skill development are placed undire Aus4Skills prograrBesidesthe Australia

Awards Scholarshipss also very welknown scholarshipvhich ams to improve the quality of human

resources in Vietnam through long term study in Australia

Aus4SkKills is ayear program started from February 2016 to support Vietnam in accessing and using high

level professional and technical knowledge skills agdYclJS G Sy OAS&a (2 O2y G NRAROdzi S
sustainable economic and social development. The program consisted of 5 components, in which the
O2YLRYySyld atNRBY2GAY3 AyRdzZAGNE fAy{l3Sa gAGK @201
201718 Total furding under the program in the period of 206@020 is AUD 146 millidor all area&®.

Inthe period 201&H NnH N Y ! dZAGNI t Al Q4 KdzYly NBaz2dzZNOS RS@OSt 2 LI
and seek to build on areas where Australia has well establisheertésgp and experienc€? The latest
announcement of Australi@ooperation strategy in Vietnam contains 88 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 particlar, activities aim tatrengthen vocational education and training; stgthen university

governance standards and quality assure of higher education qualifications, including online delivery.

Since2018, the Australia skill support program t@goritized the logistic sector, by the parérship with

Vietnam Chamber of Commerce & Industry (Y@Qdromote the participation of businesses in vocational

education activities in the field of transport and logistigéiis priority resulted from the real demaod
+ASOylrYQa @20FGA2yEf GNIXAYyAYy3a a0K22fta G2 SaidlofAal
strength in the sector. The program has been piloted in Dong Nai, HCMC and Vu@pifgetency

based training and assessment (CBTA) apprbashbeen applied to increase capacity for participating

teachers and trainers.

147 Australian Governmenthttps://www.dfat.gov.au/geo/vietnam/Pages/austrakgiet-nam-comprehensivepartnership
148http://australiaawardsvietham.org/

149Aus4skills https://www.dfat.gov.au/aboutus/publications/Pages/vietnaraus4skillsfact-sheet

150 AustraliaVietham Human Resource Development Program, 2Z0H - https://www.dfat.gov.au/sites/default/files/australiavietnam-
humanresourcedevelopmentprogram2016-2020.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 trainingtutisins, 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 wholevocational training system.

wSAFNRAY3I KAIKSNI SRdzOFGA2yZ (GKS O02YLRYySyid daLYLNNE
Y2dzy il Ay2dza NBIA2YyE¢ KIFa 6SSy AYLX SYSy &Sikluding A YLINE
to develop a model of univeity autonomy, to enhance governance capacity of school leaders, strengthen

the quality assurance and to provide advanced teaching methods to minority students. Iff thieage,

the program will collaborate with MOET to improve university governance dgpatevelop the

' YADGSNBAGE [/ 2dzy OAf Y2RSt FyR adzlJL2NIL Ay GKS AYL]
Framework of university education.

In 2021, Australiahas announced its new partnership strategy with Vietham called Australia Vietham
EnhancedEconomic Engagement Strategy (EE&E}upport programs of Australia to Vietham 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) willbe®f¢ 6& 99938 Q LINAYOALX Sao

Denmark®? (DANIDA

Vietnam and Denmark have more thanyi€ar cooperation in the field of education and training. Under

GKS 3t20Ff LINBINIY atF NOYSNRAY3 6A0GK 5 Scpoperalldne = S Rdz
between the two countries. Technical and vocational education and training is decided to become the
A0NF 0S3IA0 aSO002NE g AietKanes&kSratdgic Segt@ Koogeration (BKC) pidjett i A a K
Furniture and Graphic design secto®{Z ¢ 2019).

The project addresses the gaps betwesmcomes of TVET schoasd 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 lalbamarket by enhancing industry linkage with TVET schools and
promoting workbased learning in the Viethamese TVET system. The project consists of four key
measures:

(1) Establishing local occupational skills councils (LOSC) to facilitate the close and tysiemoal
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 worbkased learning

(3) Enhancing the engagement of enteiges 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
152White paper Promoting Dual Techincal Vocational Education and Trainifigtnam, DVET and Ministo§ 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 stdel by MOLISA, including Notffastern Vocational
College of Technology, Agriculture and Forestry (Lang Son) and South Vocational College of Technology
and AgreForestry (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 operatddbal 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 Vietham and Ministry of Education and
Ministry of Higher Edud¢gn and Science of Denmark.

The 29 phase of the Project (2022023) 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 schols, 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 cooperativadre 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 Francaise de Développent€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 recoghiR 2 LISNJ (02NJ 6AGKAY +ASiyilyedexperieree/ia NJ O2 Y
AdzLILRZ NI Ay 3 (KS 02 d2gabidldefimed inGts Coéntry IfteR/entiod Rkhmeworkgin line

with the Asian Regional Intervention Framework (2M3imc 0 YR GKS +AS{yl YSa
development strategyc in particular the SEDS and the green growth strategy. A single purpose is
addressedh y | C5Qa adGN)y GS3e F2NJ xASGylrY awi2 &adzlJi2 NI 2
3 NP 4°% Rhéis, climate change, green growth and the resilience of territories are the main topics for

I C5Qa AYUSNBSYlGA2yad CiKddBes: 2 LISNF GA2y I 202S0O0GAGSa
1. Promote environmenfriendly 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 tmatdichange and natural disasters

¢tKNBES 202S0GA0Sa oNBI|1 R2gy Ayid2 p OGABGAGASAI AY
KAIKSN) SRdzOlF A2y 0 Ay ftAYS gAGK GKS ySSRa 2F UGKS ¢
authoritiesto respond to the demand of the productive sector.

153Intervention Framework: Vietham 204820https://www.afd.fr/en/ressources/interventioAframeworkvietnam-20162020
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t NE2SO0 a{dzLILI2 NI F2NJ KA BE K gz & A S &1 FER 25 mBighpis G NI A
the 2" project of AFD in vocational training sector. Five schools are beneficiaries of this prajeating

College of Agricultural Mechanicgifh 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 Technologgllége (Dong Naff* The project aims to renovate 5 schotds

become cengrs of excellence and to enable higbality training based on the French model. Thanks to

this project, equipment has been purchased that suits the needs of the labour markeljadptias 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, roetthg, industrial electricity,
automobile mechanics, technicians forsialling radiotelecommunications equipment and filwptics

networks technician$>®

¢t2 O2yldAydzS (KS adz00Saa 2F G(GKAa LINRP2SOGX LIaaroAf.
of high-quality vocational education and trainingtoreachdu2 DuHn RS @St 2 LISR 02 dzy i NRA
between representatives of AFD and DVET in June 202@cus on investment in future industries,

specific occupations such as aviation, space, clean energy, logistics, industries of the Industrial Revolution
4.0and digital economy is suggested by DVET and would be considered by AFD together with assessment

of the current needs of the Viethamese vocational education system.

Italian Agency for Development Cooperation (IDC)

Vocational training sector is one priority Vietnam¢ L G I f @ Q4 A G NI 6§ SIA O LI NIY SNAF
water management, flood warning, small and medigined enterprise support, and health care.

Three programs were launched in 2012016
(D { dzLILI2 NI AY3I 9YLIX 28l 0AfAle YR {20AFf LyOfdzaAz2yYy
IDC partnered with DVET to upgrade three vocational training colleges in Hanoi, Hue and Quang
Nam through construction of workshops and supply of advanced machinaigjnig 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 ConsematfcCultural Heritage

IDC in partnership with Politecnhico di Milano University (POLIMI) and Quang Nam Provincial
People's Committee established a vocational training centre spasmalin archaeological
restoration and a restoration laboratory, and progititraining for several restoration techniques,

154 DVET Website http://gdnn.gov.vn/AlIAdmin/News/View/tabid/66/newsid/37230/seo/TRADOIVEBAGCAGDANHGIAKETQUA-CUA
DUANDAUTUPHATTRIENCACTRUONGAYNGHECHATLUONGCAGSUDUNGVONODACUACHINHPHUPHAP/Default.aspx
155AFD Website https://www.afd.fr/en/carte-desprojets/supporthigh-quality-vocationaltraining-centres
vietnam?origin=https://www.afd.fr/en/pageegionpays/vietnam

156 IDC Brochurehttps://www.aics.gov.it/wpcontent/uploads/2016/05/BrochurdDGVietnamOct2015 FINAR.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 Schdehterprise Connections in Bac Ninh

The program aims to impve 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 centfor disabled people. Main activities were wwses
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
2T {a9ad Ly KSItdKOFINB &asO0iaddprovidédSnstitutiohaNdaghacity ND Iy A
building, training and higlevel 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 traffickindgpetween 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 CounciVietham 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 partiaulpromoting activities in Vietham by
connecting them with Vietham'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 elucation sector, BC has a global program Going Global Partnership 2023, which is also

0SAYy3 AYLIXSYSYUSR Ay +A S y-Viethdn RainkrahipsLiNIQHaNY ahd y I Y SR
LYGSNylraA2ylrtAalGAz2yés AYa |G g guddinjagtd sygtem RS ISt 2
Vietnam and internationalisation of higher education strategies in both UK and Vi&tham

Main expected outcomes of the program &

(1) Enabling research: supporting research, finding insights for analytical reports mgnfiaklings of
Vietnam current situation to seek for suitable interventions;

(2) Strengthening system: improving performance of the higher education sector in Vietham on teaching,
research, innovation, and knowledge transfer to prepare for regional atefnational integration.
Activities include offering policy advice, sharing the UK experience in developing quality assurance system

157 Going Global partnership grant guidelines
158British Council Websitehttps://www.britishcouncil.org/education/hescience/goineglobatpartnerships/about

194




The Data Collection Survey and Situation Analysisdustrial HR Development in Vietham (2p2

and developing performance key indicators and frameworks towards excellence in teaching, research,
innovation and knowledgtransfer;

(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 sect@ritish 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 Vietham and the Me&aoibgegion

60/ 1 YO2RAILZ [IF2 tS8S2L)SQa 5SY2ONFGAO wSLldzmtAO:Z YR
this region is reflected in the new Mission Strategy for the period 2120 which connects trade
developmentpoliticalteducation engagement tagher (formealy 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 Vietnaithe 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 iatklam.

The Irish development Experience and SharidgA$) programme was launched in 2009 to support
capacitybuilding and strengthen strategic linkages between Ireland and Vietnam in the education;
agriculture; agrfood; and business and economic s&st'®® The program is flexibly developed time by
time and each component is built to meet rising demand of Vietnam.

1 Capacity building: Support peto-peer institutional links between Ireland and Vietnam through
training workshop, joint research, seminagtc. Agriculture, education, private sector
development and economic development have been identified by Vietnamese partners as priority
areas for experiencsharing and capacity development

9 Scholarship program (20&2020) to provide targeted scholarshifis 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

1 Vietnam Ireland Bilateral Education Eaobe (VIBE) programme has been implemented since
2015 to foster links between universities and research institutions in Vietham and Ireland. The
program has supported 19 projects in various areas: curriculum development, joint research,
start-up competitian, lecturer and student exchange, etc.

Besides, scholarships are also provided through Ireland fellows program under Global Irish Aid.

159Missbn Strategy of the Embassey Ireland, Vietnam 20:2020
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The new Mission strategy for the period of 2022027 will be published in 2022 and will set out the

proposed areasof 2 Odza | YR AYUOUSNBSYy A2y > FftA3IYySR (G2 LNBtI yI
World ¥%°While 2021 is the transition year, 2022 will be-gehr strategic year due to Covi® pandemic

and mainly focus on implementing pilot program for the next peri

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 hdwag 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, sbas

the program aims to effectively leverage to meet both development and commercial objectives.

4251 80dzaai2ya FyR [Saaz2ya tSIENYyG FTNRY 52y2NEQ LISNE

a. Donors strategic approach: (1) systemic sector demand approach; (2) industry demand apf@joach;
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 baed on interview discussions and desk review on donor strategies, whicght@im
present as lesson learnt for JICA to review the HRD strategic appsiad¥fietnam:

Approach Casstudy Advantages
Q) Priority driven by: HE/TVET systemic sect V In-depth understanding about
Systemic sectol development issues HE/TVET sector, project desig
approach Donors aim to respond to idepth systemic issues ¢ often has strong base for
(HE/TVET) either HE or TVET sector as the most important b~ dévelopment, strong M&E
to identify direction, scope & decision making, V  Build longterm relationship
Normally largescope project with multintervertions with local counterparts,
or a range of interrelated projects are specifica especially government
designed aiming to have -tepth and longterm counterparts
impact on the sector V  Learning from experience &
Example:GIZ to holistically sygrt to transform the Better impact assessment
TVET system reform progress in Vietnam; US V Better donor branding towards
present a clear positionings the leader donor tc Vietham government & mass
support the HE reform with a series of projects community
foster new HE models & HE autonomy
(2) Priority driven bySpecific Industry HR demand V  In-depth understanding about
Industry - led HRD is approached broadly as skill developme one industry and better impact
approach Donor aim to respond to specific need of indusi towards economic engagemer
based on understanding both HE, TVET and o

160Irish Aid website https://www.irishaid.ie/whatwe-do/countrieswhere-we-work/our-partner-countries/vietham/
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high-quality HR& labor market issues for loAgrm V Better to levenge multiple
development of a specific dustry industry stakeholders both in
ExampleAustralian Embassy with Aus4Skills progr home country and in Vietnam
having various interventions both in HE, TVET syst V  Positive donor branding

try to maximize the response to development nee towards the industry & related

of logistics sector in multiple cooperation themes government stakeholders
) Priority driven by:social development objectives V  Strongly contribute to
Aid development target to support the disadvantaged groups sustainable development of thy
approach Normally support relate to investing in infrastituce target country

for TVET in disadvantage community, provide eque V  Positive donor branding

& inclusive education opportunities towards govenment

Example:The South Korea donar KOICA marke¢  Stakeholders, and the localities
their long history of support in infrastoure

development and ensuring access to skill training

disadvantaged vulnerable communities, indigenou

communities

In fact, all three approaches above coulddemsidered at the same time, however, it is recognizable that
major donosin 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 desigim@lementation

This is the lesson for smailze 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 neéahgterm commitment and enough practical support until TVET
institutions are able to develop their capacity and achieve specific outcomes. On the otigerdmaali

scale projects but being flexible, having clear outputs, and respond to practical demandechilghly
appreciated from local counterparts. A project, regardless of financing scale, should be eéeMsdspd

on indepth understandingon 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
(Belgium), Expertise France (France), GIZ (Germany), LuxDev (Luxembourg) and AFD (France). The pr
funded by the European Unidathe Geaman Federal Ministry of Economic Cooperat®Development (BMZ).

The intervention model in Vietnam is almost sht@tm projects, with immediate interventions but still hav
impacts on the systenCore interventionBenchmarking TVET qualification wiititernational standards

This program consists of 2 phases:

0 Phase 1 (2012020): The institutional inspection project includes 4 participating schools: Can
Vocational College, Nha Trang College of Technology, Dalat Vocational College and Thu Ruaf C
Technology. Two British experts were invited to conduct a light touch inspection, using the [
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guidelines to benchmark the quality of teaching and learning in the four selected colleges !
standards and assess the robustness of the qualityrasee mechanisms in place. Evaluation rep
is issued for each school and an overall report was delivered as a policy recommendation to the
As part of the project, a tool for sedfssessment was developed to help schools to coordinate with
DVH to develop an assessment framework specifically for Vietttam.

0 Phase 2 (launched in Sept 2021): Qualifications benchmarking project supports DVET and 5 ¢
including Viet Nam Korea Vocational Technology College of Bac Giang (VKTECH); Ha Yeif@o
ElectreMechanics (HCEM), Dalat Technical and Vocational College (DALATVTC); Hue Tourisr
(HUETC); and Ba Ria Vung Tau Vocational College. Similar to phase 1, Ecctis, an UK and intel
trusted education body for qualifications and lslstandards, is invited to work with DVET al
vocational colleges in Vietham to undertake an independent and objective evaluation of sel
vocational qualifications which are in priorities in Vietn&h.

Current situation of TVET systeneed to be addressed

U Strategic orientation is weak and lacks a tool system and strategic integration throughout lez
activities.

U The system usuallyespondsto the government requests rather than respond to the needs
employers lack of marketdriven approach;

U The teaching method is theoretical and mechanical, without practical experiences

In order to develop towards international standartise TVET ingtitions first need specific consultation on the
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 h
the university achieve its goal of internationalization in training standards and human resource requirer
Additionally, helping the Vietnamese system to come up with appropriate interventions in the conte
international integration and set a foumtion for future collaboration in certificates recognition betwee
Vietnam and the UK, and later with EU.

c. Selecting right implementing partners

As in many experienssharing 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 cerglalin key success factors for

' LINP2SOGd ¢2 06S aLISOAFTAOT Ay ¢+x9¢ SOz2aeéaitsSy:
counterpart and project implementing counterpart. This is the organization leading all TVET reform
progress such as policy makjngitiating system development as well as coordingpractical activities

with TVET institutes nationwide. Therefore, this should be the focal organization for any donor project
with anaim to support TVET development to reach out for advice or engageoject implementation.

161 British Council Websitehttps://www.britishcouncil.org/education/skillemployabilfy/successstories/vettoolbox-internationak
benchmarkingvietnamvocationateducationinstitutions

162British Council Websitehttps://www.britishcouncil.vn/en/about/press/britishcouncitand-dvet-launchqualificationbenchmarking
projecteu-vet-toolbox
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On the other hand, MOIT who is also the goweent 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 bdimitation in practical implementing experience and resource for
projects that involve wdepth TVET experience.

There is one sharing case from the project Vietham Skills for Employment Project 200®, supporting

to three TVETSs in Mekong Delta ragidhough the purpose and direction of this project was-aefined,

the project faced many practical limitations in implementing progreseevigw showed thathe project

was not seceeded as it wished due to issues in selecting implementingh@asitlacking of irdepth
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 tleader fromVietham

side,as well as trying to engage ldgarovincial 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 ledfatinclude: (i) inform and engage the correct
government body related to TVET management at national level (i.e.-DA@INSA) 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
GKS ¢+9¢ aSO0G2N) a2adSYAO AaadzsSa FyR 2@0SNItft 27F 2
allocation; (iii) enhancing local coordination aitiés to increase the practical matchimgth local TVES

in Vietnam, in order to increase effectiveness of support.

d. Building trustful relationship with implementing partners through strong engagementlecelop
projects, empowerment and building cagiigy

Empower the implementing counterpart, leverage their ownership of the project, and change the
NEfl A2y AKAINBERRYAGRZ2Y2ZNINRLISOGA GBS (26F NRa LI NIy SH
AYONBI AS aGldzizy2Yeéeé¢ byR adzadrAylroAftAde 2F LINR2SOi

Forexample ILO has been developing leteym 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 fundingnfralonors 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 longterm 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 theer&UVET Toolbox, BC supetVET to
develop proposal to get funding from the EU, after that mairdainvorking scheme that DVET sa$ the

focal coordinating role and a emwner of project, the organization is-tharge of implementing project

with selected beneficial TVEGhsols. Meanwhile this donor agtnore asa supporter to provide finance

or expertise resource. This structure, on the one hand, will help to empower government agencies in

163Consolidate by the ewultant 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 insastuch 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 reldtdevelopment demand from other stakeholders.

e. MultiHlevel intervention, multi stakeholder approach in project implementing model

Various donor cooperation project in HRD slsalae model of multistakeholder engagement in project
implementation, espeailly for the purpose of linking education institutions with labor demand
ail1SK2ft RSNE® 9EIYLX Sa KIS 0SSy LINBaSyiSR Ay
program Reform TVET in Vietnam, and Aus4$kidlgram in supporting establishment dhe Logistis
Industry advisory board

Multi-level intervention can be learned from the case of GIZ for the whole TVET system intervention,
aiming for indepth intervention and impactful results in lotgrm.

Case study, GIZ Program Reform TVET in Vietm

Approach Activities Partners/ Stakeholders
Macro level A Advise on the legal framework enabling the engageme Directorate of Vocational
of business sector in TVET. For example: Education and Training
V  Development of institutional arrangements for-in ~ (DVET) and other relevan
company trainer system stakeholders

V Development oimechanisms for the business sectc
to participating in the policy consultation,
forecasting and standardization as well as training
implementation in TVET

Mesolevel A Strengthen capability of partners to play a more active Professional —association
role as coordinator in industry skills councils. and the Vietnam Chambe
A Work with provincial authorities to establish of Commerce and Industry

cooperation mechanisms such as regional and provin (veel)
councils with the participation of business

Micro level A Pilot the cooperative training model 11 selected TVET institutes

It can also be learned from the case of Aus4Skills program by Australian EmHbagsstics sector. This
donor encouragsindustry-led model where the logistics association and VCCI play very active role in
designing, implementing and engaging TVETs towards the HR demand of logistics enterprists/eéiulti
intervention include activies at government management level (i.e. cooperation with MOET and
MOLISAfor 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 Augtmadiech program
provides scholarships for higlquality HR for future deslopment of logistic sector in Viglam in the
future.

f. Role of local coordinator/implementing agencies to enhance effective communication and M&E

As donors organization team and exfgeare normally from a foreign country, in many cagedonors

R2y Qi KIS &adNRBy3 AYLI SYSydGlrdAz2y o02RASa Ay +*ASOyl
face manydifficulties, especially in the last two years during Cadsituation. In ordeto bridge the gap

of communication which is critical to the projér$uccess, local coordinators play a very important role.

Some donor countries recruit individual adinators/ local consultant for projediased time. Other

donors can also determine asturcing to independent implementing agencies for ensuring all project

scopes to beimplemented ando achieve objectives undetrong M&E guidelines, ensure active respen

and control over practical situation (for e.g. the case of Aus4Skills program).

g.BringAy R2y2NBQ | RRSR @I fdz2S odzi ySSR (2 KINY2YAIT S 6

Almost the donors want to bring in the vahaelded knowledge, experience, expertisessources from

K2YS O2dzyiNARSa (2 O2yiGNRO6dziS (2 +ASiGylY &aeaisSy RS
GNI RS¢ O2ftlo02NIriA2y (GNByRao ¢e&LMAOFt SEIFYLX Sas Sa
German Duatraining model in TVERustralia Centre of Excelleey 2 RSt X hy (KS 2¢S KI yR
much learning opportunities for Viethamese countergdsut on the other hand, regarding the system

policy level Vietham government faces complications in trying to absorb various maddaiscould be

harmonized with the legal basis, the maeatent system and also can fit with uniquievelopment

context of ViethamDonors, therefore need to be in close communication with Gowemt management

bodies to understand related legal basis ahe 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 Viethamese stakeholders.

h. Opencall and bottomup approach to increase competitivenessfditpurpose and quality of target
beneficiaries, leading to better quality of support activities

Regarding scholarships program, unlike J(CHDS scholarship which implentation proces going

through Vietnam government counterpart; many othB&2 y 2 NA Q & dzLJLJ2 NI LINE IANJ Ya
flexible desigrof scholarships open for demandiriven or open for direct applications from Vietnam
counterparts, or from donor country counterparts (opeall programs)which will also aim to better

effect of countrybranding,communication and qualitgf attendance.

LY 19 AYUSNYylFraaAzylf 022 LISNF GA2ys F2N) SEIF YLX S5 (K
progNI Yé G KIF G 7F2 O dabparthefshipieBveei dnivelsitids Mtk 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 dertms® andfit with

development directions of both sides.
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i. Active donors collaboration

[Fad odzi y2G tSrad Aa GKS NBO2YYSYyRIFI(GAZ2Yy 2y R2y?2
often demand for clear positioning of the country donor, avoiding oveitagpith other donor€actions,

meanwhile there is a demand for mutttakeholder collaboration aiming for resource utilization and more
impactful intervention for all. Multilateral donors such as the WorldBank also emphasize the demand for
opportunities © widely collaborate with other bilateral donors. Some level of collaboration can be
considered:

(i) Codevelop ODA projectswhich requiresthe most conplex collaboration;

(i) Donors implement independent projects but closely discuss to align puspastivities and
partners collaboration in project design & implementation; (e.g. the case of collaboration between
GlZ, KOICA for TVET development programs)

(i)  Actualy collaborat at activitybased level to utilize resources, expertise, experience

(iv) At the broadest level but still very important is thdemand for donors to exchange information
frequently, shaelesson learnt and avoid overlapping in terms of project interventions or to develop
yS6 | OQGAOGAGASE G(GKIG OFy tnS/@tnts BySthe doRadsi thigcAn LINE 2 S
be developed in various official or unofficial channels. For example, currently, there is working
group of donors active in education sector, and DVET also faalaat®rking group of donors in
TVET sector and organiamnual donor conferencd his initiative can be potential to develop into
more active platform for donors in Vieam to have more often and effective communication

4.3 List of major onrgoing and future donors cooperation projects in HRD

The part below presedrkey donor support projects in HRD, categorized by sehtgher education field,
vocational education field, and support in labor market development. In order to understand current
dd0Fddza I'yYyR FdzidzZNE RANBOGAZ2ya 2yFocuRfoyi uNdntictidedmdl )2 NI >
future projects.
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a. Donors support projects in Higher Education

Figurel25. The active Donor support projects in higher education

Support directions/ i i
Donor Projectname pp ; Type of Time Budget Implementing
Key actions support frame counterpart
Projectsof Multilateral Donors
To mprove the quality of
teaching and research at _
national  universities by 1) . Y|etn§m
. providing modern equipmen . National University

Vietnam and  infrastructure  for| Technical HCMC

Navona research, teaching an{ Assistance | 2020. | 29487} (5) e University o

niversity learning, and  knowledge 2025 MION | ba Nang

Development | o 0ctor usD .

164 Financing (3) Vietnam
Focus areas: materials sciend National University
biotechnology, ICT] ¢ Hanoi
environment and  social
economt policy

(1) MOET
To improve the quality of (2)vietnam
teaching,  research  an National University

Support  for| institutional  capacity  of _ of Agriculture

Autonomous selected HEIs Tec_hnlcal 1565 (3) Hanoi University

Higher To strengthen the HE Assistance 2017- million of Science and

TheWorld Edl,!C&tiOﬂ management system by 2022 USD Technology
Bank Project supporting policy| Financing (4) Industrial

(SAHEPY development and University of HCMC
strsngt?enlng key HE (5) Hanoi National
subsystems Economics

University

Vietnam To strengthen tacher )

Enhancin education  institutions ~ to| Technical 100 | MOET

Teacher g enhance teacher and principg ASSistance 2016- million

. effectiveness through 2022 8 Lead Teache

Education improved continuous| i USD| Training Universitieg

Program?®® - Financing
professional development
To develop autonomous Fi .
researchbased university| ihancing

Vietham New/| (VGU: Vietham  Germa

- . . 180.40

Model University) Technical 2010- -

. . ) . million | MOET

University To demonstrate new policy Assistance 2021 USD

Project®’ framework on governance

financing and quality in
+ASGylrYQa 19

164World Bank Project Information Document/ Integrated Safeguards Data Sheet (PIDA30S
165World Bank https://projects.worldbank.org/en/projectsoperations/projectdetail/P156849
166 World Bank https://projects.worldbank.org/en/projectsoperationsproject-detail/P150060
167World Bank https://projects.worldbank.org/en/projectsoperations/projectdetail/P110693
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Support directions/ i i
Donor Projectname H . kel Time Budget lilEmEiiilig
Key actions support frame counterpart
(1) University of
University  of | To develop a higlquality new Science and
Science  and model university that Technology of Hang
Technology off generates industryelevant 190 | (USTH)
Hanoi science & technology teachin{ Financing 2011- million
Development | & research: incluithg physical| (Loan) 2023 USD ]
(New  Model| facilities, managemen (2 Vietnam
University) system, academic prograr Academy of 8ence
Project68 quality fﬁ ) Technology|
VAST
Tertiary The project focuses o
EdU_CatIOH | partnership and private secto Appro 20
Project In| engagement  in  tertiary] N/a ved in| million | N/a
Asian Southeast Asia | education in Indonesia the 2019 usb
Developm PhilippinesVietnam
ent Bank Target toincrea® the supply
of a skilled health workforge
enhance the quality of health
. care in rural and underserve Financing Loan| Hanoi Medical
Vietnam: areas by expanding ang (Loan) $80 | University (HMU)
Second Health improving the quality of million
Human undergraduate health 2018 o
Resource professional training Technical 2023 University of
Development | programs via design and| Assistance Grant | Medicine and
project® operationalize ne/ campuses $30 | Pharmacy at HCM
in Hanoi Medical Universit million | (UMP)
(HMU) and the University o
Medicine and Pharmacy g
HCMQUMP)
Projects of Bilateral Donors
Invest to establish andevelop
FUV as worldlass university
The Fulbright| standard, strengthern
University govenance  system, builg ) ) ] o
Vietnam partnerships, expand academ Tec_hnlcal Since N/A Fl_JIbrlght University|
The Support programs: in order to develoj Assistance | 2016 Vietnam
United (FUvy7© FUV as a role model to driv
States reform of HE system
(USAID)
Improving Innovate curriculum & _ .
Access, pedagogy of undergraduat{ Technical 2016- $8.76 inltlzartnershlp Fo
Curriculum and| medical education by working Assistance 2022 miIIic;ns Advancement In
Teaching in| with 5 medical universities ang Vietnam (HAIVN)
Medical policy makers

168Asian Development Bankttps://www.adb.org/projects/42079013/main
169ADB- https://www.adb.org/projects/40354017/main

170USAID https:// www.usaid.gov/sites/default/files/documents/1861/FS FUV_ Jun2020 Eng.pdf
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Donor

Support directions/ i i

Projectname pp ; Type of Time Budget Implementing

Key actions support frame counterpart
Education and Develop laws and policieg (Focus on
Emerging governing postgraduatg medical
Diseases medical education sector)
(lMPACIl MED pevelop a model for
Alliance postgraduate medical training
throughoutVietnam
El;:i?;?gw To create a worlgtlass model
Industr to modernize and innovate
Learniny Py technology and engineerin
g (T&E) higher education by . (1) MOET
Development collaboratin with Technical 2015- N/A ]
through 9 . Assistance 2023 (2) Arizona  State
Innovation and government, industry, University
Technolo academic partners to directly
(BUILDT)gy link HE to the needs of th
Alliance™ private sector
Enhance quality assurang (€D)] Vietnam
systems at targeted National University
USAID universities transform HCMC
VIETNAM - _um;_/terts_,lty ;‘lnatnce tq fachlltew (2) The University o
Partnership for| ">nrutonal aulonomytacuity | o, nicq) 2022- | $14.20 | Da NandUD)

- professional developmer& . - .
Higher L . . Assistance 2026 million | (3) Vietnam
Education digitizing curriculum, improve . : .
Rebrmi73 research & innovation Natlona_ll University

capacitydevelop guidelines or| ¢ Hanoi

university outreach & (4) Indiana

partnership with industries University

An interdisciplined project to

connect 22 Vietnamesg

universities from the fields o
One I—falth medicine, veterinary science
Workfore* nursing andpublic health to $600.00

coordinate these efforts in Technical 2019- 0|22 Vietnamese|
(under Vietham and to sustainably Assistance 2024 annuall | universities
healthcare develop and deliver leadin y
program) model programs to equif

professionals  with  trans

disciplinary skills to addreg

complex global health issues
Vietnam Scholarship &  mentoring | Technical Since N/A Vietnam Education
Education program Assistance 2003 Foundation

171USAID https://www.usaid.gov/vietham/documents/facsheetimprovingaccessurriculumandteachingmedicateducatiorand

emerging

172USAID https://www.usaid.gov/sites/default/filesdocuments/FS BUILDIT Aug2021 eng.pdf

173USAID https://www.usaid.gov/vietham/documents/partnershiighereducationreform

174USAID https://www.usaid.gov/vi/vietham/documents/onénhealth-workforce-next-gen
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Support directions/ i i
Donor Projectname pp ; Type of Time Budget Implementing
Key actions support frame counterpart
Foundation
O/EFyS
Training
program  for
:\Tet_ Vlletnam To train more highguality N/A ¢
University of| POeNtial employees toworkin L | Launch|  12.7 | Vietham  National
Aariculture o the livestock industry in Assistance ed in| million | University of
g Vietnam 08/ USD| Agriculture
strengthen HR 2021
in the livestock
South industry in
Korea Vietnant7t
To innovate curriculum & _
Project on| pedagogy improve capacity o (1)_ Vl_etna_m
strengthening | lecturers, teaching & training National University,
. . 9.00 Chi Minh Ci
agricultural programs and strengthen| Technical million ¢ Ho Chi Minh City
higher Higher education- industry | Assistance 2021 (VNUHCM)

. ) 2028 usb :
education  of| collaborationto meet demand 2) An Giang
VNUHCM7? of human resource in University

agriculture sector
Promote discussion, suppo
The Internationalizi | government policy to improve N _
United ng higher | connection of HE toward{ Technical Since N/A (1) British Council
Kinadom education in| employment need, build | support 2018 (2) MOET
9 Vietnani 78 professional  networks fo
knowledge sharing
A dedicated scheme to suppo
professional development i
Vietnam
This program provided suppo 146
to two regional universities ir| million G_overnment of
; - the mountainous northwest to | Technical 2016 Vietnam
Australia | AustSkills ; X AUD
improve  leadership  and Support 2020 (whole
man_agement, st_rengther project) | MOET
curriculum and provide mgh
quality postgraduate

qualification through Australia
Awards Scholarships

175VEF https://www.vef2.org/page/announcement.qox

176 VNUA- https://eng.vnua.edu.vn/newsand-events/viethnamnationatuniversityof-agricultureparticipatingin-the-project-on-

strengtheninghumanresourcesin-the-livestockindustryin-viethnamwith-the-financiatsupportfrom-the-koreainternationatcoopemtion-

agencykoica51857
177 AGU- https://www.agu.edu.vn/en/signineceremonycooperatioragreementbetweenvnu-hcmand-koreainternationatcooperation

agency

178British Counci https://www.britishcouncil.vn/en/programmes/education/internationalisation
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The list below presestmain scholarship programs offenl by foreign governments cooperation:

Figure126. Main scholarship programs offedo &€ T2 NBA Iy 3IF2FSNY YSyiQa O2

Country Scholarship/ Exchange program Industry
-Governance and Economic Growthinfrastructure and
Transport Water & sanitation Education
Australia Australia Awards Vietnam - Other sectors related to social development suppd@sender
Equality Agriculture and Rural DevelopmenRegional Stability
and Human Righi®isability Climate ChangeHealthcare
Swiss Government Excellen{ Technology of Applied Sciences
Switzerland Scholarships for Foreign Schslaand | Music and fine arts
Artists (SERI) Other fields
Natural Sciences, Technical Sciences, Medicine, Agriculture
Austria VietnamAustria Scholarship Program Forestry, Veterinary Medicine, Social Sciences, Law
Economics
Belgium The Belgian bilateral scholarsh Multi sectors
programme
_ EconomicsEngineeringEnvironmental studies
CanadaVietham Youth Developmen . . . -
Canada Scholarship Police/Correctional Services/Criminology
Sciences (agriculturathemistry, food and food processing, etg
Ireland Fellows Programme . . ) ) .
) Multi sectors including economics and sciences
IDEA scholarship
Ireland Agribusiness, Food Safety and Nutrition Environment and clin

Vietnam Ireland Bilateral Educatig
Exchange (VIBE)

change

Enterprise Development and Innovation Information Technol
and Data analytics

New Zealand

New Zealand Development Scholars}

Climate change and Environment
Disaster risknanagement

Food security and agriculture
Renewable Energy and Governance

Engineering and technical sciencagricultural sciencegxact

Poland Poland higher education scholarship . 2
sciences, antife sciences.
. Architecture Law &EconomicsSciencesEngineering
Portugal Portugal Governmerfscholarship o - .
Pharmacy& Medicine;Arts, Psychology and Education Science
Excellence Scholarship Programme | Multi sectors
France The Eiffel Excellence Scholarsli Multi sectors
Program
Germany DAADScholarship Multi sectors

South Korea

Global Korea Scholarship

Multi sectors

The UK The Chevening Scholarship Multi sectors
The US Fulbright Scholarship Multi sectors

Erasmus+ for higher education Multi sectors,provided by28 EU member states and 6 othe
The EU 9 including Iceland, Liechtenstein, Norway, North Macedo

Vietnant?®

Serbia and Turkey

179The European Commissierasmus+ for higher education in Vietnam
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b. Donors support projects in Vocational Education & Training (TVET) sector

Figurel27. The active Donor support projects in vocational training education sector

Doror Project Support Directiops/ Type of Time Budget Implementing
program name Key actions support frame counterpart
Projectsof Multilateral Donors
Develop high quality TVE]
strengthen system MOLISA
governance and quality
Viet Nam: Skills assuranceframeworks Financing | 2011- 70.00 million | 15 public & 5
Enhancement Improve quality & (Loan) 2018 USD ’ p
Project&® management of TVE private
programs in 15 public & vocational
private vocational college colleges
in economic zones
To research and buil
monitoring and evaluation
Support for| capacity for evidence
Human and Socig based policy making 3.00 million
Development in| education and TVE] Technical | 2019- usp| Consulting
Southeast  Asig policy, labor  market Assistance| 2021 ) partners
(Education assessment, publiprivate (all project)
focusyel partnerships, TVE]
regional partnership|
The Asian development
gzxilopment ﬁﬂ?ri);r:tand Sc:gira Phase_ 2 will focus o
9 preparing COVH29 and . . .
Development in postCOVIBLY  recovery Technlcal 2021- $ 3.5 million| Consulting
Southee_lst Asig responses Assistance| 2024 USD| partners
(Education
focus) Phase 282
Aiming to equitable and
inclusive learning
opportunities through the
Technology use o_f _ education 200 million '
Enable(_j _ technologles in respose | - ol 2020- USD Consulting
Innovation in| to impact of Covidl9 on Assistancel 2023 partners &
Education in| education, including TVE] (for 41 Edtech firms
Southeast Asi#® | Main actions are EdTec] countries)
diagnostics, EdTec
intervention pilot and
scaling up
Viet Nam: Skillg Upgrgde the_teaching ant _ 2020- 78.00million | 16 TVET
and Knowledge learning environments of Financing 2023 uUsD| institutions

for Inclusive

180ADB- Viet Nam: Skills Enhancement Proje2019
181 ADB- https://www.adb.org/sites/default/files/projectdocuments/52335/5233%01-tar-en.pdf

182 ADB- https://www.adb.org/projects/52335002/main

183 ADB- https://www.adb.org/projects/54098001/main
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Doror Project Support Directiops/ Type of Time Budget Implementing
program name Key actions support frame counterpart
Economic Growth national highquality TVET| (Grant & (Japan fund
Projects4 institutes Loan) for poverty
Strengthen the quality of deduction 3
soft skills trainingdevelop millions)
demanddriven short
term skills programsfor
women and youth in
disadvantaged
communities
Overall, EU toolbox MOLISA
supports to build TVE]
_sy_s_te_m capabilitiesfund Viet Nam -
initiatives to  promote Korea
inclusion ofdisadvantaged .
groups Vocational
Technology
EU VET ToolBox Co||ege of Baq
(an international| In Vietnam, VET toolbox Giang
facility/ by British council now (VKTECH); H
project)ss support for international | Technical n/a nfa Noi  College
British Council _ben_chmarking of TVE assistance (active (unclear for EI_ectrG
in Vietnam Project ., | institutions against project in s?#gr?witin Mechanics
Vietham: Engl{_md _ Regulate 2021) _ (HCEM), Dala
e Qualifications Framework Vietnam) Technical and
quallflcatlon (RQF) and the Europeq Vocational
benchmarking Qualifications Framewor} College
project (EQFFS (DALATVTC);
Hue Tourism
College
(HUETC); an
BR/T
Vocatioral
College
Projects of Bilateral Donors
Improve and help Vietnan
_ labor force adapt to meet
Refhor_mlr:g . the needs of a green an
technical ~ and| systainable economy Technical | 2010-
Germany voc_:qtlona_l . .| Act 1. Policy advice § Assistance| 2020 N/A | MOLISA
training in Viet Systemic reform
Nans?
Act 2: Centre of Excelleng
for vocational education

184 ADB- https://www.adb.org/projects/49122004/main
185https://www.vettoolbox.eu/en/we-are

186 British Councit https://www.britishcouncil.vn/en/about/press/britsh-councitand-dvet-launchqualificationbenchmarkineproject-eu-vet-

toolbox
187 GIZ- https://www.qgiz.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 il
Viet Nam g8

To make TVET Vietnal
better align to the
changing increasing|
green anddigital world of
work

Activities: advice on polic
& administrative reform;
support 11 higkguality
TVES, promote
cooperation with business
sector, foster digital
transformation in TVET 4
promote green TVE@&nd
inclusiveness

Technical
Assistance

2020-
2023

N/A

MOLISA

South Korea

KOICA  supports
VN in providing
vocational
training for
disadvantaged
peoplete?

Various projects  to
establish& build capacity
for TVET institutions in Ba
Giang, Nghe An, Than
Hoa, Quang Binh, D
Nang, DakLak, Binh Dir
province to sipport social
inclusion of vulnerable
groups through education

Technical
Assistance

Financing

Active

Since
1997

Totalabout
48 million
USD from
2011-now

MOLISA

Local
authorities &
TVET
institutions in
provinces

Australia

Aus4Skillg0

As a dedicated scheme t
realize  the  bilateral
support framework
investing in professional
and technical knowledgg
and skills, and assis
workplaces to make goo
use of those enhance
skills  targeting  both
tertiary education & TVET|

Technical
support

2016-
2020

146 million
AUD

(all areas)

Government
of Vietham

MOET

France

Support for high
quality vocational
training centers in
Vietnantot

Support to renovate 5

TVETSs to become centre

excellerce, enhance
quality training based on
French model

Focus sect metal
processing & mechanics

Activities include: suppor
for teaching equipment,
transfer  of  training

programs, capacity

Technical
Assistance

Financing
(grant)

2012-
2019

25million
EUR

MOLISA

188GIZ- https://www.qgiz.de/en/worldwide/18723.html

189VGP- http://www.koica.go.kr/vnm_en/7668/subview.do

190Australian governmenthttps://www.dfat.gov.au/aboutus/publications/Pages/vietnaraus4skillfact-sheet

191 AFD- https://www.afd.fr/en/carte-desprojets/supporthigh-quality-vocationaitraining-centresvietnam
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i Directions/ i i
Donor Project Support . Type of Time Budget Implementing
program name Key actions support frame counterpart
building for teacher &
management
Establish 02 highlevel
training  ceners  for
leaders of TVE] VNUHCMC
institutions, and improve
Vietnam Skills fof the quality of TVET . - _
Canada Employment delivery through ;:gihsrt];n%e 22001210' 17m||l|Jlgrl]3 03 Colleges ir
Project? partnerships  between Binh  Thuan,
provincial authorities and Vinh  Long
community colleges ir Hau Giang
three provincesn Mekong
Delta
The project enhances th
cooperation between DVET
Promoting  Dual authorities, YET §choo| Phase 1:
Technical and. enterprises in the 2017¢
Denmark Vocational furniture - and graphic o ooy | 2019 4 schools are
. design  sectors  (fooq . N/A | peneficiaries
(DANIDA) Education and . . Assistance| Phase 2:
Trainin in sector is added in phas in phase 1,
raning 2), addressing skills gay 2020- and 12 in
Vietnam ; 2023
and competencies of VE phase 2
school grduates to
demand of labor market.

c. List of dono& $upport projects related to Labour market development and labor skills

fFr62N YFN] S

Figurel28 D2 Y 2 NE Q LINR 2SO0 & Ay
: A , Budget .
Donor Project Support program Directions/ Type of | Time . Implementing
name Key actions support | frame (leglg; counterpart
Reg?onal: Support for 4 The project aims tetrengthen Southeast
Regional Platform or : . .
| ) in Ed | capacity of education leader Asian
nnovations in Education ;4 hractiioners to addres{ Technical |2013- Ministers  of
and HR Development fo . . . 1.40 .

) c i towards ASEANvide education and Assistance| 2017 Education
Asian ompetitiveness towardy o0 oo oo Organization
Development| an Integrated  ASEAI Secretariat
Bank Community93

Viet Nam: Demandriven | To improve the living standarg

Skills Tralqlng for Povert of. thg poor e.tnd. ethnic Grant 2008- 130 | MOLISA
Reduction in the Cuu Lon| minorities by equipping them 2013

(Mekong) River Deltg* with relevant skills

192 Government of Canadéahttps://w05.international.gc.ca/projectbowserbanqueprojets/projeciprojet/details/a033388001
193ADB- https://www.adb.org/projects/46076001/main

194 ADB- https://www.adb.org/projects/41087012/main
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: A _ Budget :
Donor Project Support program Directions/ Type of | Time T Implementing
name Key actions support | frame (million counterpart
UsD)
To improve working
. diti boost | Technical | Since
Better Work Viet Nars | SOncions o i ' N/A | MOLISA
competitiveness of garmen| Assistance| 2009
industry
) Developing an eﬁectlve Publi MOLISA
{ dzLJLJ2 NI A y 3 | Employment Policy (PEP)
. . . . 2015 and other
Public Employment Polic| the end of 2017 that providey Technical . N/A : "
(from Policy to income earning opportunities Assistance 2017 relevan
Implementation}% for low income and goverr.lment
disadvantaged groups agences
Sustaining Competitive | Practical training and (1) vccal -
and Responsible workplace improvement HCMC branch
Enterprises (SCORE rograns to increase the . 2011
International P ( ) progrars Technical 2 .Inc_iustry
prOdUCthlty of small and . - N/A associations
Labor . . . Assistance,
. mediumsized enterpriseg 2021 and local
Organization . . B
ILO while promoting respect fo authorities
(LO) 62Nl SNEQ N®IK
Sustainable Supply Chaill To advance decent work in fiv]
to Build Forwardetter selected global supply chain
for a fair, resilient, and MOLISA
sustainable COWVID9 crisis MOIT
recovery including electronics VCCl
manufacturing in Vietna.lm Technical | 2021 /A Vietnam
1) research and analysis Assistance| 2023 General
2) tools, policy advigeraining Confederation
3) support to constituents ang of Labour
stakeholders taking steps t
advance decent work in thei
response to the COVIDD
A regional partnership
initiative working with private MOLISA
) and public sector actors to
International | realize their potential to VAMAS
Orgamzat_mn Corporate _Responsmlllty uphold human and labour Technich 2016 Vietnam
for Migration | in Eliminating Slavery anq rights of migrant workers in - - N/A Assocication
: Trafficking (CREST) - : Assistance)
(IOM) in business operations and 2021 of Manpower
Viethnam supply chainsProjectin Hong

Kong,Vietnam, the
Phillippines, Bangladesh,
Thailand, Malaysia

and Supply

195Better Work- https://betterwork.org/better-work-vietnamhome/?lang=vi
196 ILO- https://www.ilo.org/hanoi/Whatwedo/Projects/WCMS 381959/langn/index.htm

197ILO- https://www.ilo.org/hanoi/Whatwedo/Projects/WCMS 392359/lasfr/index.htm
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CHAPTER 3APAN; VIETNAM COOPERATION STATUS AND RELATED ISSUES

5.1 Japan Official Development Assistance to Vietnam
5.1.1Overview of Japan ODA to Vietnam
a. Japan Vietnamgeneral 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 ddt8ifi&in which

Japan consided itself as a bridge to actively contribute to the maintenance of peace and stability in
Southeast AsiavhichVietnam was expected to play an important raole¢he mission.

Duringperiod 1991- 2001, Japan 's ODA strategy in Vietham has been firmigated in the "Country
laaAadlryOS tNRINIY F2N £ASGYIFYE AGK KAITK LINRK 2 NR
sustainable growth; and supporting poverty reduction efforts. Five areas of assistance ir&tademic
infrastructure in transportion and power; Human resource and Institution development, Environmental
conservation, Education and Health, Agriculture and rural development.

Snce 2003, the relationship between the two countries has been enhanced rapidly with multiple joint
frameworks and imitativeThe 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 cooperafionluding ODA Loans and

DN} yid ! ARV gAGK Yy FAY 27F YdcdndmicHevélprgetNRA 6 dzi A 2y (0 2

9 Target Areas diVl L3-OpPRto Vietnam

In2014 the Joint Statement on the establishment of a comprehensive strategic partnership for peace and
prosperity was signe¢based on the Country Development Cooperation Policy in December 2012) with

03 main priorities, including: Economic growth and strengthening international competitiveness;

Response téragility and Goodsovernance.

The Vietnam Couny Assstance Policy was reviewed in December 2017 (JCAP 2at&)major goals

GSNBE o0l &SR ByeariSackHcohdmitD@velopment Strategy (264020) andthe Syear
SocialEconomic Development Plan (832020), which were toO2 YLINBKSy aA @St & &dzLlLi2t
sustainable growth through strehigening international competitiveness and overcoming the vulnerable

aspects to sustainably develop society and country with 03 focus g¥eafPromote economic growth

and strengthen compéiveness;(A2)Response to fragilifyand (A3) Good Governance.

Following these 3 targets (A), there are 06 main dawalent objectives (O) and 13 overall programs (P)

are defined to achieve the objectives. In which, industrial human resource manages&stance is
YEAyte@ RSFTAYSR Ay GFNBSG LINBINIY H O6tHUO daLYyRdza({NJD
dzy RSNJ 202SOGAQBS H O6hHUO a9yKFEYOS AYRAZAGNAIFE O2VYLIS
F20dzA FNBIF ™M 6! m0 Gt NRY200ANGT I8@BSYyaAYHO OINRBUHRK (0 k @
development programs of other areas, there are also important to trainings or capacity building activities

for the working persons in specific Vietham 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 itedrasdrelow:

Figurel29t NA 2 NA G @ GF NBSGa 2FICARIRQF y Q& h5! Ay =+A4A

(O1) strengthen the marke (P1) Program for reform of market econon
economy system institutions, public finance, monetamgolicy
02 Enhance  Industria .
(A1) (©2) . ustrl (P2) Industrial Development and Huma
. competitiveness and humar
Promoting Resource Development
. resource development
economic growth
and strengthening (P3) Program to promote stable energypply and
competitiveness: _(03) Improve economic energy saving
infrastructure and access t .
. (P4) Transportatioinfrastructure Development
services
(P5) Urban transportation network development
(P6) Urban Environmental Management Progra
(O4) Respond to threats su¢ (p7y Climate Change Program
as climate change, disaster : :
(A2) and environmental destructior (P8)Disaster Prevention Program
Response to (P9) Natural environment conservation prograrr
fragility
.| (P10) Health P
(O5) Improvement of socig (P10) Health Care Program
and living conditions an¢ (P11) Sociasecurity andassistanceprogram for
reduction of poverty and the sociallyvulnerablecommunities
inequality (P12) Agriculturand Rural Development
(A3) (06) Strengthen judicial an (P13) Strengthen judicial & administrative
Goodgovernance | administrative functions functions

f WL/ ! Q& O22LISNY A2y &d0KSYSa
JICA hasight main cooperation schemes in Vietndfincluding:
(1) Technical Cooperation;
(2) ODA Loans;
(3) ODA Grants;

(4) Citizens Patrticipation, including JICA Partnership program (JPP)and Japanese Overseas
Cooperation Volunteers (JOCVS)

(5) PubliePrivatePartnership (PPP);
(6) Japanese Enterprises Proposing Program (JEPP)

198t F LISNJ 2y WI LI yQh5! |yR WL/! Q& FOGAGAGASE Ay *ASGYylLY 6HnmyoO
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(7) Emergency Disasté&elief;
(8) Research
512wS @A Sg 2F WL/ ! Qa O22LISNIGAZ2Y Ay | dzYl y2020S & 2 dzND S

a.Main characteristics oflag y Q& O 2 niHGh ResoBrge Development in Vietnam

Human resource developmeritas alwaydeen one of the top pority areas oWl LJ y Q& h 5! a dzLJLJ
Vietnam which was clearly emphasized in the bilateral cooperation of the two countriesidition to

bilateral agreements, Japan also contributes to international organizations such as the World Bank to
finance relatedprojects in Vietnam. Furthermore, not only considered as a stlode target,HRD

projectsalso closely linked with the otheociceconomic development goals.

In terms of supporting schemé&/L / ! Q& KdzyYly NBaz2dzZNOS RS@GSt 2LIYSyd L
cooperation scheme, financial support via ODA loans and grant. Citizens participation scheme such as
Japanese Overseasd@peration Volunteers (JOC\&)d JICA partnership program (JPP) also contribute to

human resource development projects.

CNRY Fy3fS 2F Llz2NLI2asS Of I aaiTAa Olthrek tain cReydiiesould 2 NJ WL |
be recognized, which aimirig address main HRD needs in Vietnam in areas that Japan has strengths:

(1) Development of skilled workersTo address the increasingly demand skilled workers for higher
productivity of manufacturers;

(2) Training of practical and creative engineerso 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 valuadded stage of industrialization;

(3) Training of managerial human resourceBodevelop corporate managers who have a good sense

of business management and capability of leading Vietnamese industrial society, for demand such as
corporate management capabilities, Japanssde business management skills and the need for
seeking reliale partnership between Japanese and Vietnamese companies.

From angles of HRD system classificatid8 A has been active in projects in higher education system,
vocational education & training system, labor force development issues, as well as extendegtsadn
human resource development such as developing -aighlity experienced human resources for public
and private sectors, leadership development for siaps and SMEs.

Regarding industrocus in HRD assistance progratiere has not been any @e 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 Vietam, 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 2Q@D20

This part reviews more detail the projects of JICA in HRD, from angles si/stB classification.

T WL/ ! Q& LINR2SOGa Ay | A FuAityHEROeSouicds yietsama dzLILI2 NI

7

WL/ ! Q adzLJLI2 NI Ay 1 w5 F2NI +ASOylrY Ay GKS ftlLad Gé2

I.  Strong commitment to develop the VietnadaparHuman Resource Cooperation Center (VJCC) from
construction phase to continuously developing it to become one of the pioneering and leading
institutes of training highguality managerial human resources;

ii. Longterm commitment for developing highuality 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 repimugh 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 Vietnadapan University as an eXeat university modelbeing 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 éhcountry.

Figurel30.[ Add 2F WL/ ! Q& | w5 LINR2SOG Ay 19

(TCP) Technical Cooperation; (D) Development study/ Technical cooperation for Development planning; (L) Loan; (G) Grant Aid
(1) Development of Skilledorkers; (2) Training of Practical and Creative Engineers; (3) Capacity building for managerial HR

No Title Duration| Type| Theme| Status Counterpart

The Project for Construction of Vietnahapar 2000- Foreign Trade Universit
1 |Human Resources Cooperation Center (V| 2010 (G) (3) |Completed |teachers, staff and students
(Phase 1, Phase 2) VJCC

ViethamJapan Human Resources Cooperg 2000- | +W/ /] Qa [ SO
Center (Phase 1, Phase 2) 2010 (TCP  (3) |Completed trainees and enterprises

Project for Capacity Development of Busin ) « A =
3 |Persons through Vietnafdapan Humal 22%1126 (TCP] (3) |Completed tira\ilr\wlz/ae/s agiu?ente[r is(gsu dz
Resources Cooperation Cen{®JICC) P

Project for Institutional Capacity Developmen
4 |VJCC for a Landmark of Development
Networking for Managerial Human Resourceg

2016- , . +W/ | Q& [ SO
2022 (TGP (3) |Ongoing trainees and enterprises

Lecturers and students

The Project of Vietnam Information Technol{ 1997- | Vietnam Informatior

5 Training 2002 (TCP] (2) | Completed Technology Training Institute
enterprises,

. . . Lecturers, researchers a

6 Strengthening the capacity of ITSS educatio 2006- (TcP| (2 |Completed |students of Hanoi University

Hanoi University of Technology (Phasel, P23 2012 Technology
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No Title Duration| Type| Theme Status Counterpart
Capacity Building of Ho Chi Minh City Unive 2006- Lecturers, researchers an
7 |of Technology to Strengthen Univers 2012 (TCP] (2) |Completed |students of HCMOniversity o
Community LinkagéPhase 1, Phase!® Technology
Technical support Improving the capacity { 2020- | . +W! Q& [ $O0 dNB
8 |training, research and university administratio] o5 | (TCP| (2) (3) (Ongoing = enterprises
at Vietnam Japan Universify JU)
Project for Building Capacity for Can Tk . . L
9 |University(CTU}o be an Excellent Institution of 2016- (TCP| (2) (3) |Ongoing [¢e; Qa [ SOUdz
Education, Scientific Research, and Technol¢ 2021 ‘ trainees and enterprises
Transfer
2015- : /¢! Qa [ SO dz
10 | can ThdJniversity (CTU) Improvement Projeg 2022 (L) | (@ (3) |Ongoing trainlees
Lecturers, researcher
ASEAN University Network / Southeast Ag graduates of Hanoi Univers

11 |Engineering Education Development Netwo| 2003~ | rcpl (9) (3) Ongoing | of Science and Technology 4

(AUN/SEEDIet) (Phase & Phase Z Phase 3 2023 (Phase 4) [Ho Chi Minh City University
Phase) Technology, Nation

University of Vietnam in HCN

Participants fron|
_ . Governement  agencies

12 |Vietnam ¢ Japan Human  Resourc ggn(;:g (G)| (3) |OnGoing |[Central and local leve
Development Scholarship (JDS) Universities, Institutes, Stat

own enterprises

{2dz2NOSY WL/! $6S0aAidS YR LINRP2SO0GaQ R20dzySyiax wSaSlk NOK

z

T WL/ ! Q& LINRP2SOGa Ay +20FGA2ylf 9RdOFGA2Y 39 ¢NI A

WL/ ! Q& &adzLIL2 NI F2N) ¢x29¢ aSO02NI Ay =ASOylY AyOf dzRS
and support at institutional level with specific TVET institutions.

Projects that adressing systeAevel challenges of the TVET sector in Vietham such as advising for the
national skill test system and related national skill standards saipgort tointroduce the Japanese poly
G§SOKYAIldzS aeaidSy lwhichSdeuses V2 infrovingatide Rabilitys mindset and
creativeness of trainees.

At institutional level, JICA hdmen providing technical cooperation to strengthen vocational training
institutes through curriculum development, training of trainers, and provision of training equipment at
Japanese standard.

19%ttp://www.jica.hcmut.edu.vn/suprem/upload/document&esources/Downloads/Reports _and publications/Progress Report No 1 EN.p
df

200The official project is MOFIKOSEN International Project in Vietnanthe collaboration project between the organization KOSEN Japan

and MOIT, which is not a JICA fungedject However, JICA has some support to promote KOSEN model in Vietnam with related stakeholders
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Figurel3L[ A &G 2F WL/ ! Qa | w5 LINR2SOG Ay ¢+9¢

(TCP) Technical Cooperation; (D) Development stlidgtinical 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 Ski 2010- | opy 9y 9)| completed Zrlnr(;ecﬁrr:ti(neinm V?/?)acg(t)igﬁLIEdtl:gia:ilﬁ
Testing and Certification System 2018 P o 9,
institutions and employees

The Project for Strengthening Traini 2000- Teachers and management sta
2 | Capability for Technical Worke (TCP)| (2) | Completed students of Hanoi Industrial Colleg

Course in Hanoi Industrial College 2005

Project for Human Resourg

3 | Development of Technicians at Har] 2009- Lecturers and students of Hay

(TCP)| (2) | Completed

University of Industry (HaUl) 2012 enterprises in manufacturing sector
. . Lecturers and students of Hal
Propct for stren.gther}lng. TO 2013- @) Technigue  Technology Colleg
4 | functions at Hanoi University ¢ (TCP) Completed
2017 2 HCMC College of Technolog
Industry (HaUP!

enterprises in manufacturing secto

Improve skills (production skillg
5 | under the MONGZUKURI program ¢ 2013- TcP)| @) |completed Lecturers and students of HCM
Japan at Ho CiMlinh City Vocationa] 2016 Vocational College, enterprises
College (20132016)

Promotional Support & Huma Vietnamese  government  polig

6 | resource development for Meta 2013- (TcP)| () | completed pIanners,Viet_namesecompanie_set
related supporting industries in B 2016 staff of Ba RiaVung Tau vocationg

Ria Vung Tayprovince®? college

The Project for Human Reso_urc 2013- Lecturers and students of IUH a
7 | Development for Heavghemical (TCP)| (2) | Completed| other education and training

Industry at Industrial University of H 2018 institutions: employers.

chi Minh City (IUH)

Lecturers and students of Vietna
Railway College
Beneficiaries are also users 0

8 Project for Strengthening the Urbg 021. eml 2 | ongo Vietnamese urban railways ahe
Railway Training Capacity for Raity 5023 | (TCP)| (2) MAOING | qystem is operated safely and
College accurately having appropriate

maintenance in a lonterm and
sustainable manner.

201 https://www?.jica.go.jp/en/evaluation/pdf/2019 1200494 4 f.pdf
202Information froY’ The preparatory survey on the project for stigthening vocsh 2 y I £ G NF Ay Ay 3 d8002NJ Ay +AShyl Y
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No | Title Duration Status Counterpart

Type

Ho Chi Minh Vocational Colleg
(HCMVC)Hanoi Industrial Vocationg
College(HIVC)Vocational College d
Technique and TechnologyCTT)Ba
RiaVung Tau Vocational Colle
(BRVTVC);Vinh Phuc Vocationg
College 1(VPVC)Hanoi Vocational
College of High TechnologyVCHT)
Da Nang Vocational CollegpNVC)
The central vocational colleg of
Transport No.2CTCT)Ho Chi Minh
Vocational College of Technolo
(HVCT); Vocational College @
Machinery and Irrigation (VCMI);
Hanoi  University of Industr
(HaUlHai Phong Vocational Colle
(HPVC)Ha Nam Vocational Colleg
(HNVC)

LIN22S00GaQ R20dzySyidazx wSaSlk NOK

Strengthening  Vocational — Trairgn
9 |Sector in Vietnam, focus in 3 fiel
Mechanical, Electrical and Electron
with 13 TVETIs

(L)
(TCP)

Not
started

n/a yet

) (3

{2dz2NOSY WL/! ¢So0airidsS FyR

f WL/ ! Q& LINR2S0OGa Ay 20KSNJ SEGSYRSR KdzYly NBa2dzN
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

(SMESs) or staytip development in Vietnam irhe last two decades.

Technical assistance & Capacity building as part of projects in other sectors

Figurel32[ Aad 2F WL/ ! Qad LINR2SOUG Ay 20KSNJ aSoiz

TCP) Technical Cooperation; (D) Development stlidghnical cooperation for Development planning; (L) Loan; (G) Grant Aid

Sector ProjectTitle Duration | Type | Counterpart Activities related to HRD
Training Center of Medica
Project for Improvement Service Adml_nlstratl_or Standardize training curricula
of the Quality of Humar| 2010- (MOH);Bach Mai Hospita 1 aeyiql;
Resources in Medicg 2015 (TCP) (Hanoi), - Hue  Centrg ini i
) d Hospital (Hue), Cho R@ Training of Trainers (TOT
Services System Hospital (HCMC), anr] develop HRDnaster plan, etc.
other key hospitals
ot e e, | | Aemiisuaton of meca SO Uanng, pogar
Healthcare g sy (TCP) service; Vietnam Nursg .. P . pet
for new graduated nurse| 2020 Association clinical practice training systen|
in Vietnam etc.
] ] Natipnal Insti@ute _ of| Develop and review/revise th
I;’he IPrOJecttf;)r (I\Z/Ia%gcn Hygiene and Epidemiolog curricula and teaching materials
evelopment for Medica (NIHE) . e
Laboratory Network or 2017- . Develop national training syste
Biosafety and 2023 | (TCP) Pasteurnstitute of Ho Ch| & pilot training forstrengthening
Examination of Highl Minh City:PIHCMC capacity of National Laborator
Hazardous infectiou! Provincial Center fo| Network training for staff of]
Disease Control (CDC) | PIHCMC
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Sector ProjectTitle Duration | Type | Counterpart Activities related to HRD
Pathogens in Vietnanm
Laos and Cambodia
Develop a training course pla
Project on  Capacit Ministry _of _ Information de_liv_e_r training for  high
building for Cybef 2019- (TCP) Commynlcatlon (MIC prlorlpzed roIese.g.,Researchg.r
security in Vietnam 2021 Authority of Information| Solution analyst, Vulnerabilit
Security(AIS); diagnostic consultant
Information security auditor)
Training in  public  policy
Governance Proiect for Training and economics, public service ethi
Reeresher Trainin% qg Central Organizin gnd other topics will be. provide
Leaders and Managers { 2019- (TCP) Commission of  the Eeo;?gar;v;?r ﬁSVC;Oye\Qrestnar;r?;
eD;,f;irceigltly the Slfal{[::l;i‘ 2024 Egmmunlst Party of Vig opiniqn exchanges will be_ carrig
One out with Japanese exper{@n the
areas of government, econom
and academia)
Agency for Small an
Medium Enterprise| Dispatch of Japase experts,
Policy advisor on SM| 2000- (TCP) Development, Ministry o] provide advisory for setting u
development 2012 Planning and Investmer| comprehensive support for SME
(ASMED/MPI) (forme development, including HRD
name of AED/MPI)
Support for the development o
TAC Hanoi under AED/M| the Assistanc&€enter for SMEs i
Reinforcement of thg and SMEs in fields ¢the North  providing publi
SME Technical Assistan 2008 (TCP) machinery, electricity anq Services to assist SMEs improv
Center (TAC) electronics in 30 northerr] their  business  performance
provinces in Viet Nam including  capacity  building
trainings
Agency for Enterpris Capacity building forAED to
Project for Strengthening Development, Ministry ol become a leading SME supp(
Private Public  Functions fo| 2011- (TcP) Planning and Investmer agency to ensue the active and
Engagement| Supporting  Small an| 2014 (AED/MPI), Department d continuous  participation  from
& SME| Medium Enterprises Planning& Investment of| government and to provide
development Hanoi,Vinh Phuc comprehensive suppoffor SMEs
Japan: Pacific Resour
Exchange Center (with th Establish a system that offe
Human resource support of KANSAI Bureg trair:_iﬂgs lappgoprigtely atr;]
of Economy, Trade an cOnunuously —Dbased on
(rjnea\llriljcf);gti?rtlg in dusf?rry 22001147' (TCP) Industry) Y education curriculum that mee
in Dong Nai province Dong Nai industrial needs of Japanese companies
- .| the model school in Dong N
complex  administratiorn .
) Province
office
Agency for Enterpris¢ Strengthen the capacity @
Development, Ministry ol agencies promoting SMEs;
Project for SME - 5050- Planning and Investmer| promote linkages between loc
Promotion and Industria| 2023 (TCP) (AED/MPI) enterprises and FDIs in the targ

Development

In Hanoi & surrounding
provinces; HCMC
surroundingprovinces

areas; Training for public an
private SME support consultant
Technical advice to enterprisg
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Sector ProjectTitle Duration | Type | Counterpart Activities related to HRD
which have high potential to joi
global vale chains

{ 2dzNDOSY WL/! $S0aAdS yR LINRP2S0O0GaQ R20dzySyidaz wSaSl NOK

Leadership & startip development

In the context that the world is changing rapidly as a consequence of the-C®ydndemic, the young

generation will be the leading ones to appéchnology, absorb new knowledge and skills, develop new
business models to solve so@oonomic 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 & highdzl £ A 1 & KdzYly NX &2 dzZNOS ReéylFYAO F2NJ

WL/ ! KF&d O2yRdzOGSR (KS a{daNBSe (2 O2ftfSOG RIGF 2y
902aeaitsSyY 5S@St2LISyié Ay 3tbBeleymingthe statfshohthe systgnR L y R 2
and global ecology for innovative staizlLJa T & ¢Stf & GKS as5FaGF /2t€S0
f SFRAY3 SYGSNILINR&ASa | OOStSNIridAz2y yR FAYlIyOAy3 0
developa technical support framework for stamps in order to address sociahvironmental issues

indicated by the SDGs in developing countries, including Vietnam. In this survey, JICA has been
implementing pilot projects to support suitable products/marketswd Vietnamese starups in the field

of homebased healthcare services and aquaculture solutions with some positive results, which encourage
forWL/ ! Qa SELX 2N} GA2Yy Ay aSGGAy3 dzZld &dzLL2 NI Ay3a &C
industries.

InNlal S HaHuMI Ay LI NIy SNBKAL #QAbscondictd atshipBaditifigroject 2 2 YSy Q
to improve ecommerce capacity for female business owners in Vietnaith the aim to support those

who have been hardest hit during the Covi® period.10 training classes have been organiZéd

attracting more than 665 participants who are womewned enterprises, cooperatives, and business
householdsBesides, the onlinforum "Women entrepreneur, business in the 4.0 enal'sorganizedvith

over 2,00Qparticipants.10 womenled business owners wete providein-depthconsulting and coaching

on implementing ecommerce application

Other JICA Partnership Program (JPP) projects related to HRD support

JICA Partnership pgoam support and coopate 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 Vietnamsimplemented 50 projects (as oNovember 202§ 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 supportingdustries, etc.

203Trainings are led by lecturers from the Vietnarodtnmerce Association (VECOM) and IM Group Technology JSC.
204 Sharing information from JICA

221



The Data Collection Survey and Situation Analysisdustrial HR Development in Vietham (2p2

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 Viethamese counterparts.
As of November 2021, there are JPP projects thatedlad HRD as below:

Figurel33. List ofrecentJICA Partnership Program (JPP) projects related to HRD

ProjectTitle Japan organization Province Note

Supporting human resource development ¢
1 | rehabilitation to the elderly with chronic diseases| Kobe University Hanoi
the north of Vietnam

Cultivating human resource capable of educat Under procedures

2 | welding engineers at Hanoi University ofe®dce and| OsakaJniversity Hanoi
Technology (2021)
Pilot project for creating support system for tk . L
. . |1 f
employment of exechnical Intern Trainees i nnovative Organization fo _ | Under procedures
3 ) - . . .| Human Resource Cultivatiq Hanoi
Vietnam by utilizing obtained construction skills (2021)

Japan & Encouragement

Establishing elderly care program and training
4 | medical personnel mainly in Ngu Hanh Son Med ChubuGakuin University Da Nang

center
Human r r velopmen he | fisher . .
5 uman resource development to the lead fishery ¢ Kuriro City Da Nang
of Da Nang
6 Human resourcedevelopment by learning practici Manabiya Tsubas{ Ninh | Under procedures
construction technology in Phan Rang city Organization Thuan | (2021)
7 The model developing project on Vocational trainij International Environment HCMC Under procedureg
for defoliart victims with disabilities in HCMC improvement organization (2021)
Technical support project for Nam Dinh agricultu Kirishima Hills Revitalizatio Nam | Under procedures
8 | high schoolthe model under the Nam Dinh Econon| Human Resource P 7

. Dinh 2021
and Technology College) Development Association n ( )

Source: JICA website and documents

5.1.3Review of theY' | 2 2 NJHR grdje€ish Vietnam

a. Technical support Improving the capacity of training, research and university administration at
Vietnam Japan University

Type Technical Cooperation Time Phase 1: 20162020
Phase 2: 20202025

HRD theme  Development of Higher Education = Status Ongoing

1 About the project

VNU Vietnam Japan University (VJU) was established on 21st July, 2014 in Hanoi through cooperation
between the Governments of Japan and Vietham and received technical cooperation from JICA through
222
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t N22SO0 a5S@St2LISyd 2F al ayjs &8 NELINDENEM ®Projgcty + A S
G¢SOKYAOIf &adzlJLl2NI LYLNRB@GAY3I GKS OF LI OAdGe 2F GNIA
WELIY ' VASGRRHAG&E OHAHN

VJU was established as a member of the Vietnam National University, Hanoi, bgmgal 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 Vietham, Japan, East Asia and in the world;

i. To provide rese&zh 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, ¢iaand 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 aloeeeds of Vietnam and other countries in the
region.

9 Main activities & results

Under the scope of the project 2028020, there were the development and implementation of high

guality training programs at master and PhD levels based on strengthpaniel®e partner universities

FYR *#ASOylIYQa ySSRaAX gAGK | F20dza 2y AYyGSNRAAOALID
G§SOKy2t238 YR fAFTS a0ASyOSad / dNNByidfes +wW KFa |
(MPP), (2) Nanotectology (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 diggtadndte
LIN2EINIY a. | OKSE2NJ 2F WI LI ySasS {iGdzRASa¢ o

Apart from expanding the university campus and developing autororinted programs, the project
also provided support for highly qualified scientists who are capable of mobilizing research funding,
creating an independent research group afteB3ears, 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 enviranbetii 2020, there have been 4 cohorts,

having master students not just from Vietnam but also from other countries including Japan, Mekong river
O2dzy i NASazZ bAISNAIZ wdzaaAl s yR ! FNAOIY O2dzy iNASa
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.

1 Development directions (phase 2: 2@2P025)
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On February 18th 2020, JICA signed a Record of DiscussiongetittamGovernment for the Project

for Enhancement of Education, Research and University Management Cagia¥ily) as a technical
cooperation project for period 2022025. This technical cooperation project to support VJU at phase 2
(TC2) has the purposetoéining high quality human resources atlallels (Indergraduate, 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 deeetop
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 autem@nied programs at the end

of the project. In terms of key actions,&f C2 will:

o Provide initial support for highly qualified scientists who are potentially capable of mobilizing
research funding, forming an independent research team af@y2ars, proposing and deploying
new training modules/ programs;

0 Research, buildral 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;

0 Share the costs of equipment for training programs and some key research projects in sustainable
a0ASy0Sazx FyR (GKS 02a0Ga 2F 2LISNIiGAy3T GKS Tl OAf

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
YR OKIFfftSyasa 2F (KS &SEOSéveldpstiin Vidtgam@SNE A (&8 Y2 RSt

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
Uniwersity 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 Vietham domestic universities recently.

- LY FRRAGAZ2YS &dzOK aSEOSTt t S ydiantagy h @8nNEftraining 4 ¢ A
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 \gramso
having Japanese professors to delilextures. 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 accreditatio
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 frarner country's
A2 BSNYYSyYyid 2N 20KSNIAYUSNYyFGA2yFf 2NBFEYATFGAZY
contain of both Vietnam staff and fogri managerial staff from the partner countries.

Some limitations and difficulties of theniversity model such as VJU, include:

- Financial investment & operationthe operation of such models require heavy financial
investment while the state budget is limited, theschuniversty modelstill depend heavily on
the government of partner counyt. 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 dmldependent on external funding. This issue soal
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: universitiesclsuas VJU are established under
cooperation agreement between the two countries, such special schools are often likely to have
training programs incompatible witkxisting training majors Vietnam, sometimes it can lead to
misunderstanding and difficulo manage from MOET. Currently, VJU does not have this problem
because it has stiladrelatively small training scale. But this challenge has been encountered in
other university casesfor examplethe Vietnam- France universityvho provide totally new
GNFAYAy3 LINRPANI YA (GKFG KI @ $ajefdstemTBsietdSceraia G SR A Y
difficulties because it requirkspecific customized management mechanism, whiclld take a
lot of time and effort by the parties

- In addition, for suchuniversity, 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 affiertiaistudy.

These challengesshould be recognizedby 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 af few excellent university models in Vietnartvith strategic and strong
knowledge & technology connection with Japan, it Adgantagsto become a leadingnternationatlevel
research universytin interdisciplinary scienceand advanced technologider sustainable development

The development direction of Vblus could representthe key characteristics of thhigher education

reform strategy of Viethann the next decades. Therefore, there should be further strategic investm

for VJU to realize its loAgrm vision in VietnamHowever, 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 issuesslwasachivingfinancial autonomy, implementing advanced
programsat Japanese quality standardeveloping local academic talenexhancing training scale and
accessibilityetc.
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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

1 About the project

Can ThdJniversity (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

L Iy GKS LINR2SOG ¥F2 N an BxiefleRtAngtifitioDof Eluction, ScieftificNI / ¢ !
NEASEFNDODK FyR ¢SOKy2f23&8 {(GNIyaFTSNE ¢l a O2yRdzOGSR 7
I32PSNYYSyiQa adzllll2Nlia Ay GKS F2N¥a 2F hs5! f2Fy +y
capacity & CTU in research and education in the three fieltgiculture, Fsheries/Aquaculture and

Environment.

1 Main activities & results

The project has performed towardiree outcomes: (1) strengthen the research implementation system

in the threefields; (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.Gen Tho Univeity is the central academic and
research hub of Mekong Delta region, the support program expectedotdribute to valueadded
agriculture and fisheries/ aquaculture and solution of environmental issues aofitiode Mekong Delta
Region

Through this pragct, 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 dzZRSy 64 Q 3INI RS& | &4 3INI Rdz
FaaSaasSR 2 0SS 2F KAIK SFFSOUAGBSySaa FyR ONAYy3I KA.
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.

1 Development diections/ Recommendatioff§

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

YL SGA2Y NBLRNI 2y atN22SO0G TF2NJ . dzZAf RAy3 histidntdr Ge F2NI /
R SOKy2t238 ¢NIYyaFSNE OHANHMO
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clear and formal organization to independentignduct 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 diseuiiséae aim tocontribute to the
sustainable development of climate changadaptive agriculture and aquaculture in the Mekong Delta
region This project will build a regional cooperation network and strengthen regional cooperation
activities by conducting practical educati@md training at CTU, expanding social implementation of
research results, and strengthening the regional cooperation implementation sydterterms of
activities, there will be longerm expert dispatch and sheterm expert dispatch.

The threetargeted 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 redeassults 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 VietnabCA has very long history asttategic cooperation with
Can Tho city and with CTU specificallyU is theentralhub of science and research development for
the region, holding the most important role in contributing tthe sustainable development for the
MekongDelta region. It hasmuch potential to take lead the most important changes for the region via
supplying high quality human resources and taking lead in regional collaboration initiciwegorting

for CTU to develop its practical capacity and network towards this missigritica] both from the
perspective of responding to practical soeiconomic demand and from perspective of stgdrening
WL/ ! Q& &aiNIGS3IAO O22LISNI A2y NRtS (2 +ASiylY®

c.Vietham¢ Japan Human Resource Development Scholarship (JDS)

Type Grant Aid Time Since 2000

HRD theme  Highquality human resource Status Ongoing

1 About the program

The project foHuman Resource Development Scholarshipn 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 socieconomic development policies in developing countries. On the
bass 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
YR 3SyOASa | yR (K S-PditiéPpotgangaiicn, ahdstédivned @refobises| Th© A 2
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.

1 Mainadivities & results
Until 2020, there are 691 JDS beneficiaries from Viethnam dispatched to Japan and benefited from this

program. JDS scholarship has a high awareness in Vietham, with many Fellows from administrative organs,
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such as the Ministry of Foreighffairs (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).

1 Some discussion on development directions/ Recommendations

New program 2022 2025:The program in the period of 20222025 is framed in three priority areas,
followingthe JCAP 201ivicluding A1) Promotion of economic growth and strengthening of international
competitiveness,A2) Response to fragility, anA3) Goodgovernance. 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 implementatidated to vocational education training

and kbor, 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,ite implementing counterpart of JDS gram (JICEuggestednain aspect&®
to improve theJDS:ffectiveness in the futurgeriod, including:

9 To focus on developing human resources who can help to strengthen the relationship between
the two countries to generate more diplomatic effects

9 To recruit from a wide range of target organipais to secure togrlass potential candidates and
to improve outcomes for the project in the future

9 To take followup measures to JDS returned fellows to increase their influence as ambassadors in
Japan

9 To consider further collaboration between JDS and other ODA projects

Besidesthere aresome disadvantages and limitations of the current JDS program, main disoessed
by the target benefcial organization®¥” are as below:

() Longterm trainingsare less prefeedbya A Y A A G NA Sa X t NB @Ay OAbkechuse S 2 LI S¢
it is challengingo allocate people to join due to practical working pressures in government
agenciesLongterm training will be more applicable to research institutes or universitiésile
Institutes, Universities and Academies still prefeyear Master program, -Year Master and
combined program are more preferred by Ministries, PPCs and other orgamiatMany
interviewed organizationalsoprefer short-term trainings or more flexible training arrangement
that couldinvolve practical work experience in addition to academic study.

(i) Master prograns in Japanesdaced difficultiesto recruit applicants though they might be
beneficial tosome organizationsbut 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 scdtofam the Socialist republic of Vietnam, JICA, JICE, 2021
207 Qualitative findings from reviewing JDS program in Vietnam for planning of period; 2025
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(iii) The two newly added componeritscludingHealthcare/Soal securityand HRD for industrial
RS@St 2 LIY Sy lght knuic® Stgr@lan frabnkhe target organizationsL (is@id that the

subjects in those sectors (Labor Protection Policy, Improvement of Working Environment,

Industrial Human Resource Development, Labor Export Paliegurrently notattractive to the
government organizationdecausehey do not evaluate sch programs to be highlselevart to
their currentduties. Especially, longerm trainings in those fields are not preffered, shtgtm
courses for technical or experience exchange programs should be more applicable for the

management apparatus. Survey damand for study fields showed that administration courses

(Public Policy, Training for Public Servants, Public Administration, International Cooperation /

Development Poligyare mostly prefaed:; IT relatedfieldsK I S KA 3K RSYF yR RdzS

current context ofnational digital transformatioiprogress.

Overall, JDS program h&sng time reputation in Vietnam, being recognized in the top three most

prominent scholarships for government organizations in the country. Howaegiewingthe above
issuesand lesson learnt from previous patrt, it is recommended that JICA should consider some directions

i2 SyKFryOS w5{ Qi STTSOGiAQOSySaaszr AyOfdRAYy3IY

OAU

in which having more shoterm forms of training, or sandwich programs that allow learners to develop
both academic learning and practical experience exchangehdwing some clearer focus industries in

recruiting strategies, consideration to put more focus on programs/coursesdritipéd demand for high
guality HR of Vietham such as advanced technologies for sustainable development, green economy and
digitalization, (iii) be more flexible in recruitment, implemeabpen-calf approach in recruiting

candidates to widen the reach dhe scholarsips towards the most talent candidates in targeted

industries, for example, a pilot scheme to attract talents in private sector or-sadommunity, (iv)
discuss with existing projects in higher education sector (such as VJU, CTU etts)jderamllaboration

potential between the programs.

d. Vietham Japan Institute for Human Resource developmemICQnstitute

Type

Grant Aid (GA), Technical Cooperation (TCP)

Project name

VietnamJapan Human Resourct Time

Cooperation CenterVJC(nstitute

Phase 1: 2009 2005 (GA)
Phase 2: 200§ 2010 (TCP)

Project for Capacity Development
Business Persons through VJ
Institute

2010¢ 2016 (TCP)

Institutional Capacity Development ¢
VJCCIngitute for a landmark of
Development and Networking fo
Business Human Resources

2016¢ 2021 (TCP)

HRD theme

High-quality human resource

Ongoing

0S5
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1 Aboutthe Vietnamg Japan Institute for Human resource developm@®ICC)

VJICC Institute is responsible for the implementation of training, research, consulting and application in
economic management, corporate governance according to the Japanese.wdd@&s under the unit

2F GKS W/ / tNRB2SOUl b5S@St2LIVSyild 27F KdzYly NBa&2 dzNJ
through JICA. Since 2017, The Vietadapan Institute for Human Resource Development (VJCC Institute)

was established on the basis of upgraglid2 Vietnam Japan Human Resource Cooperation Centers
(Vietnam- Japan Human Resource Corporation Centgf)CC Hanoi and VJCC Ho Chi Minh City.

1 Main activities & results

The main missionand activities of VJAAstitute include:

i. Manage theuniversity 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 programAdvanced BusinessKeieijuku (10 montiprogran); training and
capacity building programs for mldvel andbasiclevelpersonnel of the enterprise, etc. VJCC
Institute also is the reeiver of technology transfer from Japan to tRereign Trade University.
iii.  Organize training programs to improvapanese 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 otpartners
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 Vietham and Japan.
vii.  DevelopKeieijuku Club to keeponnectionand implement followup support activities for
businesses patrticipating in trainings at ViaGtute.

There exist similar models in other countries Mietnam is the only country have two centeidJCC
center in Hanoi has facility capacity to conduct training of about 200 people, while in HCMC, the size of
capacity is about 100 peopl&he activities are mainly organized in these two centBesides the
Keieijukutraining courses are also opeedt in Hai Phong city in collaboration with the Hai Phong City

t S2LJ SQa / 2YYAUGSSo

Regarding business training programs, the trainees attending courses inNsi@@e are from wide
education background, including entrepreneurs, Highel or middlelevel managers, universities
graduates or even traineasho do notnecessarily havuniversity graduatedParticipating companies are
mainly small and mediurized enterprisesyietnamese enterprises coufdr about 80%and aboutl0-
20% arelapanese enterpres.

wS3aF NRAY 3 W MICERaE BcomdNd phestigiotEbrandin Japanese language training, with
nearly 40 training courses organized every year for elementary and intermediate levels. Besides, Japanese
language test preparation classes, Japarmes®unting classes in Hanoi and HGvl@apanese translation

and interpretationclasses haveontributed to supply human resources for Japanesated businesses.
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Trainingcourses atvJCGQnstitute 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 instructorpiaaide ideas for
improving lines and production flows

Apart fromthe development of highly skilled human resources/managentexining, VJCQstitute also
opened the bachelor's degree program "International Business according to the advanced Japanese
model (JIB)"The first JIB graduates graduated in Septem®@21, and this program is expected to
continue to create a large human resource to take on future management positions in both Viethamese
and Japanese enterprises.

1 About Keieijuku training program and Keieijuku Club

Keieijuku is the special designed higkiel business training program for entrepreneurs, higkiel and

middle managers of Vietnamese enterprises, providing Japastgss 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 &eijuku 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 enterprisedio have studied and graduated from Keieijuku program. There
have been about 500 members who are leaders of companies, having thregrauyts in Hanoi, Hai
Phong, Ho Chi Minh Cit§ that maintain networking activities such as monthly meeting, sharing
expeaience sessions and study tours.

As evaluated from participants, the most valuable strengths of Keieijuku program are (1) the training
philosoghy and program design which is effective, concise and practical, especially effective for
manufacturing compaess in Vietham; (2) quality of lecturers who are senior leaders with many years of
practicalexperience in large Japanese or global enterprises, and the (3) quality of learning experience via
interacting with peer learners during and after the training =®as.

1 Some discussions about developmaingéctions

Currenty, VJCGQnstitute is put withinthe system of the Foreign Trade University (FTU), it has received
support from both Vietnam side (FTU) afapan side via projeci$CAfrom which ithasbecone a leading
training institute for business management, especially for Japaretaged businesses.

With regards to effort to develop highuality industrial human resources in Vietnam)CQanstitute
modeland Keieijuku trainingrogram model have competitive advantagésomparel to other donor€)

208Information shared from interview with representative of Keieijuku Club
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actions. Thestrong advantagesclude:ithe abilitytoa 4 N2y 3f & f SOGSNIF IS (KS, NBf S 2
having real enterprise community and this can act as good base for future collaboration with Japanese
enterprises havinginstitutional base in Vietnarwhich can achs local institution fofuture expansion.

Besides, itsdcus ondevelopingmanagerihhuman resource highly contribute to the strategic solutions

of HRD for Vietnam that are stated in the SEDS 202130.

However, other countries also become active in developing similardughty managerial and leadership
training courses when thelvusiness community in Vietham grow significantly, such as KGexanany,
Denmark, etcGovernment agencies in Vietham who are supporting SMEs such aWEED also seem
doing similarly In addition, the impact of global soeg@onomic and industrialeelopment trendssuch

as Al andDigitalization(DX), the need to upgrade capacity of Viethamese enterprises in supporting
industryfor global value chaimtegration, are puttingcertain pressuresn VJCC institute to maintain its
valuepositioningfor Vietnam in the longterm. Some aspects could be discussed as below:

(i) The center need to strengthenautonomousmanagement andoe more independent fromICA
support.Certainly,it is also challenging to make such higmality training programs profitable after
long time of receiving subsidization from Japan government.

(i) From the demand of labor market, it is necessary that the training courses in VJCC Institute should
emphasizehe effort to equip learners witla wide range of soft skills, coachisiglls communication
skills, othermanagerial level working skilte supply for middlemanager resources falapanese
companiesas well as companies cooperating with Japan businesses

(i) As Al and DigitalizatiofpX)are of great interesof business and industrial development in the future,
though they are not the main fields of VJ@Gittute, thereis directionto incorporatethis topicinto
courses and bachelor's program®ther future technology for green economy and sustainable
develoment should also be considered for embedding in the training programs.

(iv) Fromimpact creation perspectivehe scale of trainings regls to be increased, and training design
needs to be updated to address futurtabor market requirementsThese efforts would require
considerable resources investment

(v) Todevelopthe 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 Keiaijuk 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

5.2.1Japan FDI in Vietnam and the expansion trends of Japanese enterprises to Viethnam
a. Trend of Japanese FDI in Vietnam

FDI inflows from Japan into Vietnam have gone through some fluctuations duringi2020n > | y R ({1 K SN
an downward trend under the effect of Coxtiél

In general, FDI inflows in Vietham during this period remained quite stakéept for the year 2008
2009 and 2019 2020. The significant fall in 2009 can be explained by the 22008 economic recession
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that caused financial crisis globally. Since then, FDI inflows had gradually risen throughout the years.
However, in 202Ghe COVID pandemic made the FDI in Vietnam once again suffer a steep decline in both
the number of projects and the total registered capital.

Figure134. Accumulative Total registered FDI capital to Vietnam in 202Qcbyntries (million USD)
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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 fieldeadfonic
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.

Figurel35. New registered FDI inflow from Japan and other countries to Vietham (million USD)
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For the last ten years, the FDI inflows from Japan into Vietham have gone thsmumgé severe
fluctuations. In the period 2014 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 Viethamese economimgression, 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 Japdniefiewdinto
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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 foas 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 peal@éapan FDI project into manufacturing
industry is nearly 2 times larger than average FDI amount of nationwide

Figurel36. New registered FDI capital in 2020 in total and from Japan by sector (USD)

100%= 386,234 million 59,869 million
14.1% 5.7% Others
11.5% Real estate activities
15.8% 23% Construction
10.1% Electricity, gas, stream and air
2.8% ) -
7 4% conditioning supply
59 29 65.9% Manufacturing
PR e Agriculture, forestry & fishing
Tatsl Japan FDI
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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 sipply.

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. Largscale projects, especially in manufacturing sector, often have a greater need for
human resources, which shows that provinces and regions attadtigh 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
manufactring to normanufacturing. 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 fr@MEs. 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
sharpl 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 twoeldi&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 iRBaVung Tau, Binh Duong, Ha Noi, Dongayai 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 Deltaw@thé&st areas.

Figurel37. Total FDI and Japan FDI by region in 2019
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Source: Ministry of Planning and Investment (2019)

5 provinces with the largest FDI capital from Japan are Ba\Riag 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/Riy Tau Province.

FDI from Japan in 2019 accounted for 48% of totaifv@kted 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 sixesociomic regions.
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Figurel38 Summary of Japan FDI projects by region

Agricuture forestry and fishing

No. | Region Highest FDI| Main sectorg® Example of Project
provincez®®
1 Southeast | Ba Riac Vung Tau, - ProcessingManufacturing industry | - Mechanical and electron.ic
Binh Duong, Dong - Constructions components manufacturing faaty
Nai, Ho Chi Minh{ - Wholesale and retail project _
Tay Ninh, BinH - Real estate business - FMGG manufacturing factory
Phuoc - Professional activities, science, an{  Project
technology - Rea_le;tateprpject
- Transportation and Warehousing | - LOgistics project
- Information and communication | - Kindergarten, Japanese teaching
- Educations center
2 | Red Riverl Ha Noi, Hung Yer| - ProcessingMlanufacturing industry | -~ Mechanical and electronic
Delta Ha Nam, Hai Phong - Constructions components manufaetring factory
Bac Ninh, Vinh Phuq - Wholesale and retail project. - _
Ninh  Binh, Hai - Real estate business - Steetrolling and materials
Duong, Quang Ninh| - Professional activities, science and ~ Processing factory project
Nam Dinh technology - Real estate project
- Transportation and Warehousing | - LOgistics project
- Information and communication | - Kindergarten, Japanese teaching
- Educations center
3 | Northern | Bac Giang, Thg - Processing anilanufacturing - Electronic components, household
midlands& | Nguyen, Phu Tho industry electrical appliancgsautomobiles
mountain parts manufacturing factory.
areas - Textile factory
4 Northern Da Nang, Binh DinH - ProcessingManufacturing industry | - Solarpower plant_ _ N
Central Quang Nam, Nghq - Electricity, gas, stream and air - Garment factory, industrial auxiliary
and An, Binh Thuan| conditioning supply. equipment find components
Central Thanh Hoa, Thu{ - Education and training. Professiony ~manufacturing factory.
coastal Thien Hue activities, science and technology; | - Jgpanese International
area Information and communication Kindergarten, Language School
- Accommodation and food services| -~ Japanese restaurant
5 | Mekong Bac Lieu, Can Th(¢ - Construction - Wind power plant _
River Delta| Long An - Manufacturing and processing - Food and seafood processing plan

- 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 stat®ed or private companies to foreignvested

enterprises While the number of foreigiinvested enterprise 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.

209From highest to lowestrder by Japan FDI amount
210From highest to lowest order by Japan FDI amount
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Figurel39. Number of foreigninvested enterprises
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Figurel40. Number of employees working in foreigimvested enterprises
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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; howewee proportion of manufacturing companies

is on a downwards trend which reflects the trend of shifting from manufacturing tenamufacturing in

Japan FDI inflow

During the period of 2012020, the number of Japanese companies operating in Viethanmbeesased

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.).
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Figurel41l Number of Japan enterprises in Vietham bggion, during 2016020
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companiesaccounts for the biggest proportion and this proportion seems to decrease duringZfi21»
Meanwhile, the number of companies in servegated industries such as Information and
communication industry, Research, Academic research is gradually ingredsis can be an investment
resource to develop science and technology to serve the trend of digital transformation in Vietnam.

Figurel42 Number of Japan enterprises in Vietnam bBegctor, during 20162020
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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 setsteel
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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
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Source: Researdbam synthesis frornterprise database

Most of Japanese enterprises in Vietham are SME ones, and bigsiabocompanies 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-alade, and 11% are medium scale.

Figurel44. Number of Japan enterpriss in Vietnam by labor size, during 202620
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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% companieshaglabor 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.

Figure145. Number of Japan enterprises in Vietnam, by labor size and industry in 2020
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Source: Researdbam synthesis frorknterprisedatabase

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 Vietham is
increasing, compared to other countriesSoutheast 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 employeeduratevis high.
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Figurel46. Average monthly salary of employees at Japanese manufacturing companies (USD)
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Source: JETRO Survey of Japanese companies expanding into Asia and Oceania (2019)

Among the reasons for expanding busedo 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 khéylaluate human resource quality. This shows that for
Japanese companies, human resources in Vietham 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 sh@at@tthe past 6 years, while the cost of labor

has increased, the quality of labor has not been improved.
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Figurel47. Survey result about Top 10 Strong points and merits of Vietham (%)

Strong points 2013 2017 2019 20132019
N=1,047 N=1,261 N=1,410

1 Market Size, Growth 75.0 82.2 86.1 +11.1
2 Japan relationship -- 42.8 41.5 --
3 Labor and HRost 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 stabilit 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

SourceJETRO survey on overseas business development of Japanese companies in 2019

Meanwhile, regarding the risks when investing in Vietham, in the period of 20089, while the factors
related to legal system, administrative procedures, taxation procedures haen improved, the related
risks Labor and human resources are still a-nigkfactor for Japan investors.

Figurel48. Risks of Japanese companies to invest in Vietnam (%)

5l.8

611
. Rising labor cost

42.6
" Und eveloped legal system

385 .
High employes turnower

33.4
Complicated taxation procedures

32.3 Complicated administrative procedures

2015 2018 207 2018 2019

Source: JETRO Survey of Japanese CompaAiga amd Oceania (2019)



The Data Collection Survey and Situation Analysisdustrial HR Development in Vietham (2p2

c. Future trends and new sectors for expansion of Japanese enterprises to Vietnam

Under the effect of UShina traddgensio=s G KSNBQa 'y Ay ONBlIaAy3a GNByYR
choosing Vietham as aattractive location instead of China, for both manufacturing and -non
manufacturing industries, however the target still mainly concentrates in low-zalded industries

%

China, Vietnam and Thailand are top three countries that Japanese companies corpalaieg their
business. However, Japanese firms switch to choose Vietnam instead of China for investment-after US
China trade war.

Figurel49. Top 3 countries Japan enterprise plan to expand overseas (% surveyed companies)

E79

o - China
38 355 .
324 7 Vietnam
273 c 3.6 27 = _
2559 3.1 375 348 36.3 rhﬂllﬂ.‘ﬂ.d
26z
2011 2012 2013 2014 2015 2016 2017 2018 2019
(1,602) (1,149}  (1,118)  {1,001) [895) [992) (93E) (1L060) (1028

Soures: JETRO Survey on overseas business development of Japanese companies (2020)

In general, Vietnam is expansion destination for both manufacturing anehmamufacturing companies.
From the business features of some industries such as precision equipmeuofaotring or IT/Software
(non-manufacturing), there are many occupations that require labor with specific skills.

Figurel50. Top field that Japanese companies plan to expand business to Vietham (%)

Rank Manufacturing
1 Petroleum / plastic / rubber 72.2

products
2 General machine 70.8
3 Medical and cosmetic product 53.3
4 Electric products 47.1
5 Precision Equipment 41.2
6 Nitrogen, earth, and stone 40.0
Average 41.3

Rank Non-manufacturing

1 Transportation

2 Trading company/Wholesale

3 Construction

4 Communication/ Information/
Software

5 Others

Average

52.0

43.9
43.2
38.3

34.4

40.5

Sources: JETRO Survey on overseas business development of Japanese companies (2020)
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Comparingvietham and China, the purpose of expanding to Vietnam is still mainly concentrated in low
valueadded industries such as General products manufacturing or to exploit markets such as "Sales". For
purposes that require a highuality workforce such as R&Bighvalue product manufacturing, China still

dominates over Vietnam.

There are many possible reasons for this limitation of Vietham such as infrastructure or policy. However,

the first factor that needs to be paid attention to is the factor of about hummesource such as
workforces, salary and quality.

Figurel51 Survey result about Purpose of Japanese enterprises to expand overseas

N oo o b~ WO N P

Reason

General products manufacturing

Sales

R&D new products

Highvalue product manufacturing

Logistics

R&D for specification change for local market

Regional headquarters

Vietnam China Thailand
43.2 39.0 28.6
40.8 52.0 38.1
33.3 37.6 18.8
32.3 37.6 20.9
31.1 38.3 32.2
27.7 41.9 28.6
17.3 31.6 31.6

Sources: JETRBDrvey on overseas business development of Japanese companies (2020)

c. Support ofrelated organizationsto attract Japanese FDI into Vietnam

Figurel52 Vietnam organization having function to attract FDI to Vietnam

No.

Organization

Mission

Main activities

The Vietnam Tradg
Promotion Agency
(VIETRADE)

Under MOIT perform the
function of state management g
trade promotion.

Submit to the Minister of Industry and Trag
for approval over 3,200 national trad
promotion projects with a total suppor
budget of over VND 2,100 billion.

The activities of the National Program ¢
Trade Promotion have supported 100,0
times of enterprises  participating
businesses have directly traded and sigr
contracts during theitme of participating in
trade promotion activities with total valug
of goods export contracts reaching nea
30 billion USD and 1000 billion dong; t
total value of goods sale and purcha
contracts, product sales agents in tf
domestic market and salagached nearly
3,000 billion dong.
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No. | Organization Mission Main activities

2 | The Investment Government organization t4 - Organize online connections between loc
and Trade| promote the growth of Ho Ch  pusinesses and foreign businesses. Si
Promotion Cente @AY K /Al &Qa §  the beginning of March 2020, there ha
of Ho Chi Minh City foreign investors, held  been more than 1,500 successfu
(ITPC) enterprises  export, develoj  connection orders, estimated revenue

business  capalities,  find more than 50 billion dong

overseas partners, enter ne\ . Holding seminar, workshop, research
markets, and to help foreigi  focused topics concerning trade with ar
investors develop their project investment in Vietnam

in Vietnam.

3 | The Foreign Under Ministry ofPlanning and - Provide investment support activities
Investment Agency Investment to implement state  Japanese enterprises through suppq
(FIA) management function related t¢  departments such as Saitama Desk, Ai

foreign direct investment Desk and Niigata Desk.
activites in  Vietham ang

Vietham  direct investmen

activities abroad

4 The Vietnam| Under the Ministry of Plannin¢ Startup  incubation and  acceleratiorn
National and Investment with the functiorf Technology  transfer  support, even

Innovation Center
(NIC)

of supporting and developin
+ASOylFYQa adl NJ
ecosystem, contributing tahe
innovation of the growth mode
based on science an

technology.

organization, and investment.

Figurel53 Japan organization supporting Japanese companies to expand business to Vietnam

No. | Organization Mission Main activities

1 | JETRO Hanoi/H| Under Japan Ministry o - Support Japan's Direct Investment\fietnam
Chi Minh Economy, Trade and Industrl  through seminars guiding new law
JETRO main duty is regulations of investment. In 2009, SN
Coordinate with Vietnames{  Support Center Hanoi was established
goverrmental agencies an{  support SMEs to expand business to Vietng
industrial associations to hell - Support Vietnam- Japan Business Activitig
realize sustainable econom|  through some activites such as Busing
development in Vietnam. Matchings, Spporting Digital Transformatio
(DX), Supporting Vietnamese companies

invest In Japan
2 | Japan Bank fo| Policybased financial - { dzLJLJ2 NI Wl LI y$S&aS 02

International
Cooperation JBIC

institution of Japan Unde
Japan Ministry of Finance. Ma
duty is to support Japanes
MTEs, SMEs and staiips in
foreign countries.

Vietham through activities such as Loans
equipment renewal, Collaboration wit
private financial institutions (local banks me
banks) loans for overseas expansion,
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No. | Organization Mission Main activities

- Providing information on overseas investme
environment and supporting troubleshootin
with local governments.

3 | ASEANapan Under Japan Ministry of Foreig . Support  activities such as Semina
Centre Affairs. Main duty is tpromote Workshops, Research and Policy analy
( ASEAN trading, investment and  publication, and Information services
Promotion Centre tourism between ASEAN an
of Trade Japan
Investment and
Tourism)

4 | The Japanese | Associabn  of  Japanes¢ . Get the opinions of member companies a
Chamber of companies with bases in thh  make the negotiation or request t
Commerce and | Northern region of Vietnam. Viethamese government to improve th
Industry in business environment of Japanesfiliated
Vietham¢ JCCI companies.

- Provide informaion on investment
promotion, taxation, labor, and employmer
access via home page & email distributi
system, can widely access to various valug
seminars

5 | The Japanese Association ~ of  Japanes . |mprove  investment and  busines
Chamber of companies with bases in th  environment with making various proposa
Commerce and | horthern region of Vietnam. and requests to the Viethamese Governmer
Industry in HCMC - Exchange and provide information via hg
-JCCH seminars on invament promotion, taxation,

labor and employment; thereby our membe
can update information of new laws

6 | SME support Under Japan Ministry 0 - Support SMEs investment in Vietnam throu
Japan Economy, Trade and Industrl  activities such as consultation of experienc

Practical support is tailored 1  specialist, seminars on kst information and
meet individual SME needy regulation of investment.
implemented by collaborating
with municipalities,
government agencies, financi
& research institutions, ang
other support organizations.
7 | Tokyo SMES Under Tokyo Metropolitar) - Support desk in Vietnam to consult on leg

Support Center

Government to support SMEs
Tokyo areas to make strateg
and plan for Oversea
Expansion.

systems and regulain, support matching ug
with Viethamese company both supplier af
sales channels.

Organize seminar and consulting service
Tokyo to help SMEs business expansion
Vietnam.
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5.2.2 Situation of returned Technical Interfirainees

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 throggh on
trainingin Japan

The technical traineeinterns when returning to Vietnam with their trained skills, knowledge and
experience from Japan, coub@ animportant experiencedR group to participate in the Vietnam labor
force. Therefore,supporting this group to integrate effectively to the workforce inthén could be
considered as one important contribution tdR development in Vietnanunderstanding the situation
and challenges of RTTs in Vietnam is helpfulfi6A tglan practicalsupportfor RTTs.

This section provides an overview situation from |shed statistics and hearings from interviews with

Japanese enterprises in Viet Nam, with aim todzy RSNE GF YR F Ol dzr £ Sy dSNLINAa&S

barriers to recruit and utilize RTTs. However, it could not reflect the opinion from the returned tsainee
Fa GKFEG Aa 2dzi 2F GKA&a NBaSIFNOKQa aodoz2Lilso

a. Overview of Viethamese Technical Intern Trainees (TT)
The supply of Vietnamese Technical Intern Trainees has increased steadily in fE@eyeérs

Overall,by end of June 2P1, approximatelythere were 317 thousandtechnical intern trainees residing
all over Japaralmost63.8% of which are Viethames€&herehas been a cleateady increaseevery year
from 2011, thenumber of ViethameseTIT has surpassed thaif Ching and Viebham hasbecome the
dominant supply countryfor TIT

Figurel54. Number of Technical Intern Trainees in Japan by Nationality

218,727
208,879

202,365

Vietham
111,395
107,524 ! 107,174
100,093
77,567 77,806 82:370
63,741 55,522
' China
35404 34,459 ]
21.894 26,914 30,978 Indonesia
13.524 16,715 ' .
83,01% 9,098 Philippines

2011 2012 2013 2014 2015 2016 2017 2018 2019 2020 06/2021

Source: Japan Ministry of Health, Labour and Welfare, Japan Ministry of Justice
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Some reasons causing this trend inclugi¢ the fact that China&conomic development letb higher
averagancomeand lessChinese people want to go to Japan for iskiiljobs which led to labor shortage

in Japan.n order to fill the vacant positions, Japanese companies began to receva ketchnical interns

from Southeast Asian countriesicludingVietnam (ii) introduction and completion of supportive labor
SELRNI yIdGA2ylFt LINR2SOGa yR LR2ftAOASAa G2 FGGNF OG
in poor provinces, ircontribution to sustainable poverty reduction, period 2001 H né > | OO02 NRA Y
Decision 71/2009/QETg; and preferential loans from Vietnam Bank for Social Policies for those from

poor households or ethnic minorities, according to Decree No. 61/201%R(Jjii) the attractive visa

policy from Japan governmett attract foreign workers sinc2019, which allowed lowelevel skill labors

from overseas, not just higskill experts, to have chance to work letegm in Japaf'.

As the result, supplggencies ofechnical intern traineegrom Vietnam ha&e also developed in recent
years, leading to a more comprehensive supply system with experienced stakehaidéietniam, there

are 489 intermediary organizationsto supply Vietnamese candidate$or technical intern training

programsto Japan. Among whichgarly 73% are based in Hanoi (355 organizations), fetidy HCMC

with 69 sending organizations.

There has been a remarkable increase in the number of Viethamese technical intern trainees working in
construction, food manufacturing and machinery.

Figure 155. Number of Vietnam technical intern trainee plans accredited by sector

S 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

SourceQOrganization for Technical Intern Training

The number of ViethamesdTs increased significantly®btimes across sectors from 202019. Textile
showed the most modest increase of 5 times, while the highest is in construction with 9 times increase.
Howeve, contribution proportion of the sectors only adjusts slightly over the years, in which construction

211Since April 2019, Japan has promulgated a new entry law. The law introduces a new type of visa for foreign workersofisayews

foreign workers with certain skilte work in specific fields in Japan including 14 industries such as gerontological nursing, materials processing,
machinery manufacturing and agriculture. The first categoryyieds visa granted to foreign workers working in 14 designated sectors. dflost

the foreign workers in this type will have to complete a technical internship program in Japan. The second one is &killeghlorkers, which

are given to worker who are skilled and have degrees and have lots of experience in construction widégptvhich are two industries in

Japan currently in need of foreign workers. Workers will be granted atemgyvisa and can bring their families along. This policy change helps
Japan attract more workers because previously only highly skilled profieésvorkers were allowed to immigrate and work
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became the sector with mostTs, 24.2% in 201%he reason for this increase is to meet the need to build
infrastructure in preparation for th&okyo Olympics and Paralympics in 2020.

b. Situation of Viethamese technical trainees when retimg to Vietham

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 generaligve opportunities towork at Japan FDI

companies, Vietnardapan joint ventures, Japan representative offices and labor export companies.
However,comparedto other countries in the region, the ratef Vietnamese trainees returning home

gK2aS allddza Aa ag2NJAy3IE A& GKS t26Sadx 2yte Hcd
have a very high rate which is more than 50% for each country.

The data also shows that a big prafon 2 T +ASGyl YSasS GSOKyAOlf AyidSNYy
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 [2&:&f%6

than that of Indonesia, and not too high if compdi® other countries. The challenges of RTTs that are
looking for jobs in Vietham will be discussed in later of this part.

Figurel56d ¢ SOKY A OF Ay (i §uagon aftéveturyfidy $ozhéme doainty in 20D (%)

*
18.1 18.9 29.2 251 Others
6.1 7.0 4o 48.0
15.9 14.8 47
12.9 34.8

26 Do nothing

22.7 Finding Job
59.9 59.3 535

38.9
26.7 Working

China Thai Philippines Indonesia Vietnam

*: Others include Continue Technical Trainee program; Going on to higher education; Go back to Japan; No answer

SourceQOrganization for Technical Intern Training

Furthermore, comparingvith other countries the proportion of Viethamese returne@chnicaltrainees

who do the same job/type of work as they did in Japan is loMamy utilize their Japanese skills and
trainee experience in jobs such as sales, labor export consulting, language teactopgn 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.
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Figurel570 ¢ SOKYy A Ol tf AYGSNYy GNIAySSaQ 2206 O2ydSyd |

12164 7.0 8.5 8.8 11.2 No answer

15.3

22.7 23.8 Not the same job/type
37.8 of job as intern in
Japan

86.0

7.

6 68.8 67.3

Same job/typeof job as

51.1 . ;
intern in Japan

Thailand China Phillipines Vietnam Indonesia
SourceQOrganization for Technical Intern Training
AtpresentWt LI yS&aS O2YLI yASa Ay +#ASliylY IINB ¢Sttt gl NB

Among 39Q)Japanese enterprisggsponded to tlis survey less than half are recruiting RTTs.

Figurel58d / 2 YLI yASaQ we¢¢ NBONHAGYSYUd OHAHI

100%=390 206 52 101 28 responses
Don'tknow about RTT 13 9 12 12
36
33
No 39 35
53
4
Don't know if have 5 13 43
6
54
Yes 43 40
29 21
Total Manufacturing IT Service Cons& RE

Note: The number of agricultural companies in this survey is 3, not big enoughrammbised 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 Viethamese RTTs come to Japan for a job in machinery or
manufacturing field. Some Japanes®nufacturers 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 orthe-job trainings.

The 29 and 39 are Japanese IT and Service sedio which 40% and 29% respectively, have recruited

RTTs. According to some Japanese IT companies, they recruit RTTs who have high Japanese capability for
220a UGKIFG dziaAtAT S GKS GNIXAyYySSaQ WHLIySasS of | y3dz 3
AYUGSNIINBGSNKkO2YYdzyAOFG2N) 6S0G6SSy +ASidiylYSasS O2YLJ}
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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 engineertel§ter 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 &fteyedcompaniesdo not know or do not have
RTTs working in their organizations. This may indicatathkef informationchannels regardingeturned
traineein Vietnam to approach potential employers

In the next 5 years, demand seems to increase but only slightly

One third ofsurveyedlapanese enterprises shows definite demand of recruiting RTTs in the next 5 years,

in which 5%esponded ast R2 & YNBWRA{ & YR Hy:: & Rtarge/pBoforiénddf 43% ¢ S @S NI
has neutral demand. Most demand derive from companies that already redruRTTs in their
organization.

Figurel59. Japanese enterprises' demand for recruiting RTTs in next 5 y@&21)

100%=341 168 152 responses
Don’t strongly need 2
2 E 16
Don'tneed 16
a7 15
Meutral a3
45
45
Do need 28
| 11
Do strongly need 3 ] z
Total RTT-hiring ATT-Know but

not hiring

About 10% of companies that have RTTs in their organization will not have demand to recruit RTTs in next
58SFNE® aSlIygKAT{ST Y2NB GKIFy wmm: 2F (K2aS GKFG | NE
RTTsAmong enterprises that are recruiting RTTs, sisiakh ones have slightly higher demand than

medium and largesize companies. This could be becatlsgy are smaller in size and desire employees

with multi-skills, language and work skills that a RTT can offer.

tK2aS Ay GKS /SyidNrf aK2¢g KAIKSEAG RSYFIYR 2F NBONM
Da Nang are rare. RTT's Japanese alsligjightly better than that of domestic personnel for the same
Ll2aAGA2yTé SELXFAYSR o0& | 3AFNYSyd GNIRAy3I O2YLI ye
reason to recruit the RTTSs for interpretation and order tracking position.

Among enteprises 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 re@URifr's 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 Ig higpreciatedWith 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.

Gwe¢ca KF@S 3I22R I y3dzZ 3S axy8f &y &b a LITNBriheracangdi £ 8 8 LIS (
dawee¢a OFy O2YYdzyAOIGS Ay WFHLIySasS RANBOGtEE A 0GK Wk LI

NBfFGSR 62Nl X RAFTFSNBYG FTNRY 20 KRBpel niagufadtuierSawhém o K2 R

company
Figure160. Demand for recruiting RTTs in next 5 years (2021)
100%=
168 289 15 64 52 32 84 111 29 [ 21  responses
Don‘tstronglyneed —2— —2— I [ 65 —2— 3 1 g
Don‘tneed | 8 | 12 20 j— i [ 13 8 9 10 5
33| ' 50
39 33
Neutral | 37 28 34 40 37 18
2E 17
50
44 52
Do need e 40 41 45 g 58
33
Do strongly need | 8 7 [7 9 10 6 [T 10 3
Total Morth Centr South Small Medi Large Manufa Service Cons& IT
al um cturing RE

Company size

Region Industry

* sample size is small, thus datais forreference only

Familiarity with Japanese working style and culture also helps gain points for returned trainees. Previous
work experience in factories in Japan enable RTTdaptaguickly and showcase capability to report in
the Japanese way, and satisfy employers with their time discipline.

dGwee¢a FFNB FlLEYAEAFIN 6AGK GKS 62Ny Ay3a Odz GdzZNB 2F  WI LI
Odza (i 2 YI'§ Ré&natompany

Gwee SyYLIX28S88a IINB dzaSR (2 GKS WFHLIySasS 62Nl Ay3a adGet
NHz S& Ay aiARS | -Anmbnidtivg, Saittern Compabyt y & = €

The third place of top 3 advantages is practical working experience in.Jagpanese 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 knowledgebout working processes learned in Japan of the trainees.
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Figurel6l Advantages of using RTTs in Japanese enterpi(ia@21)

Unit: % Industry
Total Manufacturing Service Cons & RE IT
N=168 111 29 6 21
Can communicate in Japanese effecti 71 72 62 83 71
Quickly adapt to Japanese working s 68 68 59 100 71
More practical working skil 49 52 34 50 48
Potential to develop to manager ley 26 26 14 50 33
Reasonable salary packe | 12 7 14 17 33
No advantag | 3 1 14 0 0
Other |1 1 3 0 0

c. Key challenges and remaining issues of RTT

Frommasssurveyresult with 341 Japanesenterprises, and itlepth conversation with more than 40
recruiters, two major barriers that hinder Japanese companfesm recruiting RTT$ NB NJWA Yy SS & Q
irrelevant work experiend@and their expectation ofhigh salary and positiddLack of informationon
recruitment sourcesand channels to recruit returned trainees also one prominent issue.

Irrelevant work experience is one of the main basrier

Figurel62 Barriers, difficulties or issues in using RTTs in Japaeeserprises (2021)

Unit: % Industry
Total Service IT Manufacturing Cons & RE
N=341 89 46 187 18
Experience is not releva 45 53 52 40 28
Require higher salary and posit 42 36 37 47 33
Limited source/channel to recn 23 21 26 21 44
Not willing to appl’ 14 15 22 11 22
Quiality is not competitive enou 14 11 20 14 6
No problen 5 4 4 6 0
Other 4 1 4 5

11

hy GKS 2yS KIFEIYRZ we¢eaQ SELSNASYOS Ay WFHLIY YIFAYyf &
work in construction, machinery, agriculture fields, etc. When returning to Viet Nam, some RTTs expect
to work in less manual work drhigh salary, in industries such as service and IT. However, aside from
Japanese language skills, their past work experience does not add much value.
aweeca 62N] Ay RAFFSNBY(I AYyRdzZAGNASE 20 KSNJI (ndrhege L¢3 &2
LIS NE 2 yHR HépfTE Northerncompany
Gweeca R2 y20 KIOS al1Affta dzaSR Ay aSNBAOS AYyRdzAGNE oF
S (i OHREDeptService, Southern company
258
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From some sharing of enterprisdfge trainees gually only have highchooldegree or just secondary
school degree in some cases, so their computer isilinited. Therefore, the trainees could be soon
rejected at hiring stage, give up after certain working period, or they have to study additidisilte
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
enterpriséd SELIX I AYSR (KIFd GKS GNFXrAySSaQ adz2LS 2F 62N
they only experienced a specific machine which may not be used in Viet Nam. This makesviRighe
advantagethan othercandidates

Mismatching ofxpectation about salary and position

47%, nearly half of manufacturing companies considerahisajor barrier. Returning from Japan where
average monthly income of technical intern trainees is around 1¢a)600 USD, about4 times higher
than averge 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 aiya
Gweeca R2 y2i KFE@S YIylr3asSySyld lFoAiatAade oSOl duetdl GKS& K
manufacturing Southerncompany

Thus,RTTsre only treated as the elementary workers with saldoyver than their expectationThis
results in thér 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 Vietham

Limited source/channel is emphasized by 23%, nearly one fourth of Japanese recruiters, and by 449%,
nearly half of cogruction and real estate companies. This commis not a rare case. In interviews with
Japanese enterprises, it is revealed that Japanese companies do not know anymeatsources of

RTTs, but mostly hire them by chance orthese RTTs apply same as other regular workers and
employees, or as begnintroduced by head quarter/partner companies.

GL 6l yd (G2 KANB Y2NB we¢eca O0AYy I RRAGAZY G2 GKS OdzNNB
AYF2NXYI GA 2y Mandfatzing, SokitBexémpany

Theworking capabilities afeturn traineesha@ Sy Qi 06 SSy FaisyRmphye dz3 K § 2

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, evedapanese managers, use English and Viethamese, not Japanese at work. For positions that
NEBIljdzA N WF LI ySasSs GKS (GNXrAySSaQ €l y3dz3S airtta:z
level only require JLPT N5, N4, but for Japanese languagecki usable at work, even internally, many
Japanese employers would require N3, N2 level.
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According to dabor supplycompanythat has had direct conversation with thousands of RTTs, many
intern traineessaid that theyface difficulties to find a job in Viet Nam due to lack of soft sKilierefore,

this companyis developing aronline learning program that RTTs can study whiteking in Japan
includes modules teaching office computer skills, Japanese business skills, teaching and evaluating
management skills in the future. Thiksoindicates that the RTTs themselves are aware of the quality gap

to the position and salary theyesire when returning to work in Viet Nam.

Mismatch of skills qualifications

There isa mismatch ofkills recognitiorfor the returnedtechnicaltraineeswhen they enterVietnam
system The certificates of traineeship completionfollowing Japanese system of Gin&lentei arenot
equivalent toevaluationof skill standardn Viet Nam thus the RTTs are considered as skilled workforce
but lack of vocational certificateBurther will be discussed in Chap&

c. Externalsupporting factors & policy

AlthoughTITprogram has a long historihe authoritiesin Vietnamare still sorting out solutiogiand are
on the way to creatsupportingpolidesto helpreturned trainees tdetter integrateto the labor market.

In terms of management systenmformation of returned workers from Japanese market is recorded and
managed by the Department of Overseas Labour (DObAB)OLISACircular20/2021/TF. [ 7 ¢ . - |
regulates he mainprinciple ofdatabaseand informationsystemabout Viethamese workers working
abroad under contractsthe data isoperatedand managedoy MOLISA through thé_ocal Government
Service Platfordh (LGSR having some integration between ministry level and local authority level. But
there is no article specify data of those workers when return to Vietham.

Recently,according to DOLABQis agencyis cooperating with JICA to conduct a project supporting to
connect job information fotechnical intern traineesvho worked abroad under contracihe projectwill
providethe returned workersthe access to vacant jobs and recruitment information fromesptises.
However, itmainly focuses on the matching between job seekers and recruitment agencies (labor
dispatching service enterprises with the information of overseas job) irdeparture phaseThere has

not been any clear support frogovernment forthe group ofRTTsvhen returning to Vietnam.

In conclusion, every year, thousands of techniicakrn trainees return to Viet Nam from Japan,
potentially contribute as prospectivakilledworkforceto Viet Nam. However, there are still many barriers,
chalenges to integratdRTTs to the overalorkforce, requiring JICA and related organizations to design
effective and relevant support activities
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5.2.3 Situation of Japanese Lgnage 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 langsadpgects for students from Grade 3 to Grade

12, together with English, Russian, French and Chifiése

Compared to other countries, Vietham has been growing consistently in terms of Japanese learners,
teachers and training institutiong&Especially duringhe period 20152018, Vietnam is the country with
highest increased rate in the world across all three categories: number of leateachers and training
institutions. This wasresulted from he strengthenedrelationship betweenthe two countries since
forming "an extensive strategic partnership for peace and prosperity in Asi20i. Additionally,
technical internship has beconse growing trend since 2014, attracting many Viethamese to go labor
exporting to JapalfAs discussed in Pd&t2.2 about technical returned trainees).

1 Regarding learners

Throughout the periodrom 2006 to 2018the number of Japanese language learners in Vietham had
increased by 5.8 timedgrom 30,000 learners in 2006 to more than 174,000 learners in.2Dd&paed

with other countries, in 2018/ietham ranked 6th in the world in terms of number of Japanese learners
andranked 3rd among Southeast Asia countries (after Indonesia and Thailand)

Figurel63. Japanese learners lpountries other than Japan (20062018)

100%= 298 3.65 399 3.65 3.85 million people
77 20 20 22 21 Other
: £
1:!2 g 7 g E Vietnam
10 11 Thailand
26 21 Australia
15 14
31 Korea
22
20 20 18 Indonesia
9
26 26 26
g 2 China
2008 2009 2012 2015 2018

Source: Japan Foundatidh

Among the number of learneiig 2018 approximately 31,200 are university students, 26,200 are high
school and secondaschool students, 2,000 are primary school students, and 115,000 are from language

212Circular 19/2021/T'BGDDT https://moet.gov.vn/tintuc/Pages/tintong-hop.aspx?ltemID=7461

Foreign language 1 iscampulsory 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.

213https://www.jpf.go.jp/e/project/japanese/survey/result/index.html
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training centers® The greatestate of increase was seen in nacademidnstitutions (language training
centers) whichaccounts for approximately twihirds of the numbe of learners in VietnanThis might
beduetoLJS 2 LX SQa t8findjsbiniJaparofoyio to Japan ithe form of technical internship,
or to gain employment at Japanese companies in Vietnam.

Figurel64. Number of Japanese language learners in Vietnam (22068)

(Unit: people)

174,521
146,762 64,863
29,082 | 44,272| | ' | ’—‘
2006 2009 2012 2015 2018

Source: Japan Foundatidh

1 Regarding teachers

Throughout the period 2008018, the number of Japanese languagachersin Vietnam had increased
by 6.7 timesIn 2018, among the tepanked countries for number of teachers, Vietham, with about 7,000
teachers, has risen t8rd place in the world and rdeed 1stamong Southeast Asia countries.

Figure165. Japanese teachers by countries other than Japan (20R@&18¥6

100% = 44,321 45 803 63,805 64,108 77,323 people
Other
33 ap 24 26 7
7 JSA
7 7 B E E Taiwan
& g I 7 8 Indonesia
] 8 4 9 Vietnam
3
28 23
17 13 0 Korea
29 2 26 29 26
China
2006 2009 2012 2015 2018

Source: Japan Foundation

214The number of learners attending languagaiting 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
215https://www.jpf.go.jp/j/project/japanese/survey/resuldl/survey2018/Report all e.pdf

216In many cases, the teachers work concurrently in multiple institutions (for example, teaclyerseral educationhigher education can also
teach at other private institutions, etc.), so there is a tendency for the nurobteachers to appear as numbers larger than the actual
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Especially in three years from 2015 to 2018, the number of Japanese lantgsadeersin Vietnam
increased by almost 4 times. These statistics have demonstrated the effort of Viethamese education to
meet the growing demand in Japanese learning.

Figurel66. Number of Japanese language teachers in Vietna®0g2018)
(Unit: people)

7,030
1,565 1,52 1,795
1,037 ‘ ‘ | 528 | ’—‘
2006 2009 2012 2015 2018

Source: Japan Foundation
1 Regarding training institutions

In 2018, Vietnam wittabout 800Japanese institutions ranked the 7th country in the world, and 2nd
among Southeast Asia countrjemly after Indonesia

Figurel67. Japanese training institutions by countries other than Japan (202618)

100% = 13,639 14,825 16,046 16,179 18,661  institutions
a1 78 27 30 a3 Other
i 4
; E g 2 H Vietnam
B g ] Taiwan
12 " " 10 10 LS
11 13 13 Australia
g 13 15 China
15 15
Indonesia

26 26

24 18 16

2006 2002 2012 2015 2018

Source: Japan Foundation

The number of Japanese training institutiond/ietnamhad risenstrongly from overl00 institutionsin
2006 to abouB00 ingitutions in 2018. Théargest increase was seen during the per2@d52018, where
the number grewby 3.7 timesThe increasing trend in training institutions aligns with the upward trend
of number of learners, and aims to serve the goal of training labaneet theincreasingdemand of
Japanese enterprises.
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Figurel68 Number of Japanese language training institutions in Vietham (2208.8)

(Unit: institutions)

818

176 180 219

110

2006 2009 2012 2015 2018

Source: Japan Foundation
b. Types of Japanese languatraining institutions

Japanese language training institutions in Vietnam could be classified assghjoinl training within
educational system of Vietham (primary, secondary and higher education), and (2) private language
training centers(non-academicnstitutions).

Accordingo Japan Foundation report 2018, ait818 Japanese language training institutions in Vietham,
there are 20 institutions in primary education, 104 in secondary education, 85 in higher education and
617 in noracademic institutionsg”.

Recently, he bureaus of education and training are actively promoting Japdaesgiage educatiofor

in-school trainingactivities RegardindgdE sector, since 2007, Japanese was included as one of the foreign
languages for high school graduation exam and university entrance &RaRegarding TVET sector,

studying Japanese major at a college is becoming more fatioagdn universitydue to its time and cost

saving factorSpecificallyobtaining a vocational college degree will only take 3 years, one year less than
FOljdZANARY3I | o6 OKSf 2ND&a RSANBS® Ly RRAGAZ2Y S &adGdzRS
additional vocational sks such as nursing, ITnechanical thus meeting the demand of Japanese
companies.

217Cat Primary education: refers to institutions equivalent to elementary schools

- Secondary education: includes middle schools (lower secondary) and high schools (upper secondary)

- Higher educabn: 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, langtsegeranby
higher educational institutions for the general public, etc.

218 https://clef.vn/vi/goc-giac-duc/giacductieng-nhat-o-bacpho-thongtai-viet-namnhungdaumocquantrong-duocnhin-lai-qua-diendan
giacvientieng-nhat-pho-thongviet-namlanthu-nhatjltf-2021.html
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Figurel69. List of some HEs with Japanese degree program

No University Type Location

1 Hanoi University Public Hanoi

> Un?vers?ty ofLanguages and International Studies, Vietham Natior] Public Hanoi
University

3 Vietnam Japan UnivergitVietnam National University Public Hanoi

4 Phuong Dong University Private Hanoi

5 Thang Long University Private Hanoi

6 School ointernational 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 ?gcrﬁ]lzjlol\él;nh City University of Foreign Languages and Inform Private HCMC

13 Bg:xgi:g ir]of|_|CS|\?ciaI Sciences and Humanities, Vietnam Natf 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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Figurel70. List of some TVETIs with Japanese degremram

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 ahechnology College Public Hanoi

5 Hanoi College of Industry and Trade Private Hanoi

6 Hanoi International CollegeVietnam Private Hanoi

7 Hanoi Vocational College of High Technology Public Hanoi

8 Viet NhatCollege of Language and Technology Private Bac Ninh
9 American Polytechnic College Private HCMC
10 Ho Chi Minh City Institute &pplied Science and Technology Private HCMC
11 Dai Viet Sai Gon College Private HCMC
12 Thu Duc College dfechnology Public HCMC
13 Bach Khoa Saigon College Private HCMC
14 Sai Gon Intern@nal College Private HCMC
15 Van Lang Saigon College Private HCMC
16 Dong Nai Collegef High Technology Private Dong Nai
17 Ba RiavungTau Teacher Training College Public Ba Riavung Tau
18 Dai Viet Da Nang College Private Da Nang
19 Central Medical Technology College Public Da Nang

Source: Researdh S | ¥yfithiesis (there is no official source listing the number of universities offering Japanese
language degree program

l'a F2NJ [ Fy3dz- 38 NI AY A ynibst popuapBpeded tramifigzaursdaBiéng NRS R
language training centers fer Japanese Language Proficiency Test (JLPT) prepaltishcourses are

taught in basic and intermediate levels (equivalent to N3, N4, N5 levels) as the demand is higher compared

to advanced course8esides, thdraining centers also offeother training courses such d&ementary

Japanese Communication courses and Japanese translation/ interpretation training courses. On the one
hand, the teaching centers attract freely registered students. On the other lihag,also get Japanese

teaching orders from enterprises and schools.

e

¢ KNRPdzZAK (GKS KSFNAYy3I FNBY WIHLIyYySasS fFy3dza 3S G§SI OK
centers receive Japanese language teaching order from Japanese enterprises, thepgatihdesachers
toteachond A0S G GKS O2YLI yez 2NJ O2YLI yASaQ SyLx 2&S8S:
centersLyY GSNX& 2F AYyRdzAINER adSO02NREI Al0Qa &aKIFNBR GKI i
highest training demand for theitaffs 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

261



The Data Collection Survey and Situation Analysisdustrial HR Development in Vietham (2p2

outsourcing service. Therefore, there is a high demand for companies in those 2 sectorsp@edui
AYLINREGS GKSAN)I SyYLX 2e8SSa FyR 2Nl SNBQ WIHLIySasS ¢t
Japanese working mindset and culture are also introduced. The training purposes are varied, depending

on specific needs of the company, suchi@prepare employeedor work relocation in head quarter in

Japan or toimprove Japanese communication at wéok employees.

In case of cooperation with schools, tlenguage trainingenters also haveeveral approaches. For
example, Duy Tan University's Forelganguage 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, Universitynofmiesd-inance)

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 theute 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, accordinginngr 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 enters are expected to grow slowly at1®% after Covid9 ends, but it would need to take
longer for number of learners to grow back to the previous rate in Z2AE?°,

Becausef the Covid pandemic, language training centers have to transform thethteg method from

offline to online teaching. This has found to be a convenient method for people withinfigll job,

significantly reducing commuting time. However, some training centers still thinkrtitdass teaching is

a more preferred method, asntine teaching is not as effectivkeie to some reasons suchsor Internet
O2yySOGA2YS>S alGdzRSY(Qa f linClassed. it isTpeedictzd that Hybrid frainiggf A y
(combining both online and offline training methods) will be utilizedenoften to leverage the benefits

of both training methods.

Regarding the training content, Kaiwa courses (basic communication cofamsadlltsis on the rise and

will become increasingly popular, evémoughthe number of classes may not be as sigaificas JLPT
training coursesA good example of the language center that is skethwn for thisKaiwatrainingcourses

is Kohi Vietnam and Riki Online Japanese certérBeside online and offline training classthey both

offer pocketsizedtraining courses (through apps, online videos) that can support people wittinfig!

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.

219Taken from short telephone interviews with Japanese language centers in Ha Noi and Ho Chi Minh city
220https://kohi.vn/intro/courses; https://riki.edu.vn/online/nhormkhoahoc/khoahockaiwa
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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 languagecampulsory 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 trainift

The demand for learning Japanese in Vietnam has grown rapidly, and along with that, the
purpose/motivation for learning Japanese is also quite diverse. Therefpaget from increase in quantity,

it is even more imprtant 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
teachersin Vietnamis still limited, leading to a shortage of high thawy quality human resources. The
majority of current Japanese language teaching human resources became teachersduaitdytheir
Japanese language ability, but lack of teaching. Jkiktrefore, inorder to promote Japanese language
training in Vietnamin 2019 the Japan Foundation hapened a training class to provide basic knowledge

on teaching method$or Japanese teachers with less than 3 years of experienttoee who intend to
become Japanese teacherd In addition, there has been effort iavite expat teachers from Japan
cometo Vietnam. In particular, the Japan Foundation has launched a programme to send about 3,000
Japanese teachers to Soetist Asia countriesfrom 20142020223,

Due to recent Covid9 pandemic, the Japanese governmdras temporarily prohibitedall foreign
trainees and workers from enteringapan The government still allows +#ntry for those who are
returning workers, but te number isvery limited Thishasbeen atemporary barrier for Viethamese
labors togoto Japancreated thedelayof entry timeandworkers have to continue waiting. Despite the
temporary suspension of entrigbor supply companids Viethamarehavingsome measures to maintain

the demandfor massrecruitment of Viethamese workersvho wil be ready to come to Japavhen the
Japanese government allovi@reign entry again??%, Workersare encouraged to utilize the waiting time

to improve their language skill, working capabilities to be able to meet all job requirements from the
employes assoon as they are allowed to enter Japan.

221 https://clef.vn/vi/goc-giac-duc/giacductieng-nhat-o-bacpho-thongtai-viet-nam-nhungdauvmoc-quantrong-duocnhin-lai-qua-dien-dan
giaovientieng-nhat-pho-thongviet-nam-lanthu-nhatjltf-2021.html

222 https://toguoc.vn/trung-tam-giacluu-vanhoanhat-bantai-viet-nammo-lop-hoc-danh-cho-cacgiacvientieng-nhat-
20190417145259912.htm

223https://en.vietnamplus.vn/nearly90000peoplelearnjapanesein-vietham/133706.vnp

224 https://thanhnien.vn/hut-hangkhi-xuatkhaulao-dongsangnhat-banvuamo-da-dongpost1407313.html
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the next longterm period, it is necessary to screen through broad opportunities from (6.1.1) recognizing
priorities to developHETVETo meet the demand for HRD development of Vietham; (6.1.2) defining
w5  Ecavheih& ¥and havdIN® o U
define priorities by industries; and (6.1.4) reviewing HRD demand characteristicgen paovinces.

l.j

angles. Thus, recommendations for JICA on key actions (6.2) are made based on evaluating these priority
analysis in parallel. The analysipeagach will be discussed more clearly at each part.

6.1 Broad directions forJaparf2 éooperation inhuman resource development fovietnam

6.1.1 Mapping ofmajor HRD priorities antHETVETdevelopment challenge$or 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 ated to map the most important issues for human

resource development in Vietham.

This framework also presents broad opportunities for JICA to expand the support to the widely perceived
priorities of HRD in Vietnanas well as maps the main developmentittes inHE¢ + 9 ¢ a8 aGSY T2 NJ

cooperation support in the future.

Figurel71l Mapping of IHRD priorities issués HETVET main development issués support
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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-¥@ar period. From various plan and policy documerits, t
research team consolidate and present the key interconnected aspects ofesmmomic development

goals that related to HRD in Vietnam, including:

9 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
socioeconomic development strategies of the country;

f Sustainable industrializatioomeans fostering Vietnar@ & R S @ S fogatdly’ & yhddern
industrialized country need to go tether with attaining sustainable development gqgals

f  Enhancing national innovation capacity to augmi@r S O 2cdmpétitkEn@sin globalization
contextandto generatestrongdynamicsand resourcesor sustainable growth

91 Increasing labomproductivity & laborcompetitiveness as key driven forhuman resource
development strategy foachieving overall socieconomic development goals;

1 Fosteringdigital transformation as a key infrastructure in all sector developnierthe future
decades bindustry 4.0, including HRD at both demand and supply side;

1 Greengrowth & sustainability Green growthis an important content of sustainable development
to ensure effective and sustainable economic development and contribute to the implementation
of the nationalstrategy on climate changd&sreen and sustainability development has become an
indispensable aspect in all development goals;

1 Quality, equitable, inclusive education & Hfing learning is onkey aspect of global sustainable
development goa on quality education, which ensure the strong ground for the future labor
forcedevelopment, especially in future pressure of fast aging population;

1 Inclusive employment, decent work for all is ookglobal sustainable development goal that
directly relded to HRD;

The above goals should be considered as a basis to understand and evaluate the cooperation values of
WE LI yQa RS@St2LIVSyd FaaradlyOS Ay 1ws (2 ASdylYQ
Human Resource Development priorities

Understanding key aspects the socioegnric development goals as well as recognizing key development
challenges, nine areas of priority fdRDin Vietnam could be determined as follow:

(@ Enhance supply of higluality humanresources

(i) Supply skilled HR for emerging jobs towards futcenomyandgreen developmentrends;
(iii) Improve education quality towardaternational standard,;

(iv) Enhance skillsatch between supply and demand,;

(V) Costeffective & quality relevance for learners
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(vi) Increase qualityand scale ofskilled laborforce align with market demand and demand for
industrialization

(vii)  Retrain for adults & support for Lifong 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 preijnam,
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 ohuman 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 ChaptenliZring with key findings of

ch- LJAGSNJ o Fo62dzi SYyGiSNILINR&ESEQ RSYFYR FyR &al1Aff 3l Lk

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 inNTHE/TVE
should be approached at system level or at institutional level, in order to dasigjatance projects and

select partners.

Firstly, there are common development themes of both HE and TVET system, includingnaing
effectiveness of State managemenrdstructuring institutions networkdigital transformationin learning,
teaching and management of the system.

P Ty ey r— Lacking of blistic qualification frameworkHE autmomy

HE TVET are key priorities need efforts at sgsh level of HE, while
_ other important issuesnicluding developing high qualit
Enhance effectiveness of State management A . i i
& Restructuring HE/TVET institutions network academic workforce Internationalization & program:
E Digital Transformation development innovating curriculum & pedagogy R&D,
§ Develop high Enhance access & scale Technology transfer andE Industry collaborations woulc
ES quality HR towards of enroliments ) j . .
2 sustainable dev & Strategic TVET be consider more at institutiofevel efforts.
= innovation occupations align with
Holistic qualification industries’ development X .
framework High-quality TVETIs The TVET system management is more centralized,
Foster HE autonomy NOSS development, we can recognize more systelevel challenges, includin
| ional dard .
Dovelap high aualty N penchmaring enhancing access & scale of studenroliments tomeet
2cademicworkioree L nfrastructure upgrade with the demand scale of trained workfoes, assiging
o aew || Holistc engagement of strategic TVET occupationg@nd thus investment fol
TVET - employers , e = ~
Innovate Curriculum Enh institutional TVETIS) to I f }\ 3 y. 7] }\ u K }\ y. R dza
& Pedagoey OA System & practice restructuring and development of igh-quality TVET]s
rator & [P Gty b o national quality framework or national occupation ski
collaborations e — standards (NOSS).
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Insufficierce ofinfrastructure and equipment is one important challenge for public TVETIs cases, which is
more at systerdevel decision, while it could be institutiahlevelissue for norpublic TVETIddolistic
engagement of TVET witimterprises, aharcing institutionalquality assuranceystem & practiceind

raising capacity for TVET teachers and management staff should be considered more as challenges at TVET

institution level.

6.1.2L 1 w5

[ €1 aaAFAOLIGAZY

YR RSTAYS WL/! Q&

NEES Ay

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 edutalstem 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 developmemwtr up-skilling the laborforce is also another common
understanding perspective of HRD assistance.

As there is n@eommon 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 Vidinaghifis not

necessary to trglarifying meaning daerminologies itis im@2 NIi I y {

I LILINE | OK LI wb

2y
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avoid ambiguous understanding in designing programs or in collaborating with Vietnam counterparts.

From discussins with JICA and reviéng2 @S NJ f €
02

with the effort todefineWL & ! @I &

LI &

Of raaArve

WL/ ! Qa
3 NP dzLJa

CoNSl@ateD (0 & =
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explainhow it matches with (i) human resourcedevelopment prioritiesin Vietnamand (i) common
classification of HRD system, including HE, TVEhataborers in the market

Figurel72 L | w5

JICA's approach K
on IHRD
classification

Classification of industrial HR

Target Beneficiaries for HRD support

High quality Human resources
High level Experts
- Managerial HR

Practical Engineers
- High-skilled technical staff

Skilled Laborers
- Trained/ skilled laborers for
industries development

Simple laborers
- Low-skilled/ Unskilled
laborers, unofficial labors

Of I &

AATAOLGAZY

Related HRD mission
JICA’s Impact on HRD system

Enhance supply of high quality experts
and managerial HR, strengthen
innovation capacity for sustainable
socio-economic development

Enhance supply of high quality technical
human resource for industrialization,
reaching international standards

Supply skilled labor force with better
skill-match; Enhance cost-effective and
quality relevance for learners & society

Increase quantity of skilled labor force

to meet with structural market demand;

The need for up-skill the labor force

FYR WL/ ! Q&

JICA’s focus effort
Focus of Support Activities

1
1
v" Focus in HE sector & existing :
managerial workforce 1
v Effort to advance capacity of HEIs, :
Enterprises, Public agencies :

¥ Focus in TVET system

v Effort to implement success
training model for high-quality
vocational college graduates
(practical engineers)

¥ Focus in TVET system

v Effort for strengthen training
capacity & quality assurance at
College/ VTS level

¥" Include support for RTT in VN

Not focus of HRD support

can consider in other social security &
assistance programs for the socially
vulnerable communities

SourceResearch team developed from discussions with JICA & related documents
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The Data Collection Survey and Situation Analysisdustrial HR Development in Vietham (2p2

Therefore, this framework (figure 26 | f &2 SELX FAy& WL/ ! Q&a &GN} GS3A0
development priorities of Vietnam in the future decade.

Aarl xr3k jdzt £t Ade KdzYly NB&az2dz2NOS¢ Aa 2yS INgodpld 2F {1
caninclude experts, highly edated professionals, or managerial HR who are leaders and raldiEto

highlevel managers at enterprises or public organizatign®& S Y A & & A 2 WighigRalitRifige® f 2 LI &
NB a 2 dadIdeSundersiod as the efforts tadevelop the HE system in Vietnaar to build capacity for

managerial or professional HiRoups in enterprises or public adnistration organizationsWL / ! Q& F 2 O dz
efforts for this target groups well matched with the HRD solutiongn SEDS 20212030, which is about

developng managerih human resource in order to advance human capital eimbvation capacity for

sustainable socieconomic development

adda N OGAOS 9YyAAYSSNREE Aa y20 | Ll2wadefdefiNdgiheSgrdps y 2 £ 2 3 &
of highskilled technical stafi NI Rdzl 4§ SR T NB Y WI .LTheyefork, this §roug y6 inGstlyt O 2 f f
equal to the group of vocational college level graduatehér A SGy 'Y SRdzOF A2y &d8&aGSY
transfer Japanesstyle technial 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
LINAZ2NRAGASE F2N 2ASdyFYd . SAARSANOHKSSWVIYALY STYNEH/ 41 | GIAf
perfectly the developing of highlguality TVET institutions, which is one of the priorities in TVET
development strategy period 20212030.

A skilled techniciaor skilled laborers is one target gro@p2 NJ WL / | Q Ahisgroupedually &46ei A 2 v

to the vocational trained labor force at VTS or VTC level in Vietnam labor system. Thatdfote! Qa STF2 N
to supportthis groupare equal to activities tstrengthen the TVET systeno build capacity & enhare

guality assurancat Collegeor VTS levelAgain, thisaligns withthe HRD objectivéo developtechnical
skilledlaborers andcontributing tothe increase irsupplyquantity of vocational trained laborergne of

the most important targets in SEDS of Vietham. Support for skilled laborers also metpute the skilt

gaps between supply and demand, which finally helprtbamcethe costeffective and quality relevance

for learners & society

The group ofreturned technical trainees (R3)Tshould be categorized as one special group of skilled

laborersandsupport for RT3should beconsidered to be undesupport actions fogroupA , though RTT
may nothave equal TVET qualifications in Vietnam.

Besides, itd important to note that the group of simple laborers or unskilled laborers is considered not a
GFNBSG 3aINRdAzZLI 2F WL/ ! @ dupportthisy§roup wobld BedizghizeNiider oef F 2 NI &
addzLJL2 NI LINPINI Y adzOK | a2 ANI2ZYVA I T2 RISOKAIAA 20k § A& A A dx
(JCAP 2017: A25P11).

CKS 02@S FNIXIYSg2N] 2F Llws /fFaaAFAOFGAZ2Y | yR WL
WL/ ! Q& &GN} GS3& F2NJ | w5 & dzLILI2asd helpsyfo diink BCATFdefori 2 6 A y 3
HRD system for Vietham, including: (1) develop high quality human resource, (2) to incregsalitye

supply of higkskilled technical human resource, and {3¢rease the scale and quality skilled labor

force with better skilmatch; Enhance cosffective and quality relevance for learners & sociéhch of

the effort well contributes to the human resource development strategy of Vietnam in the next decade.
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6.1.3Target industries fodICAR WRDsupport
a. Background

Throughthef 2y 3 KAAG2NE 2F WL/ ! Q& adzLIL2 NI Ay | w5 F2NJ £A
industrial manufacturing, especially mechanics/supporting industry. However, as HRD finally aims to aid

for industhA Sd&v@lopment we suggest aeview on value of HRD some potential industesfor JICA to
considerformingthe HRD support strategy towards more impactful supporthe future.

8 NBOGASgAYy3I RSEOSE2LIVSYyld GNByYyRa& UKthéapteAly, asfwatisy OS 2
WL/ ! Q& SELSNASYOS Ay | w5 06/ KI LandykfopthispartiiificBding c A y Rc
Supporting Industry/Mechanical; Healthcare; Information technology & digitalization; Civil Engineering;
Environment/ Green techwlogy; 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: LayMedium¢ High, rationale to evaluate is asllbw:

Criteria to evalate target industry Rationale to evalate

Review the relevance with JICA country assistance policy with Viet
most recent is the JCAP 2017

wst SO y0s 2 Evalqate if _providing humaresource support tq the industry _Woul‘
policy contribute directly to IHRQ program (KJZ—P_2)225or indirectly contribute
to other development objectives stated in the JCAP 20Ad there
should have consideration for support at officassistance level (give
that private sector actions only are not enough)

Evaluate the ability to create impact to Vietnam, whether supporting
2 Value contribution to Vietham | in the industry could benefit to the country, considering Vietn:
development challenges, currently and in the future.

) Evaluataf JICA had much experience or advantage in Vietmagardin
Relevance to JICA experience val u xpert v ge in Vielnagarding

3 . in HE or TVET sector, in labor market issues or extended HRD ag¢
Vietnam . . . o
here including potential to support for RTT groups in Vietham.
4 Potential to support Japanes Basicevaluating whether suporting HRD in the industry euld benefit

companies in Vietnam for current or future development of Japanese companies to Vietnan

In case supporting for the industry, whether JICA can have relat
5 Donor positioning unique value added compaddo other bilateral donors & avoidverlap
of scope with otherdono® | Ol A2y a®

225A1-02P2 means Focus Areag Dbjective 2; 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:

Figurel73 Evaluationofi F NHSG Ay RdzaGNRSaA F2NJ WL/ ! Q& LI

Mechanical/ Supporting industry:is recommended as high priorifgr JICAThe direction is to mintain
& expand impact of existing programs

V HighNBt S@FyO0S (2 WL/ ! Qa LR®RIPRO&X RANBOGfE O2Yy(iNRO

VIAIKES 6SySTAG F2NJ tASHyR VSAY RSP S A eodcghd OF 4 2 i (
supporting industry. Besides, the global value chain movement towards Vietham 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 sectoravimany past project, and in HE sector with \QJ@&ining 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 techniciaBesides, future business expansion of Japanese companies
to Vietham caused by the global value chain shifting will increaseadd for both high quality
HR and skilled laborers.
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