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Abstract 
The author has clearly presented the basic theory, characteristics, roles, functions, content as 

well as lessons learned of the research problem of human resource training as a basis for 

proposing solutions. solutions to improve the quality of human resource training. Criteria for 
evaluating the quality of human resource training or factors affecting human resource training 

also contribute to influencing the solutions offered later.

 
Keywords: theoretical basis, human resource training, quality management 

 

 

 

Introduction 
1.1.1. Human Resources 
Today, as the economy is increasingly developing, there are many definitions of "human resources": 

According to the United Nations, "Human resources are all the knowledge, skills, experience, capacity and creativity of people 

that are related to the development of each individual and the country." 

The World Bank believes that human resources are all human capital including physical strength, mental capacity, and 

professional skills... of each individual. Thus, here human resources are considered a source of capital alongside other types of 

physical capital: monetary capital, technology, and natural resources. 

From the perspective of economic development: human resource is a segment of the population within a specified age group 

capable of participating in labor. 

Human resources are expressed in two aspects: in terms of quantity, it is the total number of people of working age working 

according to state regulations and the labor time that can be mobilized from them; In terms of quality, it is the health and 

professional level, knowledge and skill level of workers. Labor source is the total number of people of working age who are 

working or actively looking for work. Labor resources are also understood in two aspects: quantity and quality. Thus, according 

to this concept, there are some that are counted as human resources but are not labor resources that is: people who do not have 

a job but are not actively looking for a job, that is, people who do not have a job. The need to find a job, people of working age 

but studying... 

According to Prof. Dr. Pham Minh Hac: "Human resources are the total labor potential of a country or a locality, that is, the 
labor force is prepared (at different levels) ready to participate in a job. Certain workers, that is, workers with skills (or abilities 

in general), by meeting the requirements of the labor structure transformation mechanism, the economic structure towards 

industrialization, modernization". 

According to Associate Professor, Dr. Nguyen Tiep, Human resources: Human resources, the most important and dynamic factor 

of socio-economic growth and development. Human resources can be determined for a country, territory, locality (province, 

city...) and it is different from other resources (finance, land, technology...) in that human resources with creative labor activities, 

impact on the natural world, transforming the natural world to make other resources useful. 
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From the above perspectives, human resources in an 

enterprise are considered capital expressed in quantity and 

quality, the entire human capital including physical strength, 

mental capacity, and professional skills within the prescribed 

age range. The ability to participate in labor contributes to 

helping businesses operate optimally. 

 

1.1.2. Human resource training 
Human resource training are activities that take place within 

a specified period of time for an enterprise. The purpose of 

this activity is to overcome missing skills and improve 
professional knowledge of personnel, so that they better 

understand their tasks. Training time can be short-term or 

long-term depending on many factors. 

 

 New training 
Is the practice of conducting training for completely new 

workers who do not yet have the knowledge, skills, and 

expertise in the position they hold. This situation often 

happens to personnel working in the wrong profession, and 

businesses are unable to recruit suitable personnel. In today's 

labor market, new training often occurs due to choosing the 

wrong major. 

 

 Retraining 
Retraining is implemented when the employee still does not 

clearly understand the skills and expertise or the employee 

feels unsuitable for the position he was previously assigned 

to. In addition, retraining is also carried out when businesses 
want to transfer workers from one position to a position with 

completely different expertise from the current one. 

 

 Additional training 
During the work process, managers will recognize 

shortcomings in the work of employees. From those 

shortcomings, businesses will conduct training to supplement 

knowledge and skills for the positions that workers are 

undertaking, thereby helping to improve the quality of work. 

 

 Advanced training 
In businesses, advanced training will help workers perform 

tasks more easily and bring high efficiency. Advanced 

training will usually be for middle and high-level 

management positions such as department heads, directors 

and some other positions. 

 
1. 2. Characteristics, functions and roles of human 

resource training 

 Characteristic 

 Labor power resides in the human body 
If you want employees to work with maximum productivity, 

the first thing businesses need to do is ensure their salary and 

working environment. 

As for wages, it should be paid periodically so that employees 

have enough budget to spend on daily living expenses and 

satisfy their needs. This periodic nature should be of a certain 

short duration so that employees can promptly pay expenses. 

It can be said that salary is a social category and must follow 

the rule that real wages are increasing to meet the needs of 

improving the quality of life of workers. 

Regarding the working environment, administrators and 

management levels in businesses need to be properly aware 

of the importance of creating a dynamic and creative 

environment. Only then will workers be able to satisfy their 

necessary needs during collective work and activities. 

 

 The qualifications of workers can change in many 
directions 

Another basic characteristic of human resources is that labor 

dynamics will change in different directions. It could be that 

the more you work, the more labor productivity will increase. 

Or conversely, the more you work, the lower your labor level 

becomes. Besides, the labor level may hardly change even 

after working for a long time. 

 

 Administrators' awareness of human resources is 
increasingly changing 

Not only will there be changes among workers, but managers' 

perceptions of human resources will also change over time. 
Specifically: 

 There are managers who consider human resources as 

invaluable talents. Therefore, they will treat their 

employees with respect, always finding ways to 

encourage employees to constantly strive to contribute 

and develop their talents at work. 

 There are managers who view human resources just like 

other resources. In this way, the business will still be able 

to survive, but it will certainly be difficult to improve 

business efficiency. 

 In addition, there are also managers who have a disdain 

for human resources. They will behave according to the 

principle of disrespecting people and only considering 

salary. 

 

 Human resources exist in a competitive market 
The labor market is where people with labor and businesses 

will meet and agree on how the company will use their labor. 

Therefore, competition will be mandatory, including 

competition to employ labor and competition to find jobs. 
Above all, in the current era of globalization, competition has 

been greatly expanded. Workers can move to different 

countries to look for work. Employers also have the right to 

hire workers from abroad. 

 

 Function 
The function of human resource training and development is 

to solve and overcome current problems and prepare for 

future changes through improving the quality of human 

resources and making the most of human resources. human 

resources to promote business efficiency. 

 

 Role 

 For Businesses 
Training and developing human resources is one of the 

important activities in an organization, with a great role and 

significance in the development of the business and its 

competition in the market. Creating and developing human 

resources helps businesses with the following: 

 Helps individuals improve their labor productivity and 
thereby improve the labor productivity of the entire 

enterprise, while also improving the work efficiency of 

workers. 

 Implementing training will help businesses minimize 
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occupational accidents, because after being trained, 

workers have a better understanding of machinery, so 

they can avoid incidents that occur in the workplace. 

their working process. 

 Improve the stability and dynamism of the organization, 

while reducing the supervision of business leaders 

because after returning from training, workers are more 

self-aware in performing their work. . 

 Training and developing human resources also has the 

effect of improving and maintaining the quality of 

human resources, creating conditions for applying new 
technical advances and management knowledge to 

businesses, and especially creating create competitive 

advantages for businesses. 

 

 For each individual employee 
How does training and human resource development affect 

them? 

 Firstly, training and developing human resources will 

help employees become more attached to the 

organization, 

 The second is to create adaptation between workers and 

the current job, meeting the need for workers to improve 

their knowledge, 

 Third, it helps workers gain new perspectives and new 

thinking at work, and this is also the basis for improving 

workers' creativity. 

 With all the above roles and meanings of training and 
human resource development, each business needs to 

pay more attention to human resource training and 

development. 

 

1.3. Content of human resource training 

 Identify training objects and training purposes 
When businesses want to train, they need to identify the target 

audience and training purpose to optimize costs and time for 

the business when supplementing the shortcomings of 

employees that the business needs to have quality human 

resources. 

 

 Forecasting human resource needs 
Businesses need to identify external and internal factors that 

affect the business's human resource needs. Accordingly, 

external factors include economics, socio-culture, law, 

population, customers, etc. And internal factors can include 
company policies, strategies, vision, culture, and 

shareholders. 

Enterprises can identify training needs through the 

EISENHOWER method to determine which needs need to be 

met first. 

 
Table 1: Identify training needs through EISENHOWER method 

 

 Urgent Not urgent 

Important 1 2 

Not important 3 4 

 

Urgent but not important needs (1) 

Needs that are both important and urgent (2) 
Important but not urgent needs (3) 

Needs that are neither urgent nor important (4) 

Among the above types of needs, businesses will certainly 

prioritize meeting both important and urgent needs first, then 

other types of needs. 

 

 Propose a training program 
Enterprises need to devise training programs appropriate to 

the target audience, goals, and needs of human resources. 

 Who participates in training, who is trained, and how 

many? 

 How long does the training program last? 

 What is the frequency of training? 

 What methods are used for the training program? 

 What is the level of training? 
 Where to train? 

 

 Implement the plan 
Enterprises conduct human resource training according to the 

proposed training program. 

 

 Test and evaluate 
After each training course, it is necessary to check and 

evaluate the effectiveness that the training program has 

achieved in both quantity and quality. Training activities need 

to be evaluated to see what results are obtained and to draw 

lessons for the next time. Those who organize training 

activities need to answer the following questions: 

 Did the implemented activities achieve the set goals? 

 What do employees learn from the training program? 

 What issues in the training program need to be improved, 

supplemented or changed? 

 What changes (in terms of content, methods, as well as 
costs) should be made in future training plans? 

 On the other hand, evaluating the results of training 

activities also helps answer questions that business 

leaders want to know about training benefits. That is: 

 Are there any changes for employees in their work? 

 Were performance issues resolved before the training 

was implemented? 

 Is the cost and effort put into training worthwhile and 

reasonable? What is the final result for businesses? 

 

Evaluating the results of human resource training is evaluated 

through quantitative indicators such as: 

 Average training cost per employee 

 Labor productivity 

 Revenue and profit earned per unit of training investment 

cost 
 

In addition, it is also expressed through qualitative indicators 

such as changing the quality of work completed after training, 

changing employees' awareness, raising awareness and 

responsibility for assigned work, and increasing satisfaction. 

in work... 

 

1.4. Factors affecting human resource training  

1.4.1. Factors inside the business 

 Company's development goals and strategies 
Production and business strategies are specified by human 

resources strategies consistent with the company's production 

plan. Based on that, training and human resource 

development plans will be implemented to meet needs and 

accomplish the set goals. 
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 Policy to attract human resources 
A business with a suitable human resource attraction policy, 

stemming from accurate and scientific human resource 

planning, will attract more quality people. This contributes to 

creating favorable conditions for human resource 

development at the enterprise. 

 

 Work environment 
The working environment is a factor that influences human 

resource development so that businesses have more favorable 

conditions in attracting human resources, especially high 
quality human resources. To create a truly friendly, cohesive 

and sustainable working environment, building and 

developing corporate culture is extremely necessary. 

 

 Financial sources 
Finance is the most basic factor influencing human resource 

development for the survival and development of a business. 

It is a prerequisite to ensure the implementation of human 

resource development activities in the enterprise. Therefore, 

human resource development in an enterprise needs to be 

considered with the financial capacity of the enterprise. 

 

1.4.2. Factors outside the business 

 Technology environment 
The world economy is developing at high speed, with the 

explosion of the scientific and technological revolution. To 

keep up with world developments, businesses must have 

strategies for training and developing people, grasp the latest 
achievements of technology, and use technology with high 

efficiency. 

 

 Legal and political environment 
A stable political environment helps businesses and workers 

feel secure in living, working and studying better. At that 

time, human resource training and development will be 

highly effective. 

The State's policies have a great influence on business 

activities in general as well as human resource training and 

development in particular. The State has many tools to realize 

the goal of socio-economic development and social justice, 

including policies on creating jobs for workers, contributing 

to hunger eradication and poverty reduction. 

These policies have been expressed in law to help businesses 

easily implement, making the lives of businesses increasingly 

improved. 
 

 Economic environment: factors influencing human 

resource development 
Our country is in the transition phase to a market economy 

with increasingly deep integration and increasing people's 

needs. One of those needs is the desire to have a higher 

income and a better position in society, so improving 

knowledge, skills, and expertise is more necessary than ever. 

Funding to support training has the effect of stimulating them 

to participate in training and learning. 

 

 Cultural and educational environment 
The cultural environment inside and outside the enterprise 

has more or less an impact on the training work of the 

enterprise. If everyone in society values learning and 

improving their level of knowledge, the number of workers 

who want to learn will increase, thereby making labor results 

highly effective. 

If the social education and training system is good, it will also 

provide businesses with high quality workers with 

qualifications and skills to perform the job, then businesses 

will train less and the training results will be better. higher 

efficiency. 

And vice versa, if the social education and training system is 

not developed, the workforce recruited into the enterprise is 

not highly qualified, then the enterprise will spend a lot of 

money on training and the results achieved will also be poor. 

not tall. 
 

1.5. Criteria for evaluating the quality of human resource 

training 
 Awareness of workers 

 Job performance 

 Achieve goals at work 

 

1.6. Lessons learned at home and abroad 

 Ford Thang Long Joint Stock Company 
Ford Thang Long Joint Stock Company, formerly known as 

Transport Services and Tourism Joint Stock Company, was 

established under Decision No. 2604/QD-UB dated July 1, 

1998. During its history of formation and development, from 

a small unit of Hanoi City, the Company was equitized into a 

joint stock company. Through many changes in 

organizational structure and name during 15 years of 

development, Ford Thang Long Joint Stock Company has 

now become a large joint stock company, operating 
according to the model of parent company complex - 

subsidiaries and dependent units. The parent company is Ford 

Thang Long Joint Stock Company. Appreciating and 

developing quality human resources is a prerequisite for a 

company to be competitive in business activities. With the 

goal of improving the professional and professional quality 

of human resources, the Company has developed a training 

process to ensure training is carried out in a scientific, 

systematic and highly effective manner. In addition, 

promoting human resource training and development also 

aims to: Build, preserve and promote the Company's image 

and brand; thereby attracting talented people to work, 

contributing to the Company's development of production 

and business activities and contributions to society. 

With the specific characteristics of production and business 

activities at the enterprise, the Company ensures that all 

employees are trained to have enough professional capacity 
to perform assigned tasks well. Training programs are diverse 

and rich, provided in the form of classes, on-the-job training 

or self-study. Employees are financially supported and 

encouraged to maintain continuous learning. As well as being 

provided with corresponding development opportunities. 

Training forms at the Company include: 

 

On-the-job training: applies to 
 Newly recruited people: Training content includes 

dissemination of the Company's rules and policies and 

guidance on expertise and operations. 

 People changing positions: Training content includes 

professional guidance and regulations in the new 

position. 

 During work, more experienced people will 

communicate and exchange experiences with less 

experienced colleagues. This work is carried out 
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regularly in all working positions. 

 

Internal training 
 Training and coaching on working skills are regular 

training activities of the Company. The training program 

mainly focuses on training internal rules, regulations, 

processes, new products and sales skills. ... for the 

Company's employees. The training board consists of 

employees with assigned functions and tasks, highly 

professional experience, and the ability to communicate 

and teach to disseminate products, experiences, as well 
as practical knowledge to students. staff. 

 

Outside training 
 Based on job needs, employees will be selected to be sent 

to study abroad to attend courses on: Leadership skills, 

management skills, teamwork skills, marketing and sales 

skills or the Company will Invite highly qualified and 

reputable experts to teach employees at the Company 

such as: Contract drafting skills, negotiation skills, and 

communication with customers. 

 In addition, the companies that supply products to the 

Company have their own courses on their products or 

training courses supported by partner companies for 

officers and employees at the Company. 

 Vietnam Oil and Gas Corporation 

 

Vietnam Oil and Gas Group is a state-owned company that 

was decided to transform into a single-member limited 
liability company owned by the State according to Decision 

No. 924/QD-TTg dated June 18, 2010 of the Prime Minister. 

Government. Vietnam Oil and Gas Group is a strong 

economic group in Vietnam, well known in the region and 

the world. 

During the period 2009 - 2012, the Parent Company - 

Vietnam Oil and Gas Group and its member units organized 

277,544 employees to participate in training courses of many 

types. The total cost of training and developing human 

resources is 1,627 billion VND. On average, each employee 

of the Group participates in training 1.36 times/year. 

However, when comparing the total training costs with the 

total revenue of the entire Group in four years (2009: 272.47 

trillion VND; 2010: 478.4 trillion VND; 2011: 675.3 

thousand billion VND billion VND; 2012: 773.7 trillion 

VND), the average cost used to train each employee in a year 

is still quite modest. The average training cost for each 
employee in the Group reached 7.98 million VND/year, 

while the average labor productivity of an employee reached 

10.79 billion VND/year. 

The two main contributors to human resources for the 

country's Oil and Gas industry are Petroleum Vocational 

College (PVMTC) and Vietnam Petroleum University 

(PVU). In particular, PVMTC has organized 2,375 training 

courses with 49,993 students, of which, the training 

according to the Group's plan was 322 courses with 12,992 

students attending, exceeding the assigned plan; Total 

funding for training according to the Group's plan is 192,976 

million VND. 

PetroVietnam Fertilizer and Chemicals Corporation - Joint 

Stock Company (PVFCCo) shares experience in in-depth 

training, expert training and self-training. Vietnam Petroleum 

Institute emphasizes the development of human resources in 

the Oil and Gas industry, so it involves three tasks: scientific 

research, training and application of scientific research into 

actual production; especially the in-depth training of the 

industry. The Vietnamese - Russian joint venture 

Vietsovpetro, one of the key units of the Vietnam Oil and Gas 

Group, also performed very well in human resource training 

and achieved many important results. 

PetroVietnam Drilling and Drilling Services Corporation (PV 

Drilling) shares experience in building a model to improve 

leadership capacity. Emphasizing that PVD's leadership 

model must be consistent with many criteria: consistent with 

world standards, Vietnamese culture, and PVD corporate 
culture. Petroleum Exploration and Production Corporation 

(PVEP) is one of the leading units in building a leadership 

position system. At the Conference, the unit's successes in the 

process of building and applying the Human Resources 

Management System based on capacity, title standards and 

sharing online training experiences were very effective. 

In fact, the budget for human resource training of the 

Petroleum Group is the highest among state-owned economic 

corporations. Particularly, Vietnam Petroleum Institute, 

Petroleum Vocational College and Vietnam Petroleum 

University each year the Group invests no less than 500 

billion VND... And among the Group's units, it ranks number 

one in terms of training costs. is Vietsovpetro, followed by 

PV Gas, PVEP, PVD, PTSC... 

In the coming time, we must aim at 6 important contents: 

continuing to build and perfect the Group's human resource 

management (HRM) system according to international 

standards, with the focus being on building and perfecting the 
Group's human resource management (HRM) system 

according to international standards. title standard system, 

job performance evaluation system, capacity-based salary 

system; Continue to build a management team, implement 

management training programs for officials with leadership 

positions and source staff before appointment; Continue to 

build a team of technical experts for the Group's 5 main 

production and business areas, especially in-depth training 

programs. 

 

 American experience 
The US has clearly defined the motto "human resources are 

the center of all development". To maintain its position as a 

superpower in economics, science and technology, the human 

resource strategy focuses on training human resources and 

attracting talent. In human resource training, the US has built 

an education system with two characteristics: universality 
and liberality. The US education system places special 

importance on university education. There are 4,200 

universities in the US. , colleges, ensuring that all people in 

need can participate in college and university training 

programs. In the US, the system of community colleges and 

universities is strongly developed to ensure universality in 

higher education. These schools focus on training working 

skills for workers, currently in the US 78% have About the 

population graduated from universities, colleges and 

vocational schools. In the US, develop both community 

colleges and research universities. The ratio of research 

schools and community universities is 1/30, meaning for 

every 1 research university there are 30 community 

universities. In higher education in the US, competition 

between schools is very fierce. Universities assert themselves 

by the quality of teaching and build their own brands. If 

students can get into good, famous universities and study 
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well, their chances of getting a job will increase greatly. 

Along with investing a lot of money from the state budget in 

human resource training, the US also mobilizes many other 

resources from society into human resource training. 

Companies in the US also pay close attention to human 

resource development and worker training. In 1992, the cost 

of training workers in companies was 210 billion USD; In 

1995, that cost reached 600 billion USD, in 2000 it was over 

800 billion USD and now it is up to nearly 1,000 billion USD. 

 

 Singapore's experience 
Technical and vocational training play an important role in 

the ongoing reform of Singapore's education system. 

Engineering and technology are always a top priority in 

training, English, math and science subjects are mandatory 

subjects accounting for 1/3 of the program time and the state 

invests in building technical and scientific academies. 

vocational training.  

Singapore also encourages companies to participate in 

training human resources for the country. The state applies 

many policies to encourage companies to organize training 

courses or vocational training for employees and workers 

during the working process. The technical education institute 

cooperates with companies to implement a parallel 

apprenticeship model, students will participate in internships 

and be paid right at the company, while the theoretical 

learning process will take place at the schools. vocational 

institute. The Singaporean government only invests in very 

few public schools of exemplary quality. For the non-public 
sector, the Government creates conditions to develop and 

encourage connections and connections with foreign 

countries, inviting prestigious international universities to set 

up branches... to train human resources. quality for the 

country. 

Singapore's education strategy is on the one hand both a 

response to changes in global economic conditions and a tool 

to build and maintain national cultural identity, which is a 

globally applicable bilingual program. All schools offer 

training in English and one of the three mother languages to 

represent the three major ethnic groups: Chinese, Malay and 

Tamil. Including English in the compulsory curriculum 

connects Singapore to the world, but teaching the mother 

tongue preserves national identity. National education 

subjects are taught at universities. In essence, this subject 

aims to equip the young generation with the basic behaviors, 

values and orientations that make up true Singapore citizens. 
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