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INTRODUCTION 

1. The urgency of the topic 

The garment industry is an important industry of Vietnam's textile garment 

industry and the Vietnamese economy. In recent years, Vietnam's textile garment 

industry has seen rapid export growth, significantly contributing to the country's 

economy. 2018 is the first year that Vietnam rose to be in the group of three highest 

textile garment exporting countries in the world.  

However, the Vietnamese textile garment industry is still participating in the 

global garment value chain, but mainly in the manufacturing and processing stage 

CMT. According to statistics, the proportion of CMT production methods: 65%, 

FOB: 25%, ODM: 9% and OBM: 1%. CMT is the stage that brings the lowest 

added value in the entire value chain with CMT (1%-2%), OEM/FOB (4%-10%), 

ODM (25-30%), OBM (100% value chain).  

In order to higher added value, it is shifting from CMT to FOB production 

method towards ODM.  However, one of the reasons makes it difficult for the 

garment industry to implement the ODM production method is the lack of human 

resources to meet the requirements of the ODM production method. Many research 

has proven that one of the human resources meeting the requirements of changing 

from CMT, FOB to ODM production modes, meeting the needs of sustainable 

development of garment enterprises in integration is merchandiser human resources.  

However, the reality in Vietnam: (i) The merchandiser  human resource has 

relatively good capacity to respond to CMT and FOB production methods, but it is 

passive when converting to ODM production; (ii) The merchandiser human resource 

need to be trained interdisciplinary, but there are not many schools that train 

merchandiser human resource in Vietnam. Therefore, in garment enterprises, 

merchandiser human resource are recruited mainly to graduate from a single 

discipline. When working, in order to take up the position of merchandiser at 

companies, merchandiser human resources are trained and fostered by the companies. 

The training and retraining from companies are very unsystematic and cannot meet 

the needs of managing garment orders when producing by ODM method; (iii) On the 

other hand, compared to other countries in the world such as China, India, Korea ... 

these are countries with more complete supply chains than Vietnam, the garment 

industry of Vietnam is weak compared to the world, such as design stage, supply of 

raw materials and marketing. Therefore, Vietnam is very difficult to apply the 

merchandiser human resources of the above countries in Vietnam. 

Thus, in order to serve Vietnamese garment enterprises to further improve 

the added value of garment products and to develop sustainably in the period of 
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strong international economic integration when implementing the strategy of 

converting Export CMT, FOB to ODM, the need to supplement the quantity and 

improve the quality of professional merchandiser human resource with increasingly 

reasonable structure for Vietnamese garment enterprises is now very necessary. 

          Therefore, the author chose the topic "Human resource development for 

merchandiser at the garment enterprises in Vietnam" as a doctoral thesis on 

human resource management. 

2. Research purposes and missions 

2.1. Research purposes 

Recommend a system of solutions to develop merchandiser human resources 

in Vietnamese garment enterprises to meet the development needs of Vietnamese 

garment enterprises and garment industry in implementing the trend of converting 

CMT, FOB to ODM production methods. 

2.2. Research missions  

Systematize, inherit and contribute to developing theories of developing 

merchandiser human resources in garment enterprises in Vietnam. Proposing 

appropriate content and criteria to analyze and evaluate the development of 

merchandiser human resources in Vietnamese garment enterprises to meet the 

changing trend of production methods from CMT, FOB to ODM. 

Analyzing and evaluating the current situation of developing merchandiser 

human resources on the basis of the proposed contents and criteria, thereby pointing 

out the limitations and causes to develop merchandiser human resources. 

Proposing a number of solutions to develop merchandiser human resources 

in Vietnamese garment enterprises, in which, emphasizing on interdisciplinary 

training solutions, contributing to meeting the development needs of garment 

enterprises and Vietnam's garment industry the 2020-2025 period, with a vision to 

2030. 

3. Research subject and scope 

3.1. Research subject 

The research subject of the thesis is the development of merchandiser human 

resources in Vietnamese garment enterprises to meet the ODM production method - 

the production method is higher than CMT, FOB production method, in accordance 

with the development trend of the industry Vietnamese garment. 

3.2. Research scope 

- Scope of content: Research on developing quantity, quality and structure of 

merchandiser human resources and activities mainly to developing merchandiser 
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human resources at Vietnamese garment enterprises to meet ODM production 

method. 

- Scope of space: Vietnamese garment enterprises. 

- Scope of period: 

+ Secondary data are collected in the period 2014 - 2018; 

+ Primary data are collected in 2019 and proposing a number of solutions to 

develop merchandiser human resources in Vietnam's garment enterprises in the 

period 2020 - 2025 with a vision to 2030. 

4. Research method 

To achieve the research objectives and based on the research task of the 

project, we uses a combination of different research methods and is presented in 

Chapter 1 of the thesis. 

5. New contributions of the thesis  

5.1. New theoretical contributions 

 (i) Contribution to the theoretical system of human resource development on 

the viewpoint of developing merchandiser human resources in Vietnam's garment 

enterprises. 

 (ii) Proposing appropriate content and criteria to evaluate the development of 

merchandiser human resources and the main activities to develop it in garment 

enterprises in Vietnam to meet the industry's needs when changing production 

methods CMT, FOB to ODM. 

(iii) Propose groups of objective factors and groups of subjective factors that 

mainly affect the development of human resources for merchandiser in garment 

enterprises. 

5.2. New contributions in practical terms 

 (i) Assessing the current status of development of merchandiser human 

resources and activities mainly to develop merchandiser human resources on the 

basis of the proposed content and criteria. 

 (ii) Proposing useful solutions and recommendations to develop 

merchandiser human resources when converting CMT, FOB to ODM production 

methods, meeting the development needs of Vietnam's garment industry; At the 

same time, we have proposed a regression model that predicts the number of 

manpower to merchandiser in Vietnamese garment enterprises; In addition, in the 

interdisciplinary training solution, we have built a standard model of the output of 

merchandiser human resources to orient the training process of merchandiser human 

resources, ensuring interdisciplinary work. 
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 (iii) The Thesis 's research results have good reference value for the 

Vietnamese garment industry, Vietnamese garment enterprises, human resource 

training institutions for the garment industry and individuals wishing to become 

professional merchandiser for the ODM production method, contributing to 

improve the added value of Vietnam's garment products.  

6. The structure of the thesis 

 Excluding the introduction, conclusion, recommendation, list of references 

and appendices, the thesis is structured with 4 chapters: 

Chapter 1. Overview of research works related to the thesis and research 

method. 

Chapter 2. Scientific basis on the development of merchandiser human 

resources in garment enterprises. 

Chapter 3. Current situation of human resources development for 

merchandiser in Vietnamese garment enterprises. 

Chapter 4. Solutions to develop human resources for merchandiser in 

Vietnamese garment enterprises. 
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CHAPTER 1. OVERVIEW OF RESEARCH WORKS RELATED TO 

THE THESIS AND RESEARCH METHOD 

 

1.1. Overview of domestic and foreign research related to the thesis 

1.1.1. Studies of human resources 

 Robert J. Barro (1992),  Erik, C ,; Bert, M .; Ate, N .; Bert, S. & MARC, 

V.D.S (2005), Adeyemi, O. Ogunade (2011)  show that human resources play an 

important role, contributing to the economic growth of the country. 

 Milton Freidman, Simon Kuznet, Gary Becker, L.Nadler và Z.Nadler (1990), 

M.Marquardt  and D.Engel (1993),  D.Beg, S.Fisher and R.Donbush (1997), 

Nicholas Henry (1996),  Stivastata (1997), George T.Milkovich and John 

W.Boudreau (1997), George T.Milkovich and John W.Boudreau (2000), Nicholas 

Henry (2001), Zorlu Senyucel (2009),  Pham Minh Hac (1996), Nguyen Tiep 

(2008), Tran Xuan Cau and Mai Quoc Chanh (2008),  Bui Van Nhon (2006), 

Nguyen Ngoc Quan and Nguyen Van Diem (2012) provided theory and 

methodology on human resources. 

1.1.2. Studies of human resource development 

 Richard A. Swanson, Elwood F. Holton III (2008), Richard A. Swanson, 

Elwood F. Holton III (2011) show that the importance of human resource 

development is decisive for economic growth and development.  

 Harbison and Myers (1964), Craig (1976), Garavan (1991), Stewart and Mc 

Goldrick (1996), Armstrong (1999), Yoshihara Kunio (1999), Gourlay (2000), 

Nyhan (2002), ESC Toulouse (2002) ), Jerry W. Gilley (2002), Slotte et al (2004), 

Bibhuti Bhusan Mahapatro (2010); Bui Van Nhon (2006), Tran Xuan Cau (2008), 

Nguyen Ngoc Quan and Nguyen Van Diem (2012) provided theories and 

methodologies on human resource development. 

1.1.2.1. The research works of domestic authors 

 Regarding human resource development content 

Nguyen Thi Thanh Quy (2016), Pham Van Son (2018), Nguyen Thi Lan Anh 

(2012), Nguyen Thanh Vu (2015), on the basis of inheritance and combination (Vu 

Ba The, 2005; Bui Van Nhon, 2006 ; Tran Xuan Cau and Mai Quoc Chanh, 2008), 

Vu Hai Yen (2011), Vo Thi Kim Loan (2015). 

 About factors affecting human resource development 

Nguyen Giac Tri (2015), Vo Thi Kim Loan (2015), Nguyen Thi Thanh Quy 

(2016), Vu Van Vien (2017). 
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 Human resource development (tools) activities 

Le Thi My Linh (2009), Tran Thi Nhung and Nguyen Duy Dung (2005), 

Nguyen Giac Tri (2015), Nguyen Ngoc Quan and Nguyen Van Diem (2012), 

Nguyen The Phong (2010), Nguyen Thi Thanh Quy (2016). 

1.1.2.2. The publications of authors in the world 

John P Wilson (2005), Jim Stewart and Graham Beaver (2004), Gary Dessler 

(2007), Sharon Amtrong (2010), Ann Gilley, Jelly W. Gilley, Scott A. Quatro, 

Pamela Dixon (2009), Michael Armstrong (2009), Robert L. Mathis & John H. 

Jackson (2010), BB. Mahapatro (2010). 

1.1.3. Studies of human resource development in garment industry 

1.1.3.1. The research works of domestic authors 

 Nguyen Thi Bich Thu (2008), Pham Xuan Thu (2015), Nguyen Thanh Vu 

(2015), Nguyen Thi Thanh Thao (2018), Pham Minh Phuong (2013), Nguyen Van 

Thuy Anh (2014). 

1.1.3.2. The research works of authors in the world 

Malatest Human Resource Advisory Council (2010); National Skill 

Development Corporation (2010); Annil G.Lohar & Gopal K.Bide (2013), Liu 

Xiang & Xing Zhenzhen (2009). 

1.1.4. Studies on merchandiser human resources and merchandiser human 

resources development 

1.1.4.1. The research works of domestic authors 

Do Thi Dong (2011); Dang Thi Tuyet Nhung, Dinh Cong Khai; Ha Van Ho 

(2012); Nguyen Manh Hung; Vietnam National Textile and Garment Group (2013); 

Hoang Xuan Hiep (2013); Hoang Xuan Hiep (2016). 

1.1.4.2. The research works of authors in the world 

Bui Van Tot (2014), Goto Kenta (2007); Kamruzzaman, Md (2012); Dr. 

Archana Gandhi, Dr. Sunil Sharma (2014); Puskar kumar singh (2015); Prashant G. 

Khandalkar và Sangita Rawal; Neelam Agarwall Srivastava, Dr. Anandita TRR 

Chatterjii, Radhika Ahlawat (2016). 

1.2. Research gap 

 Regarding human resource development content 

Not mentioning the study of specific content on the development of specific 

human resources of the industry in Vietnam's garment enterprises, merchandiser 

human resources, to meet the trend of functional upgrading in the global garment 

value chain when changing production method CMT and  FOB  to ODM. 



 7 

In which, the content about the quality of human resources: There is no 

research giving measurement criteria, assessing the quality of merchandiser human 

resources associated with the specific characteristics of the research object. 

About human resource development activities: Besides focusing on training 

activities, this is an activity that has a direct impact on human resource 

development, it is necessary to coordinate to research other appropriate support 

activities, which have an indirect impact on human resource development to 

perform the function of "attracting" and "maintaining" human resources. 

About factors affecting human resource development: There has been no 

research on the factors affecting the development of specific research objects of the 

industry, which are merchandiser human resources in Vietnam's garment enterprises 

that it consistent with the characteristics of Vietnam's garment industry, to meet the 

trend of changing production methods of the garment industry in the future. 

Thus, within the search for documents and research directions of the thesis, 

there is currently no complete research on human resource development theory 

specific to garment enterprises such as: merchandiser human resources, 

merchandiser human resources development in Vietnamese garment enterprises to 

meet the trend of upgrading the country's garment industry in the global garment 

value chain when converting CMT, FOB to ODM production methods. 

1.3. Research models 

The identified research gaps will be the basis for graduate students to select 

inherited research problems, and at the same time, implement unresearched issues 

that need to be further studied to suit fact new research and are generalized in the 

research model. 

1.4. Research method 

1.4.1. Statistical methods 

The thesis uses statistical data from: General Statistics Office of Vietnam, 

Vietnam Textile and Apparel Association, Vietnam National Textile and Garment 

Group. Besides, the thesis also inherits secondary documents related to the research 

content to build research overview, analyze the current situation as a basis for 

proposing solutions to develop merchandiser human resources in Vietnamese 

garment enterprises. 

1.4.2. Methods of analysis and aggregate 

The thesis is used to clarify the content that needs further research, and at the 

same time aggregate the analyzed problems to draw new and valuable points on the 

development of merchandiser human resources for garment enterprises. 
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1.4.3. Comparative method 

The thesis is used to clearly see the specific characteristics of Vietnam's 

garment enterprises in the development of merchandiser human resources, and at 

the same time take it as a basis to offer solutions to develop merchandiser human 

resources in Vietnamese garment enterprises. 

1.4.4. Expert method 

   The method contributes to clarify more research content, at the same time, 

the opinions of experts are very meaningful in building theoretical basis, assessing 

the current situation as a basis for proposing solutions for developing merchandiser 

human resources for Vietnamese garment enterprises, especially by method of 

ODM production. 

1.4.5. Observation method 

Observe intentionally some typical Vietnamese garment companies 

according to production methods, including ODM production method; professional 

merchandiser human resources; typical experience to collect information to assess 

the current situation and propose solutions to develop merchandiser human 

resources for Vietnamese garment enterprises to meet the ODM production method. 

1.4.6. Questionnaire survey method 

Building a set of survey questions to collect comments related to the current 

situation and solutions to develop human resources for merchandiser in Vietnamese 

garment enterprises; and clarifying about: selecting survey enterprises; respondents; 

research sample; how to conduct the survey; method of processing and analyzing 

survey data. 
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CHAPTER 2. SCIENTIFIC BASIS ON THE DEVELOPMENT OF 

MERCHANDISER HUMAN RESOURCES IN GARMENT ENTERPRISES 

 

2.1. Some basic concepts 

2.1.1. Human resources 

Enterprise human resource is all employees participating in the labor process 

in enterprises, represented by their quantity, quality, structure, in which, the quality 

criteria including: mentality, physical strength and mind in the working capacity of 

each employee, for the development of the enterprise and the development trend of 

the industry. 

2.1.2. Human resource for merchandiser 

The human resource for merchandiser is all of the human resources involved 

in the merchandiser process in garment enterprises, represented by their quantity, 

quality, and structure, in which, Quality criteria include mentality, physical strength 

and mind of the manpower who manages orders, for the development goals of 

Vietnamese garment enterprises and the development trend of Vietnam's garment 

industry. 

2.1.3. Human resource development 

Human resource development in an enterprise is the process of increasing 

the quantity, rationally improving the structure, ensuring the quality of human 

resources, including mentality, physical strength and mind through the 

implementation of policies and solutions to attract, maintain and train human 

resources, for the purpose of business development and the development trend of 

the industry. 

2.1.4. Human resource development for merchandiser 

Human resource development for merchandiser in Vietnamese garment 

enterprises is the overall implementation of policies and solutions to attract, 

maintain and train merchandiser human resources in order to increase the quantity, 

rationally improving the structure, ensuring the quality of merchandiser human 

resources in all three aspects: mentality, fitness and mind, to meet the trend of 

changing garment enterprises to production methods, exports are higher in the 

global apparel value chain, for the sake of development of Vietnamese garment 

firms and in line with the development trend of the Vietnamese garment industry. 
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2.2. Characteristics of changing production methods in the garment industry 

and the missions of human resource for merchandiser 

In the scope of research and development of human resources for 

merchandiser to meet the trend of changing production methods CMT, FOB to 

ODM, when considering main production methods: CMT, FOB and ODM, each 

production will have common the same characteristics and specific characteristics. 

Besides, when associated with the trend of changing production methods, the tasks 

of the human resource for merchandiser will be added with additional tasks, 

specifically: 

2.2.1. CMT production method and the tasks of human resource for 

merchandiser 

CMT is a method in which the buyer provides the enterprise to process all 

inputs to produce products including raw materials, transportation, designs and 

specific requirements; manufacturers only carry out cutting, sewing and completing 

products. For CMT production methods, garment enterprises only carry out the 

processing and production stages, the merchandiser human resources perform the 

operations: receiving orders from customers, balancing raw materials, managing 

process samples, track production progress, perform delivery procedures and settle 

orders. 

2.2.2. FOB production method and the tasks of human resource for merchandiser 

FOB is a method that garment enterprises actively participate in the 

production process, from purchasing raw materials to producing final products. 

Compared with CMT, FOB level 1, the merchandiser human resources will perform 

additional operations related to: receiving order information from customers; 

operations of ordering, making contracts and importing raw and auxiliary materials; 

inspect the quality of imported garment materials and accessories; transactions 

related to international payment, purchase of raw materials and delivery of finished 

products. And the mode of production FOB level 2 will be similar to FOB level 1 

and the merchandiser human resources will perform additional operations related to 

information about the capacity of suppliers of raw materials such as: quantity, 

quality, delivery time, price. 

2.2.3. ODM production method and the task of human resource for merchandiser 

ODM is a manufacturing method that includes the design and manufacturing 

process from fabric and raw material purchasing, cutting, sewing, finishing, 

packaging and shipping. Compared with FOB, ODM will be similar to FOB, the 

merchandiser human resources will perform additional operations related to 

conveying information about designs, pricing and offering products to customers. 
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2.3. The content of human resource development for merchandiser in garment 

enterprises 

2.3.1. Developing the number of human resources to manage orders to meet the 

trend of changing production methods 

Development of the number of human resources for merchandiser is the 

process of increasing the number of human resources for merchandiser at 

Vietnamese garment enterprises, meeting the trend of changing production 

methods: CMT, FOB to ODM. Shown in detail through the criteria: the number of 

merchandiser human resources for current; demand for the number of merchandiser 

human resources for future. 

2.3.2. Developing the human resource structure for merchandiser to meet the 

trend of changing production methods 

Development of the human resource structure for merchandiser is the process 

of rationally improving the structure of the merchandiser human resources in 

Vietnamese garment enterprises to meet the trend of changing production methods: 

CMT, FOB to ODM. That is shown specifically through the criteria: The structure 

of merchandiser human resources accounting for the total number of employees in 

garment enterprises; the structure of merchandiser human resources according to: 

gender, age, position, working seniority, trained qualifications in the total of 

merchandiser human resources in the garment enterprises. 

2.3.3. Developing the quality of human resources for merchandiser to meet the 

trend of changing production methods 

Development of the quality of merchandiser human resources is the process 

of quality assurance on all three aspects of mind, strength and mentality of 

merchandiser human resources in Vietnam's garment enterprises to meet the trend 

of changing production methods: CMT, FOB to ODM. Content included: 

 Mentality development 

 Completing and improving the professional qualifications of the 

merchandiser human resources is assessed through the following criteria: suitability 

of the training industry / major with job standards; the level of professional 

knowledge of merchandiser human resources in the present to meet the ODM 

production method; level of professional skills of merchandiser human resources at 

present with response to ODM production method. 

 Completing and increasing the professional experience of the merchandiser 

human resources is reflected through the criteria: professional experience of the 

human resource for merchandiser. 
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 Physical development 

 Criteria for ensuring physical health for work as prescribed by the Ministry 

of Health; criteria to ensure mental health for work. 

 Mindy development 

 Development of merchandiser human resources is shown through criteria: 

the level of self-awareness of the importance of the attitude of merchandiser human 

resources with work, colleagues, and customers; the level of enterprises' assessment 

of the attitude of merchandiser human resources, including: attitude to work, with 

colleagues, with customers. 

2.4. The main activities to develop human resources for merchandiser in 

garment enterprises 

2.4.1. Human resource planning for merchandiser 

 Shown through the criteria: information on the number of human resources 

for merchandiser in the short, medium and long term plans; required information on 

the quality of merchandiser human resources in short, medium and long term plans. 

Human resource planning activities of enterprises have an impact on the quantity, 

structure, and quality of human resources for merchandiser in garment enterprises 

and the development of merchandiser human resources in the future. 

2.4.2. Recruitment is associated with a policy to attract human resources to 

merchandiser 

 Shown through the criteria: recruitment source; selection criteria; job 

description of merchandiser human resources; selection process; number of 

recruitment according to plan; recruitment quality requirements according to the 

plan; information provided on attraction policy in recruitment. Recruitment 

activities and policies to attract human resources of enterprises affect the quantity, 

structure, quality (mentality, physical fitness) human resources merchandiser input 

of garment enterprises and develop human resources to manage orders in the future 

2.4.3. Arranging use, creating labor motivation for human resources 

merchandiser  

 It is shown through the criteria: merchandiser human resource for works with 

the right expertise; work merchandiser human resources with close expertise; financial 

incentive policy; non-financial incentive policies. Arrangement and motivational 

policies are activities that affect the quantity, structure, mental and physical fitness in 

the development of human resources for merchandiser in garment enterprises. 

2.4.4. Human resource training for merchandiser 

 It is shown through the following criteria: training policy, developing human 

resources for merchandiser; training plan; interdisciplinary training program; 

interdisciplinary training team; organization / implementation of training; 
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evaluation of training results. Training activities affect the structure (expertise) and 

quality (mentality and mind) in the development of human resources for 

merchandiser in garment enterprises. 

2.5. The main factors affecting the development of human resources for 

merchandiser in garment enterprises 

2.5.1. The objective factors 

 The training and development of human resources of the industry and 

training institutions 

 Globalization and international economic integration 

 Development of science and technology 

 Competition of garment enterprises in the industry 

2.5.2. The subjective factor 

 Business production strategy of enterprises 

 Enterprise size and production and business characteristics 

 The financial ability of the business. 

 Policies and solutions to develop human resources of enterprises 

2.6. Study experiences of some countries and draw lessons on the development of 

human resources for merchandiser for Vietnamese garment enterprises. 

 Experienced research from India and Hong Kong; thereby, drawing lessons 

of developing merchandiser human resources for Vietnamese garment enterprises: 

 Firstly, the human resources for merchandiser need to have general 

knowledge and skills, so businesses need to invest in training policies to develop 

new / specific human resources, including merchandiser human resources, meeting 

the trend of changing production methods CMT, FOB to ODM. 

 Secondly, there should be a training link between garment enterprises and 

training institutions to equip with practical knowledge and skills, in particular, to 

meet the new development trend of the industry. 

 Thirdly, Vietnamese garment enterprises need to do well in training, human 

resource planning, especially forecasting new human resource needs, recruitment 

for human resource development in business. 

 Fourthly, garment enterprises, besides the efforts and initiative from 

enterprises, need to coordinate and receive support from the Government, Ministry 

of Industry and Trade of the Socialist Republic of Vietnam, Vietnam Textile and 

Apparel Association, Vietnam National Textile and Garment Group, through 

investment policies for human resource development, especially, new human 

resources development in the sector development strategy. 
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CHAPTER 3. CURRENT SITUATION OF HUMAN RESOURCES 

DEVELOPMENT FOR MERCHANDISER IN VIETNAMESE GARMENT 

ENTERPRISES 

 

3.1. Overview of Vietnam's garment enterprises 

 Vietnam's garment enterprises have contributed to the development of 

Vietnam's garment industry and actively contributed to the development of the 

entire Vietnamese textile and garment industry. 

 Firstly, in terms of the number of garment enterprises and labors 

 According to statistics of  the General Statistics Office of Vietnam, the 

number of garment enterprises increased sharply; Most garment enterprises are 

small and medium enterprises; Vietnamese garment enterprises have made a great 

contribution to creating jobs for workers. 

 Secondly, on garment exports 

 Garment exports account for a large proportion of about 80% of Vietnam's total 

textile export turnover. With export products such as T-shirts, jackets, pants, children's 

clothing, shirts, skirts ... all growing strongly, with the main export markets: USA, EU, 

Japan, Korea, ASEAN, China. 2018 is a successful year for the export activities of 

Vietnam's textile and garment industry, the industry rises to be in the group of the three 

highest textile and garment exporting countries in the world.  

 However, in fact, in Vietnam, 65% of enterprises produce purely CMT 

production methods, is the smallest value-added stage in the global value chain. In 

order to create higher added value, the industry and garment in Vietnam are shifting 

from CMT production method to FOB method towards ODM and OBM highest. 

3.2. An overview of the human resource development for merchandiser in 

Vietnam's garment enterprises in the period of 2014 - 2018 

3.2.1. About the quantity 

 Firstly, in terms of the number of human resources for merchandiser: In the 

five years 2014 - 2018, the number of human resources for merchandiser in garment 

enterprises tended to increase, with the growth rate of years compared to year 2014. 

 Secondly, in terms of the need for the number of human resources for 

merchandiser in the future: The number of recruiting human resources for 

merchandiser in garment enterprises in the five years 2014 - 2018 has increased 

annually. At the same time, the need to recruit more human resources for 

merchandiser in the future, according to the short and medium-term plans (1-3 
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years) of garment enterprises continues to have demand for more recruitment and 

the demand tends to increase. 

3.2.2. About structure 

 Firstly, the human resource structure for merchandiser accounts for the total 

number of employees in garment enterprises. 

 (i) In terms of production methods: garment enterprises applying CMT 

method have an average structure of 0.5%; apply the FOB method with average 

structure > 0.5% -1%; apply the ODM method with average structure > 1% -2%. 

 (ii) In terms of labor size in enterprises: for garment enterprises surveyed as 

medium and large sized garment enterprises, in the period 2014 - 2018, the average 

proportion was from 0.69 to 0.89 %. 

 Secondly, the structure of human resources for merchandiser by gender, age, 

position, seniority, training level. 

 In terms of gender: merchandiser human resources are mainly female (on 

average, in the period 2014 - 2018, there are 66% women and 34% men). 

 In terms of age: Human resource for merchandiser, the average period 2014 - 

2018 belongs to the youth group (under 30 years old), accounting for 46%; middle-

aged group (from 30-45 years old) accounts for 47%; the older group (over 45 years 

old) accounts for 7%. 

 In terms of working position: on average, in the period 2014 - 2018, 

merchandiser human resources with the structure ratio from 01-10-40 to 60. 

 In terms of working years in the field of order management: on average in 

the period 2014 - 2018, the human resource for merchandiser has 51% with the 

seniority of less than 5 years, 26% with the seniority of 5 - 9 years , 18% have aged 

from 10-20 years and 5% have aged more than 20 years. 

 In term of training level: On average, in the period 2014 - 2018, the human 

resources for merchandiser had 11% of intermediate education, 12% of college 

degrees, 76% of university degrees, 1% of training. create graduate degree. 

3.2.3. About quality 

3.2.3.1. Mentality development 

 Mentality development for merchandiser human resource is the process of 

completing and improving professional qualifications for merchandiser 

human resources. 

 Firstly, on the suitability of the training industry / major with the job 

standards: Most of the human resources for merchandiser have a training major that 

is not in line with their current specialty. 
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 Secondly, on the level of expertise of the current merchandiser human resources 

to respond to the ODM production method: In addition to the knowledge codes rated 

"good knowledge", most are rated "enough knowledge at an average level”. 

 Thirdly, about the level of professional skills of the current merchandiser 

human resource to meet the ODM production method: Most of the skill codes are 

assessed as “well-employed”, and some skills is rated "know how to apply in 

average". 

 Mentality development for merchandiser human resource is the process of 

enriching the professional experience of the merchandiser: 49% of merchandiser 

human resources do the right expertise in the field of merchandiser with a long 

career. Business is quite long (from 5 to 20 years). Besides, there are also 51% of 

merchandiser human resources with professional experience of less than 5 years. 

3.2.3.2. Physical development 

 Physical and mental health: assessed with good health conditions to 

undertake the task of order managing at garment enterprises. 

3.2.2.3. Mood (mind) development 

 Firstly, on the level of self-awareness the importance of the attitude of the 

merchadiser: the merchadiser human resource  has a high awareness of the 

importance of attitude in doing work in order to satisfy the demand shifting 

production methods CMT, FOB to ODM. 

 Secondly, on the evaluation level of the business on the attitude of the human 

resource for merchadiser: in addition to the attitude codes, there are also “good” 

ratings, while some codes are rated “good”. 

3.3. The status of activities mainly developing human resources for 

merchandiser in Vietnamese garment enterprises 

3.3.1. Human resource planning for merchandiser 

 Garment enterprises have proactively planned on the number of corporate 

human resources in general and merchandiser in particular, however, mainly plan in 

the short and medium term. At the same time, the human resources are not 

forecasted in the long term to ensure the scientific basis. Garment businesses are 

also passive in planning quality due to recruitment sources - external factors impact. 

3.3.2. Recruitment is associated with a policy to attract human resources to 

merchandiser  

 Recruitment sources of garment enterprises are very diverse. However, 

garment enterprises have not exploited many sources of recruitment through direct 

selection at training schools. 
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 Recruitment: Most garment enterprises have established recruitment criteria, 

have job descriptions for the job position when recruiting and used with information 

provided to ensure the basic elements. Major steps are included in the recruitment 

process. However, the most of garment enterprises have not conducted examinations / 

tests to assess candidates' competencies when recruiting. And 20.5% of garment 

enterprises have not set up a selection criterion and 13.6% of garment enterprises have 

not had a job description for the job position when recruiting and using it. 

 Regarding the number of recruitment: If employers in garment enterprises 

request to graduate from universities, colleges with single disciplines / majors, the 

recruitment work at garment enterprises is guaranteed in terms of quantity 

recruitment plan has been proposed. 

 Regarding the recruitment quality: The quality of human resources is 

assessed to meet part of the job requirements because for the human resource of 

merchandiser who has graduated from a single major / near major, businesses often 

have to train / professional training after recruitment. 

 Manpower attraction policy: Garment enterprises provide basic salary 

information and welfare policies in recruitment information. However, the supply 

attraction policies do not have a big difference compared to other indirect jobs that 

need recruitment of garment enterprises. In addition, 36.4% of enterprises still 

answered that they do not have an attractive policy to attract human resources in 

recruitment. 

3.3.3. Arranging use, creating labor motivation for human resources 

merchandiser 

 Arranging use 

 The merchandiser human resources for  at Vietnamese garment enterprises 

are assigned jobs with branches / majors close to the merchandise profession / 

profession when working in the position of order management: about 11, 6% of the 

modern human resources working with the merchandise training expertise and 

89.4% of the modern human resources working has close expertise. 

 Creating motivated 

  Garment businesses are interested in motivational policies through financial 

incentives, such as: salary, bonus and welfare programs. However, the welfare 

policy for merchandiser human resources is not much different from other indirect 

human resources in enterprises. 

 The garment businesses are interested in non-financial incentives, creating 

spiritual motivation for merchandiser human resources. However, about the work 

environment; Working time and resting are content to be concerned with. 
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3.3.4. Human resource training for merchandiser 

 Garment enterprises are interested in training activities to develop human 

resources in enterprises. The human resources for merchandiser were sent by 

enterprises to train / foster are mainly single-disciplinary training. 

 Regarding building training plans: Garment enterprises have developed 

annual training plans, but not many enterprises have built up more than 1 year long 

plans. 

 About the training program: With two main forms that garment enterprises 

are applying: on-the-job training in the form of mentoring and training in the form 

of sending training at formal schools, businesses often do not construction training 

program. However, with the form of training that invites external trainers to training 

that businesses have not applied much, garment enterprises will be proactive in 

ordering training programs to training institutions. 

 Regarding selection of lecturers: With on-the-job training in the form of 

mentoring, businesses will actively send experienced people to guide the work. 

However, with the form of training in the form of sending to training at training 

schools or the form of inviting external trainers to train, garment enterprises have 

not actively given requirements for standards as a basis for selection lecturers. 

 Regarding the organization/implementation of training: Garment enterprises 

organize training for on-the-job training in the form of mentoring or inviting 

external trainers to train; Implement training in the form of sending training at 

training schools. Human resources merchandiser have completed training programs 

/courses organized by the business or sent to training. 

 Regarding the evaluation of training results: On-the-job training in the form 

of mentoring, the training results are assessed through the professional skills of the 

merchandiser human resources at the assigned position. Training in the form of 

sending to training at training schools and inviting external trainers to train, both 

training institutions and garment enterprises have not focused on evaluating post-

training results with using. 

3.4. Situation of major factors affecting the development of human resources 

for merchandiser in Vietnamese garment enterprises 

3.4.1. The objective factors 

 The training and development of human resources of the industry and 

training institutions 

 Globalization and international economic integration 

 Development of science and technology 
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 Competition of garment enterprises in the industry 

3.4.2. The subjective factor 

 Business production strategy of enterprises 

 Enterprise size and production and business characteristics 

 The financial ability of the business. 

3.5. General assessment of the human resource development for merchandiser 

in Vietnamese garment enterprises 

3.5.1. Success 

 Regarding the structure of human resources for merchandiser: in terms of 

the structure of training qualifications, the human resources of merchandiser have a 

high level of training; in terms of gender and age are assessed to be suitable for the 

specific characteristics of the garment industry; in terms of the structure of the 

working position is evaluated to be reasonable. 

 In term quality of human resources for merchandiser: Satisfied physical and 

mood requirements. 

 Main activities of human resource for merchandiser 

 - Regarding the human resource planning for merchandiser: Garment 

businesses have short-term (1 year) and medium-term (1-3 years) plans. 

 - Regarding recruitment activities associated with the attraction policy: 

recruitment sources are very diverse, recruitment is quite openly combined with the 

exploitation of referral sources from within enterprises; The recruitment process 

ensures basic steps of the recruitment process. 

 - Regarding the arrangement, using, creating labor motivation: The garment 

enterprises have used quite appropriately with the capacity and relatively used the 

working capacity of the merchandiser human resources; have interested in the 

motivational policy, merchandiser human resources are relatively satisfied. 

 - Regarding the training of human resources for order management: 

Garment businesses are interested in training activities to develop the human 

resources for merchandiser in the enterprise. 

 Regarding the training form: Garment enterprises apply all 3 training forms, in 

which the on-the-job training method is used by the majority of garment enterprises, 

the advantage of this method will promote the experience practice from work. 

 Regarding the content and the training program for human resources for 

merchandiser in the garment enterprises, the enterprise sent for training / retraining 

with the core and necessary supporting majors of the merchandise specialty. 
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 Regarding the implementation of the training process, most of the garment 

enterprises have implemented the process of organizing training activities, the 

garment enterprises have created conditions for time / work for the merchandiser 

participate in training and have funding support when the manpower to 

merchandiser human resources is sent to training. 

3.5.2. Limited and causes  

3.5.2.1. Limit 

 - Regarding mentality: Human resources of merchandiser have pretty good 

professional skills to meet the requirements of CMT and FOB production methods, 

but the professional knowledge is only average to meet the ODM production 

method. 

 Contact the seniority structure: 51% of the merchandiser human resources with 

a seniority of less than 5 years will need more training to enrich career experience to 

meet the changing trend of garment enterprises from CMT, FOB to ODM. 

 - About mood: Need to ensure more quality with attitude codes TĐ_02, 03, 07. 

3.5.2.2. Reason 

 Objective reasons: 

 Due to there are not many human resources training institutions for 

merchandise human resources specialized in merchansdise. 

 Due to globalization and rapid international economic integration, 

Vietnamese garment enterprises have not yet deeply and extensively integrated into 

the global textile supply chain. 

 Due to development trend of science and technology, industrial revolution 4.0. 

 Due to competition of garment enterprises in the industry 

 Subjective reasons: 

 Production and business strategies and characteristics of production and 

business of Vietnamese garment enterprises. 

 Vietnamese garment enterprises participate in the global garment value chain 

mainly in the CMT processing stage with the lowest added value in the whole chain. 

 And some shortcomings from the main activities of developing merchandiser 

human resources in garment enterprises, including: planning human resources for 

merchandiser, recruitment activities, placement activities use, create labor 

motivation, and train human resources for merchandiser. 
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CHAPTER 4. SOLUTIONS TO DEVELOP HUMAN RESOURCES FOR 

MERCHANDISER IN VIETNAMESE GARMENT ENTERPRISES 

 

4.1. Objectives and orientations for the development of Vietnam's garment 

industry in the period 2020 - 2030, opportunities and challenges 

4.1.1. Objectives and orientations for the development of Vietnam's garment 

industry in the period 2020 - 2030 

 Regarding development goals 

 Regarding industry management solution orientation 

 Regarding human resource development solution orientation. 

4.1.2. Opportunities and challenges for Vietnam's garment industry 

4.1.2.1. Opportunities for Vietnam's garment industry 

 Opportunity analysis for the Vietnamese garment industry will lead to an 

opportunity to develop merchandiser for Vietnamese garment enterprises. 

4.1.2.2. Challenges for Vietnam's garment industry 

 Challenge analysis for the Vietnamese garment industry will lead to the 

challenge of developing merchandiser for Vietnamese garment enterprises. 

4.1.3. Requirements for developing human resources for merchandiser in 

Vietnamese garment enterprises 

 Firstly, the development of human resources for merchandiser needs to meet 

the changing trend of garment enterprises from CMT, FOB to ODM production 

methods. 

 Secondly, human resource development for merchandiser needs to combine 

the implementation of solutions in accordance with the current situation of 

developing human resources for merchandiser and merchandiser human resource 

development at Vietnamese garment enterprises. 

 Thirdly, human resource development for merchandiser must meet the 

investment trend in industrial revolution 4.0 of Vietnam garment enterprises. 

4.2. Perspectives, goals and directions to develop human resources for 

merchandiser 

4.2.1. Opinion 

 Human resource development for merchandiser must be considered a priority 

task in terms of human resources when Vietnamese garment enterprises transform 

from CMT, FOB to ODM production modes; must be consistent with business 

strategies and resources of Vietnamese garment enterprises; must synchronize with 
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other human resources in garment enterprises; it is the joint responsibility of 

Vietnam garment enterprises, Vietnam Textile and Apparel Association, formal 

training institutions and the Nation; must meet the goal of working in a globalized 

environment. 

4.2.2. Target 

Quantity target 

Quality target 

4.2.3. Direction 

4.3. Some solutions to develop human resources for merchandiser  in 

Vietnamese garment enterprises 

4.3.1. Perfecting the human resource planning for merchandiser 

 The thesis has built a regression model to forecast the number of human 

resources for merchandiser in the garment enterprises in Vietnam. 

4.3.2. Improving recruitment quality associated with policies to attract human 

resources for merchandiser 

4.3.3. Arranging using, creating labor motivation for human resources for 

merchandiser 

4.3.4. Strengthen and improve the training of human resources for merchandiser 

4.3.4.1. For human resources to existing merchandiser in garment enterprises 

4.3.4.2. For human resources for future merchandiser - for garment businesses 

 The thesis proposes a model regression model to demonstrate the factors 

Knowledge, Skills and Attitudes that have a positive impact on the Output Standard 

of training merchandiser personnel, ensuring interdisciplinary work to overcome 

single-disciplinary training status of merchandiser human resources in the garment 

enterprises in Vietnam. 

4.3.5. Solutions to support the development of human resources for merchandiser 

4.4. Recommendations 

4.4.1. For the National 

 The Government, the Ministry of Industry and Trade of the Socialist Republic 

of Vietnam should continue to pay attention to and invest in policies to upgrade 

production methods. At the same time, to continue to pay attention to and invest in 

training policies for human resource development to meet the trend of upgrading 

production methods in the development strategy of Vietnam's garment industry. 

 The government should speed up the training of human resources for 

merchandiser with qualified training institutions. 
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 The Government should have an intensive investment strategy for two key 

schools, specializing in training human resources for the textile and garment 

industry in the North and the South. 

4.4.2. For the garment industry 

 The Vietnam Textile and Apparel Association and Vietnam National Textile 

and Garment Group need: 

 - Continuing to have propaganda policies for Vietnamese garment enterprises 

on the urgency of upgrading production methods, as well as propagating the need to 

prepare resources for implementation. 

 - Continuing to be the focal point to coordinate training organization and 

linkage with domestic and foreign training institutions to deploy training / retraining 

programs for human resources to meet the trend of upgrading production methods 

of the Vietnamese garment industry. 

 - It is necessary to coordinate with Vietnamese garment enterprises, so every 

5 years, it is necessary to carry out the forecasting of human resource needs for the 

Vietnamese garment industry. 

 - It is necessary to pay attention to support and coordinate the linkage 

between Vietnamese garment enterprises and training institutions in training 

according to the enterprise's orders; coordinate to help training institutions to 

associate theory with work practice. 

 - The Vietnam Textile and Apparel Association needs to coordinate with the 

Government in organizing the evaluation and granting of certificates of skill 

"merchandise". 

4.4.3. For formal training institutions 

 Formal training institutions need to determine the scale of training for human 

resources for merchandiser according to the actual needs of each stage of the 

enterprise on the development of human resources for merchandiser at Vietnamese 

garment enterprises.  Building training objectives (output standards) and 

interdisciplinary training programs with 3 main sectors: garment technology, 

economics, and foreign languages. 

Regarding organizational structure 

Regarding the organization of training 

Regarding the evaluation of training results 

 Training institutions need to support garment enterprises in recruiting human 

resources to merchandiser. 
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CONCLUDE 

 The thesis "Human resource development for merchandiser at garment 

enterprises in Vietnamese" has achieved research results: 

 i) Proposing appropriate contents and criteria to evaluate the development of 

human resources for merchandiser and the main activities of human resource 

development for merchandiser at Vietnamese garment enterprises to meet the 

demand industry demand when changing production methods CMT, FOB to ODM. 

 ii) Evaluation the situation of human resource development for merchandiser 

and the main activities of developing merchandiser human resources on the basis of 

the proposed contents and criteria, combining analysis of factors affect. Then, it has 

pointed out the limitations and causes in developing the human resource for 

merchandiser towards the ODM production method. 

 iii) Proposing useful solutions and recommendations to develop the human 

resources for merchandiser when converting CMT, FOB to ODM production 

methods, meeting the development needs of Vietnam's garment industry. 

 iv) Proposing a regression model that predicts the number of merchandiser 

human resources in Vietnamese garment enterprises with 3 variables: Production 

method; Manpower size of garment enterprises and Net revenue of garment 

enterprises affect the number of merchandiser manpower in garment enterprises. 

 v) Building a research model with 3 factors of knowledge, skills and attitudes 

that affect the output standards of training merchandiser human resources to orient 

the training process of merchandiser human resources, ensuring interdisciplinary 

and ODM production method. 

 The next research directions 

 - Expand the scope of research space, with extensive research, garment 

enterprises will continue to study more deeply the relationship in merchandiser 

human resource development between production methods CMT, FOB, ODM , 

OBM; carry out researches to gradually convert CMT production methods to FOB, 

FOB to ODM, ODM to OBM with the requirement of building specific criteria for 

each production method, at the same time, building a development roadmap 

merchandiser human resources associated with the human resource development 

strategies for merchandiser for Vietnamese garment enterprises and Vietnam's 

garment industry. 

 - Continue to conduct research related to the development of human 

resources for merchandiser to contribute and provide additional secondary data for 

Vietnam's garment industry. 


