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Abstract

As Vietnam undergoes rapid economic transformation, upgrading quality of workplace
training with adult learning approaches has become imperative. This conceptual review
examines the relevance and applicability of Andragogy, Malcolm Knowles’ foundational
theory, in Vietnamese organizations. A systematic literature search was conducted across
Scopus, Web of Science, ERIC, and Google Scholar (2021-2025), followed by PRISMA-
consistent appraisal of methodological transparency, peer-review status, and plausibility of
replication. The synthesis shows that internationally, Andragogical designs consistently
enhance learner engagement, satisfaction, and training transfer, while adoption in Vietnam
remains limited due to hierarchical culture, resource constraints, and uneven organizational
readiness. To address these gaps, the study develops a hypothesized causal mapping of
barriers, mediators, and opportunities, and thereby proposes a three-level conceptual
framework (policy—organization—trainer/learner). The contribution is threefold: (1)
theoretically, by clarifying how cultural and structural factors mediate the transfer of
Andragogy into non-Western contexts;, (2) practically, by offering a framework for
policymakers and enterprises to align incentives, build readiness, and upskill trainers; and
(3) methodologically, by highlighting the need for longitudinal and sector-comparative
research beyond descriptive case studies. Embedding Andragogy in sequenced, context-
sensitive interventions is essential to building a workforce adaptable, motivated, and globally
competitive.
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ANDRAGOGY TRONG PAO TAO TAI NOI LAM VIEC:
TONG QUAN LY THUYET VA GQI Y CHO VIET NAM

Nguyén Song Hao
"Triecong Pai hoc Cong nghé Ky thudt Thanh phé Ho Chi Minh, Viét Nam
Email: haons25.ncs@hcmute.edu.vn
Lich s bai bao
Ngay nhan: 08/8/2025; Ngay nhdn chinh swea: 28/9/2025; Ngay duyét dang: 19/12/2025

Toém tit

Trong boi canh Viét Nam dang trdi qua qud trinh chuyen doi kinh té nhanh chéng, ning
cao chat lwong dao tao tai noi lam viéc dya trén cdc tiép can hoc tdp nguwoi trucng thanh tro
nén cdp thiét. Bai tong quan khdi niém nay phan tich mirc dg phit hop va kha ning iimg dung
ciia Andragogy — Iy thuyét nén tang do Malcolm Knowles phdt trién — trong cdc doanh nghiép
Viét Nam. Nghién ciru tién hanh tim kiém tai liéu cé hé théng trén cac co so dir liéu Scopus,
Web of Science, ERIC va Google Scholar (giai doan 2021-2025), dong thoi tham dinh chdt
leong theo tiéu chi nhat quan voi PRISMA (tinh minh bach phwong phdp, tinh trang binh
duyét, va kha néng tdi lp). Két quad tong hop cho thay, trén pham vi quoc té, cdc thiét ké dao
tao theo Andragogy givip gia ting dang ké mirc dg tham  gia, sy hai long va kha nang chuyén
giao hoc tap, trong khi do, tai Viét Nam, viéc ap dung van con han ché do anh huong cua van
hoa thir béc, rang bugc vé nguon lye va sw chénh léch vé mirc d san sang ciia té churc. pé
giai quyet khodng tréng nay, nghién ciru xdy dung mot ban do nhan qua gia dinh Vé rdo cdn,
yeu 10 trung gian va co héi, dong thoi dé xudt mot khung khai ni¢m ba cap do (chinh sach —
16 chirc — giang vién/nguoi hoc). Dong gop cua nghién ciru bao gom: (1) Iy thuyet lam r6
cdch cdc yéu to vin héa va cdu triic chi phoi viéc chuyén giao Andragogy vao boi canh ngoadi
phuwong Tay; (2) thiee tién — dé xudt khung khdi niém giiip nha hoach dinh chinh sach va doanh
nghiép diéu chinh chinh sach khuyén khich, nang cao mirc d sdn sang va phdt trién ndng luc
gidng vién; va (3) phirong phdp — nhdn manh nhu cau thiee hién nghién civu doc, so sanh lién
nganh thay vi chi dimg lai & cdc nghién ciru mé ta. Viéc trién khai Andragogy theo cdch tiép
can tuan tw va phit hop voi béi canh sé la chia khéa déxdy dung lyc luong lao dong Viét Nam
linh hoat, co dong lyc va nang luc canh tranh toan cau.

Tw khéa: Andragogy, Dao tao tai noi lam viéc, Hoc tap nguoi truong thanh, Phdt trién
nguon nhan liee, Phat trién nhén vién.
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1. Introduction

In today’s dynamic economic and technological landscape, effective adult learning is
central to workforce development (Anderson, 2021). Andragogy, Malcolm Knowles’
foundational theory, highlights self-direction, experiential learning, and relevance to
professional practice, and is widely recognized for boosting engagement and productivity in
organizations (Tessier et al., 2021; Rivers & Winner, 2021). While Andragogy specifically
refers to Knowles’ model for adult learners, the broader “Adult Learning Theory” covers
various frameworks on how adults acquire and apply knowledge. Both terms are used here to
ensure a comprehensive review, recognizing Andragogy as a core, but not sole, perspective.

Despite its global prominence, Andragogy remains underutilized in emerging
economies like Vietnam. Most Vietnamese organizations still rely on traditional, instructor-
led training shaped by hierarchical cultures and resource limitations, creating a notable gap
with international best practices (Holm, 2024). This gap is further widened by a lack of
empirical research and professional development for trainers.

In the Vietnamese context, it is crucial to differentiate between Andragogy and the
broader field of adult learning theory. While Andragogy, as developed by Knowles et al.
(2005), emphasizes six core principles (need to know, self-concept, prior experience,
readiness, orientation to learning, and motivation), adult learning theory encompasses a wider
range of approaches, including experiential learning, transformative learning, and self-directed
learning theories. Previous Vietnamese studies have often used the terms interchangeably,
which risks obscuring important conceptual boundaries. Clarifying this distinction provides a
stronger theoretical foundation for analyzing how workplace training in Vietnam can
selectively adopt and adapt different elements of adult learning scholarship.

On Vietnam’s rapid economic transformation and integration into the global economy,
modernizing workforce training is now essential. Traditional approaches no longer suffice in
cultivating the adaptability, critical thinking, and lifelong learning skills that today’s
workplaces demand. Addressing this gap, this review study seeks to clarify how Andragogy
can empower Vietnamese organizations to build a more agile and competitive workforce in a
fast-changing world. Guided by this rationale, the study is organized around the following
research questions:

RQI: What barriers, mediating factors, and opportunities most strongly shape the
adoption of Andragogy in Vietnamese workplaces?

RQ2: How can a three-level framework (policy—organization—trainer/learner) be
operationalized to improve design fidelity and training transfer in Vietnam?

2. Data and research methods

A systematic literature search was conducted across major academic databases,
including Scopus, Web of Science, ERIC, and Google Scholar, covering peer-reviewed journal
articles, conference proceedings, and dissertations. The search targeted publications from 2021
to 2025, a period chosen to capture post-pandemic shifts in adult learning and workplace
training when digitalization and new models of delivery accelerated globally. Boolean
operators (AND, OR) and truncation strategies were used to expand or refine search results,
with sample queries such as:

- (“Andragogy” OR “adult learning theory” OR “adult education””) AND (“workplace
training” OR “professional development”) AND (principle* OR concept* OR framework*)

- (“Andragogy” OR “adult learning”) AND (“corporate training” OR “organizational
learning”) AND (model* OR strateg* OR best practice®)
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- (“Andragogy”) AND (“workplace training”) AND (“Vietnam” OR “Vietnamese
enterprise”’) AND (barrier* OR challenge* OR implementation*)

The inclusion criteria consisted of:
- Publications in English.

- Empirical or theoretical studies focusing on adult learning or Andragogy in the
workplace.

- Studies providing conceptual models, implementation insights, or evaluation data.
- At least partial relevance to Southeast Asian or developing country contexts.
Exclusion criteria included:

- Studies focused exclusively on formal adult education in schools or universities.

- Non-peer-reviewed blog posts, opinion pieces, or editorials.

- Publications lacking methodological transparency or relevant findings.

To strengthen reliability, this researcher conducted a quality appraisal consistent with
PRISMA guidance. The researcher retained only sources demonstrating methodological
transparency, peer-reviewed status, and plausible replicability. Each study was screened for
clarity of design, appropriateness of data collection/analysis, and warrant for conclusions,
ensuring that the synthesized evidence reflects both conceptual rigor and practical relevance.

3. Results and discussion

3.1. Conceptual Foundations and Empirical Applications of Andragogy in
Workplace Training

The recent literature consistently affirms the centrality of Andragogical principles in
enhancing the effectiveness of workplace training for adult learners. Anderson (2021), through
a case study of mid-career employees, demonstrates that integrating Andragogy into e-learning
platforms fosters greater engagement, particularly when supported by both individual digital
readiness and an enabling organizational infrastructure. Building on this, Tessier et al. (2021)
show that adapting the Andragogical process model to fit organizational constraints enables
the systematic design, delivery, and evaluation of training programs, resulting in high learner
satisfaction and demonstrable outcomes. Expanding on the application of adult learning
theory, Knowles (2021) emphasizes the importance of reflection, feedback, and skill practice
in professional development and coaching, noting their positive impact on the transfer of
learning and workplace performance. Similarly, Akinyooye and Fajimi (2022) conclude that
aligning organizational training with Knowles’ principles leads to improved program
effectiveness and enhanced employee productivity, underscoring the compatibility of
Andragogy with workplace needs.

Innovative approaches such as gamification are also examined within this conceptual
framework. Zainuddin et al. (2023) found that incorporating gamification elements based on
Andragogical principles significantly increased motivation and learning outcomes among
adults in online settings. This was further substantiated by Zainuddin et al. (2024), who
developed and validated a robust scale for assessing gamification in adult online learning
environments grounded in Andragogy. Beyond specific instructional strategies, Tan (2023)
provides empirical validation for a holistic model wherein motivation, proactive attitudes,
metacognitive skills, and enriched learning environments collectively foster lifelong learning
among professionals. Likewise, Knapke et al. (2024) illustrate that Knowles’ framework can
effectively guide the evaluation and design of interdisciplinary team science training, with
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participant feedback strongly supporting Andragogical approaches.

The enduring relevance of Andragogy is further discussed by Clair (2024), who
highlights its continued support within contemporary research and its practical value for
instructional design, despite occasional theoretical critiques. Grus et al. (2025) extend these
insights to the realm of continuing education, providing evidence-based recommendations for
applying Andragogical principles in technology-driven learning formats. Findik (2025)
reinforces that Andragogy fundamentally centers on self-directed, experience-based, and
pragmatic learning tailored to the distinctive motivations of adult learners. Finally, Thomas
and Harrison (2025) demonstrate how integrating Andragogical principles with the WHOLE
Experience Framework can advance inclusive faculty development and foster diversity
practices, particularly benefiting nontraditional adult learners.

Collectively, these studies establish a cohesive body of evidence supporting the
application of Andragogy in workplace training. They illustrate not only the theoretical
soundness of the approach but also its practical adaptability across diverse organizational
contexts and evolving educational technologies.

3.2. International Approaches in Workplace Training

The international literature offers robust evidence of how Andragogical principles and
self-directed learning theories have been operationalized to enhance both organizational and
individual outcomes in workplace training. Rivers and Winner (2021) demonstrate that the
integration of adult learning theory within human resource development (HRD) initiatives not
only aligns learning processes with organizational purposes but also fosters individual
development through a self-directed, learner-centric approach. Building upon this, van
Heerden (2022) developed a comprehensive framework for online corporate training rooted in
adult learning theories, highlighting the importance of self-directedness, relevance, prior
experience, perceived usefulness, and a supportive organizational learning environment. This
model illustrates how theoretically-informed design can address the evolving needs of adult
learners in the digital age.

Addressing the imperative to support disadvantaged workers, Hwang and Yoon (2023)
advocate for advancing workplace learning theories and strengthening collaboration between
adult education and HRD disciplines. Their review underscores the need for research-informed
practice, especially in contexts of socioeconomic inequality. Mughal (2023) provides
empirical support for the efficacy of learner-centered, collaborative models such as the
70:20:10 instructional design, which significantly improves training transfer and
organizational learning effectiveness by emphasizing experiential and social learning
alongside formal instruction. In contexts of organizational change and instability, Wang and
Gordon (2023) argue that the ability to understand and apply Andragogical and self-directed
learning theories is critical for workforce training and adaptation. Their analysis suggests that
organizations embracing these paradigms are better positioned to navigate uncertainty and
drive continuous improvement.

Several studies confirm the positive impact of embedding Andragogical principles
directly into corporate training programs. Bahrani (2024) reports marked improvements in
employee engagement, satisfaction, and long-term skill retention, while Yuliani et al. (2024)
demonstrate that advanced training for early childhood educators structured around
Andragogy leads to substantive gains in professional knowledge and skills. Expanding into
public service organizations, Viterouli et al. (2025) find that integrating self-directed learning
principles into HRD management enhances employee motivation, engagement, and ongoing
skill development. Meanwhile, Boon and Brinkerhoff (2025) show a case where management
training, grounded in adult learning theory and delivered through innovative blended methods,
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resulted in high participant engagement, successful skill transfer, and measurable
organizational impact.

Collectively, these studies reveal that international models grounded in Andragogical
and self-directed learning theories offer versatile and effective strategies for workplace
training. Their consistent emphasis on learner agency, experiential learning, and contextual
relevance sets a foundation for designing and implementing workplace education that is both
impactful and adaptable across diverse organizational environments.

3.3. Andragogy in Vietnam: Applications, Barriers, and Opportunities

Table 1. Comparative Analysis of Andragogy in Workplace Training:
International and Vietnamese Perspectives

Dimension/Aspect International Practice Vietnamese Context

Dominant Learner-centered, participatory, Instructor-led, hierarchical, less

training models ~ Andragogical; blended/digital participatory; some pilot learner-
approaches common centered programs

Barriers Socioeconomic gaps, digital divide, Hierarchical culture, lack of
organizational readiness (but oftenempirical  research,  resource
less severe) constraints, risk aversion

Opportunities Tech  integration,  cross-sector Digital platform adoption, policy

collaboration, strong research base interest, international partnerships
Empirical research Robust, large-scale, theory-driven Limited, mostly small-scale or case

studies studies

Outcomes/evidence Demonstrated gains in motivation, Early evidence of improved
skill retention, organizational motivation, skills, but impact not
learning yet widespread

Source: Synthesized by the researcher based on international studies and
Vietham-focused sources

The application of Andragogical principles in Vietnamese workplace training remains
a developing field, shaped by both local innovation and persistent structural barriers. While
the international literature strongly confirms the value of adult learning theories for
organizational effectiveness (Dashew & Gayeski, 2023; Holton et al., 2025), the practical
adoption of Andragogy within Vietnamese enterprises is still emergent and often uneven.

Holm (2024), for example, demonstrates that integrating Sustainable Development
Goals (SDGs) and flexible, work-oriented education models can foster productive vocational
training cooperation between Finland and Vietnam, yet also highlights the legal, financial, and
cultural complexities facing such cross-national efforts. Most Vietnamese organizations,
particularly outside the multinational sector, continue to rely on traditional, instructor-centered
training paradigms. Deeply embedded cultural norms, including hierarchical structures,
deference to authority, and a general reluctance to embrace risk, frequently inhibit the
implementation of self-directed and participatory learning central to Andragogy.

These cultural traits not only restrict open dialogue but also interact with structural and
technological factors. For example, limited digital infrastructure and trainer competence can
magnify hierarchical dynamics by reducing opportunities for self-directed learning.
Organizational risk aversion further discourages experimentation with participatory methods.
Together, these elements form a multi-layered barrier system, suggesting that interventions
must simultaneously address cultural, technological, and human-capital dimensions rather
than focusing on any single factor in isolation.
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Nevertheless, there are encouraging signs of change. Vietnamese HRD professionals
and policymakers are increasingly recognizing the importance of aligning workplace training
with adult learning principles. Recent pilot programs and empirical studies in urban centers
such as Ho Chi Minh City and Hanoi provide early evidence that learner-centered approaches
can improve employee motivation, accelerate skill acquisition, and enhance problem-solving
capabilities. However, these initiatives remain isolated, with most evidence limited to small-
scale projects or descriptive case studies, reflecting the nascent stage of Andragogical practice
nationwide.

Reviewing both international and Vietnamese research reveals several persistent
barriers: hierarchical management cultures, resource constraints, and a notable shortage of
large-scale, empirical studies on the long-term impacts of Andragogical training in Vietnam.
These factors leave policymakers and practitioners with limited evidence for effective,
context-sensitive implementation. At the same time, emerging opportunities are evident, the
growth of digital learning platforms, international partnerships, and ongoing educational
reforms are expanding avenues for innovative practice and experimentation.

3.4. Discussion

This conceptual review reaffirms the ongoing relevance of Andragogy as a foundational
framework for adult learning in workplace settings. Knowles’ six principles remain
conceptually robust and empirically supported, especially in advanced economies where
learner-centered and participatory training are widely practiced. However, the Vietnamese
context reveals distinctive causal barriers and mediating factors that shape the extent to which
Andragogical principles can be applied.

A key finding as seen above is the persistent gap between international best practices
and current training approaches in Vietnam. While multinational organizations have piloted
Andragogy-based programs with encouraging results, most domestic enterprises continue to
rely on traditional, instructor-led models. This reflects enduring cultural norms of hierarchy
and deference to authority, which lower psychological safety and suppress learner voice — two
conditions essential for self-directed learning. In addition, resource constraints and limited
organizational readiness further restrict experimentation with participatory methods. These
effects are not isolated; they interact through mediating factors such as trainer competence,
digital infrastructure, and organizational policy signals, which either reinforce or mitigate the
influence of hierarchical culture.

This interaction suggests that barriers and opportunities must be analyzed together. For
example, hierarchical culture (a barrier) reduces participation, but digital platforms (an
opportunity) can provide alternative spaces for dialogue and collaboration, thereby offsetting
the effect. Likewise, limited trainer capacity constrains learner-centered approaches, yet
targeted professional development pathways can act as a mediator that converts organizational
readiness into higher design fidelity and training transfer. Similarly, resource shortages can be
partly compensated through international partnerships that bring in shared tools, curricula, and
evaluation practices. In short, the causal dynamics show that barriers do not operate in
isolation; they can be counterbalanced when opportunities are strategically leveraged.

Table 2. Hypothesized causal mapping of barriers, mediators, and opportunities for
applying Andragogy in Vietnam. Source: Synthesized by the researcher

Barriers Mediating Factors Opportunities Anticipated Qutcome
Hierarchical culture, Leadership Digital platforms Enhances learner agency
deference tomodeling; enabling dialogue and participation
authority psychological safety
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Barriers Mediating Factors Opportunities Anticipated Outcome
Resource constraints Digital readiness; Blended andExpands access and
(budget, time) learning-experience microlearning formats reduces costs

design
Trainer skill gapsProfessional Targeted upskilling in Strengthens  fidelity to
(lecture-heavy development facilitation & Andragogical principles
delivery) pathways assessment
Organizational risk Governance and KPIPolicy incentives; pilot Encourages
aversion alignment programs experimentation and
innovation
Fragmented researchShared  evaluation International Supports development of
base metrics partnerships & cross-scalable, evidence-based
sector studies practices

To make these relationships more explicit, this review proposes a three-level conceptual
framework:

- Policy level (macro): Incentives, accreditation standards, and public—private
partnerships create legitimacy and motivate enterprises to adopt learner-centered practices.
Strong policy signals increase organizational readiness and investment.

- Organizational level (meso): Leadership commitment, participatory norms, and
governance systems determine whether Andragogical principles are supported or blocked.
This level translates external policy signals into concrete structures and resources.

- Trainer and learner level (micro): Trainer competence, digital literacy, and learner
agency mediate the effectiveness of program design. Professional development pathways and
microlearning strategies can strengthen this link.

Together, these three levels form an interdependent system: macro incentives enable
meso readiness, which in turn empowers micro-level fidelity and transfer. The weakest level
constrains the overall impact, underscoring the need for sequencing and cross-level alignment.

3.5. Limitations

First, the review prioritizes English-language sources, which may underrepresent
Vietnamese-language evidence and practice notes. Second, the temporal focus (2021-2025)
captures post-pandemic developments but may exclude earlier foundational studies beyond
the seminal works already cited. Third, as a conceptual synthesis, the causal mapping is
hypothesized and requires empirical testing (e.g., longitudinal and sector-comparative studies)
to estimate effect sizes and boundary conditions.

4. Conclusion

This conceptual review study demonstrates that Andragogy remains a robust framework
for adult learning while revealing context-specific constraints in Vietnam. It contributes
theoretically by clarifying the causal interplay among cultural hierarchy, resource constraints,
and organizational readiness; practically by proposing a three-level framework (policy,
organization, trainer/learner) that specifies pathways for context-sensitive adoption; and
methodologically by identifying the need for longitudinal, comparative, and sectoral research
beyond descriptive case studies.

For policymakers and practitioners, the implication is clear: embedding Andragogy
requires sequenced and aligned interventions — macro-level incentives that create legitimacy,
meso-level reforms that build organizational readiness, and micro-level competence that
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ensures design fidelity and training transfer. Embracing this structured, multi-level approach
will be key to cultivating a workforce that is adaptable, motivated, and globally competitive.
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