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Foreword

MR. JESUS L.R. MATEO

Undersecretary for Planning and 
Human Resources and Organizational 
Development, Department of 
Education, Philippines

Chair of the ASEAN Senior Officials 
Meeting on Education

DR. ANWAR SANUSI

Secretary-General of the Ministry of 
Manpower, Republic of Indonesia

Chair of the ASEAN Senior Labour 
Officials Meeting

Developing human resources to empower peoples across the region and to 
strengthen ASEAN Community has been one of the key purposes of ASEAN as 
stipulated in the ASEAN Charter, adopted in 2007. The advancement of human 
resources development (HRD) has become more urgent, particularly with the 
Fourth Industrial Revolution (4IR) which has transformed businesses and jobs at a 
speed faster than workers can adapt. This urgency has been further exacerbated by 
the COVID-19 pandemic. 

Cognisant of the urgency of developing future-ready human resources to enable 
ASEAN to recover and thrive in the face of ever-changing demands of the labour 
market, ASEAN Leaders reaffirmed their unwavering commitment to build a 
people-oriented and people-centered ASEAN Community, through the adoption of 
the ASEAN Declaration on HRD for the Changing World of Work and its Roadmap, 
championed by Viet Nam during their Chairmanship of ASEAN in 2020.
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Carried out in support to the implementation of the ASEAN HRD Declaration and its 
Roadmap and in collaboration between ASEAN labour and education sectors, we 
are very pleased to welcome the publication of the ten country reports of the Study 
on HRD Readiness in ASEAN, which features the state of HRD readiness in each 
ASEAN Member States (AMS). The study is a joint initiative of Viet Nam’s Ministry 
of Labour, Invalids and Social Affairs (MOLISA) and the ASEAN Secretariat, with the 
support of the Deutsche Gesellschaft für Internationale Zusammenarbeit (GIZ) 
through the Regional Cooperation Programme for TVET in ASEAN (RECOTVET).

Each country report compiles and synthesises national strategies, policies and 
programmes on HRD, which were then used as the basis in developing the 
regional report on HRD Readiness in ASEAN. We acknowledge that while the 
report demonstrates the significant progress made in the region, we are also aware 
of the commitments required to ensure that dynamic reforms are carried out 
going forward. We believe that the ten country reports and regional report will be 
instrumental in supporting the implementation of the ASEAN HRD Declaration and 
its Roadmap, particularly through the development of evidence-based policies and 
initiatives to advance HRD in ASEAN. 

Lastly, we would also like to commend the efforts and commitment of the national 
researchers and authors from all AMS in developing the country reports under the 
guidance of Prof. Dieter Euler, as the Study’s lead researcher and author of the 
regional report. Appreciation also goes to the respondents and resource persons 
from relevant ministries and institutions from the labour and education sectors for 
their valuable feedback and contributions during the development and finalisation 
of the reports. 

We would also like to extend our recognition to RECOTVET for their longstanding 
support in advancing HRD agenda in ASEAN.

MR. JESUS L.R. MATEO

Undersecretary 
for Planning and Human Resources 
and Organizational Development, 

Department of Education, Philippines

DR. ANWAR SANUSI

Secretary-General 
of the Ministry of Manpower,

Republic of Indonesia



iv

Malaysia Report | Human Resources Development Readiness in ASEAN

The Study on Human Resources Development (HRD) Readiness in ASEAN was 
initiated by the ASEAN Secretariat together with the Vietnamese Ministry of 
Labour, Invalids and Social Affairs (MOLISA). The purpose of the Study is to support 
implementation of the ASEAN Declaration on HRD for the Changing World of Work 
adopted by the 36th ASEAN Summit in June 2020. The Study was conducted as 
an initiative under Viet Nam’s Chairmanship of ASEAN with the support of the 
Deutsche Gesellschaft für Internationale Zusammenarbeit (GIZ) GmbH through 
the Regional Cooperation Programme in Technical and Vocational Education and 
Training (RECOTVET). 

Terms of Reference and an Inception Report for the Study were endorsed at the 
ASEAN Senior Labour Officials Meeting (SLOM) and Senior Officials Meeting 
on Education (SOM-ED) in April 2020 and June 2020, respectively. The research 
methodology was further deliberated by SLOM and SOM-ED focal points at a 
Validation Workshop held virtually on 29 June 2020.

The Study, which was conducted at regional level and across ten ASEAN Member 
States, has achieved its objective of offering comprehensive baseline information 
and recommendations. This valuable feedback will enable ASEAN policy makers 
and practitioners to better frame HRD as a priority for policy making. 

The Regional Report and ten country reports were produced and endorsed following 
a series of extensive consultations with SLOM and SOM-ED from September 2020 to 
April 2021. The reports were launched at the High-Level Launch and Dissemination 
Forum conducted virtually on 26 April 2021. 

The technical contributions of numerous individuals were invaluable to the 
development and implementation of the Study. We would like to offer our sincere 
thanks to the following:

 • The focal points of ASEAN Member States’ labour and education ministries, whom 
there are too many to acknowledge individually, for your invaluable time and 
efforts to review draft reports, provide data and information, and share insights;

 • To the International Cooperation Department of MOLISA Viet Nam, led by  
Dr. Ha Thi Minh Duc (Deputy Director General) for leadership and guidance 
during implementation of the Study, and her team members, particularly  
Ms. Tran Thanh Minh and Mr. Phan Nhat Minh; 

Acknowledgements 
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 • To the ASEAN Secretariat under the coordination of H.E. Kung Phoak,  
Deputy Secretary-General for ASEAN Socio-Cultural Community, including 
Director Rodora T. Babaran; the Labour and Civil Services Division, led by  
Ms. Mega Irena (Head and Assistant Director); the Education, Youth and Sport 
Division, led by Ms. Mary Anne Therese Manuson (former Head and Assistant 
Director); and their team members, in particular Mr. Carl Rookie O. Daquio, 
Ms. Madyah Rahmi Lukri, Mr. Alvin Pahlevi, Ms. Felicia Clarissa, and Ms. Shinta 
Permata Sari for their professional coordination and facilitation of consultations 
and stakeholders, as well as for their feedback to the draft reports;

 • To GIZ’s RECOTVET team, led by Mr. Ingo Imhoff (Programme Director),  
in particular Mr. Nguyen Dang Tuan and Ms. Tran Phuong Dung for the financial, 
technical and administrative support throughout the Study; 

 • To Prof. Dieter Euler of St. Gallen University as the Study’s lead researcher and 
author of the Regional Report. This Study would not have been possible without 
his expertise and support; 

 • To the following national researchers and authors of the country reports: 

a. Dr. Paryono and the research team at SEAMEO VOCTECH 
 (Brunei Darussalam)
b. Ms. Ek Sopheara (Cambodia)
c. Mr. Souphap Khounvixay (Lao PDR)
d. Mr. Daniel Dyonisius and Prof. Bruri Triyono (Indonesia)
e. Assoc. Prof. Razali Bin Hasan and the research team of the Malaysia Research 

Institute for Vocational Education and Training (Malaysia)
f. Ms. Thet Su Hlaing (Myanmar)
g. Mr. Elvin Ivan Y. Uy and the education team of the Philippine Business for 

Social Progress (the Philippines)
h. Dr. Jaclyn Lee, Dr. Tay Wan Ying, and Dr. Dang Que Anh (Singapore)
i. Dr. Chompoonuh K. Permpoonwiwat (Thailand) 
j. Dr. Dang Que Anh and Dr. Dao Quang Vinh (Viet Nam); and

 • Finally, to Prof. Sir Alan John Tuckett for editing and proofreading the Regional 
Report, Dr. Daniel Burns for editing the Cambodia, Indonesia, Myanmar and 
Thailand country reports, and Mr. Steven Christensen for designing the layout of 
the published reports.
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Introduction to the Malaysia 
country report 

Human resources development (HRD) empowers people to actively shape their 
future in a modern world of work that is characterised by an accelerated pace of 
change. HRD aims at equipping people with the skills, competencies, values, and 
attitudes to prepare them for a future that is yet unknown. 

Education and training systems are designed to provide people with the capacity and 
resilience to tackle current and future challenges in both their private and working 
lives. Governance, infrastructure, content, and teaching and learning processes have 
to be organised to accomplish this key function effectively and efficiently. 

While these basic requirements are not new, the ASEAN regional context has 
changed considerably over the last decades. Advances in digital technologies, new 
demands in the area of environmental protection, and increased labour migration 
are just a few examples of the issues that require rapid responses by governments 
and the societies they represent. Education and training systems need to adjust to 
the changing times. The COVID-19 pandemic demonstrates the need for societies 
to adapt to unprecedented and unpredictable disruptions, and to be better 
prepared for the future. 

Against this background, the Heads of State adopted the Declaration on Human 
Resources Development for the Changing World of Worki at the 36th ASEAN 
Summit on 26 June 2020, reaffirming the region’s commitment to equip its human 
resources with the competencies required for the future. A Roadmap to implement 
the Declaration was subsequently developed and adopted by the ASEAN labour 
and education ministers.

Guided by the aforementioned ASEAN Declaration, the Study on HRD Readiness 
in the ASEAN region was conducted to provide baseline information on the 
preparedness of HRD policies and programmes across ASEAN Member States 
with the aim of enabling their workforces to be relevant, agile and resilient for the 
future world of work. The Study was initiated by the ASEAN Secretariat to support  
Viet Nam’s Chairmanship of ASEAN in 2020 and in collaboration with the Deutsche 
Gesellschaft für Internationale Zusammenarbeit (GIZ) GmbH through RECOTVET. 

i https://asean.org/storage/2020/06/ASEAN-Declaration-on-Human-Resources-Development-for-the-Changing-World-of-
Work.pdf

https://asean.org/storage/2020/06/ASEAN-Declaration-on-Human-Resources-Development-for-the-Changing-
https://asean.org/storage/2020/06/ASEAN-Declaration-on-Human-Resources-Development-for-the-Changing-
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This Malaysia Country Report is part of a comprehensive regional study investigating 
HRD readiness in ASEAN Member States (AMS) from a broader perspective. 
This report, together with the reports on the other nine AMS, forms part of the 
Regional Report on HRD Readiness in ASEAN. The ten country reports follow 
a common conceptual framework for HRD developed in the Inception Report, 
which was endorsed in June 2020. Together, the Regional Report and aligned 
country reports offer a wealth of background knowledge and guidance to enable 
ASEAN policy makers and practitioners to better frame HRD as a priority of future 
policy-making in the region. 

The country reports were designed to focus on three key activities:

 • Review relevant country-specific literature, policies, and other practices to 
identify elements of HRD frameworks and what ‘readiness’ means in the national 
context;

 • Overview the current situation of national HRD policies and available resources 
to promote LLL and future skills; and

 • Showcase promising strategies and practices to promote LLL and future skills 
within the respective areas of intervention.

This Malaysia Country Report was written by the national researcher  
Dr. Razali Hassan with the support of the research team of the Malaysia Research 
Institute for Vocational Education and Training. It describes existing practices and 
introduces options for future policies as guided by a conceptual framework of 
investigation introduced in the Regional Report. In particular, it explores approaches 
currently applied with regard to HRD in reaction to the challenges of a changing 
world of work. It reveals considerable gaps between the appraisal of importance 
and desirability of HRD interventions on the one hand, and the extent of their 
realisation and achievement on the other. In response, the report encourages those 
responsible for designing future strategies and policies to adapt their approaches to 
ensure the workforce is more resilient to the future world of work. 

The ASEAN country reports were developed through extensive consultations between 
September 2020 and April 2021, at which time they were finalised and endorsed 
by their respective education and labour ministries. Building upon the findings 
and analyses in the country reports, the Regional Report was then developed by 
the senior international researcher, Prof. Dr. Dieter Euler. The Regional Report and 
country reports were launched at the High-level Launch and Dissemination Forum 
conducted virtually on 26 April 2021. 
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1.  Statistical facts: Human 
Resource Development (HRD)/ 
Lifelong Learning (LLL)

1.1 Preamble

Economic development is critical for all countries because a well-developed 
economy will be able to provide better quality of healthcare, education,  
social-support system, and thereby leading to a higher living standard. Human 
Resource Development (HRD) is a key driver of economic development and 
therefore, every country, especially the developing ones such as Malaysia, will 
need to educate and train its human resources in order to cater for the needs of 
various economic sectors. Apart from economy growth, HRD will also indirectly 
help reduce poverty, narrow income gaps, increase life-expectancy and more 
importantly, mitigate inequality in many aspects. 

In this study, the research team put the focus on the HRD readiness in Malaysia.  
In specific, the present study aimed to find out the existing HRD policies and practices 
applied in Malaysia and to explore the implemented strategies and programmes 
related to HRD to response to the future challenges in an ever-changing world of 
work. Both quantitative and qualitative approaches were used in data collection, 
namely document analysis, interview and questionnaire. Managerial personnel from 
the Ministry of Higher Education and Ministry of Youth and Sport were interviewed 
to get in-depth insights on HRD in Malaysia context. Whereas questionnaires were 
distributed to school teachers, lecturers of TVET institutions, as well as employees of 
government agencies and industrial sectors to gain the overview on the perception 
of people with regards to HRD readiness in Malaysia. 

All in all, this report discusses the general statistical data related to HRD and 
life-long learning (LLL) and the findings of quantitative data pertaining to HRD. 
Apart from that, interview data were also presented in different chapters which 
focused on strategies, policies, and programmes to promote HRD; inclusiveness in  
HRD/LLL approaches; enabling structure for promotion of HRD/LLL; quality of 
HRD/LLL provision; professional development of qualified teaching personnel; and 
engagement of business sector in HRD. 
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It is important to note that this study has potential limitations. The study might not 
fully capture the information related to HRD within the context of Malaysia. This 
is because there are at least eleven ministries engage actively in the programmes 
related to HRD and LLL. Due to time constraint, it was quite a challenging task to 
collect both quantitative and qualitative data to generate an overview of Malaysia 
HRD landscape.

1.2  Introduction

The introduction of modern technologies often referred to as the “Fourth Industrial 
Revolution”, influences all aspects of society and work-life and labour markets in 
particular. ASEAN Member States (AMSs) have been discussing how to step up 
their response to the challenge of preparing human resources for an uncertain 
future characterised by technological, economic, and environmental changes. 
On 26 June 2020 ASEAN leaders have adopted a Declaration that provides 
orientation regarding ASEAN’s priorities in Human Resources Development and 
the need for action. 

Among the follow-up activities of the Declaration the ASEAN Secretariat, with 
support from the Federal Ministry for Economic Cooperation and Development 
(BMZ), Germany via Deutsche Gesellschaft für Internationale Zusammenarbeit (GIZ) 
GmbH, carries out a Study on Human Resources Development (HRD) or Lifelong 
Learning (LLL) Readiness in ASEAN with simultaneous research activities in all ASEAN 
member states to be conducted in July and August 2020. The objective of the study 
is to analyse national policies and initiatives, as well as promising, practises related 
to human resources development. Information identified in the research process 
will feed among others into the development of a Human Resources Development 
Roadmap for ASEAN.

1.3  Statistical facts: HRD or LLL data of Malaysia

Below are the data of Malaysia from the Educational Planning and Research 
Division, Ministry of Education Malaysia;
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1. % of the population with the ability to both read and write and make simple arithmetic calculations.
2. % of children in the official primary school age range who are enrolled in either primary or secondary education.
3. % of educational attainment, ages 15+ (Primary)
4. % of children in the official age range for lower secondary education who are enrolled in secondary education.
5. % of educational attainment, ages 15+ (Secondary).
6. % of total enrolment in upper secondary education, following completion of compulsory general (basic) education.
7. % of the population with at least a secondary education.
8. % of educational attainment, ages 15+ (Tertiary).

No. Data Malaysia 

1. Mean years of education 10.2

2. Youth not in employment, education, training (%) 1.2

3. Literacy and numeracy1 (15-24 age group) 99.1

4. Literacy and enrolment rates of people from disadvantaged background N.A

5. Primary education enrolment rate2 (0-14 age group) 97.88

6. Primary education attainment rate3 (15-24 age group) 15.4

7. Secondary education enrolment rate4 (0-14 age group) 86.46

8. Secondary education attainment rate5 (15-24 age group) 52.8

9. Vocational education enrolment rate6 (15-24 age group) 22.72

10. Tertiary education enrolment rate7 (15-24 age group) 17.8

11. Tertiary education attainment rate8 (25-54 age group) 26.7

Table 1: Statistical Fact of Malaysia
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No. Your	institutional	affiliation Frequency Percent

1. Ministry 15 30.0

2. University / research institution 12 24.0

3. Company 10 20.0

4. Primary / Lower secondary school 8 16.0

5. State Education Department 3 6.0

6. District Education Office 1 2.0

7 TVET Institution (e.g.; Vocational College, Community College, 
Polytechnic, Giat MARA etc.) 1 2.0

Total 50 100.0

2.  Results from readiness 
questionnaire

2.1. Introduction

A study from Husain and Rahman (2020) said that Human Resource Development 
(HRD) is the process of helping employees become better at their tasks, their 
knowledge, their experiences, and their lives. There are lots of things that go into this, 
but education and training are the main methods. It is the integrated use of training, 
organisational development, and career development efforts to improve individual, 
group, and organisational effectiveness. HRD promotion involving the commitment 
and readiness of state bodies and the business sector is a summary of HRD readiness.

2.2.	 Frequencies	of	institutional	affiliation	and	field	of	expertise

Institutional affiliation in this survey shows that the highest respondent which is 30% 
of the respondent comes from ministries. It followed by universities and companies 
which are 24% and 20% respectively. District Education Office and TVET Institution 
were the lowest percentages which are 2% as shown in table 2 below:

Table 2: Frequencies of Institutional Affiliation

Non-formal/informal education, Special education, and Virtual learning environment 
were the lowest percent which is 2% for each as respondents’ field of expertise as 
per the table below shown. The highest field of expertise of respondents which is 
36% comes from General/basic education.
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Table 3: Frequencies of Main Expertise

No. Your	institutional	affiliation Frequency Percent

1. General / basic education 18 36.0

2. Technical and vocational education 12 24.0

3. Higher education 10 20.0

4. Corporate learning & development 7 14.0

5. Non-formal / informal education 1 2.0

6. Special education 1 2.0

7. Virtual learning Environment 1 2.0

Total 50 100.0

2.3. Analysis: Discrepancies in areas of intervention – important vs. achieved

There are six general areas of intervention for promoting HRD which promote HRD 
culture, adopt an inclusive approach, strengthen enabling structures, modernise 
educational programmes, professionalise development of qualified teaching 
personnel and promote engagement of the business sector in HRD.

2.3.1  Promote HRD culture

Cultural transformations start with awareness-raising. Although the message of HRD 
is already widespread, many people still regard learning and education as something 
taking place in the early years before entering the labour market. In order to gain some 
insights on this matter, one of the aspects measured in this study is concerning the 
importance of awareness of HRD/LLL in empowering people to make them resilient 
for an environment of constant change. The analysis outcome reveals that the majority 
of the participating respondents (40%) responded that the awareness of HRD/LLL in 
empowering people to make them resilient for an environment of constant change was 
somewhat important (See Table 2.3). On the other hand, the results show that 62% of 
the respondents perceived that the achievement of the awareness of HRD/LLL in people 
empowerment on environment change resilience is quite high. On the contrary, only 
2% of the respondents stated that the achievement of awareness was at a low level. 
In terms of the importance of the culture of HRD/LLL in empowering people to make 
them resilient for an environment of constant change, a total of 44%, 40% and 16% of 
respondents have responded that somewhat important, important, and very important 
respectively. Apart from that, the majority of the respondents (58%) have reported that 
the achievement of culture of HRD/LLL in people empowerment was quite low and the 
respondents who responded the item as very high only accounted for 2%. 
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Importance Achievement

i.The 
importance 

of awareness 
of Human 
Resource 

Development 
(HRD) or 
Lifelong 
Learning 
(LLL) in 

empowering 
people to 

make them 
resilient for an 
environment 
of constant 

change.

Scale (%) Frequency Percent

i.The 
importance 

of awareness 
of Human 
Resource 

Development 
(HRD) or 
Lifelong 
Learning 
(LLL) in 

empowering 
people to 

make them 
resilient for an 
environment 
of constant 

change.

Scale (%) Frequency Percent

Not 
important 
at all (0%)

0 0
None 
(0%)

0 0

Not very 
important 

(20%)
0 0

Low 
(20%)

1 2

Somewhat 
unimportant 

(40)
0 0

Quite low 
(40%)

3 6

Somewhat 
important 

(60%)
20 40

Quite 
high 

(60%)
31 62

Important 
(80%)

16 32
High 
(80%)

11 22

Very 
important 

(100%)
14 28

Very High 
(100%)

4 8

Total 50 100 Total 50 100

ii. The 
importance 

of the culture 
of Human 
Resource 

Development 
(HRD) or 
Lifelong 
Learning 
(LLL) in 

empowering 
people to 

make them 
resilient for an 
environment 
of constant 

change.

Scale (%) Frequency Percent

ii. The 
importance 

of the culture 
of Human 
Resource 

Development 
(HRD) or 
Lifelong 
Learning 
(LLL) in 

empowering 
people to 

make them 
resilient for an 
environment 
of constant 

change.

Scale (%) Frequency Percent

Not 
important 
at all (0%)

0 0
None 
(0%)

1 2

Not very 
important 

(20%)
0 0

Low 
(20%)

1 2

Somewhat 
unimportant 

(40)
0 0

Quite low 
(40%)

29 58

Somewhat 
important 

(60%)
22 44

Quite 
high 

(60%)
14 28

Important 
(80%)

20 40
High  
(80%)

5 10

Very 
important 

(100%)
8 16

Very High 
(100%)

1 2

Total 50 100 Total 50 100

Table 4: Importance vs. Achievement in Promote HRD Culture
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2.3.2  Adopt an inclusive approach

Many studies report a kind of reinforcement effect in the usage of HRD provisions: 
Those on a high-skill level draw on HRD programmes and courses distinctly more 
often than those on a low-skill level. The present survey finding shows that the 
majority of the respondents (46%) responded that it was somewhat important 
for HRD/LLL to include specific programmes and support for vulnerable groups at 
risk of lagging behind. The respondents who stated important and very important 
accounted for 32% and 20% respectively (See Table 2.4). On the other hand, 54% 
of the respondents perceived that the achievement of HRD includes specific 
programmes and support for vulnerable groups at risk of lagging behind was quite 
high, whereas only 2% of respondents perceived that the achievement was at a low 
level. 

Importance Achievement

i.The 
importance 

of awareness 
of Human 
Resource 

Development 
(HRD) or 
Lifelong 
Learning 
(LLL) in 

empowering 
people to 

make them 
resilient for an 
environment 
of constant 

change.

Scale (%) Frequency Percent

i.The 
importance 

of awareness 
of Human 
Resource 

Development 
(HRD) or 
Lifelong 

Learning (LLL) 
in empowering 

people to 
make them 

resilient for an 
environment 
of constant 

change.

Scale (%) Frequency Percent

Not 
important at 

all (0%)
0 0

None 
(0%)

0 0

Not very 
important 

(20%)
0 0

Low 
(20%)

1 2

Somewhat 
unimportant 

(40%)
1 2

Quite 
low 

(40%)
5 10

Somewhat 
important 

(60%)
23 46

Quite 
high 

(60%)
27 54

Important 
(80%)

16 32
High 
(80%)

9 18

Very 
important 

(100%)
10 20

Very 
High 

(100%)
8 16

Total 50 100 Total 50 100

Table 5: Importance vs. Achievement in Adopt Inclusive Approach
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2.3.3  Strengthen enabling structures

As HRD embraces all areas of education and learning, many stakeholders are 
involved (e. g. private sector, academia, tripartite partners). It is interesting to find 
out that majority of the respondents had similar perception, which is somewhat 
important, towards the importance of strengthening enabling structures in terms 
of legislation (44%), government agencies (40%), non-government agencies (46%), 
platform of cooperation (42%), funding on labour market development (50%), 
and research on labour market development (48%). Meanwhile, similar pattern 
of findings has been discovered for the achievement in strengthening enabling 
structures. Specifically, the majority of the respondents have responded that 
the achievement was quite high in the aspects of legislation (56%), government 
agencies (54%), non-government agencies (56%), platform of cooperation (58%), 
funding on labour market development (62%), and research on labour market 
development (62%). Table 2.5 illustrates the frequency and percentage of the 
participating respondents who have responded to the items related to importance 
and achievement of strengthening enabling structures.

Importance Achievement

i. Legislation.

Scale (%) Frequency Percent

i. Legislation.

Scale (%) Frequency Percent

Not 
important at 

all (0%)
0 0

None 
(0%)

0 0

Not very 
important 

(20%)
0 0

Low 
(20%)

0 0

Somewhat 
unimportant 

(40%)
1 2

Quite low 
(40%)

2 4

Somewhat 
important 

(60%)
22 44

Quite 
high 

(60%)
28 56

Important 
(80%)

16 32
High 
(80%)

12 24

Very 
important 

(100%)
11 22

Very High 
(100%)

8 16

Total 50 100 Total 50 100

Table 6: Importance vs. Achievement in Strengthen Enabling Structures
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Importance Achievement

ii. Government 
Agencies 

Scale (%) Frequency Percent

ii. Government 
Agencies 

Scale (%) Frequency Percent

Not 
important at 

all (0%)
0 0

None 
(0%)

0 0

Not very 
important 

(20%)
0 0

Low 
(20%)

0 0

Somewhat 
unimportant 

(40%)
1 2

Quite low 
(40%)

1 2

Somewhat 
important 

(60%)
20 40

Quite 
high 

(60%)
27 54

Important 
(80%)

14 28
High 
(80%)

14 28

Very 
important 

(100%)
15 30

Very High 
(100%)

8 16

Total 50 100 Total 50 100

iii. Non-
government 

Agencies. 

Scale (%) Frequency Percent

iii. Non-
government 

Agencies.

Scale (%) Frequency Percent

Not 
important at 

all (0%)
0 0

None 
(0%)

0 0

Not very 
important 

(20%)
1 2

Low 
(20%)

0 0

Somewhat 
unimportant 

(40%)
0 0

Quite low 
(40%)

3 6

Somewhat 
important 

(60%)
23 46

Quite 
high 

(60%)
28 56

Important 
(80%)

12 24
High 
(80%)

11 22

Very 
important 

(100%)
14 28

Very High 
(100%)

8 16

Total 50 100 Total 50 100
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Importance Achievement

iv. Platforms of 
cooperation.

Scale (%) Frequency Percent

iv. Platforms of 
cooperation.

Scale (%) Frequency Percent

Not 
important at 

all (0%)
0 0

None 
(0%)

0 0

Not very 
important 

(20%)
0 0

Low 
(20%)

0 0

Somewhat 
unimportant 

(40%)
0 0

Quite 
low 

(40%)
3 6

Somewhat 
important 

(60%)
21 42

Quite 
high 

(60%)
29 58

Important 
(80%)

14 28
High 
(80%)

9 18

Very 
important 

(100%)
15 30

Very  
High 

(100%)
9 18

Total 50 100 Total 50 100

v. Funding on 
labour market 
developments.

Scale (%) Frequency Percent

v. Funding on 
labour market 
developments.

Scale (%) Frequency Percent

Not 
important at 

all (0%)
0 0

None 
(0%)

0 0

Not very 
important 

(20%)
0 0

Low 
(20%)

0 0

Somewhat 
unimportant 

(40%)
0 0

Quite 
low 

(40%)
1 2

Somewhat 
important 

(60%)
25 50

Quite 
high 

(60%)
31 62

Important 
(80%)

10 20
High 
(80%)

10 20

Very 
important 

(100%)
15 30

Very 
High 

(100%)
8 16

Total 50 100 Total 50 100
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Importance Achievement

vi. Research on 
labour market 
developments.

Scale (%) Frequency Percent

vi. Research on 
labour market 
developments.

Scale (%) Frequency Percent

Not 
important at 

all (0%)
0 0

None 
(0%)

0 0

Not very 
important 

(20%)
0 0

Low 
(20%)

0 0

Somewhat 
unimportant 

(40%)
0 0

Quite 
low 

(40%)
1 2

Somewhat 
important 

(60%)
24 48

Quite 
high 

(60%)
31 62

Important 
(80%)

13 26
High 
(80%)

10 20

Very 
important 

(100%)
13 26

Very 
High 

(100%)
8 16

Total 50 100 Total 50 100

2.3.4  Modernise educational programmes

Foundational and future skills need to be incorporated in curricula especially in 
general education, TVET, and higher education. However, if the teaching of largely 
new (future) skills is pursued, such resources alone will not be enough to trigger 
innovation. Digital technologies and resources are supposed to innovate teaching 
and learning in all stages of HRD. Based on the analysis outcomes of this study 
as shown in Table 2.6, it is learned that most of the respondents opined that it 
was somewhat important to fully incorporate “future skills” into curricula, teaching 
and learning resources, and assessments or recognition in general education. In 
contrast to general education, the majority of the respondents perceived that it was 
very important for the incorporation of “future skills” into curricula, teaching and 
learning, and assessment in both vocational education (40%) and higher education 
(42%). From the aspect of achievement in corporation of “future skills” into curricula, 
teaching and learning, and assessment in general, vocational, and higher education, 
most of the respondents’ responses fall under “quite high” with the percentage of 
52% (general education), 50%, (vocational education), and 48%(higher education). 
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Importance Achievement

i. The 
importance 

of ‘future 
skills’ to fully 
incorporated 
into curricula, 

teaching 
and learning 

resources, and 
assessments 

or recognition 
in general 
education.

Scale (%) Frequency Percent

i ‘Future 
skills’ are fully 
incorporated 
into curricula, 

teaching 
and learning 

resources, and 
assessments 

or recognition 
in general 
education.

Scale (%) Frequency Percent

Not 
important at 

all (0%)
0 0

None 
(0%)

0 0

Not very 
important 

(20%)
0 0 Low (20%) 1 0

Somewhat 
unimportant 

(40%)
0 0

Quite low 
(40%)

2 4

Somewhat 
important 

(60%)
20 40

Quite 
high 

(60%)
26 52

Important 
(80%)

12 24
High 
(80%)

9 18

Very 
important 

(100%)
18 36

Very High 
(100%)

12 24

Total 50 100 Total 50 100

ii. The impor-
tance of ‘future 

skills’ to fully 
incorporated 
into curricula, 
teaching and 
learning re-
sources, and 
assessments 

or recognition 
in vocational 

education.

Scale (%) Frequency Percent

ii. ‘Future 
skills’ are fully 
incorporated 
into curricula, 

teaching 
and learning 

resources, and 
assessments 

or recognition 
in vocational 

education.

Scale (%) Frequency Percent

Not 
important at 

all (0%)
0 0

None 
(0%)

0 0

Not very 
important 

(20%)
0 0 Low (20%) 1 2

Somewhat 
unimportant 

(40%)
0 0

Quite low 
(40%)

2 4

Somewhat 
important 

(60%)
18 36

Quite 
high 

(60%)
25 50

Important 
(80%)

12 24
High 
(80%)

11 22

Very 
important 

(100%)
20 40

Very High 
(100%)

11 22

Total 50 100 Total 50 100

Table 7: Importance vs. Achievement in Modernise Educational Programmes
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Importance Achievement

iii. The impor-
tance of ‘future 

skills’ to fully 
incorporated 
into curricula, 
teaching and 
learning re-
sources, and 

assessments or 
recognition in 
higher educa-

tion.

Scale (%) Frequency Percent

iii. ‘Future 
skills’ are fully 
incorporated 
into curricula, 

teaching 
and learning 

resources, and 
assessments 

or recognition 
in higher 

education.

Scale (%) Frequency Percent

Not 
important at 

all (0%)
0 0

None 
(0%)

0 0

Not very 
important 

(20%)
0 0 Low (20%) 1 2

Somewhat 
unimportant 

(40%)
1 2

Quite low 
(40%)

1 2

Somewhat 
important 

(60%)
17 34

Quite 
high 

(60%)
24 48

Important 
(80%)

11 22
High 
(80%)

13 26

Very 
important 

(100%)
21 42

Very High 
(100%)

11 22

Total 50 100 Total 50 100

2.3.5  Professionalise development of qualified teaching personnel

The quality of any education system largely relies on the commitment and capabilities 
of the personnel. The findings from the present study indicate that high percentage 
of respondents (40%) have stated that the standards for the training of teachers/
trainers which address the acquisition of ‘future skills’ are very important (See Table 
2.7). Only 2% of the respondents stated that it was somewhat important. On the 
other hand, most of the respondents (40%) have responded that the achievement 
in the availability of standards for the training of teachers/trainers which address 
the acquisition of ‘future skills’ was quite high. In the same regards, only 2% of the 
respondents have responded that as low achievement.  
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Importance Achievement

i. The 
importance 
of standards 

for the 
training of 
teachers/
trainers 
which 

address the 
acquisition of 
‘future skills’.

Scale (%) Frequency Percent

i. There are 
standards for 
the training of 

teachers/trainers 
which address 
the acquisition 
of ‘future skills’.

Scale (%) Frequency Percent

Not important 
at all (0%)

0 0
None 
(0%)

0 0

Not very 
important 

(20%)
0 0

Low 
(20%)

1 2

Somewhat 
unimportant 

(40)
1 2

Quite 
low 

(40%)
2 4

Somewhat 
important 

(60%)
17 34

Quite 
high 

(60%)
24 48

Important 
(80%)

12 24
High 
(80%)

11 22

Very  
important 

(100%)
20 40

Very 
High 

(100%)
12 24

Total 50 100 Total 50 100

Table 8: Importance vs. Achievement in Professionalise Development of  
Qualified Teaching Personnel

2.3.6  Promote engagement of the business sector in HRD.

At the training level, engagement of companies can take place in the delivery 
and implementation of training, cooperation in examinations, qualification of 
teaching and training staff and provision of equipment and teaching material. At 
the institutional level, the business sector can participate in the development of 
curricula and skill standards, contribute to financing, and taking responsibility in 
the governance of TVET on a national or local level (Euler, 2018). This study shows 
that the relationship between government agencies and the business sector in 
terms of public-private-partnerships in HRD fields of TVET and Higher Education 
is very important (34%). The achievement between government agencies and the 
business sector in terms of public-private-partnerships in HRD fields of TVET and 
Higher Education is also quite high (50%).  
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2.4  Interpretation 

Based on this study there are no distinctive features in the appraisal of areas 
of intervention concerning to different institutional affiliations. Both areas of 
intervention and institutional affiliations have different frequencies meanwhile 
most of the responses from the respondents are not the same.

Importance Achievement

i. The 
importance 

of the 
relationship 

between 
government 
agencies and 
the business 

sector in 
terms of 
public-
private-

partnerships 
in HRD fields 

of TVET 
and Higher 
Education.

Scale (%) Frequency Percent

i. Relationship 
between 

government 
agencies and 
the business 

sector in 
terms of 

public-private-
partnerships in 
HRD fields of 

TVET and Higher 
Education.

Scale (%) Frequency Percent

Not  
important 
at all (0%)

0 0
None 
(0%)

0 0

Not very 
important 

(20%)
0 0

Low 
(20%)

0 0

Somewhat 
unimportant 

(40)
0 0

Quite 
low 

(40%)
2 4

Somewhat 
important 

(60%)
17 34

Quite 
high 

(60%)
25 50

Important 
(80%)

16 32
High 
(80%)

12 24

Very  
important 

(100%)
17 34

Very 
High 

(100%)
11 22

Total 50 100 Total 50 100

Table 9: Importance vs. Achievement in Promote Engagement of Business Sector in HRD.



16

Malaysia Report | Human Resources Development Readiness in ASEAN

3.  Strategies, policies, 
programmes on HRD/LLL

3.1.  Introduction

Human Research (HR) Development is essential for any association related to 
dynamic and growth-oriented. In contrast to different assets, HR has rather 
boundless expected abilities. The potential can be utilised uniquely by creating a 
climate that can constantly distinguish, bring to the surface, support and use the 
abilities of individuals. Human Resource Development (HRD) framework targets 
at creating such a climate. Various HRD procedures have been developed in 
recent years to play out the task depending on specific standards. This unit gives 
comprehension ideas of HRD framework, related components and the changing 
limits of HRD. Some research has been conducted through a survey with different 
methods and approaches based on the remarkable performance in HRD. These 
approaches are well explained in the next subsections.

3.2.  Quantitative Approach

One of the well-known approaches that are mostly used in the survey is through 
the quantitative approach. In 2017, Lau et. al, have conducted a quantitative survey 
through a questionnaire that involves; (a) the extent to which organisations with an 
embraced Learning Organisation (LO), mediated Organisational Culture (OC) and 
Affective Commitment (AC), (b) the most influential component of OC in promoting 
employee AC, and (c) the most important component of LO for influencing OC and 
AC. This study involves 516 respondents in selected Malaysian private organisations. 
Based on the findings, it shows that LO mediated the relationship between OC and 
AC. Furthermore, respect for people was an influential factor of OC for AC, while 
empowerment played a significant role in LO culture mediating the relationship 
between OC and AC. In conclusion, HRD practitioners should strategically plan 
organisational activities, norms, and policies that promote organisational learning 
processes and learning culture to enhance AC (Lau et.al, 2017).

Another study was conducted in the same year by Motolani et. al. This study 
involves descriptive correlation approach and the aim of this study is to identify the 
competency level of Extension Agents’ on the transfer of technology (ToT) and human 
resource development (HRD) to productive cocoa farmers (PCFs) in West Malaysia. 
The target population of this study consist all productive cocoa farmers who are 
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exposed to the extension activities facilitate by the extension agents of Malaysian 
Cocoa Board (MCB) in the Peninsular States for a minimum of five years. There are 
a total of 561 productive cocoa farmers in West Malaysia and considered as the 
total number of population. Motolani used Krejcie and Morgan table to determine 
the sample size of 379 as a sample size for this study. However, the number of a 
complete questionnaire that managed to be collected and analysed is only 353. The 
findings support the positive relationship between the transfer of technology and 
work performance and also between human resource development and Extension 
agents’ work performance. Furthermore, it revealed that required skills are needed 
in transfer of technology (ToT) as well as human resource development (HRD) to 
the farmers; this will play an important role in work performance of the extension 
agents’ and also enhance their performance achievement which will increase cocoa 
smallholder potential for higher farm productivity (Motolani et. al, 2017).

Isah et. al had also conducted a questionnaire survey based on a quantitative approach 
in 2019. The research involves descriptive analysis and quantitative survey for stingless 
beekeepers on technology transfer and human resource development by the extension 
agent. This study assessed how technology transfer and human resource development 
skills influences work performance of the extension agents towards sustainable 
beekeeping production among beekeepers. The study sought to establish the role of 
relevant technology transfer and human resource development skills in an effective 
performance. Data were obtained from 54 beekeeping farmers. The data was using 
descriptive and inferential statistics. Based on the results, it revealed that technology 
transfer skill, technology dissemination skill, technology evaluation skill, Decision-making 
process skill, Leadership development skill and work performance was rated moderate 
by stingless beekeeping farmers while Social skill was rated high. A significant and 
positive correlation existed between all variables and performance. Regression results 
showed that the leadership development skill, decision-making process skill, and social 
skill are significant, while technology skill, technology dissemination skill, technology 
evaluation skill is not significant. The highest contributing factor is a social skill. However, 
the use of experience, education qualification and business records of beekeepers also 
serves as a limitation in this study because it may not be a representative sample of 
other beekeeping farmers which are new in the industry. They also do not have business 
records and their production is only for their consumption. There is a need for more 
diverse samples for future research (Isah et. al, 2019). 

Aris et. al, in another hand, researched examining the connection between human 
resource development, intrapreneurial competencies and innovative work behaviour in 
the same year. The data were obtained through questionnaires and there is a total of 284 
managers at one public organisation answered the questionnaire. Partial Least Square 
(PLS) was used to analyse the collected data. The findings show that the intrapreneurial 
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competencies influence the innovative work behaviour of 53.6%, human resource 
development influences the intrapreneurial competencies of 32%, human resource 
development influences the innovative work behaviour of 14.4% and innovative work 
behaviour model is affected 35% by human resource development and intrapreneurial 
competencies (Aris et. al, 2019). These results give an impact towards the HRD with 
the working behaviour. Another quantitative research through questionnaire and 
PLS was also conducted in the same year by Wong and Wee. This research examined 
how job-related factors influence the use of career strategies in the development of a 
protean career among employees. Through PLS, they measured the mediating effect 
of career strategies between job-related factors (job autonomy and job feedback) and 
protean career. The data was collected from 306 full-time employees from different 
functional areas and departments of selected multinational companies in Malaysian 
Electrical and Electronics Industries. In this study, cluster random sampling method 
was implemented to determine the number of Multinational Corporations (MNCs) 
in the selected states in Malaysia, followed by random selection method to select the 
samples from each identified MNCs. Multistage sampling method was adopted to 
select the sample respondents. The findings of this study revealed that job autonomy 
and job feedback (job-related factors) demonstrated significant relationships with 
career strategies. Similarly, career strategies were positively associated with the protean 
career. Hence, Lent and Brown in the recent year extended the model and was further 
complemented by a mediator in explaining the participation in progress at the goal-
directed activity (i.e., protean career to achieve career goals). Also, the findings further 
affirmed that career strategies have a mediating effect on the relationship between job-
related factors and protean career, an important insight which has never been discussed 
in the past. However, this study had several limitations. Therefore, further studies can 
consider including different levels of employees within the same MNCs or examining 
the same proposed paths on different departmental employees. Similar studies can also 
be done in different industries (for example, tourism, education and public sector) to 
improve generalisability (Wong & Wee, 2019). 

Salleh and Sulaiman in 2019 have also conducted a quantitative study through 
a questionnaire to provide a numeric description of opinion based on a certain 
population. It was a non-experimental design, as this research did not require any 
changing or manipulation of the variables. This research provides an overview and 
framework for designing effective organisational and professional development 
systems towards better competencies. The number of samples was based on a 
sample size table and the response rate. The list of participants was selected from the 
Federation of Malaysian Manufacturers (FMM) list. Data collections for the sampling 
framework consisted of target responses from the sample of HRD practitioners in 
Malaysia to examine how organisational and professional development can best 
contribute to human resource practitioners in organisational settings. The findings 
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suggested that HRD practitioners perceived the importance of organisational and 
professional development about workers’ developmental process and organisational 
performance. This research is limited to understanding or measuring the values of 
HRD practitioners in the context of organisational and professional development. 
While the new techniques professional development and training are under 
continuous development, several common professional development and training 
methods have proven to be highly effective independent self-directed learning and 
in-house formal professional development programme. Good continuous learning 
and development initiatives often feature a combination of several different 
methods that, blended, produce one effective training programme. Additionally, 
organisations should also consider integrating professional development and 
training with competencies to ensure the success of the programme and improve 
performance (Salleh & Sulaiman, 2019).

In the current year, 2020, Olagunju et. al, have conducted a survey which examined the 
relationship between human resource development skills (leadership skill, decision 
making support skill and social skill) with the work performance of extension agents 
among cocoa farmers in Malaysia. The study used a stratified sampling technique to 
select 668 cocoa farmers who are exposed to extension programmes facilitated by 
the extension agents of the Malaysian Cocoa Board in the three regions of Malaysia. 
The data were analysed using descriptive statistics, correlation and regression 
analysis. The results showed that a significant and positive correlation existed 
between each variable and work performance. Moreover, regression analysis results 
showed that leadership skill, decision making support skill and social skill were 
significant predictors to enhance work performance. The R2 value of 0.564 indicates 
that the three skills give 56.4% explanation of the variance in extension agents’ work 
performance. The result also suggested that decision making support skill was the 
most important factor that influence work performance followed by leadership 
skill and social skill. Hence, decision making support skill, leadership skill and social 
skill should be taken into consideration in enhancing work performance, especially 
among farmers and the extension agents who work with them for continuous 
performance improvement in their work. In general, there is an information gap 
between farmers, public extension agents, and academia that needs to be bridged 
through operational HRD efforts and holistic approaches, so it is recommended that 
training programmes be conducted in extension agents’ line of work to improve 
their skills in sharing new technology (Olagunju et. al, 2020).

Saengchai et. al, in 2020, has also conducted a research to analyse the impact of 
engineering education (EE) on Human Resource Development (HRD) and Success 
of Engineering Procurement Construction Project (SEP) along with the mediating 
role of human resource competency (HRC). This study has been conducted on 
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construction companies in Malaysia. The data were collected from 360 senior 
and middle-level managers of selected companies. The data were analysed 
through quantitative data analytical software (SPSS and AMOS) through which 
the confirmatory factor analysis (CFA) and standard error of the mean (SEM) were 
performed for hypotheses testing. Results of the study confirmed the significant 
positive role of engineering education HRD and SEP because the increase in EE 
caused a significant increase in HRD and SEP. Furthermore, findings have suggested 
that there is significant mediation of HRC between engineering education and HRD 
and between engineering education and SEP. However, the research needs to be 
rechecked in several other countries before the actual implementation as a standard 
study. As the study focused on the projects of the construction. Furthermore, this 
research only focused on a single department. So, the results need to be applied 
to other sectors like finance, service and accounting departments as well for the 
generalisation of the results on the whole industries (Saengchai et. al, 2020).

Based on the previous studies, few elements can be linked and highlighted through 
a quantitative approach, to guide the researcher to address proper questions to 
the respondents on promoting LLL culture. First, the researcher should identify 
which data is very important that needs to be collected in line with the subject of 
the study, wherein this case is on promoting LLL culture in Malaysia. This will help 
the researcher to understand the aim of the study better. Second, the questions 
should be well organised and understandable so that respondents can relate 
their perception and understanding of the importance and concept of LLL. Third, 
the answers given based on the questions should be easy to analyse and easy to 
understand due to the used of quantitative and scaling approach. Fourth, the 
scaling method should be simple and easy to be used when scoring the answers 
which relate to promoting LLL culture. Fifth, the proper method and analyses should 
be considered when dealing with quantitative data. This will help the researcher to 
present the finding better and more importantly understandable by the reader. 
Lastly, the number of respondents should reflect the entire studies and population. 
Therefore, a precise number of respondents (or several samples) should carefully be 
considered when conducting the research.

3.3.  Qualitative Approaches

Besides the quantitative approach, the implementation of qualitative approach 
has also given an impact on the research undertaking on HRD. In this relation, 
Devadas in 2016, has employed a qualitative research design, using a grounded 
theory method in this investigation. The study aims to understand how Malaysia 
has adopted the National Human Resource Development (NHRD) in its national 
policy planning context and then identified the meaning of Malaysia’s NHRD. 
All the Malaysian plans (from 1965 until 2010) were collected as the prime data 
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source. To answer the research questions, these data sources could provide all 
sufficient data to make a high level of conceptualisation for Malaysia’s National 
HRD. Data analysis was carried out using the grounded theory canon and 
procedures and that the main procedures used were coding and constant 
comparison. Malaysia’s national human resource development is about 
‘managing its workforce, developing talent and human capital, and concerning 
about labour market reforms to focus on the development and the maintenance 
of high-quality human resources to fulfil the economic expectations in the face 
of its key national challenges of ensuring national unity and inclusiveness with 
an equitable and stable society towards progressing a high-income economy 
facing its external environment uncertainties in gaining a global competitive 
edge’. Since this study was limited to the national policies and plans, the findings 
need to be verified by the views of the planners and the practitioners to enhance 
the theoretical validity of the conceptualisations (Devadas, 2016).

Salleh and Sulaiman have also conducted a qualitative approach earlier in 2016 
besides quantitative approach on the same subject matter which is HRD. This study 
examined the differences between human resource development discipline and 
human resource development level, in regards to the competency group in Malaysian 
organisation. The target population for this study was Malaysian human resource 
practitioners. From the target population, the sample was calculated based on a 
sample size table and the response rate. Then, the survey instrument distributed 
used an online delivery system known as Qualtrics. Through the study, there are 
no significant differences between human resource development disciplines and 
human resource development levels in three competency groups. Furthermore, 
the results from this study have provided evidence that the competencies are 
keys for organisational performance. However, the research did not reveal many 
relationships of statistical significance, but the practical implications are many 
(Salleh & Sulaiman, 2016).

Othman in 2016 has conducted comparative qualitative research which discusses 
the systems in the countries that have the main framework of education namely on 
the philosophy of education; curriculum and its implementation; and assessment 
of students learning. In this case, Malaysian and Indonesian education systems 
were used as the sample study which is; curriculum, the aspect of students’ 
learning, and the assessment of learning of Malaysia and Indonesia. Based on the 
results, it can be generalised that the aspect of divinity is the underlying aspect 
of education in Malaysia as well as in Indonesia with students are the subjects of 
education. Malaysia and Indonesia have similarities in terms of curriculum change 
or curriculum innovation in their education system in line with the concept of 
dynamic curriculum to meet the current as well as the future needs and challenges. 
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Both countries are also implementing standard and integrated curriculum in 
their education system. Students’ learning assessment in Malaysia as well as in 
Indonesia is seen in a wider perspective where it functions as student’s diagnostic 
for guidance, development and remedial in their continuous learning processes; 
and assessment also meant for students’ certification (Othman, 2016).

In 2018, Mahmood et. al, have conducted the qualitative thematic review on the 
Spiritual intelligence research within human resource development. This study 
aims to synthesise the rich knowledge of spiritual intelligence (SI) research within 
the framework of human resource development (HRD) research. The inclusion and 
exclusion criteria for this review has been limited to peer-reviewed journals that 
are published SI-related articles. The 33 SI-related articles were published between 
2000 and 2017 across 23 peer-reviewed journals. Based on the search of multiple 
electronic databases, the researchers conducted a thematic review of the literature 
on SI and HRD. Themes associated with SI and HRD are extracted while employing 
the content analysis technique. Five major themes emerged through the process of 
content analysis on the body of the reviewed literature. The themes which described 
the presence of SI-related research within the field of HRD including; conceptual 
connections between SI and HRD; SI holistic mechanism; SI and leadership 
development, SI measurement tools and, finally, the impact of SI on sustainability. 
However, this review has been limited to peer-reviewed journals that are published 
SI-related articles. This paper excluded all articles on SI that do not explicitly discuss 
the valuable role of human resources and the only keywords used in this research 
are spiritual intelligence (SI) and HRD (Mahmod et. al, 2018).

In another hand, Yusuf, and Abiddin in 2018, used the qualitative approach and 
literature review method to elaborate the relationship between training and job 
performance to enhance the HRD in general. In this study, 62 papers were used for 
reviews and discussion. The aspects of training purpose, employee performance, on-
the-job training, theories on training, and training dimensions were discussed and 
elaborated in the context to enhance the HRD. A study showed that the job training 
process enhances the employee performance and a strong positive relationship 
between training and performance of employees. Training increases the efficiency 
and effectiveness of both the lecturers and the institution itself. Furthermore, 
employee performance depends on many factors, but the most important factor 
is training. Knowledge workers can easily accomplish their tasks with high self-
sufficiency level. Therefore, management should build their interest in continuously 
training their employees according to the requirement of the working environment 
and positively perceiving and responding to their feedback. It was recommended 
that all employees should be involved in training to enhance employee knowledge, 
skills, ability, competencies, and expected behaviour. This could also be done 
through support and participation from all sectors (Yusuf & Abiddin, 2018).
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While Hamidi (2018), attempted a systematic approach to the literature review and 
synthesised possible research agenda in this area, from the lens of System Theory. 
Past literature review revealed that there is a disconnect between theory and 
practice of system theory and thinking in HRD research and practice. One of the 
recommendations made by past researchers was to increase and articulate practical 
application of the systems theory and thinking in the scholarly literature, teaching 
and research of HRD. Therefore, a sample of 28 papers in 25 journals from 1995 to 
2017 was used for further discussion and clarification. This study aims to investigate 
what is known in the literature about HRD in developing economies’ small-medium 
enterprises (SMEs). The synthesis of these empirical and theoretical studies revealed 
that; (a) a narrow range of theoretical and conceptualised perspectives were 
utilised; (b) Training and Development related topics remain the foremost research 
of interest among researchers, and (c) the dependency on quantitative methods 
when conducting HRD research as opposed to utilising various methods which may 
provide insights to current issues on SMEs’ HRD. In conclusion, this study discussed 
the implications of findings for future research in HRD from theoretical, content and 
methodological perspectives (Hamidi, 2018).

Park in the year 2020, used a qualitative data collection method for acquiring the 
career behaviour and attitude information of an individual. This study aims to 
investigate the career competency of HRD practitioners based on the intelligent 
career framework. It is composed of the three ways of knowing, such as knowing why, 
knowing how, and knowing with whom. The data were collected from the interviews 
with 15 HRD practitioners. Semi-structured interviews were used to collect data from 
HRD practitioners. For the orientation of the interview, the researcher explained the 
importance of gathering data about the personal experiences of the respondents on 
their work and career. This study showed that some of the links were more critical. 
The study results showed that the relationship between knowing how and knowing 
who is most frequent in the analysis. In other words, HRD practitioners tried to build a 
professional network for developing hard and soft skills. This difference in the frequency 
or importance needs to be considered to use the intelligent career framework 
practically in the workplace. As the employees are taking charge of developing others, 
they may need to develop themselves firstly. This study showed how the human 
resource developers could be developed through the practical accumulation of 
the competencies, especially the fact that the study results identified not only the 
traditionally accepted as competency, such as know-how, and relationship, but also 
understood that self and direction will be helpful for a holistic approach in developing 
HRD practitioners. Despite those theoretical and practical implications, there are 
several limitations in this study, such as limited career background and demographic 
background on the participants (all interviewees came from Koran conglomerates). 
Future studies may include more comprehensive data from diverse samples for 
investigating the intelligent career framework (Park, 2020).
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Based on the previous studies, few elements can be linked and highlighted through 
a qualitative approach, to guide the researcher to address proper questions to the 
respondents on promoting LLL culture. First, the questions should focus more on 
conceptual and understanding and not on theoretical. The study aims to see the 
approach and outcome of promoting LLL culture in Malaysia. Second, the answers 
given based on the questions should be analysed through keywords and terms 
due to the usage of a qualitative approach. Third, the questions should also include 
more on the respondent’s background and demographics so that it will be easier to 
analyse the achievement of LLL based on the respondent’s info and prospect. Fourth, 
the questions should be addressed to a different level of age, position, knowledge, 
skills, abilities competencies, behaviours and sectors. This will help the researcher to 
understand better on the views given by the respondents on the promotion of LLL 
culture based on the respondents’ level of understanding and experience. Fifth, the 
respondent perception on promoting LLL culture is also very important, therefore, 
more question should be generated concerning the matter. Lastly, the researcher 
should also analyse the performance of several organisations on promoting LLL culture 
in Malaysia. This will help the researcher to identify which ministries or organisation 
that takes the task and initiative of promoting LLL culture and what is the outcome.

3.4.  Essence of Promoting HRD Culture

To get better views in these matters, several ministries such as the Ministry of 
Higher Education, Ministry of Youth and Sports, Ministry of Education, Ministry of 
Human Resources and The Ministry of Rural Development, have been interviewed 
with regards to the six (6) different questions as stated in the guiding question for 
promoting HRD culture.

3.4.1  Lifelong Learning (LLL) as the key terms in the organisation’s strategies, policies 
and programmes in education, employment and labour market policy.

The term of Lifelong Learning (LLL) (besides HRD) is fully utilised across Malaysian 
ministries, strategies, employments and education programmes. It is also aligned with 
the policies and blueprints set out by the Malaysian government such as the Cabinet 
Memorandum 2005, Cabinet Notes 2014, 11th Malaysian Plan (RMK11) and Vision of 
Common Prosperity 2030 (WKB2030) which focuses more on the implementation 
of LLL in the education system. These policies are used in the Malaysian universities, 
technical and vocational education and training (TVET) centers including polytechnics 
and community colleges and other education centres. Polytechnic and Community 
college are currently under the purview of Ministry of Higher Education. Community 
Colleges were established upon endorsement by the Cabinet on 5th July 2000.  
In 2001, 12 pioneer community colleges began their operations. In 2004, the Cabinet 
agreed to make community colleges the Hub for LLL. Both polytechnics and 
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community colleges offer LLL programmes with the aim to provide training and 
upskilling/reskilling opportunities for all Malaysians. The purpose of LLL are: 

(i) To enhance academic skills and qualifications for industry workers as well as 
the local communities;

(ii) Increase productivity of companies, small businesses and individuals;

(iii) Help generate higher income and talent development; and

(iv) Gives local community opportunities to enter the labour market and meet 
the needs of the labour market. 

Polytechnic encourage stronger collaboration between academic-industry. LLL 
also provides opportunities for industry, government agencies, government-linked 
company, communities and individuals to build skills and knowledge in areas that 
are fundamental functions of Vocational-Technical Education and Training (TVET). 
In this regard, Department of Polytechnic and Community College Education 
(DPCEE) has supported the Government by providing reskilling and upskilling (RU) 
programmes to industrial workers consistent to the changing needs of the industry 
and the latest technological developments. LLL programmes at the Community 
College which targets the local community are usually short courses, which run 
for a minimum of 5 hours to 1 day. Work-based (WB) training and professional 
development requires agencies or industries to collaborate with the community 
colleges to train the community for an agreed duration.

Community college offers four types of programmes which are; (i) Community 
College Certificate, (ii) Special Skills Certificate (Learning Disabilities/ Difficulties), (iii) 
Work-Based Learning Diploma and (iv) Short Courses on Lifelong Learning. One of 
the objectives of the establishment of community colleges is to provide lifelong 
education to individuals and the local community to improve the quality of life of 
the community. Community college provides a wide range of TVET courses such as 
accounting, architecture, construction, engineering, entrepreneurship, hospitality, 
personal services, multimedia and visual arts. It also provides an infrastructure for 
rural communities to gain skills training through short courses as well as providing 
access to post-secondary education. Community college, for example, has specific 
directions for LLL starting from 2020 until 2025, which are; 

(i) Developing a digitally literate community;

(ii) Improving the quality of life and community welfare; 

(iii) Enhancing collaboration with industry through Industrial Revolution 4.0 (IR4.0); 

(iv) Strengthening community entrepreneurship; and 

(v) Empowering lifelong Islamic education programmes. 
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DPCCE through MOHE supports the LLL concept which is highly in demand by the 
community. More than 200,000 community are trained yearly for various courses 
according to their needs. For the industry workers, reskilling and upskilling programmes 
are designed for professional development. Modular-based programmes are also 
introduced to community where it provides flexibility to complete a course at their 
own learning pace. In short, it is hope that LLL Programmes will improve the welfare 
and quality of life of the community. The Technical and Vocational Skills Education and 
Training Sector or TVET in another hand, has also become an important national agenda 
in impacting the LLL and economic well-being of the country’s youth with more and 
wider job opportunities in the job market. TVET provides an opportunity for all youths 
to receive part-time skills training, My Future Youth Plus offers free training facilities to 
all youths to obtain skills certificates from Youth and Sports Skills Training Institution 
(ILKBS) and TVET training centres. ILKBS graduates will be recognised with high quality 
holistically including hands-on skills, noble values, soft-skills, attitudes and identity. 
Skilled workers who are trained and complete with positive personal characteristics will 
surely receive high rewards from employers in the industry. The Ministry of Youth and 
Sports is in the effort to develop the country’s human capital specifically empowering 
the LLL to meet the needs and wants of skilled manpower in the industry.

3.4.2  Target groups that addressed explicitly in Malaysia strategies and policies about LLL.

In this case, several groups being addressed in the Malaysian strategies and policies 
with regards to LLL. The key message or main targeted groups are individuals or 
students with Malaysian Certificate of Education, individuals or students with a 
diploma and those who are preparing for future work and the stakeholders. The next 
group targeted are the B40 or 40% of the bottom tier income earners, single mothers, 
native or indigenous people, disable person and senior citizen. They need to undergo 
two (2) different stages which are preservice and in-service. Preservice means that 
they need to be trained to be ready for the job market. This is aligned with the LLL 
process and goals. The next step is in-service, which means that they will be placed in 
working sectors under the programme of the Ministry of Human Resource.

3.4.3  Key fields of LLL addressed in Malaysian strategy and policy papers on LLL.

For this case, it is clear enough that the LLL process is implemented and addressed 
in the Malaysian’s strategies and policies with relates to technical and vocational 
education and training (TVET), higher education and also non and informal learning.

3.4.4  Initiatives of promoting LLL culture in Malaysia.

There are several initiatives undertaken by the Malaysian ministries and education 
sectors to promote LLL culture in Malaysia. This involves talks, dialogues, carnivals, 
industrial dialogues, industrial visits, career carnivals, seminars, special projects, 
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collaborations, entrepreneurship, sponsorship, equipment, visiting lecturers etc. 
Furthermore, Talent Corporation Malaysian Berhad and ministries have launched 
various programmes that highlighted the importance of LLL for a better life prospect 
such as provide training for lecturers for e-entrepreneurship and so on. Even the 
Ministry of Youth and Sports (KBS) through ILKBS which includes the National 
Youth High Skills Institute (IKTBN), the National Youth Skills Institute (IKBN) and 
the Golf Youth Skills Academy (AKBG) put a priority and efforts to promote the LLL 
culture in Malaysia. Through this initiative, many participants have the opportunity 
to be involved in the programmes offered by education agencies and the number 
of participants increased steadily by the year. Subsequently this effort has also 
led to an increased percentage of graduates employed. For example, the GE for 
polytechnic graduates is 96.7% and for community college graduates is 97.8%, both 
in 2019. This shows that promoting LLL culture gave a big impact on the youth for 
a better prospect. Furthermore, several community colleges with the collaboration 
of Malaysia Digital Economy Corporation (MDEC) has introduced two (2) interactive 
programmes; e-usahawan (e-entrepreneur) and e-rezeki (e-sustenance), to help 
the communities gain extra income. Both programmes gave a big impact on 
the communities where e-entrepreneur managed to helped the communities to 
increase their sales up to Malaysian Ringgit 5.62 million and listed in the Malaysian 
Book of Records as the largest simultaneous participant in e-entrepreneur classes in 
2016. E-sustenance in another hand helped the communities to gained extra income 
from Malaysia Ringgit 2721 in a month. Nevertheless, this shows that the initiative of 
promoting LLL in the Malaysian culture gave a big impact on the communities and 
helped the economic growth for the targeted groups as mentioned in Section 3.4.2.

Figure 1: Community College’s Achievements in LLL
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3.4.5  Advisory and counselling services for a citizen to get advice on LLL opportunities.

There are several advisory and counselling services available for Malaysian citizen to 
advice on LLL opportunities which are:

 • Promotion Committee - which promotes and advise on the programmes that 
are offered by universities, colleges, polytechnics etc.

 • Industry Community Advisor – advise on programmes related to the industry.

 • Employability Advisor – more on human resource, trends of market and demands.

 • Government Agencies – promoting programmes that are related to LLL such as 
e-entrepreneur, free computer lesson, free mechanics lesson etc., subsidies and 
grant for agricultures and SME etc.

 • Skills Development Division, Ministry of Youth and Sports Malaysia – advise youth 
and communities on skill developments

3.4.6  Initiatives are in place to improve the image of TVET and non-formal learning 
opportunities

To improve the image of the TVET and non-formal learning opportunities, few 
actions need to be taken:

 • Continuous engagement with industries and communities. 

 • Sharing of alumni success story through television, radio stations and social media.

 • Creating a technical and quality training branch such as

 ◇ Update the instructor database

 ◇ Coordinate instructor development programmes

 ◇ Coordinate curriculum development and teaching reference materials

 ◇ Identify curriculum-based equipment and infrastructure needs

 ◇ Coordinate the accreditation of Youth and Sports Skills Training Institution as 
an Accredited Centre

 ◇ Manage the final examination of Youth and Sports Skills Training Institution 
students and certification of completion of training

 • Creating a strategic and creative cooperation branch

 ◇ Plan a network of collaborative relationships with industry, accreditation 
bodies and NGOs

 ◇ Regulate the implementation of MOUs with industry
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 ◇ Updating the database as well as industry involvement 

 ◇ Coordinate innovation programmes and skills competitions

 ◇ Plan the implementation of activities/programmes to improve the image of 
TVET and non-formal learning 

 ◇ Coordinate the implementation of student industrial training

3.5  Outline on Suggesting Good Practices on Promoting LLL

Based on the interviews and reviews on the previous research and studies, the outline of 
a good practise compiled on promoting LLL can be summarise as below (Nikos, 2018):

 • Identify which targeted group and communities involve to promote the LLL culture.

 • Use all kind of approaches to promote LLL culture and explain to the targeted 
group and communities properly all the opportunities that awaits them.

 • Allow the communities and targeted groups to self-direct their learning and 
giving them proper advice on the learning process development. 

 • Make sure that the communities and targeted group are well aware of their 
learning goals and the importance of LLL which will reflect their performance 
and empowering them in the future.

 • Monitor the communities and target groups learning progress and achievements 
so that they will strive for better life and opportunities.

 • Connect communities with industrial, private and government sectors.

 • Create opportunities for social learning and library of learning resources.

 • Recognise the achievement of the communities and targeted groups in capturing 
the concept of LLL culture in empowering them for better environments. 

3.6  Summary/Conclusion

In Malaysia, the term of Lifelong Learning (LLL) is widely used instead of Human 
Resource Development (HRD). As mentioned earlier, LLL is essential for any association 
that relates to dynamic and growth-oriented in the development of the learning 
process. In this study, a combination of quantitative and qualitative approach has 
been implemented to present the final finding of human resource development 
readiness in Malaysia. Through the research process, two (2) ministries (Ministry of 
Higher Education and Ministry of Youth and Sports) have been interviewed to get 
the views and strategies on promoting LLL in Malaysian culture. Based on the results, 
it shows that the Malaysian ministries have been promoting LLL in a good manner 
and positive ways. A lot of initiatives have been taken by the ministries to reach the 
communities and targeted groups and lead them to the LLL opportunities and help 
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them to improve their living, income and education. This shows that the government 
is concerned about the well-being of their citizen. Through this promotion, each age 
categories are given equal opportunity for LLL and no one will be left out. Positive 
results have been discussed above which relates to these matters. Nevertheless, 
the government has taken the initiative to create several advisories and counselling 
services for people who are interested in LLL. Further promotion on TVET and non-
formal learning were also being carried out by ministries. However, to evaluate the 
performance of promoting LLL culture in Malaysia, the results from Table 2.3 in Chapter 
2 are well compared with the initiatives taken by the ministries. From the survey, 
it shows that 40% of the respondents said that, it is somewhat important on the 
awareness of LLL in empowering people to make them resilient for an environment of 
constant change. While the other 32% said important and 28% said very importantly. 
Then for the importance of a culture of LLL in empowering people to make them 
resilient for an environment of constant change, 44% of the respondents said 
somewhat important, 40% said important and 16% said very importantly. Both results 
showed positive understanding from the respondents. For the achievement on the 
awareness of LLL in empowering people to make them resilient for an environment 
of constant change, 62% of the respondents said that somewhat important, 22% said 
important, 8% said very important, 6% said somewhat unimportant and 2% said not 
very important. There is still a positive side to the achievement of awareness. However, 
for achievement on the culture of LLL empowering people to make them resilient for 
an environment of constant change, 58% of the respondents said that it is somewhat 
unimportant, 28% said somewhat important, 10% said important and 2% each said 
very important, not very important and not very important at all. This shows that 
many people are aware of the importance of LLL in empowering them and making 
them resilient for an environment of constant change. In conclusion, the Malaysian 
government has done a good job of promoting LLL culture in Malaysian but still need 
more improvement and extra initiative on it.
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4.  Inclusiveness in HRD/LLL 
Approaches

4.1 . Introduction

This chapter presents the findings on the inclusiveness of the vulnerable group 
for the HRD/LLL in Malaysia. In particular, the vulnerable groups in Malaysia may 
include people with disabilities, single mothers, the indigenous community, 
and the low-income group (B40). The policies of the vulnerable groups are well 
articulated in several Action Plan documents established by respective ministries. 
The essence of the initiatives implemented by the ministries in Malaysia is 
presented in this chapter.

4.2.  Scope of initiatives and challenges 

Ministry of Women, Family and Community Development has produced Action 
Plan for People with Disabilities (2016-2022). The policy for the People with 
Disabilities has priorities human right values including the freedom for the disabled 
group to live independently. In line with the policy and objectives, one of the core 
strategies include to strengthening the economy for the People with Disabilities by 
encouraging their participation in vocational training provided by the government, 
private and non-governmental organisation (NGO). Therefore, a center for industrial 
training and recovery is established in Bangi, Selangor under the Department of 
Social Affairs, Ministry of Women, Family and Community Development to provide 
vocational training for people with disabilities. 

Besides the Action Plan for People with Disabilities (2016-2022), the Ministry of 
Women, Family, and Community Development has also produced the Action Plan 
to Strengthening Single Mothers (2015-2020). The programmes are implemented 
to strategise a single mothers’ economy by optimising specific skills. Some of the 
strategic programmes under the Action Plan include:

 • Housewives Enhancement and Reactivate Talent (HEARTS) 

 • Skills for Work from Home 

 • Skills for Early Childhood Care and Education (ECCE)

 • MamaCare – skills for postnatal care 
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Ministry of Youth and Sports has organised two TVET programmes for youths with autism 
under Youth Skill Development Division. The programmes are CulyVenture@ILKBS: 
MyITCrew@ILKBS. Upon completion, the participants can be employed to perform tasks 
in culinary and data entry. Both programmes have a similar ultimate goal that is to train 
the youths with autism to earn their salary.

Ministry of Higher Education is responsible for establishing community colleges 
since 2000. In 2004, the Cabinet agreed to make community colleges the Hub 
for Lifelong Learning. The target groups for the programmes are people with 
disabilities, single mothers, indigenous people, youth, and senior citizens from the 
B40 group. Among the top 10 skill-based programmes include catering, information 
technology, sewing, graphics and multimedia, beauty and hair salon, business and 
entrepreneurship, electric and electronic.

Ministry of Rural Development has also produced Strategic Planning under 
the Department of Indigenous People Advancement (2016-2020). The primary 
agenda focuses on developing human resources and improving youth skills. The 
programmes implemented to support the primary agenda include:

 • Early Childhood Education

 • Education Excellence

 • Graduates Tracing

 • Human Mind Development

 • Career and Skill Development

 • Strengthening Social Institution

In addition to the development programmes organised by the Ministry of Rural 
Development, the TVET institutions under the Ministry of Human Resources are also 
offering free courses to the indigenous community. 

Although there are privileges in place to ensure the vulnerable groups are included 
in the HRD/LLL programmes, the ministries still face challenges to promote the 
programmes to the public. Due to limited provisions, the ministries are using 
limited free communication channels such as social media, and governmental 
organisations like Bernama, and Malaysia TV Network, also known as Rangkaian TV 
Malaysia (RTM) for promotion.
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4.3.  Accreditation

The skill training programmes shall fulfil the criteria in the National Occupational 
Skills Standard (NOSS). The criteria include curriculum content, training materials 
and equipment, and duration. The curriculum content shall refer to the components 
in the Curriculum of Competency Unit (CoCU). Based on the CoCU, training centers 
shall develop training manuals which cover the following elements:

 • Training pathway charts

 • Written instruction material

 • Evaluation documents – theory and practical

 • Core competency learning package

 • Syllabus

 • Training plan

 • Time-table

 • Evaluation time-table

 • Infrastructure

4.4.  Key points

The current ministries that offer TVET programmes to the vulnerable groups primarily 
include the Ministry of Human Resource, Ministry of Youth and Sports, Ministry of 
Higher Education, Ministry of Rural Development, and Ministry of Women, Family, 
and Community Development. Essentially the programmes are in line with the 
content of the Policy and Action Plan documents mentioned earlier. The main 
objectives of the HRD programmes are to equip the vulnerable groups with the 
important skills to live independently and earn income to improve their economy. 
However, the challenge faced by the ministries is the lack of provisions to promote 
the programmes to the vulnerable group through private media. If the provisions 
are available to promote the programmes through private media, more participants 
from the vulnerable group can be trained.

There are many opportunities for the vulnerable groups to attend HRD/LLL 
programmes offered by the respective ministries in Malaysia. Indeed, for some 
vulnerable groups, the programmes are very focused to fulfil their survival needs. 
In conclusion, the existing initiatives have included the vulnerable groups to access 
to the lifelong learning/HRD programmes fairly to support them in many aspects.



34

Malaysia Report | Human Resources Development Readiness in ASEAN

5.  Enabling structures for 
promotion of HRD/LLL

5.1.  Introduction

This section reports the findings concerning the enabling structure for human resource 
development within the context of Malaysia. In specific, the outcomes are focused on 
the institutional framework for HRD, coordination, and collaboration of ASEAN sectoral 
bodies and like-minded stakeholders, dialogue between ASEAN and ASEAN external 
partners, quality and accessibility of mega-trend information, funding, and TVET council. 

5.2.  Enhance Institutional Framework for HRD

Under the Education Act 1996, Malaysian children must receive six years of formal 
primary education. After completing primary education, the students will move on 
to lower secondary school for three years. At the end of lower secondary school, 
all students must take the national examination (PT3). Then, students have the 
option to either enter the academic path (Upper Secondary School) or vocational 
education (Vocational College).

According to the 11th Malaysia Plan, one of its main thrusts is to enhance inclusiveness 
towards an equitable society. This noble goal reflects equal rights and access to 
education for all Malaysians regardless of his/her racial and religious background and 
societal status. Other policies that aim at advancing and developing human recourse 
through TVET are Malaysia Education Blueprint (Higher Education – 2015-2025) and 
Life-Long Learning Acculturation Master Plan (2011-2020)

Currently, there are several policies and plan related to HRD and TVET are being reviewed 
before they are announced as a formal policy. Those to-be-implemented policies are:

 • Graduate Employability Strategic Plan (2021-2025)

 • Graduate Entrepreneur Employability Strategic Plan (2021-2025) 

 • National Life-Long Learning Master Plan (2021-2020)

For the case of HRD for in-service government servants, Public Service Department 
plays a very important role to enhance the government servants’ competency as 
well as work culture. Similarly, the Ministry of Higher Education (MOHE) has several 
divisions, namely, HRD Section and Career Enhancement Division, that put the 
focus on human resource development. 
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In 2011, the Malaysian Qualifications Agency (MQA) introduced the Accreditation of 
Prior Experiential Learning (APEL) which enables individuals who have work experience 
but lack formal academic qualifications to pursue their studies, including TVET and 
general teachers’ training programme at higher education institutions. In short, APEL 
provides an alternative entry route to formal programmes of study for the certificate 
(level 3, Malaysian Qualifications Framework – MQF) to master’s (level 7, MQF) through 
recognition of learning and experiences regardless of how and where it was required.

As a starting point, APEL is only used for admission to a programme of study. 
Beginning 2011 till August 2015, 651 candidates applied for APEL. Out of this figure, 
211 candidates (32%) choose to apply for APEL assessment at diploma level; 181 
candidates (28%) choose to apply for APEL assessment at bachelor’s degree’s level, 
and 259 candidates (39%) choose to apply for APEL assessment master’s degree’s 
level. Out of the total application, 360 candidates have passed the APEL assessment. 
Nevertheless, following the successful implementation of the APEL assessment 
for purposes of admission, MQA is in the process of developing the policy and 
instrument to award credits through APEL.

According to the Ministry of Higher Education policy, traditional students applying 
for full-time courses at higher education institutions need to meet the following 
entry requirements:

 • Certificate programme - a minimum of 1 credit at SPM level

 • Diploma programme - a minimum of 3 credits at SPM level

 • Foundation or pre-U - a minimum of 5 credits at SPM level

 • Bachelor’s degree - various pre-university qualifications such as foundation 
programme, A level, STPM, and so on.

In contrast, for Malaysian students who are interested to apply for courses at higher 
education institutions through APEL, the entry requirements are as follows:

 • Certificate (Level 3, MQF) - 19 years old at the time of application with relevant 
work experience and passed APEL assessment.

 • Diploma (Level 4, MQF) - 20 years old at the time of application with relevant 
work experience and passed APEL assessment.

 • Bachelor’s (Level 6, MQF) - 21 years old at the time of application with relevant 
work experience and passed APEL assessment.

 • Master’s (Level 7, MQF) - 30 years old at the time of application with at least STPM/
Diploma/equivalent, relevant work experience, and passed APEL assessment.
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At the moment, for master’s level programmes, the disciplines are limited to fields 
of Business, Performing Arts, Information Technology and Education. However, 
MQA is in the process of considering other disciplines of study to promote the wider 
participation of the adult student.

For the skilled pathway, the concept of Recognition of Prior Achievement (PPT) is 
applied. For example, it is common for an individual to obtain Malaysia Skill Certificate 
from Level 1 up to Level 5 (based on Malaysia Qualification Framework) through the 
Recognition of Prior Achievement at the workplace. Specifically, such a model is 
known as SKM-PPT (Malaysia Skill Certification- Recognition of Prior Achievement). In 
detail, SKM-PPT is a method of giving recognition to any individual who can prove the 
skills outlined in the National Occupational Skills Standard (NOSS) based on previous 
experience and achievements possessed by Recognition of Prior Achievement (PPT). 
All industrial workers from the services and manufacturing sectors who meet the 
requirements of the period of work experience in the relevant field as well as other 
conditions set Are eligible for SKM-PPT Recognition. Eligible industrial workers will 
be awarded certificates up to the highest level according to their respective fields as 
stated in the NOSS. Applications are open to all areas listed in the NOSS.  

Benefits to individuals about this SKM-PPT are an opportunity to get recognition 
and subsequently provide satisfaction and motivation to improve themselves; 
award of SKM-PPT in a short time (no need to attend classes/training/sit for tests); 
and able to contribute towards career development. To employers, this method 
will improve company productivity and performance; save costs for training and 
certification purposes; and enhancing the image of the company. Meanwhile to the 
country, this method will increase the number of qualified skilled workers; generate 
the industrial sector with the increase of the country’s skilled manpower; enhancing 
the image of the country in the eyes of the world in terms of services and products 
produced, and becoming an attraction for foreign investors to invest in the country.

5.3.  Strengthen coordination and collaboration of ASEAN Sectoral Bodies and 
like-minded stakeholder 

Within Malaysia context, there are several TVET players which include the Ministry of 
Higher Education, Ministry of Human Resource, Ministry of Youth and Sport, Ministry 
of Health, Ministry of Rural Development, etc. Each of the ministries has set up TVET 
training institutions with the aim to advance the Malaysia TVET. 

TVET Empowerment Cabinet Committee (Jawatankuasa Kabinet Pemerkasaan 
TVET) (JKKPTVET) which consists of several TVET-related ministers as members and 
the Department of Polytechnic and Community College Education (DPCCE) as the 
secretariat, was established in 2018. The purpose of TVET Empowerment Cabinet 
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Committee is to act as advisor to the government on matters related to TVET. 
JKKPTVET was also entrusted to discuss TVET issues and undertake feasiblity study 
on the establishment of single coordinating body across TVET ministries. As a result 
of the separation of Ministry of Education (MOE) into two ministries, namely MOE 
and Ministry of Higher Education (March 2020) and the Prime Minister’s acceptance 
to lead the national TVET body, a National TVET Council was proposed. The National 
TVET Council shall continue to act as the highest decision-making body on the 
direction and strategy to empower TVET at the national level.

At the national level, there are several governmental agencies and industry-
led bodies to plan and coordinate the HRD programme. For instance, Malaysia 
Digital Economy Corporation (MDEC) provides upskilling opportunities and 
technology talent development to the workforce for the digital era. Likewise, 
the Human Resources Development Fund (HRDF) also provides training 
opportunities and financial assistance to workers to acquire skills related 
to their jobs. Other agencies, such as Penang Skill Development Center 
(PSDC), Malaysia Investment Development Authority (MIDA), Social Security 
Organisation (PERKESO), etc. also provide HRD programmes to the public to 
enhance worker’s awareness, knowledge, and skills. 

Specifically, under the Ministry of Higher Education (MOHE), there are several 
platforms of cooperation between MOHE and external stakeholders such as 
Industry Advisory Council and Employability Advisory Committee of Department of 
Polytechnic and Community College Education (DPCCE), CEO Faculty Programme, 
and Industry Dialogues. 

Under the Ministry of Youth and Sport, there are quite some active collaboration 
between skill training institutions (e.g., National Youth Skill Institute and National 
Youth High-Skill Institute) and Multinational Companies (MNC), such as Petronas, 
Intel Corporation, Berjaya Corporation, Tune Hotel, etc.

5.4.  Strengthen dialogue between ASEAN and ASEAN’s external partners

Within the context of ASEAN, there are governmental meetings among the ASEAN 
member countries to discuss transnational human resource development. For 
instance, the ASEAN Summit is one of the platforms to discuss the issues related 
to HRD within the region. In 2010, the heads of government of the ASEAN have 
come out with the “ASEAN Leaders Statement on Human Resources and Skills 
Development for Economic Recovery and Sustainable Growth” which aims to 
advance HRD in the region. 
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It is important to note that The Southeast Asian Ministers of Education Organisation 
(SEAMEO) is one of the main agencies at the regional level to plan, organise, and 
coordinate HRD programmes in the region. Besides, SEAMEO-VOCTECH is one of 
the centers of SEAMEO which is mandated to assist SEAMEO member countries to 
solve common TVET problems and undertake professional development activities. 

Bilateral collaboration with countries outside SEA is also taking place. For example, 
the Ministry of International Trade and Industry (MITI) is working on the collaboration 
with South Korea (G-to-G collaboration) in terms of TVET, science and technology, 
economy, and so on. Certain platforms, such as conferences, are used to share 
and exchange ideas. For instance, the International Youth Leadership Conference 
organised by the Ministry of Youth and Sport. 

At a micro level, Higher Learning Institutions, such as public and private universities, 
have the autonomy to build up a network with other educational institutions and 
NGO in ASEAN member countries through student’s exchange programme and 
academic staff mobility programme which will directly and positively contribute to 
human resource development within the region.

5.5.  Improve the quality and accessibility of meta-trends information

In terms of TVET, Malaysia has been practicing decentralised management system 
which means syllogism and lack of coordination in the aspects of TVET planning 
and implementation. Due to this scenario, various data and information related 
to future skills were captured separately by different agencies. Ultimately, various 
policies, blueprints, and strategic plans are produced by different agencies to 
cater to individual needs. It in turn wastes manpower and financial resources and 
produces low efficiency. With the establishment of the National TVET Council and 
TVET Empowerment Committee, the above-mentioned problem will be gradually 
solved. 

In general, the Department of Statistics Malaysia (DoSM) provides nation-wide 
statistical data related to HRD and employment. Nevertheless, data related to both 
supply and demand for future skills are usually handled by the Ministry of Higher 
Education through research conducted by universities or research centers. In this 
aspect, the Ministry of Human Resource (MoHR) also plays an important role. 
In 2019, Malaysia Research Center for TVET (MyRIVET) was established to serve 
as a one-stop data center that will collect, analyse, and disseminate TVET data/
information to all stakeholders in Malaysia. This is one of the proactive actions taken 
by the Malaysian government to harmonies the fragmentation of TVET in Malaysia.
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5.6.  Establish a pool of funds to support priorities and research

In the quest to attain the status of a developed country by the year 2020, greater 
emphasis must be given to the HRD (e.g., retraining and upskilling) of the 
workforce. This is necessary not only to increase the knowledge and skill intensity 
of the workforce but also to equip them with specialised and up-to-date skills as 
production techniques become increasingly automated and businesses become 
more competitive. Retraining and upskilling are also of paramount importance to 
enhance the quality of the workforce so that it is versatile and adaptable to the 
changing technological and business environment. 

Retraining and upskilling of workers require financial allocation. There are some 
channels for HRD funding. For example, HRDF provides financial assistance for HRD 
programmes for industrial sectors. HRDF as an agency under the Ministry of Human 
Resources continues to play a pivotal role in nurturing Malaysian talent through 
skills development and capacity building programmes. In general, HRDF registered 
employees are allowed to reimburse the cost of attending pieces of training 
conducted by HRDF registered training providers. It is so far the largest agency that 
provides training funding for industrial sectors. 

Employers that have registered with HRDF and pay the HRD levy are eligible to 
apply for training grants (financial assistance) to defray all or a major portion of the 
“allowable costs” of training their employees. Training must be in the area of direct 
benefit to their business operations. Financial assistance is, therefore, not given to 
individuals who enrol and finance their training programmes, whether partially or 
fully, and subsequently request their employers for sponsorship. Neither is financial 
assistance given to employers who bear the cost of training after the successful 
completion of training by their employees.

The Human Resources Development Fund (HRDF) has approved almost RM700 
million financial assistance to support 1.04 million training places, registering a 
growth of 18% from 2018. The Fund also increased the total certification programmes 
approved by 17.7% to 51,193 training places. In its efforts to strengthen governance, 
transparency, and enforcement, the Fund increased its enforcement visits almost 
tenfold from 552 in 2018 to 5,466 last year. The Fund also expanded its coverage to 
29,701 employers, serving 2.43 million employees. In budget 2020, the Malaysian 
government allocated RM30 million to HRDF for upskilling Malaysian youth from 
lower-income families through TVET. A further RM20 million on a matching basis was 
also allocated to HRDF to up-skill Malaysians in IR4.0 industry recognised certifications. 
HRDF will soon announce the programmes under these budget allocations.
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Also, HRDF plans to approve 1.25 million training places, an increase of 20% from 2019. 
Similarly, the Fund aims to approve 60,000 training places for industry certification 
programmes in 2020. To achieve these targets and provide exceptional service in line 
with its core values and promise to its customers and stakeholders, HRDF will increase 
its engagement activities and visits, improve the speed of delivery and IT system. HRDF 
is also looking forward to expanding the coverage of the Pembangunan Sumber 
Manusia Berhad Act 2001 (PSMB Act 2001) and serves a much higher percentage of 
the Malaysian workforce who could benefit from the schemes and initiatives under 
the Fund. To assist employers, make informed choices about training programmes 
for their employees, HRDF will be introducing the HRDF Learning and Training 
Hub (LATiH), an online marketplace for training. The Fund is confident in fulfilling its 
mandate given by the Malaysian government to develop a competent local workforce 
in line with Malaysia’s aspiration of becoming a high-income nation.

In the public sector, for example, in the Ministry of Higher Education, there is no 
specific financial allocation for HRD. Nonetheless, the funding can be provided 
based on the application. Whereas in other ministries, such as the Ministry of Youth 
and Sport, the yearly financial resource is allocated to support the HRD programme 
for the Malaysian youths. Students who study in Skill Training Institutions (e.g., 
National Youth Skill Institute-IKBN) under the Ministry of Youth and Sport will 
receive monthly allowances and tuition fees are fully waived. 

In terms of research funding, the Ministry of Higher Education provides research 
funding every year through the Fundamental Research Grant Scheme (FRGS), 
Multidisciplinary Research Grant (MDR), etc. to support research. Although the 
research fund is not specifically for the HRD project, those potential and qualified 
HRD research proposals are eligible to be funded. 

The government also provides a special fund for HRD programmes that target 
unemployed manpower. For instance, RM 2billion will be allocated for reskilling and 
upskilling programmes for those who have been retrenched during the COVID19 
pandemic through Economy Recovery Plan which is also known as PENJANA that 
worth RM 35billion (approx. USD 8.4billion).

5.7.  Establish TVET council

TVET Empowerment Cabinet Committee (Jawatankuasa Kabinet Pemerkasaan TVET) 
which consists of several TVET-related ministers as members and the Department of 
Polytechnic and Community College Education (DPCCE) acts as the secretariat, was 
established in 2018. On 11th November 2020, DPCCE through the Ministry of Higher 
Education (MOHE) has sent the memorandum of the National TVET Council Establishment 
(Majlis TVET Negara) with DPCCE as the secretariat to all ministries for reviews.
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In the same year, Malaysia Research Center for TVET (MyRIVET) was established. 
MyRIVET is a national independent TVET research institute responsible for leading 
research, consultation, and training. As a professional institution, MyRIVET will carry 
out research activities such as collection, analysis, evaluation, and management 
of data; consultations involving the development of research-based policies along 
with the dissemination of research findings; and training reinforcement in the 
field of TVET. These services provide benefits for both government agencies and 
non-governmental organisations in Malaysia. MyRIVET also functions as the main 
platform for international networking and collaboration.
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6.  Quality and relevance of Human 
Resource Development (HRD) 
/ Life- Long Learning (LLL) 
provisions

6.1. Introduction

Overall, the respondents agreed that it is very important to fully incorporate the 
“future skills” into curricula, teaching and learning resources, as well as assessments 
or recognition either in general education, vocational education, or higher education. 
The implementation of “future skills” scored high responses from respondents.

6.2. Results from analysis of questionnaires

6.2.1  Develop new and update existing curricula fostering future skills

The three fields of HRD comprise 78 respondents in general education,  
40 respondents in TVET institutions, and 40 in higher education. The findings show 
that all “future skills” are incorporated explicitly and significantly in curricula in general 
education, TVET, and higher education, except for the foreign language skills that 
scored less in general education, TVET, and higher education. In higher education, 
numeracy and literacy skills, and social skills are 100% fully incorporated explicitly and 
significantly in curricula. However, ICT skills / digital literacy and learnability are 100% 
fully incorporated explicitly and significantly in curricula in TVET. In general education, 
the most dominant future skills that are incorporated explicitly and significantly in 
curricula are numeracy and literacy skills and High-order cognitive skills.

Table 10: Future Skills

Future Skills
General 

education 
(%)

TVET (%)
Higher 

education 
(%)

Numeracy and literacy skills 97.4 96.3 100.0

High-order cognitive skills (e.g. analysing; critical 
thinking; creating) 93.6 92.6 96.9

ICT-skills / digital literacy (e.g. applying devices and 
tools; reflecting the impact of ICT applications) 89.7 100.0 96.9

STEM skills 88.5 96.3 93.7

Social skills (e.g. communication; cooperation in teams; 
conflict resolution; empathy; emotional intelligence) 89.7 92.6 100.0
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Future Skills
General 

education 
(%)

TVET (%)
Higher 

education 
(%)

Foreign language skills 61.5 81.5 78.1

Learnability (e.g. readiness to learn; learning 
motivation; curiosity; self-learning strategies) 88.5 100.0 93.7

Character qualities (e.g. ethical reflection; social and 
cultural awareness; agility) 88.5 72.6 93.7

Problem-solving in complex, technology-rich 
environments 80.8 85.2 87.5

Green skills and environmental awareness  
(e.g. Recycle campaign; Go Paperless;  
Take an Environmentally Informative Field Trip) 

79.5 92.6 90.6

Average 85.8 93.0 93.1

Teaching And Learning Resources 
General 

education 
(%)

TVET (%)
Higher 

education 
(%)

Textbooks 94.9 92.6 90.6

Online resources (eg. Online activities, materials, 
videos, games, etc) 87.2 96.3 100.0

Equipment for practical and experimental learning 
(science laboratories, workshops, other practical 
activities, etc)

89.7 92.6 87.5

Average 90.5 93.8 92.7

6.2.2  Provide quality teaching and learning resources

In general education, textbooks are the most important teaching and learning 
resources that support promoting “future skills”. However, in TVET and higher 
education, online resources (e.g. online activities, materials, videos, games, etc.) 
are the most important teaching and learning resources that support promoting 
the “future skills”

6.2.3  Align assessment in programmes with future skills

Most of the assessments conducted in general education, TVET, and higher education 
are highly addressed to “future skills”.

Table 11: Teaching and Learning Resources
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Delivery Modes
General 

education 
(%)

TVET (%)
Higher 

education 
(%)

Blended learning (selected phases online) 87.2 88.9 93.7

Online learning 88.5 81.5 93.7

Average 88.0 85.2 93.7

Future Skills
General 

education 
(%)

TVET (%
Higher 

education 
(%)

Numeracy and literacy skills 96.2 96.3 93.7

High-order cognitive skills (e.g. analysing; critical 
thinking; creating) 88.5 92.6 90.6

ICT-skills / digital literacy (e.g. applying devices and 
tools; reflecting the impact of ICT applications) 89.7 96.3 84.4

STEM skills 88.5 96.3 96.9

Social skills (e.g. communication; cooperation in 
teams; conflict resolution; empathy; emotional 
intelligence)

91.0 92.6 96.9

Foreign language skills 73.1 85.2 78.1

Learnability (e.g. readiness to learn; learning 
motivation; curiosity; self-learning strategies) 85.9 96.3 93.7

Character qualities (e.g. ethical reflection; social and 
cultural awareness; agility) 85.9 88.9 93.7

Problem-solving in complex, technology-rich 
environments 83.3 85.2 93.7

Green skills and environmental awareness 
(e.g. Recycle campaign; Go Paperless; Take an 
Environmentally Informative Field Trip)

83.3 88.9 87.5

Average 86.5 91.9 90.9

Table 13: Delivery modes

Table 12: Assessment in Programme with Future Skills

6.2.4  Diversify delivery modes of programmes with online and blended learning

Digital technologies such as blended learning and online learning have been highly 
demonstrated as part of the innovative teaching and learning concepts, especially 
in higher education.
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6.3.  Approaches applied in general education and TVET to prepare students for a 
transition into high-skills occupations

To prepare students to tackle future challenges in private and working life, students 
in TVET have given the highest exposure in career guidance counselling and working 
experience/ internships. Students in higher education have been given “future-ready” 
require smooth pathways into working life in working experience/ internships and 
entrepreneurship courses compared to students in general education who have 
given career guidance counselling and vocational orientation. 

Table 14: Approaches applied in general education and TVET to prepare students for a 
transition into high-skills occupations

Into high-skills occupations
General 

education 
(%)

TVET (%)
Higher 

education 
(%)

Career guidance counselling 88.5 100.0 84.4

Vocational orientation 79.5 92.6 87.5

Work experience / internships 75.6 96.3 96.9

Entrepreneurship courses 74.4 85.2 90.6

Average 79.5 93.5 89.9

6.4.  Pathways from TVET into higher education 

Around 20% of the students continuing from elementary TVET to secondary 
programmes, 20% of the students continuing from secondary TVET to college 
programmes, and 20% of the students continuing from college to university bachelor 
programmes.
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7.  Professional development of 
qualified	teaching	personnel

7.1.  Introduction

This section reports the findings on the professional development of qualified teaching 
personnel within the context of Malaysia. Professional development helps qualified 
teaching personnel continue to not only be competent in their profession but also 
excel in it. This is an ongoing process that continues throughout an individual’s career. 
It not only to ensure the best learning outcomes for their students/trainees but also to 
be more effective and satisfied in various other aspects of their work.

7.2.  Formal Standard for training

There are several ways to become qualified teaching personnel in Malaysia. Since 
2004, primary and secondary school teacher training was separated and given 
to the Ministry of Education (MOE) and Ministry of Higher Education (MOHE) 
respectively. The MOE trains primary teachers via the Institute of Teacher Education 
(ITE), while the MOHE trains the secondary school teachers via government-funded 
universities. MOHE also trains polytechnic and community college lecturers and 
skill training lecturers.

7.2.1.  Primary School Teachers

SPM school leavers who obtained excellent results may apply for admission to 
the Institute of Teacher Education (ITE). The Sijil Pelajaran Malaysia (SPM), or the 
Malaysia Certificate of Education, is the national examination taken by all fifth-
form (Grade 11) secondary school students in all government schools as well as 
private schools that implement the national curriculum in Malaysia. It is the 
equivalent to the General Certificate of Secondary Education (GCSE) in England, 
Wales and Northern Ireland; Nationals 4/5 in Scotland; and GCE Ordinary Level in 
the Commonwealth of Nations. For normal admission to ITE, they must obtain a 
minimum of 5As and above (any subjects), in addition to at least a credit in Bahasa 
Melayu, English Language and History; and fulfil the requirements in the field 
requested. For special admission to ITE, the requirements are at least 6 credits 
in SPM (including Bahasa Melayu and English Language) and a pass in History. 
Special admission is catered only for 3 courses of study which are Special Education, 
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Sports and Indigenous People. Trainees will be trained for 1-year preparation and 
4 additional years for the Bachelor of Education programme. They will then serve 
as teachers in Primary school. There are also primary school teachers who are 
university trained deployed to primary schools due to the insufficient number 
of teachers for certain subjects. In addition to these the Ministry of Education 
Malaysia also provides dedicated path for SPM straight A’s school leavers who are 
interested in the teaching profession. Efforts are currently ongoing to review and 
enhance the Bachelor of Education Programme to ensure teacher training is more 
relevant to the current education needs of the nation. 

7.2.2.  Secondary School Teachers

There are several pathways to become qualified secondary school teachers (see 
Figure 7.1). First, is to apply for matriculation programme after the SPM results. 
Entrance from the matriculation programme into programmes for teaching or 
education at the local Higher Education Institution will be based on merit. Second, 
is to apply for education programme at the local Higher Education Institution after 
the STPM results. The Sijil Tinggi Persekolahan Malaysia (STPM), or the Malaysian 
Higher School Certificate is a pre-university examination taken by students in 
Malaysia. It was formerly known as the Higher School Certificate (HSC). A majority 
of those who are qualified from the universities via pathway one and two will be 
posted to teach in secondary schools, except in the occasion where the subject is 
specified for primary schools. The third pathway is for students who have completed 
their diploma level, wherein they may apply for further studies to degree level in 
universities, specialising in education programmes. In this case, four additional years 
are needed to complete their studies at the degree level. The fourth pathway is for 
those who already have a degree, but not in the teaching field. They can apply for Post 
Graduate Diploma (DPLI) programme. The difference between DPLI as compared 
to the more commonly known KPLI is that DPLI programme is conducted in 
universities, while KPLI programme is conducted in ITEs. The post diploma graduate 
programme in ITE is now known as PDPP (Programme Diploma Pascasiswazah 
Pendidikan). DPLI programme is to train teachers in secondary school, while PDPP 
is for teachers mostly in primary schools.
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Figure 2: Pathways to Become Qualified Secondary School Teachers
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7.2.3.  Secondary School TVET Teachers or Vocational College teachers.

Secondary school TVET teachers or Vocational College teachers are trained either 
through Institute of Teacher Education (Technical Education) just like their counterpart 
in Institute of Teacher Education, or some of them are trained through the Universities 
that offer Technical & Vocational Education such as University Tun Hussein Onn 
Malaysia, or some who has already acquired degrees in Engineering or Technical 
programme can get teaching qualification through post-degree teaching certificate 
or diploma for a year at the institution that offers it. Apart from teaching certification, 
Diploma or Degree in their specialised field TVET teachers in Vocational Colleges, are 
also required to have the Malaysian Skills Certificate. TVET teaching personnel are 
encouraged to obtain skills certification through up-skill training or APEL.

7.2.4.  Polytechnic and community college lecturers

Polytechnic and community college are under the purview of the Ministry of Higher 
Education. These lecturers need to have a Bachelor degree in their specialised field 
and also teaching certification. The organisation offer in-house training for their 
personnel namely the Kursus Kepimpinan dan Pembangunan Androgogi (KIPA). 
Those who pass the course will be certified as qualified teaching personnel in 
polytechnics and college communities. 
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7.2.5.  Teaching personnel’s in the Ministry of Human Resource

Other than a Bachelor degree, teaching personnel in the Ministry of Human 
Resource (MOHR) are required to have a Vocational Training Officer (VTO) Certificate 
to teach. For the Ministry of Human Resources, Centre for Instructor and Advanced 
Skill Training (CIAST) is responsible to train their instructors through Vocational 
Training Officer (VTO) Certificate course.

7.2.6.  In-Company Training personnel

Companies may or may not have their own training personnel. Companies that have 
training personnel (Internal Trainer) usually have a set of standards or criteria whom 
their training personnel are. They are either certified internally or externally in their 
field of expertise. Companies may also hire an External Trainer to do training for their 
company. Internal and External Trainers can be HRDF certified trainer or not. The 
HRDF certificate is only applicable for companies/participants who contribute to 
the fund. Not all companies do. Without HRDF certificate, one can also be a trainer/
facilitator/coach/speaker. Their target clients are non HRDF claiming parties.

HRDF certified trainers or accredited trainers are Professional Trainer certified or 
accredited by HRDF. Under the HRDF Trainers Development Framework (HRDF-TDF), 
Trainers will be categorised as follows:

a. TTT Certified Trainers
 Trainers who successfully completed the 5 days HRDF Train-The-Trainer 

(TTT) certification course and certified by lead trainers are recognised as 
TTT Certified Trainers.

b. TTT Exempted Trainers
 Trainers who successfully obtained an exemption for TTT course based on 

certification, qualification or experience are recognised as TTT Exempted 
Trainers. 

c. HRDF Accredited Trainers
 • TTT Certified or TTT Exempted Trainers who have gone through 

accreditation by assessment process - evaluated and certified by HRDF 
appointed panels as competent and recognised as HRDF Accredited.

 • TTT Certified or TTT Exempted Trainers who have gone through 
accreditation by activity process, certified competent based on 120 hours 
of training hours completed are recognised as HRDF Accredited Trainers.
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As a HRDF Accredited Trainer, training is claimable to HRDF Registered employer. 
The quality of a training programme not only depends on the training facilities, 
it is also highly dependent on the quality of trainers conducting the training. The 
implementation of HRDF-TDF will create a pool of competent and skilled Trainer 
professionals. This will support the human capital development needs of the nation 
through better quality and more effective training delivery. The HRDF Accredited 
Trainer status would only be applicable within HRDF training landscape that covers 
various schemes offered by HRDF.

To summarise, all qualified teaching personnel in Malaysia must either have at least 
a basic diploma or degree in their specialised field and certified teaching certificate/
diploma/degree. Teaching certification can be obtained via the teacher training 
institutes/colleges/ universities or Company training personal. 

7.3.   Recruitment of committed teachers 

In Malaysia, for a public school teacher, The Education Service Commission serves 
as the appointing authority responsible for appointing education service personnel. 
For a private school, usually, they advertise on their website or job vacancy platform 
with all their school requirement based on subject and level of education offered. 
Recruiters use different methods to source, screen, short-list, and select the resources 
as per the requirements of the organisation.

Qualified teaching personnel is an asset to an organisation. To attract highly-motivated 
and committed individuals for the teaching profession especially for polytechnics and 
community colleges lecturers, there is a provision for lateral movement from qualified 
candidates from the industries to teaching institutions. Similar salary or better salary 
is given to qualified candidates as teaching personnel. Malaysia Education Ministry 
also provides a dedicated path of the immediate interview to SPM straight A’s school 
leavers who are interested in becoming a teacher. 

The ITE has implemented a stringent selection procedure to ensure only the 
best candidates are admitted to its programmes. Applicants are required to take 
a Teacher Candidate Qualification Test, which comprises a Teacher Personality 
Inventory, a Self-Tracking Index, and a Physical Fitness Test. Applicants to Physical 
Education, Music Education, Islamic Education, and Arabic Language programmes 
are required to sit for an additional practical test. Selected applicants are called for 
an interview, the final stage of the selection process.

The teacher training curriculum developed by the ITE is outcome-based, spiral, 
and developmental in nature, coherent, practical and contextual, and holistic. The 
Malaysian Qualifications Framework (MQF) provides a basis for quality assurance of 
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the curriculum, following the ITE mission to produce competent and passionate 
teachers and deliver world-class education. Programme delivery modes include 
on-campus full-time teaching and learning, distance learning, and school-based 
training. The ITE conducts programme assessment to improve the suitability, 
effectiveness, and efficiency of programme implementation and management.

The Ministry of Education Malaysia also proposes rolling out a new Teacher Career 
Package in waves. This Career Package will address challenges currently faced by teachers 
at each point in a teacher’s career, from recruitment and teacher training through 
to retirement. It encompasses raising entry requirements, increasing individualised 
continuous professional development opportunities, enabling teacher progression by 
competencies and performance, and creating a peer-led culture of excellence.

The Ministry will continue to undertake several efforts to raise the quality of pre-
service training, at the ITEs and Higher Education Institutions, to ensure that only 
the best trainees from every graduating class are recruited as teachers. The efforts 
include continual review and upgrade of the curriculum, quality of lecturers and 
career pathways, entry and graduation requirements and international recognition 
of the IPG. These measures will also enable teachers to increase the effectiveness of 
teaching and learning in the classroom from day one.  

Good teachers alone are not enough. The international evidence clearly shows that 
strong school leadership is also required to produce significant improvement in 
student achievement. In high-performing school systems, principals are more than 
just administrative leaders, they are instructional leaders who focus on improving 
the quality of teaching and learning in their schools. Similar to high-performing 
teachers, the impact of an effective principal is significant.

7.4.  Teachers Professional Development in Malaysia 

Teachers are an important workforce for achieving the Malaysian educational aims 
in enhancing the education quality and developing the human capital of the nation. 
The need for professional development for teachers in Malaysia was recognised as 
early as 1995 by a special committee set up by the Ministry of Education, Malaysia 
(MOE) to look into teachers’ professionalisation, professionalism and professional 
development. Teachers’ professional development was recognised as a means to 
enhance the teaching profession. Some of the recommendations put forward by 
the committee were: Teachers should be encouraged to attend in-service courses; 
Teachers should be encouraged to further their education; Opportunities should be 
given to teachers for study visits overseas to study current developments in education; 
Induction programmes be given to teachers appointed to new posts and with new 
responsibilities; Management courses are provided to those teachers who have 
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been promoted to head teachers; Regional Education Technology Resource Unit to 
facilitate the professional development of teachers focusing on technology besides 
core development area - they should be built in strategic locations, equipped with 
modern technology, fully funded and adequately staffed. In line with this agendum, 
the government has made efforts to establish training centres for its teachers. The 
Teacher Professional Division, MOE initiates and plans for all in-service training for 
the primary and secondary school teachers (including TVET teachers).

Continuous Professional Development (CPD) and in-service training (In-SeT) are also 
important aspects of maintaining teacher professionalism in Malaysia. The government 
has allocated a sizeable portion of the educational budget every year for implementing 
the In-SeT. Two types of In-SeT courses pursued are the qualification upgrading course, 
and the knowledge-based and skills upgrading course. Apart from this, schools are 
encouraged to conduct in-house training programmes to develop and enhance teacher 
practices and knowledge that cover a wide range of areas based on the school’s needs. 
The Teacher Professionalism Division is responsible for planning the CPD programmes 
for all in-services teachers in Malaysia, whereas Aminuddin Baki Institute is responsible 
for training and planning CPD programmes for education leaders.

At the district level, the MOE has implemented the District Transformation 
Programme (DTP) intending to improve the performance of low performing schools. 
The DTP programme brings together a selected group of senior principals or senior 
assistants (School Improvement Partners, or SIPartners+) and a selected group of 
senior and master teachers (School Improvement Specialist Coaches, or SISC+) under 
the jurisdiction of the District Education Department to assist teachers and school 
leaders in improving school performance. SISC+ are those who specialise in one of the 
four fields taught in schools, namely Mathematics and Science, Languages, TVET and 
Social Sciences. They provide coaching and mentoring to teachers in primary and 
secondary schools. SISC+ work together with teachers to improve pedagogical skills, 
as well as plan interventions and remedial programmes for students. SIPartners+ 
provide coaching and mentoring to school leaders in the field of management and 
leadership and help formulate targeted interventions. They are also responsible for 
creating a professional learning community (PLC) in every school.

All programmes that are offered by the polytechnics and community colleges 
must have MQA accreditation. Because of this, all teaching personnel are required 
to participate in TVET instructor e-profiling. Industrial attachment is also available 
for teaching personnel for a duration of 1 month, for every 2 years. Recently, a 3 
months industry attachment is also available for the teaching personnel. Teaching 
personnel are also encouraged to participate in other skills enhancement courses 
and also courses related to 4th IR.
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Professional development for educators has been a key enabling factor for 
transformation in education; it involves transforming their knowledge into practice 
for the benefit of their learners. Various aspects are considered to develop educators’ 
competencies for 21st century teaching and learning. These include knowledge, 
beliefs, and design thinking capacities of the educators and school leaders.

7.4.1  Develop capabilities of in-company (master), trainers

In order to ensure the quality of trainers, PSMB has set the condition that all trainers 
for training programmes conducted under all HRDF Schemes must attend and 
successfully complete the PSMB TTT Programme and Assessment. Alternatively, 
trainers can also apply for exemption from attending the programme if they fulfil any 
of the criteria as stated in Training Provider Circular 4/2009. However, trainers are still 
required to go through the assessment process to obtain HRDF Accredited status. 

All HRDF TTT Certified and Exempted Trainers are encouraged to go through the 
assessment process that carries the tittle HRDF Accredited Trainer. Only HRDF 
Accredited Trainers are qualified to train employees contributing to HRDF. All 
trainers certified after 1 January 2021 are required to go through an independent 
assessment within 1 year of certification. All trainers certified before 1st January 
2021 are given 3 years’ grace period to obtain their accreditation through activity 
by submitting 120 hours of training through Trainers Development Management 
System. During the 3 years’ grace period, all trainers certified or exempted before 1 
January 2021 may still conduct training as usual under various HRDF schemes.

HRDF has introduced the HRDF-TDF to ensure continuous improvement of HRDF 
certified and accredited Trainers. The implementation of HRDF-TDF will create a 
pool of competent and skilled Trainer professionals. This will support the human 
capital development needs of the nation through better quality and more effective 
training delivery.

In order to ensure that HRDF Certified and Accredited Trainers are highly competent 
in their field, HDRF has implemented the Trainers Development Framework 
which would define the basic entry requirements, the certification process and 
professional development requirement for Trainers operating in the HRDF space. 
The implementation of HRDF-TDF officially begins on 1 January 2021. The objectives 
of HRDF-TDF are to ensure all active trainers under HRDF meet the required 
quality baseline standard; and to ensure all trainers under HRDF remain active and 
continuously develop themselves throughout their training career. 
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7.5.  Good practices

The results from Malaysia’s participation in the 2013 Teaching and Learning 
International Survey (TALIS) suggest that participation in professional development 
activities has been very good. TALIS is an international survey of teachers, teaching, 
and learning based on questionnaire responses by lower secondary teachers and 
their school principals in mainstream public and private schools. Based on TALIS 
2013 results, the participation rate of Malaysia in the formal induction programmes 
for all new teachers to the school is 87.4%, while participation rate of Malaysia in 
professional development is more than 95 %. (OECD, 2014). Professional development 
programmes include spectrum of self-study and off-site workshops to school-based 
coaching activities such as classroom observations and lesson planning. These findings 
demonstrate that Malaysian teachers are strongly committed to self-improvement.

The aspiration is to raise the percentage of school-based professional development 
activities, such as peer observations and lesson planning, from its current level of 16% 
today. This is based on international research which demonstrates that on-site training 
grounded in what happens in the classroom is more effective than off-site training 
programmes. Focus groups of Malaysian teachers also reported that they find it most 
useful when their subject head or principal observes them in action, as it enables 
them to receive direct insight into how they should improve their classroom practices.

7.6.  Key points / conclusions

Formal training is required to become qualified teaching personnel in Malaysia. 
The formal training is conducted either in the teacher training institutes/colleges/ 
universities or it can be conducted in-house by the organisation. All school teachers 
have undergone formal training for teaching certification. For polytechnics and 
community colleges lecturers, the organisation has its teaching certification for 
its personnel. The same goes for teaching personnel in the Ministry of Human 
Resource (MOHR) and organisations/companies that conducted training. For the 
Ministry of Human Resources, Centre for Instructor and Advanced Skill Training 
(CIAST) is responsible to train their instructors through Vocational Training Officer 
(VTO) Certificate course. In-company trainers also have a set of the requirement set 
by the organisation to be competent in its field.

For any organisation, recruitment is a crucial part of developing and maintaining 
an effective and efficient team. A good recruitment strategy will cut down the 
wastage of time and money, which would have incurred for extensive training 
and development of unqualified resources. Malaysia has set a dedicated path of 
the immediate interview to SPM straight A’s school leavers who are interested in 
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becoming a teacher, and also there is a provision for lateral movement from qualified 
candidates from the industries to polytechnics and college communities. Similar 
salary or better salary are given to qualified candidates as a teaching personnel.

All teachers, school managers, polytechnic and community college lecturers, 
in-company trainers need to enhance and upgrade their skills from time to 
time through the courses offered in or outside their organisation. The Malaysian 
government invests a large proportion of its annual expenditure on education in 
terms of both its infrastructure and provision, and investment in human resource 
development. With globalisation and high paced technological developments 
worldwide, Malaysia has also heightened its endeavour to remain in the forefront 
with the current developments. Thus, the training and retraining of its teachers are 
important to accomplish its vision and mission.

Teachers in Malaysia have become the driving force to raise the capacity of 
knowledge and innovation and nurture the ‘first-class mentality’ among their 
students. Measures have been taken by the government to enhance quality 
education and training to be in par with international best practices. While keeping 
in pace with the frequent changing trends the teacher professional development 
has undergone a tremendous change and advancement for the betterment of the 
society and nation at large. The teacher training curriculum has been strengthened 
to develop teachers as competent managers of teaching and learning. Teachers 
have become efficient to a greater extent in the use of ICT to create and implement 
innovative teaching techniques. 

The Government recognises that the Malaysian education system must continue 
evolving to keep up with the nation’s increasing aspirations, as well as to keep up with 
peer countries. Today’s globalised world and economy requires its participants to be 
critical, creative, and innovative thinkers. To keep up with ever-evolving demands, 
the rest of the world is constantly improving their approaches to education, and 
Malaysia must as well.
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8.  Engagement of the business 
sector in HRD

8.1.  Introduction

This section reports the findings concerning the engagement of the business 
sector in HRD. Economic sectors have different needs in HRD. Some sectors are 
involved in quality competition on global markets and thus have to focus on HRD in  
high-skill occupations with high pace. At the same time, other sectors try to remain 
profitable in low-cost competition and demand HRD provisions only in short-term 
skilling courses for some of their employees. As limited resources in HRD need to be 
focused, HRD initiatives also require some prioritisation.

8.2.  Areas of engagement in TVET and higher education 

Engagement of the business sector in TVET and higher education may promote 
the interests of the business sector as well as the higher institutions (universities, 
colleges, or polytechnic) across the globe. The engagement is crucial to ensure a 
strong realisation of the promotion of high-quality graduates and relevant research. 
The engagement of these bodies will also enhance the capabilities of the business 
sector to compete globally. Malaysia’s government introduces a special committee to 
oversee the TVET sector in Malaysia, named as TVET empowerment committee. The 
role and function of this committee across six (6) TVET-related ministries, namely the 
Ministry of Higher Education (MOHE), Ministry of Human Resources (KSM), Ministry of 
Youth and Sports (KBS), Ministry of Rural Development (KPLB), Ministry of Agriculture 
and Agro-based Industry (KPIAT) and the Ministry of Works (KKR). The committee 
focuses to gauge and study various aspects of TVET’s implementation in Malaysia. 
These aspects include issues on a training programme, articulation, programme 
accreditation, TVET coaches’ skills gap, financial allocation, and tuition fees.

In the Eleventh Malaysia Plan (2016-2020) the government continues to 
push the agenda of producing human capital that is equipped with the 
right knowledge, skills, and attitudes to thrive in a globalised economy. The 
Malaysian government emphasised strengthening the industry and higher 
institutions’ collaboration that will support graduates to comprehend the 
increasing requirements of the industry. This is done through both short-term 
and long-term strategic planning to accommodate both industries’ different 
talent policies and higher institutions’ challenges.
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8.2.1  Areas of engagement in TVET and higher education are as follows:

8.2.1.1   Industry Advisory 

Industry advisory panels can be established by the higher education institutions 
(HEIs) to enable industry experts to have a direct link to the HEIs. As an industry 
advisory, many activities that can strengthen the relationship between these two 
organisations can be established. Among the activities for examples: 

 • Advisory on the relevance of the curriculum to the industry needs;

 • Industry attachments programmes for students or staff. Under the Ministry of 
Higher Education, such programme is one of the activities undertaken under a 
special programme named CEO@Faculty. The CEO@Faculty Programme brings 
together top local and international CEOs and industry players into Malaysia’s 
universities to share their knowledge and experiences with students and the 
university community.

 • Establishment of the link with the industries, which can facilitate and increase 
the employability of the graduates.

 • Industry Sharing Session 

 • Sharing of Expertise/Visiting Lecturers

8.2.1.2   Structured students Internship or Apprenticeship Programme

As reported in the Malaysian National Strategic Higher Education Plan (NSHEP), 
unemployment amongst graduates is frequently associated with a lack of 
particular skills needed by the industry. The Internship programme could be of 
assistance to the students by improving aptitudes for their employments that 
may not be obtained in the academic settings. The duration of the internship 
programmes is less than a year. Usually around 3 to 6 months. During an internship 
program, students are exposed to real-world industrial experiences, where they 
get the opportunity to apply their knowledge in a real industrial setting. 

To strengthen the TVET sectors in 2005, the Malaysian government has 
introduced a National Dual Training System (NDTS) that offers an apprenticeship 
programme for students. The NDTS is an industry-oriented training system, 
which combines both training at a workplace and institutional training. Different 
from an internship programme, an apprenticeship programme offers a longer 
training period, usually up to 24 months. 

Apprenticeship programmes provide a springboard to a future career. In Malaysia, 
there are various apprenticeship programmes such as Digi CXO Apprentice 



58

Malaysia Report | Human Resources Development Readiness in ASEAN

Programme, Global Maybank Apprentice Programme (GMAP), and Cement 
Industries of Malaysia (CIMA) Technical Apprenticeship Programme (TAP), and CIMB 
Fusion Programme. 

The latest apprenticeship programme, The National Apprenticeship Scheme (SPN) 
was launched in August 2020. The National Apprenticeship Scheme (SPN) provides 
more than 10,000 job experience opportunities to youths in the private sector as well 
as in government-linked companies (GLCs). The initiative is led by the Youth and Sports 
Ministry together with the Human Resources Ministry and the Works Ministry to help 
youths facing difficulties in finding employment as well as to reduce unemployment 
due to the Covid-19 pandemic. The launch was officiated by Youth and Sports Minister 
Datuk Seri Reezal Merican Naina Merican, along with Senior Works Minister Datuk Seri 
Fadillah Yusof and Human Resources Minister Datuk Seri M. Saravanan.

The scheme, with the place-and-train concept, is open to those aged 35 and below, 
regardless of whether they are Sijil Pelajaran Malaysia (SPM) or skills certificate 
holders as well as diploma or degree holders, provided that the qualifications 
are recognised by the Malaysian government. Selected apprentices will receive 
an allowance of up to RM2,000 per month from employers participating in the 
programme. During the placement period, apprentices will be continuously 
evaluated and given appropriate skills training (re-skilling, up-skilling, and cross-
skilling) by their respective employers. A total of 13 multinational companies 
and one GLC participated in the scheme, with the Federation of Malaysian Skills 
Development Center to offer 1,600 job opportunities in more than 500 skills-related 
companies. Interested youths can apply to join SPN by browsing the one-stop portal 
for youths, Belia at http://ebelia.iyres.gov.my.

8.2.1.3  Academic Staff Exchange or Training of Trainers 

By participating in this programme, academia will be physically attached to the 
industry for a specific duration with the purpose to strengthen the university-industry 
network. The programme also aims to develop the academia’s fresh understanding 
of the industry’s culture, needs, and industrial objectives.

8.2.1.4  Special project Consultation 

Individual or institutional consultation. The consultation project may benefit both 
parties such as the ability to access specialised consultancy projects, the ability to 
identify and solve specific technical problems. Applied research is major to this 
development and the consultation project between both academia-industry is one 
segment where collaboration can be productive.

http://ebelia.iyres.gov.my
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8.2.1.5  Sharing or sponsor of Facility, Equipment, Tools 

By sharing or sponsoring the facility, high-tech machine, equipment or tools, both 
parties can have access to the best state-of-the-art labs, tools, and facilities which may 
not be possible without the collaborations.

8.3. Incentives for companies to increase engagement

 • Financial incentives 
 With an increase in financial incentives from the government, the business sector 

can become an even more influential sector for human capital training and 
development. Many financial incentives programme has been introducing by the 
Malaysian government to increase engagement in the HRD programme. Under 
the NDTS programme, the participating companies are allowing to claim a double 
tax deduction on expenses incurred by companies. The companies also received a 
monthly financial incentive for participating in the NDTS programme.

 • Subsidiary Incentives 
 This incentive is a rather indirect incentive to the companies. It gives indirect 

benefits to companies, such as: 

 ◇  reducing the costs of recruiting and selection, continuing education, and 
training. 

 ◇  resolution of the urgent and decisive business problems

 ◇ encourage the development and commercialisation of novel technologies 

 • Access to potential students and well-groomed graduates 
 The most influential incentives for companies to join forces with higher institutions 

is the ability to access potential students and well-groomed graduates. 

 • Direct relationship and networking to qualified researchers, professionals, experts, 
and knowledgeable faculty

 By joining the university-industry collaborations, the companies may get access to 
qualified researchers, experts in the university. These experts could help companies 
to solve specific industrial issues based on the experts’ knowledge. 

 • Gain access to new innovative technologies, cutting-edge research findings, and 
novel methodologies and scientific knowledge. 

8.4.  Business membership organisations

Business membership organisations (BMO) such as business associations, federations, 
chambers, and guilds are crucial organisations that can assist companies, especially 
small and medium companies developing their HRD programmes. In Malaysia, 
there are several BMO established for specific purposes. For example, the Federation 
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of Malaysian Manufacturer (FMM) is the largest of Malaysia’s premier economic 
organisation. It has been established in 1968. FMM aims to led Malaysian manufacturers 
in spearheading the nation’s growth and modernisation. Today, as the largest private-
sector economic organisation in Malaysia representing over 3,000 manufacturing 
and industrial service companies of varying sizes, the FMM is the officially recognised 
and acknowledged voice of the industry. FMM vision is to make Malaysian industries 
globally competitive. For them, their quality policy gives total commitment to service 
excellence and quality through continuous improvement.

FMM Institute, a subsidiary company of the Federation of Malaysian Manufacturers, 
was established to provide industry-relevant skills training for the manufacturing 
and services sectors for the continuing development of the human capital. It 
was incorporated on January 12, 1999. The Institute on average conducts 1,000 
programmes and trains 18,000 participants in various categories of programmes 
nation-wide annually. In line with its primary objective to develop the potentials 
and enhance the skills of personnel at every level of the industry, FMM Institute 
offers a wide range of functional corporate training programmes to cater to the 
needs of the manufacturing and services sectors. Training Programmes can be 
specially customised to meet the training needs of industries and be conducted 
on an in-house basis. In-house programmes are packaged to be cost-effective 
for companies with no compromise on the quality of the programmes and the 
desired learning outcomes. FMM Institute believes in lifelong learning. The range 
of Certificate programmes offered provides the opportunity for working personnel 
to gain qualifications to upgrade themselves for career advancements. The 
Head Office is housed in Wisma FMM located at Bandar Sri Damansara, Kuala 
Lumpur with fully-equipped training facilities, including an IT laboratory and a 
business information centre/library. FMM Institute has a total of nine Branches and 
Representative Offices nation-wide.

The Malaysian Industrial Development Authority (MIDA) also one of the government’s 
principal agency for the promotion of the manufacturing and services sectors 
in Malaysia. Incorporated as a statutory body under the Malaysian Industrial 
Development Authority (MIDA) Act, the establishment of MIDA in 1967 was hailed by 
the World Bank as “the necessary impetus for purposeful, positive and coordinated 
promotional action” for Malaysia’s industrial development. To meet the demands 
of foreign investors who need technically trained workers, MIDA has introduced 
an apprenticeship programme. The programme was a collaboration programme 
between MIDA, the Education Ministry, Skills Development Department, and the 
FMM. The programme was a fast track programme targeted at preparing skilled 
workers that are ready to be absorbed immediately into the industry.
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8.5.  Priority sectors 

Priority sectors for HRD initiatives in Malaysia are highlighted in the National Key 
Economic Area (NKEA) 2017 which represents 11 economic sectors to drive towards 
achieving high-income country status. NKEA sector is Agriculture, Palm Oil/
Rubber, Oil, Gas & Energy, Electrical & Electronics, Wholesale & Retail, Education, 
Healthcare, Communication Content & Infrastructure, Tourism, Financial Services, 
and Business Services.

8.6.  Key points/conclusions which may be of interest for a broader public

A very effective university-industry relationship is needed in the whole scheme of 
things by further accepting students for internships, training, and placement. For 
that, frequent visits from both, universities and industries need to be increased. 
Professionals from the industry must be encouraged and invited to share their 
industry experiences at the university. Representatives from industry associations 
and chambers of commerce and industry must also be given membership in 
various academic bodies at the university. Students can be given small industrial-
based project targeting to solve issues in the industry.
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9. Conclusions

This study has derived several significant implications on how the Human Resource 
Development (HRD) either public or private organisation should respond to 
the challenges in the Industrial Revolution in preparing quality and competent 
workforce. The Government of Malaysia through the Ministry of Human Resources 
has constantly striving to provide quality human resources for the country economic 
development, for example, proposal to amend some of the laws such as the 
Employment Act 1955, the Trade Unions Act 1959, and the Occupational Safety and 
Health Act 1994, as well as amending the Labour Ordinance (Sabah Chapter 67) 
and the Labour Ordinance (Sarawak Chapter 76). The government will also increase 
international commitments by ratifying four conventions and one International 
Labour Organisation (ILO) protocol namely P29 (Protocol 2014 to Force Labour 
Convention), C105 (Abolition of Forced Labour), C188 (Fisheries Sector jobs), C190 
(Violence and Harassment) and C142 (Human Resource Development). These efforts 
are largely affecting the structure and the implementation of human resource 
development in terms of training, career, and organisation.

9.1.  Strengths and (near) rooms for improvements

High engagements of the business sector in HRD are needed especially for developing 
countries. The close synergistic relationship between TVET institution-industry 
has proven remarkable results for technologically advanced countries. Therefore, 
developing countries, such as Malaysia, need to have a sustainable institution-
industrial model that can assist to overcome the problem of unemployment and 
economic downturn. The government should increase efforts to strengthen and 
increase industry engagement and streamline higher institutions for that purpose. 
TVET providers, at first, must ensure that their graduates have a basic skill and ability 
to meet the needs of the industry.
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9.2.  Key points; recommendations

9.2.1 To strengthen the involvement of the business sector in HRD, the government 
needs to formulate policies that support the creation of centres of excellence 
(CoE) to support TVET institution-industry alliances in applied and business-
oriented research. 

 • The CoE needs to intensify its close ties with the industries sector. Therefore, the 
CoE is encouraged to move as a collaborative research centre usually located in 
the TVET institution. It is an industrial laboratory within the training institution. At 
the CoE, institution and industry collaboration are strengthened through:

 • The presence of the industry sector in the management and governance structure

 • Serving services to the industry sector

 • Directing academic efforts towards more applied research

 • Case study approach for teaching and learning for students

9.2.2  The top management of both organisations (the TVET institution and industries) 
has to be aware clearly of the roles of university-industry linkages. 

In the current era of globalisation, the role of HEIs is expanding. The HEIs is not only 
a source for the supply of human resources but also a source of new cutting-edge 
knowledge, a source of continuous quality improvement, solutions for technological 
change, and management systems. Investing in R&D requires large capital and 
commitment, which is very difficult for most organisations, especially small and 
medium-sized Malaysian enterprises. Therefore, close cooperation between the 
University-industry will assist the business sector to identify kaizen opportunities 
in the company’s operations. This is the reason why the top management of the 
company needs to have a clear vision of university-business collaboration. It should 
be considered a strategic priority of the company. In general, organisations should 
be willing to develop long-term strategic partnerships with TVET providers. 
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