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BACKGROUND PAPER FOR MALAYSIA:
SKILLS DEVELOPMENT IN THE WORKPLACE — CHALLENGES AN D
INITIATIVES.

1. AN OVERVIEW OF SKILLS DEVELOPMENT AND TRAINING ( SDT) IN
MALAYSIA

1.1 Background of Skills Development in Malaysia

Skills development and training (SDT) in Malaysaauldl be traced back to the late 1890s
when trade schools were being considered to prdépeakeyouths to work as mechanics
and fitters on the national railways. In 1906, éhtecal school was established to train
technical assistants for the Railways and Publich&/@epartment (Maznah, 2001). In
1919, the government set up a committee to rew@mneeds for technical and industrial
education, and it put forward measures which inetliestablishing an agricultural school
and providing training facilities for the Forestf2etment (Loh,1975). In 1926, a Federal
Trade School was established in Kuala Lumpur teigeofull-time three-year courses to
train mechanics, fitters, machine workers and otdennicians (Ahmad, 2003; Loh,
1975). The Education Department took over the sanol®31 to serve the needs of
public departments as well as business enter@isgdsas mines, estates and private firms.
Later, three other trade schools were built in Rgngpoh and Singapore (part of Malaya
at that time) to prepare apprentices as artisatradies such as mechanics, plumbers,
fitters, electricians and blacksmitfighese developments marked the expansion of
institutionalised vocational training in Malaya whiwas geared to meet the needs of the
country’s industry.

In 1955, two years before Malaya gained her inddpece, the government set up
an Education Committee to review the existing etlanaystem and to formulate a new
system for post-independence Malaya (Pang, 200t committee published the Razak
report in 1956 which promoted the policy of estsiulng a vocational stream alongside the
general secondary school system (Wong & Ee, 1973)960, the Rahman Talib Report
led to the segregation of the secondary schooéBygito academic and vocational
streams (MOE, 2007). Junior technical (trade) sksheere converted to secondary trade
schools which were later converted to secondaratmaal schools in 1968. In 1979,
another high-powered committee headed by the Ddputye Minister at that time, Dr.
Mahathir Mohamed, led to the Cabinet Report of 1@h&h reaffirmed that the country’s
upper secondary education should comprise of lta#tieanic and vocational streams.

Based on a review of historical developments, Ah(28@3) observed that the
Malaysian technical and vocational education aashitng system (TEVT) had
progressively developed into three different streamamely higher education; technical
and vocational education; and skills training (Eab)l

! For a detailed account of the historical develeptmrefer Pang, C.L. (2008, pp.165-176)



Table 1 Main Streams of the Education and
Training System in Malaysia.

Stream or Institutions Workforce Preparation
Pathway

1. Higher Universities and other Professional and managerial
education institutions of higher learning, personnel such as engineers,

both public and private architects, and surveyors.

2. Technical and | Polytechnics, technical Supervisory personnel such as
vocational colleges and (more recently)| technical assistants and
education community colleges supervisors.

3. Vocational Skills training institutions, Skilled and semi-skilled
skills training public and private workers.

Source Paraphrased and tabulated from Ahmad (2003, p.6)

A similar description of the Malaysian educatiom araining system was made by
Rashid & Nasir (2003), who highlighted the followin

(a) Tertiary or higher educationn universities and other higher educational
institutions;

(b) Technical and vocational educationndertaken largely in the formal school
system under the Ministry of Education; and

(c) Post-secondary TEVT, including skills trainingindertaken through the skills
stream of the secondary vocational schools butgonatantly by public and
private skills training institutions.

Several other studies highlighted tis&tlls training based on National
Occupational Skills Standards (NOS$&gad increasingly become a significant component
of the national system. The ‘Basic Study on Desigra Dual Training Scheme in
Malaysia’ undertaken from 1997 to 1999 by a laegen of German consultants,
described the Malaysian system, excluding terizeny higher education, in terms of three
subsystems (Blumenstein, et al, 1999):

1stsubsystem:Technical education and vocational trainingndertaken in schools at
the upper secondary level under the Ministry of&dion (MOE). It was completely
integrated into the general education system, tegii the Malaysian Certificate of
Education as the leaving qualification.

2nd subsystem:Technical and vocational traininghat did not come under the MOE
but were administered by other Federal Ministrigshsas the Ministry of Human
Resources, Ministry of Youth and Sports, and Migistf Entrepreneurial
Development as well as private training instituson

3rd subsystem:The standardisation and certification of occupatiakills based on
theNational Occupational Skill Standards and Certifitan Systemlt started with a
three-level skill certification system (basic, mtediate and advanced) but in 1992, a
new 5-level skills qualification framework was inttuced, followed by the adoption
of an accreditation approach in 1993. The accrealitaf training centres and their
training courses was conducted by the National Yoal Training Council.

Another study known as the ‘Strategic Review offirecal Education and Skills
Training in Malaysiawas undertaken by Australian consultants as pahdsian
Development Bank technical assistance project (DEETL998, p.1). The study



confirmed that vocational education under the mymof the MOE was one major
component of the country’s TVET system whilst tiaghconducted by the other
ministries and agencies based on NOSS formed ties otajor component.

A more recent study undertaken on behalf of theldM@ank by Pillay (2005)
categorised Malaysia’s TVET system into five mailtaps, which are outlined below:

1% pillar : Public higher educationsystem which caters mainly to SPM school-
leavers, that is those who do not take up pre-usityestudies; excludes universities
and university colleges, but includes polytechiaicd community colleges under the
Ministry of Higher Education, technical schools anthe Ministry of Education as
well as training institutions under the Ministryldiman Resources, Ministry of
Entrepreneurial Development and Ministry of Youtlsgorts.

2" pillar : Malaysian Skills Qualifications Frameworka five-tiered skills
certification system based on the NOSS which waedniced by the National
Vocational Training Council in 1993.

3 pillar : Company-based trainingwhich comes under the Human Resource
Development Fund established in 1993 to promotértieing of employees.

4™ pillar : Private higher educationlargely under the purview of the Private Higher
Education Institutions Act 1996, and accreditedh®yNational Accreditation Board.

5™ pillar : Continuing education and trainingvhich caters to the demands of
employers, community or society at large for furtbducation, skills upgrading,
retraining, career advancement and enrichment.

1.2 Policy Framework for SDT

Malaysia’s national development policies and plaage repeatedly emphasized the
criticality of human resource development in supipgrthe country’s growth. This is
clearly embodied in th®lalaysia: The Way Forwardtatement in 1991 which challenges
the country to achieve developed nation statusd2p ZMahathir, 1991):

The most important resource of any nation mushbedlents, skills, creativity

and will of its people... Our people are our ultimegsource.

The Third Outline Perspective Plan (OPP3), 2001-20&Mphasizes the need for a
fundamental realignment in the policies and stiagegf human resource development in
order to support the country’s shift towards a klsolge-based economy (Malaysia,
2001a). Under the OPP3, the education and tramiiogities include: (a) introducing a
new dual training approach; and (b) promoting difej learning.

In the current national five-year development ptaeNinth Malaysia Plan
(9MP), 2006-2010the Malaysian Government presents the Nationakn that outlines
the country’s priorities for the next 15 years. eQi the five key policy thrusts of the
National Mission is “to raise the capacity for krledge and innovation and nurture first
class mentality” (Malaysia, 2006a, p.30). Undes thrust, towards expanding the
accessibility and quality of the country’s educatand training system, the 9MP
propounds that:



Training programmes will be redesigned in line withanging industry
requirements. The National Dual Training Systeml \Wwéd improved through
closer consultations with stakeholders includindustry associations, and the
National Advisory Council on Education and Trainingll be established to
guide policies and strategies related to educatioh industrial trainingilgid,
p.30).

2. EMPLOYEES AND EMPLOYERS' VIEWPOINTS ON  SKILLS
DEVELOPMENT IN THE W ORKPLACE IN MALAYSIA

2.1 Overview

The topic of skill training in the workplace is yeimely and appropriate taking into
consideration the current labour landscape takiagepin the light of increasing
globalization, new technologies and changing pastef work. At present, the
involvement of the main social partners, partidylar terms of the participation of
workers in skills training in the workplace is vanuch lacking and largely absent.

In addition to the country’s labour force of abdiz million out of the national
population of 27 million, there are over 1.5 milidocumented foreign workers coupled
with large numbers of illegal (undocumented) forewgorkers. Employers employ these
predominantly unskilled foreign workers, making nmaxm use of them and consequently
shy away from providing the necessary skill enharerd for local workers.

2.2 Some Viewpoints

From the labour union perspective, skill developnm@ogrammes should be introduced
by the employers and at the same time, trade uisiomsid also give priority and
emphasis on skill development and training mateest from fighting for the usual
‘bread and butter’ issues. One possibility isntidude skills development as an article in
the collective agreement between employers ane wawns.

In shifting from labour-intensive, low wage actigs to technology-intensive, high
income economic structure, the government is atpeced to play a prominent role in
skills development, including:-

* To carry out comprehensive study to identify theetyf skill development needed
for workers and employers on a national and maasisb

 To expand the coverage of the Human Resource Dawelot Fund, basically
extending this facility to all sectors of the econosince skills development is
crucial to the progress of the employees, emplogedsthe government.

* To disburse funds for skills training providers yalfter carrying out an analysis
on the actual skills need of the industry in orgdeminimise skils mismatch.

 To recognise that different types of skill trainirege required for different
employees and industry sectors, that is to avadttitude of ‘one size fits all”.

* To provide training and living allowances for workevho have been retrenched
or terminated.

* For school dropouts, to provide vocational trainfegch as under the Department
of Skills Development) for them to be equipped witle necessary skills and be
awarded with appropriate certificate, diploma ogree



* To provide an opportunity for target groups to feftective ways to address some
aspects of the reasons for the skills mismatch é&etwthe available training and
the needs of employers and workers.

From the employers’ perspective, skill developmgmbgrammes should be
designed to match the needs of government, emgslca/ed workers. Effective ways to
identify training needs should be the responsybdit all stake holders in order to provide
the basis for promoting workplace learning. Empisyeshould provide ample
opportunities for their employees to advance thaneer development and grow with the
organisation, thus instilling in them, a strongseonf belonging. Experienced and skilled
workers should be recognised and certified basmgheir prior experience and learning,
whilst any barriers to updating and continuingriirag should be removed. In this regard,
trainers and coaches within industry should alsadsggned and developed.

3. SKILLS DEVELOPMENT AND TRAINING IN THE WORKPLACE
POLICIES AND STRATEGIES

3.1 Lifelong Learning and Strategy

In response to the rapid technological changestanacreasing knowledge intensity of
the economy, continuous efforts are being madeteldp a knowledge society culture
among Malaysians. Lifelong learning is regardedrégal for the country’s drive towards
a knowledge-based economy. In the Third Outlinesfpstive Plan, 2001-2010, efforts to
promote and implement programmes for lifelong legymnclude conducting training
courses and education programmes to be accesaibkffardable through the internet or
other ICT related media; setting up more IT kiogkd cyber centers especially in rural
areas; establishing community colleges, open usitkes and distance education; and
encouraging employers to promote lifelong learrilmgugh training and retraining.

3.2 Vocational Education and Training Policies folNew Skills

Both the Eighth Malaysia Plan, 2001-2005, and thei\Malaysia Plan, 2006-2010,
sought to develop human resources in line with ldgweg Malaysia into a knowledge-
based economy. In this regard, priority has beeargio increase the supply of highly
skilled and knowledge manpower through efforts sagh

* Reorienting the education and training systemthat knowledge, skills and expertise
acquired can support the knowledge-based economayitf? has been given to the
teaching of Science, Mathematics and languageskhssvthe development of critical
thinking and entrepreneurial skills.

* Increasing the overall capacity of education aralrimg institutionghrough the
expansion and upgrading of existing institutionsval as the establishment of new ones.
More advance skills training centers in specializelds have been established in view of
the greater demand for highly skilled workers. Camity colleges have also been set up
throughout the country to provide training to sdieaving youths, workers and the
public. The Skills Development Fund has been engdnt order to promote and increase
accessibility to skills training in the country.

* Improving the quality of education and trainingigtely systenty strengthening
coordinating and monitoring mechanism, reviewind atandardizing curriculum,



introducing new subjects, courses and programngimore flexibility to public
institutions to review and design courses in calfabion with the industry, as well as
increasing the supply of qualified teachers anttulcsors.

» Developing and promoting Malaysia as a regionalteef educational excellendsy
encouraging the development of centers of excedleinagproving the adequacy and
quality of teaching staff, as well as strengthenegparch and development capabilities
within institutions of higher learning. These imgtions are also encouraged to promote
aggressively their programs abroad.

* Reinforcing positive valugtrough the education and training system, incigdjood
work ethics, diligence, integrity, tolerance, guadie and pursuit of excellence.

3.3 Enterprise Training

Various policies and strategies have been intradit@@ncourage firms in Malaysia to
play a bigger role in training their own employett® most prominent of which is the
Human Resource Development Fund (HRDMhich became operational in 1993. The
HRDF was introduced through the enactment oHbman Resources Development Act
in 1992. It provides for the imposition of a lewy employers to be collected into the
HRDF, as a central pool of training fund. The Famds to enhance private industry role
in the provision of training in Malaysia, complertiag the government'’s effort to
increase the supply of trained skilled workforcehia country. It basically promotes
retraining and skills upgrading for the workforoeselected industry sectors. The Act also
provides for the creation of a Human Resource g@raént Council (HRDC), with
representatives from the private sector and redplergovernment agencies, and a
Secretariat to administer the HRDF schemes.

Under the provision of the Act, the HRDF may bedufee the purpose of:

(a) Promoting, developing and upgrading the skiflemployees, including the
provision, establishment, expansion, upgrading antenance of training facilities;

(b) Providing financial assistance to employerthaform of grants, loans or otherwise
for the purposes mentioned in (a) above, includiefjaying or subsidizing the costs
incurred by any employer in the training or retinagnof his employees; and

(c) Carrying out, subject to such terms and cood#ias may be approved by the
Minister of Human Resources, of activities or poetgeto train or retrain retrenched
persons or persons to be retrenched.

Under the Act, all employers that have contributethe levy are eligible to apply
for training grants or financial assistance for plepose of undertaking employees'
training. For this purpose, the employees must b&iian citizens and have attended
approved trainingApproved trainings generally in the areas of computer-relatedsskil
craft skills, technical skills, management / adsiirative or supervisory skills, research
and development skills, as well as company-widelpetvity and quality improvement
programs. The approvedodes of trainingnclude enterprise-based training, institution-
based training, training at industry-managed centy-operative type training, or even
overseas training where training is not availabtally. The HRDC has also established
rates of reimbursement whereby only certain spetiéixpenses, known &dlowable
costs', incurred by employers are eligible for finangjehnts / assistance.



3.4 Individual-led Training

The Third Outline Perspective Plan, 2001-2010,iesl efforts to make training courses
and educational programs more accessible and afftedhrough the internet or other ICT
related media so that individuals are encourageshtiertake learning. More IT kiosks

and cyber centers, especially in rural areas haea Bet up, and the network of
community colleges, open universities and distathecation expanded. Public

institutions of higher learning such as communiileges are encouraged to conduct part-
time courses and promote web-based learning. Ihi@adsupport services in the form of
public libraries especially mobile libraries, hahaen increased.

4. STRENGTHENING SKILLS TRAINING IN THE WORKPLACE: THE
NATIONAL DUAL TRAINING SYSTEM (NDTS)

4.1 Development of the NDTS

The initiative to introduce a new training schemé/ialaysia similar to the dual training
system in Germany could be traced back to the M&ayGerman talks which were held
in 1996 (EPU/GTZ, 1996). It was decided in Decentt#96 to undertake through
Malaysian-German cooperation, a study on the designdual vocational training scheme
for Malaysia. In its final report which was publeghin May 1999, the study recommended
that future Malaysian-German collaboration shoolclt on “the qualitative improvement
of the existing vocational training system” (Blursegin,et al, 1999, p.97), that is

building upon the co-operative type of training ethivas already being implemented in
the country as apprenticeship schemes and in Istagéskills development centres. It led
to the establishment oflaual System Project (DSREeam which comprised of a German
team leader and four other members who were amabon a full-time basis, mainly from
2000 until the project ended in 2005 (DSP, 200hge DSP team organised its actions
basing on a conceptual outli{frefer toFigure 1), comprising of five main components:

Component 1: Intensifying the dual orientationrafustry and training institutiongt
provided the overall direction and main thrusthef DSP, that is to increase the direct
involvement of the industry in technical educaticenad vocational training (TEVT) at
all levels. In essence, it sought to enhanwial TEVT culture’in the Malaysian
industry.

Component 2: Enhancing quality and capacity foredepment of curricula and
teaching aidslt aimed at developing an improved concept forskitandards, a
format for occupational profiles as well as quatityricula and effective instructional
materials.

Component 3: Gearing quality training of vocatiom@ichers towards demand.
This component focused on technical teacher ariclizter training covering pre-
service training as well as in—service training.

Component 4: Strengthening TEVT network to impegfieiency and effectiveness of
training. This component aimed at strengthening crucial elesneithin the network
of TEVT to improve efficiency and effectivenesgiaining.

Component 5: Enhancing esteem for work, trainind #re image of TEVT.
This component was intended to address the scaiaés and image of work, and
training in general. In this regard, it forms theyghological basis of the national



endeavour to develop knowledge-workers by reinfay¢he aspiration of all
individuals to actively participate in work anditriag.

Figure 1: Concept Outline of the Dual System Projdc

Component 2 Component 3
Quality and capacity for Quiality training of technical teachers
the development of curricula according to recognised standards is
and teaching aids geared towards demand.
are enhanced.

Component 4
Crucial elements

Component 1 within the TEVT network

“Dual” orientation

Target

gf_indgstr_y a_nd Area _Of the eftf?cilgpc?\;id
training institutions Project effectiveness
is intensified of training are
strengthened

FoundationAfthe Project

4§

Component 5

Esteem for work, training and the image of TEVT is  enhanced

SourcesSummarised from DSP (2001a, p.3); DSP (20043, p.4

On the basis of the efforts of the DSP, the Maly&abinet approved the
implementation of the National Dual Training SysteMDTS) on19 May 2004from 2005
onwards, targeting to produce a total of 31,500eskivorkers by the year 2010 (MLVK,
2005).

3.2 Operationalising the NDTS

The introduction of the NDTS was a direct respdnsearious policy thrusts in the Eighth
Malaysia Plan, 2001-2005, and the Third Outlinespective Plan, 2001-2010, which
highlighted the need to produce K-workers. The #idWalaysia Plan embarked on
several initiatives:
...The education and training system will be geaoepgroduce multi-skilled and
knowledge manpower that is versatile, willing tarle continuously,
technopreneurial as well as with the ability towcgjand apply knowledge,
particularly in modern technology. (Malaysia, 200fad11).

...concerted efforts will have to be made to incraasesupply of highly skilled
and knowledge manpower through the expansion afaen and training.iljid,
p.112).



The Third Outline Perspective Plan also stressesidled for close collaboration
between training institutions and industry at large
To ensure that the school curriculum remain relet@mdustry and include
work-based learning components, a mechanism wildbaip to link schools with
industries. (Malaysia, 2001a, para 6.28)

Collaborative efforts through smart-partnershipsvMeen the Government and
private sector will be promotedibid, para 6.44)

The Plan made direct reference to the planneddnottion of a “dual training approach”:

The adoption of the dual training approach throagprenticeship schemes will
be enhanced during this period. [...]. More tragnimstitutions will be encouraged
to adopt this approach in collaboration with inady$t.]. The focus is on hands-
on training at the workplace whereas the trainiggitution provides the
theoretical foundations.ibid, para 6.41)

For the NDTS to succeed in producing K-workerseduires a ‘dual’ learning
environment for the delivery of training which tapto the training potential and strengths
of both training institutions and actual workpla¢B$SP, 2004a). Therefore, the DSP had
allocated much attention on enhancing the dual TEMiure (DSP, 2001). The
participation of the ‘right type’ of companies atmdining institutions were deliberated
extensively in the development of the NDTS, takimg consideration the need to be
flexible and accommodating but at the same timer@mg that the minimum training
requirements are met.

At the Workshop on Determining the Final Shape of the NBA®Its
Implementatiorheld in September 2003, it was acknowledded a wide range of
companies should be allowed to participate. Howayetting wider participation should
not be at the expense of quality (EPU, 2003). Tsuenthe proper participation of
companies, the DSP recommended that participatingpanies need to have the required
facilities, machinery, equipment and tools in disigntly broad spectrum of operations
for the skills identified in the respective traiginccupations to be transmitted.

Thus, for the implementation of the NDTS, partitipg employers have been
entrusted with several main responsibilities asired below:

* Conduct 70-80 percent of the training in actualkyolaces and environment;

* Prepare two-years training programme in collaborawvith training
institution;

* Provide log book, study plan, training materialsved as necessary
equipment and facilities;

* Provide coaches in the ratio of one coach for etlage trainees; and

* Provide stipulated training allowances to train¢bi.VK, 2005).

Pertaining to the training institutions, the DSBgested that their participation
should be as unrestrictive as possible, that ipikgethe requirements for their
participation minimal, as long as they “have theassary facilities, equipment, competent
instructors and readiness for engagement with ivate sector” (EPU, 2003). At the start
of the NDTS implementation from 2005, training itgions under the Ministry of Human
Resources, Ministry of Youth and Sports, MinistfyfEmtrepreneur and Cooperative



Development, and Ministry of Higher Education h&deen directed to participate in the
NDTS. Their primary responsibilities include:
* Conduct 20-30 percent of the training;
» Collaborate with participating companies in prepgrand undertaking the training
programme;
* Provide necessary training amenities and faciliiesl
* Provide instructors in the ratio of one coach foowt twenty trainees.
Source MLVK (2005)

The implementation of the NDTS commenced in 2004 tie intake of the first
batch of 29 apprentices by DaimlerChrysler (Malaysind 14 apprentices by NAZA
Automotive Manufacturing for the training occupatiof Automotive Mechatronics. The
training programmes were undertaken based on ifhdated guidelines and regulations
and the newly established National Occupationak@urriculum for the occupation
(MLVK, 2005a). By December 2009, about 22,000 appices have completed or are
undergoing training programmes under the NDTS, linmg about 1,000 different
companies.

3.4 Some Lessons Learnt

From the analyses made in a recent study, it isdfdbat the NDTS in Malaysia has not
merely replicated the dual training system in Gerynathough it shares some of the
underlying features and characteristics (Pang,,@Q10). The major differences between
the NDTS and the dual training system in Germapysammarized in Table From the
comparison, there are several sharp and fundandiffeaences between the dual training
system in Germany and the NDTS in Malaysia. Thetrpasic difference is in their
central goal whereby the German dual training sydtas been premised on a much
broader and holistic role of the country’s vocasibeducation and training policy, that it
extends beyond the concern of employability (ecanduanction) but is considered part of
the overall education, through initial training aswhtinuing vocational training, to which
individuals have access throughout their active (lifelong learning function) (Birzeat

al., 1999). In contrast, the dominant function of H2TS is economic in nature since it is
largely considered as an investment in human dapitaging benefits of enhanced
productivity, competitiveness and employabilityitdividuals, enterprises and society.
The sharp difference between the two nationalitrgisystems is clearly attributable to
their social, cultural and historical roots.

Table 2: Comparing the NDTS and the Dual Trainiggt&m in Germany

Key Feature / Dual Training System NDTS

Characteristic in Germany in Malaysia

Origin / early Long history / tradition: Very recent development:
beginnings ‘Dual’ character of system emerged Bilateral German-Malaysian

in early 2" century; early roots in | meetings (leaders and officers) in
craft training and apprenticeship | mid-1990s.
during Middle Ages (17 century).

Ultimate goal Broad, universal goal: Specific goal for employment:
Vocational education and training | Meeting the skilled workforce
providing all young people with requirements of economy.
gualifications in recognised occup.

Legal framework | Well-established framework: No framework at all.
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Vocational Training Act 1969 for
workplace training; Staté_éndel)
Education Acts for training in
schools.
Funding Cost-sharing: Industry larger share| Cost-sharing: Govt larger share
mechanism Cost-sharing between government| Cost-sharing with government
and industry — industry accounts for taking up a much larger share than
up to two-thirds of total. industry.
Co-ordination Principle of self-regulation: Central control:
and quality By chambers for enterprises, Centralised by government, mostly
control although for schools, by school through EPU and DSD; no role fof
inspectorate unddrander employers or workers organisation.
governments.
Examinations Self-administration: Central control:
and certification | By chambers. By government, through DSD;
leading to the award of national
skills certificate, level 3.

Overriding Orientation to the principle of ‘vocation (Beruf)Xnowledge-worker
training objective| occupational competence (comprising of techniaatn & social, and
learning & methodological competencies) - premisedhe concept of
Berufin Germany.

Less detailed documentation: Very detailed documentation:
Only a brief curriculum framework | NOCC and detailed curriculum, and
provided; new concept of ‘learning| also learn and work assignments;
fields’; different for companies and| same for companies & training

. vocational schools. centres.

Curriculum & — .

(T Lon'qgr duration:3-31/2 years Shorter dur_at|0n2 years

design Training structure Practical training, 70 percent in company and
theoretical and basic training, 30 percentramning centre; block or day-
release depending on company/training centre agraegt.
Activity-based learning approach | Work process-oriented approach
(underpinned by constructivist viey (underpinned by constructivist view
of learning). of learning).

Training Infrastructure In-company facilities, supported by externalrinag

infrastructure centres; vocational schools.

3.5 Policy Implications

‘Readiness’ of Industry-Driven Training

A major difference between the NDTS in Malaysia #m&ldual training system in
Germany is the central and driving role that thdayisian government has been playing in
the development and implementation of the NDTShwie industry playing a supportive
role only. This situation is in sharp contrasthattin Germany where the private sector
industry plays a leading and dominant role in thentry’s dual training system. Such a
situation is expected to continue in Malaysia far immediate future, considering that the
relatively ‘weak’ organisation and position of irgly organizations, compared to the
well-organised chambers of trades or industry andmerce in Germany, means that the
Malaysian industry is simply not ready to take ovarious functions from the Department
of Skills Development such as promoting the NDTéning programmes, providing
advice to sponsoring companies and training irtgims, overseeing apprenticeship
contracts, or conducting examinations.
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New Regulatory Framework

The enforcement of the National Skills Developmécit 2006 also known as Act 652

with effect from September 2006, has strengtheundtidr the mechanism for engaging
the private sector and industry in the country’'samal skills delivery system. The Act
provides for the establishment of the NationalISKilevelopment Council which is
represented by both the public and private se¢hataysia, 2006b). The Act also ensures
that skills training programmes are undertaken dbasethe requirements of the National
Occupational Skills Standards which, in turn, atallished according to the actual needs
of the relevant industries in Malaysia. Neverthgléke Act in its current form, does not
have provisions which directly promote the develeptrof the NDTS or other forms of
industry or work-based training.

4. CONCLUSION

Malaysia is well on its way towards attaining tleveloped nation status that the country
aspires to be by the year 2020. Central to thigatsm is the country’s success in
developing its human capital, in order to equigradividuals with the competencies
required for a modern, knowledge-based societyh @mcendeavour requires that the
national education and training systems be contislycenhanced in terms of its quality,
efficiency and effectiveness. This, in turn, deeaod strong and smart partnership
between the government and the private sectorcedlyeo create a workforce that is
competent, multi-skilled and versatile. The MalaysGovernment has established
favorable policy environment as well as introduoed initiatives such as the National
Dual Training System to ensure that the collaborasire actually translated into action
and implementation.
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