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ABSTRACT 

 

 

 

 

The Malaysian Skills Qualification Framework (MSQF) was formulated to 

classify skilled qualification that indicates the level of capabilities on competency 

descriptors. MSQF currently enforces competence-based training approach in 

skills training which is in line with National Occupational Skills Standard 

(NOSS). With the advent of National Dual Training System (NDTS), the existing 

MSQF may need to be revamped due to new requirements resulting from new 

orientation toward work process. Thus, the purpose of the study was to analyze the 

effectiveness of the existing MSQF for MSC shop-floor automotive technicians at 

level 3 to qualify as knowledge workers (K-workers). The study adopted the 

interpretive qualitative research design which was premised on the 

phenomenological method by using interview and observation. For purpose of 

data collection, participants selected for this study were those who have more than 

five years of experience in automotive industry and understand NOSS-based 

training and NDTS. The data analysis forms the themes and the categories that are 

useful to develop a new framework to show the relationships that exist among the 

categories under study. This study found that NOSS standards qualify students 

with specialized skills which restricts them in carrying out other duties and to 

understand the whole work process were facing challenges especially in fulfilling 

the industry needs due to technological and work organization changes.  Secondly, 

NDTS based on the work process concept builds upon the business process 

orientation of new industry and supported by the whole work processes rather than 

specific or functional units only. Thirdly, based on the research data the new 

MSQF for MSC shop-floor automotive technicians at level 3 needs to be 

characterized in line with the two descriptors that are professional competence 

(knowledge and skills) and personal competence (social skills and autonomy). It is 

recommended that the new MSQF must be put in place in order to qualify 

appropriate K-workers for the automotive industry in Malaysia. 
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ABSTRAK 

 

 

 

 

Kerangka Kelayakan Kemahiran Malaysia (KKKM) digubal untuk 

mengklasifikasikan kelayakan kemahiran yang menunjukkan tahap kompetensi yang 

dicapai. KKKM kini adalah pendekatan latihan kemahiran berasaskan kecekapan 

berdasarkan kepada Standard Kemahiran Pekerjaan Kebangsaan (SKPK). Dengan 

memperkenalkan Sistem Latihan Dual Nasional (SLDN), KKKM sedia ada perlu 

dirombak kerana keupayaan untuk memeluk keperluan baru akibat daripada orientasi 

baru ke arah proses kerja. Kajian ini dianalisis keberkesanan KKKM yang sedia ada 

bagi Sijil Kemahiran Malasyia (SKM) bagi juruteknik automotif pada tahap 3 untuk 

layak sebagai pekerja berpengetahuan (K-pekerja). Kajian menggunakan rekabentuk 

penyelidikan kualitatif tafsiran yang berlandaskan pendekatan fenomenologi dengan 

menggunakan kaedah temubual dan pemerhatian. Bagi tujuan pengumpulan data, 

peserta yang dipilih adalah mempunyai lebih daripada lima tahun pengalaman dalam 

industri automotif serta memahami latihan berasaskan SKPK dan SLDN. Data 

analisis digabungkan membentuk kategori dan tema digunakan membangunkan satu 

kerangka kelayakan baru untuk menunjukkan hubungan yang wujud antara kategori 

di dalam kajian. Kajian ini mendapati bahawa SKPK melahirkan pelajar dengan 

kemahiran yang khusus serta menghadkan mereka dalam melaksanakan tugas-tugas 

lain dalam memahami proses kerja keseluruhan menyebabkan menghadapi cabaran 

terutama bagi memenuhi keperluan industri kerana perubahan teknologi dan kerja  

dalam organisasi. Kedua, SLDN berdasarkan konsep proses kerja membentuk kepada 

proses orientasi perniagaan dengan memenuhi keperluan industri baru serta disokong 

dengan proses kerja keseluruhan dan bukan unit atau fungsi tertentu sahaja. Ketiga, 

berdasarkan data penyelidikan dimana KKKM baru untuk SKM juruteknik automotif 

tahap 3 perlu mempunyai ciri-ciri sejajar dengan dua taksiran iaitu kecekapan 

profesional (pengetahuan dan kemahiran); dan kecekapan peribadi (kemahiran sosial 

dan autonomi). Disyorkan KKKM baru ini menggantikan tempat yang sedia ada bagi 

melahirkan K-pekerja yang bersesuaian dalam industri automotif di Malaysia. 
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CHAPTER 1 

 

 

 

 

VOCATIONAL EDUCATION AND SKILLS TRAINING IN MALAYSIA 

 

1.1 Introduction  

 

 

This chapter aims to cast a general understanding about Malaysian vocational 

education and skills training are history, distinct features, current situation and 

challenges surrounding it. It will also lead to the problem statement of this study.  

Shedding some understanding about the situation in Malaysia, it would be 

appropriate also to examine about the Malaysian economy and its relation to human 

capital demand. The chapter was written and organized in five main parts: (1) the 

development of Malaysia’s human capital and knowledge workers (K-workers); (2) 

the overview of vocational education and training (VET) in Malaysia;  (3) the 

overview of skills training in Malaysia which supply skilled workers; (i) brief history 

of National Skills Qualification and Malaysian Qualification Framework in Malaysia (ii) 

roles of Department of Skill Development (DSD) in coordinating training and 

developing standards for certification of Malaysian Skill Certification (MSC) or 

Persijilan Kemahiran Malaysia (SKM) with various training approaches; (iii) the 

National Dual Training System (NDTS) as a new model to skills training; and (iv) 

the current of national standards used for skills training; (4) the compatibility of 

occupational standards the adaptation of technological and work organization 

changes; and (5) the problem statement to supply of K-workers to meet the need of 

the industries.  
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 2 

1.2 The human resources scenario in Malaysia   

 

 

The main focus of Malaysian development plan is to upgrade the quality of its 

human resources in order to boost economic growth (M. Aslam et al., 2003, p 2).  

The human resource development program has made a positive impact on Malaysian 

economy (Malaysia, 2006b, p 210). Malaysia’s economic policies have always 

strongly emphasized human resources development. The structure of employments 

by major occupational categories reflected the increased demand for high skilled 

human resources as shown in Table 1.1. Demand for workers in the ‘Technicians and 

Associates Professional’ are expected to increase by 2.0 percent annually (ibid). In 

addition, substantial funds are provided to develop critical skill areas such as 

advanced manufacturing technology (robotics, intelligent software, smart sensors, 

high-tech packaging, automation and nano-processing) and advanced materials such 

as in petrochemical, automotive, biotechnology, electrical/electronic, and agricultural 

industries (Malaysia, 2006b, p 238).   

 

Table 1.1: Employment by major occupational groups, 2000-2010 

(Source: Malaysia, 2006b, p 253) 

 
 

 

  

‘000 person % of Total 

Average Annual 

Growth Rate 

(%) 

2000 2005 2010 2000 2005 2010 8MP 9MP 

Senior Official 

& Managers 

639.9 871.6 1,018.00 6.9 8 8.5 6.4 3.2 

Professionals 537.9 680.9 778.4 5.8 6.2 6.5 4.8 2.7 

Technicians & 

Associates 

Professional 

1,122.70 1,430.50 1,580.80 12 13.1 13.2 5.1 2 

Clerical 

Workers 

890.4 991.4 1,018.00 9.6 9.1 8.5 2.2 0.5 

Services 

Workers & 

Shop & Market 

sales Workers 

1,205.60 1,558.00 1,892.20 13 14.3 15.8 5.3 4 

Skilled 

Agricultural & 

Fishery Workers 

1,391.20 1,376.00 1,344.90 15 12.6 11.2 -0.2 -0.5 

Craft & Related 

Trade Workers 

844 1,263.80 1,604.80 9.1 11.6 13.4 8.4 4.9 

Plants & 

Machine 

Operator & 

Assemblers 

1,493.20 1,568.90 1,628.70 16.1 14.5 13.6 1 0.8 
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The demand for skilled labor has increased significantly as a result of 

globalization and changes in organization (ILO, 1998, p 11-12). The speed of 

technological change needs workers who are able to learn and adapt quickly, 

continuously and competently to new technology. The new scenario of employment 

focused on increased productivity that is significantly dependent on the quality of 

employees and training rendered for the workforce. According to the Economic 

Planning Unit (EPU), the Ninth Malaysia Plan (2006-2010) has allocated 

approximately RM 812 million (USD 257 billion) in development expenditure to the 

public technical and vocational schools (Jailani et al., 2006, p 4).  The move is hoped 

to ensure that technical and vocational students are equipped and enhanced with 

required knowledge and skills so that they could be competitive and in turn 

succeeded in the knowledge-based economy (K-economy) (MoHR, 2008b, p 2). 

Through the Tenth Malaysia Plan (2011-2015) the government allocates RM 1 

billion (USD 0.32 billion) for skills training development (Malaysia, 2010, p 223). 

The dynamic of global labor market has provided opportunities for 

investment in education and skills sectors. In 2007, the National Master Plan for 

Education (2007-2020) and the National Master Plan for Higher Education (2007-

2020) were launched. These master plans have become the roadmap for education in 

the country.  For the skills training sector, the Master Plan for Occupational Skills 

Development (2008-2020) was established in (what year) to meet the requirements 

for skilled workers for 22 industrial sectors (MoHR, 2008b). This Master Plan 

requires that each sector to devise a structured plan to meet the requirements of a 

knowledge based-economy. Malaysia also faces problem of economic competition 

from low wage labor of neighbouring countries such as Indonesia, Bangladesh, 

Burma and Vietnam. Relatively higher wages in Malaysia has caused foreign 

investment to shift to these low wages countries. The problem was compounded 

when the Malaysian authorities allowed the importation of mass low-skilled foreign 

labor from those countries to satisfy the local commercial needs. The issue of low-

skilled workforce is still rampant in Malaysia as compared to other emerging 

industrial countries such as Singapore, Taiwan and South Korea. Even though 

foreign investors are offered various types of incentives and opportunities to invest in 

Malaysia, they tend to employ low-skilled cheap labor, including hiring low skilled 

foreign immigrants. This has caused minimal technology transfer and low 

productivity (Jajri, 2007, 41-78). 
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Human capital is the most critical element to be developed in order to achieve 

sustainable economic development. A series of Malaysia’s 5-year plans has 

emphasized human capital as their prime goal. But still, the achievement of the goal 

is far from satisfactory.  Thus, Malaysia needs to address the following issues: (1) the 

low number of highly technical skilled workforce; (2) the shortage of K-workers in 

the  industry; (3) the occurrence of mismatch in the supply and demand of skilled 

workers (4) the suitable provision of training to meet industry needs; (5) the capacity 

of qualified human resources for conducting R&D; and (6) the creation of innovative 

workforce that can compete in global environment (MoHR, 2007b, p 9-10).  In 2010, 

Malaysia outlines the Roadmap of Economic Transformation Program (ETP) as a 

comprehensive framework to transform Malaysia into a high-income nation by 2020 

(Department of Prime Minister (DPM), 2010, p 5-7).  This roadmap is also designed 

to transforming education as an engine of growth (ibid, p 475): 

“We aspire to produce… more engineers and professionals, 

more specialist and skills technical talent who succeed in an 

increasingly competitive global market”. (DPM, 2010, p 475)  

 

ETP is projected to create an incremental 3.3 million jobs with a shift toward 

higher paid job.  Thus, there are new opportunities for Malaysians to strengthen their 

knowledge and skills to be employed (ibid, p 21). Skilled workers of high income 

nation possess qualifications to enhance knowledge generation and innovation, thus 

generating higher level of productivity (ibid, p 192). Figure 1.1 shows the percentage 

of skilled workers in Malaysia as compared to other countries high-income 

economies. Malaysia is still at the lower echelon when compared to the average 

percentage of skilled workers in OECD countries. Therefore, Malaysia should 

concentrate effort to catch up with first-world skilled and talent base by 2020. 
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Figure 1.1: Skilled labor force of selected countries in 2008 

(Source: DPM , 2010, p 192) 

 

There are approximately 8.4 million existing unskilled and semi-skilled 

workers in Malaysia (ibid, p 192).  This is a relatively significant number of 

unskilled and semi-skilled workers that need to be trained or retrained in order to 

become K-workers. Thus, to be competitive at regional and global level, Malaysia 

should consider the following strategies: (1) review the education and training 

system with a shift toward developing “creative and critical thinking”; (2) increase 

emphasis on reintroducing technical and vocational training; (3) identify and nurture 

talent through a demand-driven process; and (4) improve autonomy and 

accountability of educational system; (5) enhance English language proficiency; and 

(6) deliver high quality education and training (ibid).  New Economic Model (NEM) 

for Malaysia noted that globalization has created a competition for talent, forcing 

companies and governments to recognize that human resources are the valuable asset 

(NEAC, 2010, p 8). 
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The Malaysian government has allocated a total of RM 35.94 billion 

(USD11.4 billion) in 9MP to implement the various education and training programs 

(MoHR, 2007b, p 9-10). According to Malaysian Education Development policy 

(2001-2010), higher education is considered a major contributor to the development 

of human resources to meet the needs of labor market.  For Malaysia to achieve its 

vision of becoming an industrialized nation by 2020, the policy has also emphasized 

the development of high-tech skills (MoE, 2006, p 132). In fulfilling this vision, the 

government has supported the development of infrastructure in the country. High-

tech industries are playing and continue to assume a key role in the development of 

K-economy in this country. The number of Malaysian labor force has increased from 

10.24 million in 2003 to 10.89 million in 2007 (DoS, 2008).  The number of 

employed person increases by 6.8 percent in 2007 to 10.54 million as compared to 

9.87 million in 2003. Over the same period, the unemployment rate is decreased 

from 3.6 percent in 2003 to 3.2 percent in 2007 as a shown in Table 1.2 (ibid). 

Inactive unemployment is categorized as (1) individuals who are available for work 

but did not look for work because either they believe no suitable work is available or 

they are not qualified to apply; (2) persons who are working part-time because of 

business conditions or because they could not find full-time work; and (3) persons 

who are available for work but are either on temporary layoff, or has a job waiting to 

start (BCStats, 2010, p 1).  In 2009, the unemployment rate has increased to 3.9% 

(MPC, 2009, p 37). 

 

Table 1.2: Labor force, employed and youth unemployment rate (2003-2007) 

(Source: DoS, 2008) 

 

 2003 2004 2005 2006 2007 

Labor Force 10,240 10,346 10,413 10,629 10,890 

Employed 9,870 9,980 10,045 10,275 10,538 

Unemployment rate 3.6 3.5 3.5 3.2 3.2 

  

In the Tenth Malaysia Plan (2011-2015), the government has targeted 

employment to reach 13.2 million jobs and to reduce unemployment rate to 3.1% by 

2015 (Malaysia, 2010).  The government efforts include looking into the workforce’s 

lack of competencies; lack of employability skills; and lack of relevant skills needed 

by employers. Manufacturing sector is projected to create 3.6 million jobs as shown 

in APPENDIX A (Malaysia, 2010, p 378). In 2007, 80 percent of Malaysia’s 
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workforce possessed highest academic qualification of only Malaysian Education 

Certification or Sijil Pelajaran Malaysia (SPM) (NEAC, 2010, p 6).  Therefore, the 

human capital situation in Malaysia is at a critical stage. Low skilled jobs equal low 

wages, skilled jobs are most often with higher wages (ibid, p 5).  In Malaysia, the 

focus is clearly on higher education and professional training, despite the fact that 80 

percent of the workforce is low skilled (Allais, 2010, p 100). 

Industrial Malaysia Plan (IMP) 3 (2006-2020) noted a greater development 

effort within the manufacturing sector to: (1) continue to shift toward more capital 

intensive, higher value-added, higher technology and knowledge intensive activities; 

(2) strive within industries to produce more advanced products and provide better 

quality service, making knowledge to become a more important determining factor to 

remain competitive; (3) incorporate more knowledge-based activities and processes 

in industrial operation; (4) enhancing the application of technology to improve and 

develop new products and processes; and (5) equipping the workforce with the 

necessary skills in the technical professional field to facilitate the transition toward 

higher value-added activities (MITI, 2006, p 137 - 235).  “Malaysia needs to increase 

the skills of its top category workers by 60% from the current level before 2020” 

(Wan Seman, 2005). Thus, Technical Education and Vocational Training (VET) 

need to be geared toward creating K-workers for the country to be competitive for 

the global market (Malaysia, 2006b, p 265-271).  

The government has decided to implement National Dual Training System 

(NDTS) on 19th May, 2004 as a new approach to produce the K-workers. It plans to 

create 31,500 K-workers by the year 2010 (EPU, 2004).  To encourage the industry 

develop relevant training for their employees, the Malaysian government introduced 

the Human Resources Development Fund (HRDF). A preliminary assessment 

conducted by the World Bank concluded that the Human Resources Development 

Fund (HRDF) has played a significant role in promoting more training for the private 

sector, especially among the small and medium scale companies (Tan, 2002).  The 

training and retraining for work can help to alleviate skills and knowledge mismatch 

of the large segment of the labor force following the major economy restructuring 

(ILO, 2000).  The development of the nation’s human capital is one of the main 

agenda to be implemented, especially given the significant emphasis to increase 

knowledge and innovative capacity of its workers and to cultivate their first-class 
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mentality (MoHR, 2008a, p 3). In the Prime Minister of Malaysia speech it is stated 

that: 

“The second thrust of the National Mission is to raise the 

country’s capacity for knowledge, creativity and innovation 

and nurture ‘first class mentality’. Malaysia’s future success 

depends on the quality of its human capital, not only in terms 

of intellect but also character. Therefore, in line with this 

thrust, the government aims to undertake comprehensive 

improvement of the country’s education system, from pre-

school to tertiary and vocational institutions”.  (A. Badawi, 

2006)  

 

According to Spottl (2000, p 97), there is a high demand of K-workers 

between the years 2000 and 2010. To achieve the government's intention of 

transforming the country to a knowledge-based economy, sufficient fund and effort 

must be generated to increase the number of K-workers. The government has 

formulated a variety of related policies to achieving this goal.     

 

 

1.2.1 The development of K-workers 

 

 

Malaysia still grapples with the task of building its economy to achieve a sustainable 

development to improve the quality of life of its people (Ramlee et al., 2008, p 3). 

Vision 2020 for Malaysia clearly states that education and training are to be geared 

toward creating human resources and K-workers for industries that can compete in 

global market (Malaysia, 2006b, p 255). The government policies to develop K-

workers such as: (1) the Ninth Malaysia Plan (2006-2010) was launched to intensify 

the development of K-workers who are competitive, flexible, dynamic and 

performance-oriented (Malaysia, 2006b, p 250-258); and (2) Third Outline 

Perspective Plan (OPP3: 2001-2010) was created to develop a dynamic labor force 

that is capable of meeting the challenges of a knowledge economy in order to 

enhance the productivity and competitiveness (Malaysia, 2001b, p 122). Malaysia 

aspires to become an industrialized and knowledge-based economy where most basic 

jobs of semi-skilled workers are to be replaced by automation. Thus, it requires a 

high number of K-workers to manage the advance work processes (Zanifa, 2007). 

The knowledge-based economy is considered as a major strategic move to increase 

the value-added of the economic sectors and to increase the strength of labor force 
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that can think and find solutions in the workplace (ibid). “Increasing the breadth of 

training opportunities are other ways in which companies (global) are creating more 

knowledgeable workers” (Blanchard & Thacker, 2007, p 12). Thus, an extensive 

review on the effect of globalization, societal change, and new technologies on the 

workplace should be conducted.  According to Drucker (1999, p.157), a knowledge 

economy requires people with marketable workplace talent.   

“Knowledge workers productivity is the biggest 21
st
 century 

management challenge.  In developed countries, it is their first 

survival requirement.  In no other way can the developed 

countries hope to maintain themselves, let alone to maintain 

their leadership and their standards of living”. 

  

K-workers feature are: (1) an ability to talk, read, write and using the 

information; (2) an ability to solve a problem and critical and creative thinking; (3) 

ability to cooperate and work as a group; (4) ability to work as professional with high 

integrity and responsible; and (5) social value that is referred to how they need to 

react, for example they must be honest, cooperate towards anything he want to 

achieve. (M. Sahandri & Saifuddin, 2009, p 685). K-workers feature are: (1) an 

ability to talk, read, write and using the information; (2) an ability to solve a problem 

and critical and creative thinking; (3) ability to cooperate and work as a group; (4) 

ability to work as professional with high integrity and responsible; and (5) social 

value that is referred to how they need to react, for example they must be honest, 

cooperate towards anything he want to achieve. (M. Sahandri & Saifuddin, 2009, p 

685). 

Harbison (1973) emphasized the importance of human capital development in 

which the workers’ knowledge and skills are applied to the production of goods and 

rendering of services. New kind of vocational programs are needed to prepare for 

highly skilled workers with flexibility, marketability and innovativeness. The 

economic challenge of the post-capitalist society will therefore be the productivity of 

new knowledge and the knowledge workers (Drucker, 1993, p 1).  Hence, the K-

workers can be described as individuals who are highly skilled, intelligent, 

motivated, innovative, and thinks like entrepreneurs. His/her knowledge and skills 

enabled him/her to direct his/her involvement in rapidly changing and increasingly 

complex work process that will deliver high quality work. In order to assist 

organizations improve their knowledge productivity, Drucker (1999, p 142) 

prescribes six major features: task, autonomy, continuing innovation, continuous 
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training, quality, and worker asset. Harrison and Kessels (2004, p 145) proposed that 

K-workers productivity relates to the way in which individuals, teams and units 

across an organization work together to generate knowledge-based improvements 

and innovations. Stam (2007, p 628-640) argued that “knowledge productivity refers 

to the process of transforming knowledge into value”.  Thus, K-workers are those 

individuals who embrace life-long training, be able to work in a team and always 

anticipating the future needs of the workplace (Hoepfner  & Koch, 2005, p 5).  As 

Drucker (1959) describes K-workers as “those who works primarily with information 

or one who develops and uses knowledge in the workplace”.  

Malaysia is currently lacking of the critical elements to support development 

of K-workers. The current workforce does not possess adequate knowledge and skills 

to qualify the K-worker status (Ramlee et al., 2004, p 51-61).  One can also argue 

that Malaysian primary and secondary education curricula do not sufficiently prepare 

average students to acquire the desired level of science, mathematical and social 

aptitudes that are fundamental for them to understand, appreciate, absorb and 

embrace the higher level thinking order as required for the development of K-

workers. The problem is further compounded when the recruitment of candidates 

comprised largely of drop-out students since the more successful ones prefer to seek 

university studies or other professional study options.  The scenario is entirely 

different in Germany, Japan, South Korea or Taiwan.  Their youth have a positive 

mindset toward higher vocational training and are much better prepared in the 

sciences and mathematical disciplines to be more successful in their pursuit to be ‘K-

workers’.  In 2003, the report OECD Program for International Student Assessment 

(PISA) study an examination of the relative standing of countries in mathematics, 

science, reading, and problem solving, looking at a wider range of educational 

outcomes that includes students’ motivation to learn, their beliefs about themselves 

and their training strategies student performance in problem solving (OECD, 2003).  

Thus, in Malaysia the pressure lies with the training systems to make good of 

those candidates, and the ultimate results were already there for all to see.  The 

numbers were way short in both quantity and quality based on the target of 31,500 

K-workers set in 2005 when NDTS was launched (NVTC, 2005). The importance of 

successful training system to continually develop the desired quality of K-workers 

has been emphasized by many.  Drucker (2001) was also quoted as saying:  
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“This new knowledge economy will rely heavily on 

knowledge workers...the most striking growth will be in 

“knowledge technologists:” computer technicians, software 

designers, analysts in clinical labs, manufacturing 

technologists, paralegals”. (Drucker, 2001) 

 

JICA did a study to assess basic knowledge among students in vocational 

schools in Malaysia (JICA, 2007, p 24; World Bank, 2009, p 85-86) that selected 

five local skills training institutes such as IKM Jasin, ADTEC Shah Alam, JMTI 

Penang, ITI Pedas and ITI Muar.  The result of the study revealed that students were 

generally weak, and need to be placed in a special foundation course to enhance their 

basic skills before commencing their practical training.  According to Allais (2010, p 

57), in all countries in the study, to differing degrees, it was seen as a problem that 

technical vocational education and training (TVET), workplace-based or skills 

qualifications tend to have a lower status than school and university qualifications.  

According to Patton (2001a, p 15), the 21st century workers need to exhibit personal 

flexibility by characterizing the following attributes (1) ability to change with 

change; (2) ability to accept ambiguity and uncertainty; (3) ability to negotiate job or 

career changes; (4) ability to plan and act on shifting career opportunities; (5) ability 

to develop technical and social skills; and (6) ability to be resilient and persevere in 

the face of change. Vocational education is perceived as one of the crucial elements 

in enhancing economics productivity (Min, 1995, p 140-145; Ramlee et al., 1999, p 

1). 

Technical Education and Vocational Training (TEVT) system has an 

important role in developing skilled workers as a K-workers to satisfy the needs of 

industry.  On the other hand, the industry is less than satisfied with the quality of 

TVET students both in technical and personal attributes.  Malaysia’s competitiveness 

depends on the quality of its workforce in the advent of K-economy and 

globalization. The study by Ramlee et al., (2008, p 1-23), in his book titled The K-

Economy and Globalization - Are Our Students Ready?  Highlighted the specific 

skills, generic and transferable skills such as interpersonal, communication, thinking, 

problem-solving, and research skills should be incorporated in their education.  

According to Mohd Yusop et al. (2009, p 58-61), who studied the K-worker 

potentials among students in engineering education institutions in Malaysia, stated 

that cooperation is needed among skills training institutions and industry in an effort 

to set the scope of skills and knowledge for K-workers’ readiness in order to fulfill 
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industry needs.  Wan Najib et al. (2007) wrote that the expectation and trust from 

investors are influenced by the capacity and capability of the country to produce K-

workers that can satisfy industry needs.  

The role of the Ministry of Human Resource is to draw up the policy, 

planning and coordinating all development and skills training programs. To make 

Vision 2020 a reality, the current system of development and skills training need to 

be re-evaluated and improved to ensure the supply of K-workers produced by all 

training agencies fulfil the needs of the industry (MoHR, 2008b, p 1).  The Tenth 

Malaysia Plan (10MP: 2011-2015) emphasizes the need to move up the value chain 

for Malaysia to become a high-income economy (Malaysia, 2010).   Vocational 

education and training represent the foundation for industrial and economic 

development (Seng, 2007, p 6-21).  Investors and employers are constantly seeking 

skilled human capital to push their productivity and increase their return on 

investments (Blundell, R. et al., 1999, p 9-10). Various studies were carried out 

about reliability and availability of human capital in productivity improvement.  The 

result showed positive correlations between human capital and education and 

training achievement to maximize productivity (Zharir & Mansor, 2000, p 175).   

Human resources policy must oversees the new standard for training to 

include technological knowledge and skills, innovativeness and the soft skills needed 

for the development of K-workers. It also includes the right standard needed to 

bridge the gap between training system for the workforce and the industrial 

requirements. Department of Skills Development (DSD) was given the responsibility 

to develop those training standards. In December 1992, DSD introduced the National 

Occupational Skills Standards or NOSS (NVTC, 2001). The industry also plays a 

crucial role to develop the skilled workforce to produce K-workers. Due to rapid 

changes in product, manufacturing process and markets dynamic in the K-based 

economy, the demand for continuous training and retraining of workers is 

continuous. Most Malaysian firm do not provide formal training for their workers 

(MoF, 2002, p 13), and training institutions are not equipped with the technology 

needed for the continuous training and retraining situations.  A working formula is 

needed to address the issues involving both local training institutions and the 

industries concerned. Training for practical and theoretical knowledge should be 

integrated with the actual work environment. This would allow the workforces to 

solve real problem, and more importantly develop the critical thinking and problem 
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solving skills. Training at workplace will more likely develop more confidence and 

job satisfaction among workers. Closer coordination among various training 

institutions, industry players, and all stakeholders must be developed to address the 

continuous training issues.  

 

 

1.3  Overview of Malaysian Vocational Education and Training (VET) 

 

 

Education and training in Malaysia were influenced by four main factors: (1) the 

characteristics associated with country’s history as a British colony (2) The national 

and the country; (3) the formation of the constitution as a formal alliance, but with 

high centralism; and (4) the expansion drive since the 1980, including a commitment 

to develop the knowledge-based economy. The basic structural of the education and 

training system is shown in Figure 1.2 (Rashid & Nasir, 2003, p 7). 
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Figure 1.2: The structure of the education and training in Malaysia (Source: 

Rashid & Nasir, 2003) 
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In Malaysia, pre-school education is voluntary and most are fee-based. Basic 

schooling begins at the primary school with a period of six years (ibid). After 

primary schooling, students continue to attend secondary school for another five 

years (ibid). They will end up sitting for the Malaysian Education Certificate 

Examination at the end of the fifth year, and thereafter given the choice to go for 

higher education, namely pre-university, matriculation, polytechnics or community 

college (ibid). Table 1.3 shows the estimated number of enrolment and graduation 

under education, higher education and skills training in 2008 and 2009.  There are 

small numbers of students joining the skills training as compared with higher 

education. 

 

Table 1.3: Estimated statistic enrolment & graduation in 2008 and 2009 
(Source: MoHR, 2010) 

 

Sector Enrolment  

(2008) 

Graduation 

(2008) 

Enrolment  

(2009) 

Graduation 

(2009) 

Education 5,200,000 - 5,400,000 - 

High Education 950,000 221,000 1,051,000 251,000 

Skills Training 170,000 97,000 121,000 86,000 

 

There are five main pillars of Malaysian system of Education (World Bank, 

1997, p 7-9) in Pang (2010, p 26). These categorized the Malaysian system into five 

main pillars such as: 

(i) 1
st
 pillar: Public higher education system which catered to upper secondary 

school-leavers including polytechnics and community colleges under the 

Ministry of Higher Education, technical schools under the Ministry of 

Education, and training institutions under the Ministry of Human Resources, 

Ministry of Entrepreneur Development and Ministry of Youth & Sports;   

(ii) 2
nd

 pillar: Malaysian Skills Qualifications Framework, a five-tiered skills 

certification system based on the NOSS, introduced by the NVTC in 1993;  

(iii) 3
rd

 pillar: Company-based training, which comes under the HRD Fund 

established in 1993 to promote the training of employees; 

(iv) 4
th

 pillar: Private higher education, largely under the purview of the Private 

Higher Education Institutions Act 1996, and accredited by the National 

Accreditation Board; and 
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(v) 5
th

 pillar: Continuing education and training which caters to the demands of 

employers, community or society at large for further education, skills 

upgrading, retraining, career advancement and enrichment. 

According to Ahmad (2003, p 6), the PMR (Lower Secondary Examination) 

results can be an indicator of the achievement of primary education (see Table 1.4). 

After PMR, the students would continue with their upper secondary.  At this stage, 

they would pursue their study either in ordinary school or vocational education and 

training (VET) as a shown APPENDIX B (Sarimah, 2005, p 372). The Malaysia 

VET system had a different streams or pathways, distinguishable in terms of 

producing the country’s labor force, namely (1) higher education; (2) technical and 

vocational education; and (3) skills training (ibid). According to Caillods (1994, p 

241), the vocational education and training are vital for developing labor mobility, 

adaptability and productivity. The results also contribute to enhancing 

competitiveness and redressing labor market imbalances.  

 

Table 1.4: Main stream of the education and training system in Malaysia 

(Source: Ahmad, 2003) 

 

     Stream or Pathway             Institution                  Labor Force Preparation 

Higher Education Universities and other institutions 

of higher training, both public and 

private 

Professional and managerial 

personnel such as engineers, 

architects, and surveyors 

Technical and 

Vocational Education 

Polytechnics, Technical Colleges 

and (more recently) community 

colleges 

Supervisory personnel such as 

technical assistants and 

supervisors 

Vocational Skills 

Training 

Skills training institutions, public 

and private 

Skilled and semi-skilled workers 

 

Vocational educational in Malaysia was first introduced by the British in 

1987 to train Malay youths as mechanics or fitters to manage the railway lines 

Federation of Malay (Zakaria, 1988; Ramlee et al., 1999, p 2). In 1926, the first trade 

school was opened in Kuala Lumpur which marked the beginning of public 

vocational education in Malaysia (MoE, 1967). The trade school offered courses for 

fitters, electricians, carpenters, bricks layers, and tailors. In 1947, Junior Technical 

Trade Schools were established to provide a three-year course in machine shop 

practices, electrical installation, motor engineering, carpentry, bricklaying, and 

cabinet-making (ibid). The practice continued until those schools were eventually 

converted into a technical institute under the recommendation of the Razak Report 
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(MoE, 1965).  The purpose was to provide semi-skilled and skilled workers for the 

expanding public and private sector businesses. 

In 1967, a new vocational educational education system was introduced.  

Under this system vocational students had the choice either to enrol in a vocational 

or skills training program. The vocational education program required the students to 

take the Malaysian Certification of Vocational Education (MCVE) under Ministry of 

Education (MoE, 1967).  Students who chose the skills training program must sit for 

the National Industrial Training and Trade Certification Board (NITTCB) 

examination under Ministry of Human Recourses (NITTCB, 1976). NITTCB was 

created by the National Advisory Council of Industrial Training to provide common 

trade standards and to improve the training institutions throughout the country (MoE, 

1988; Ramlee et al., 1999, p 3).  Only 10 per cent of all upper secondary levels 

students chose to enrol in vocational training in 2006 (EPU, 2009b, p 26).  In 

comparison to students in European countries such as the Netherlands, Germany and 

Austria, where majority of the students chose to enrol in vocational education. 

Since 1980s Malaysia's economic development focused on human resource 

development through the implementation of public vocational and skills training 

institutions. The presence of private vocational and skills training institutions in 

Malaysia are quite limited. It is therefore apparent that vocational and skill training 

in Malaysia are mainly government driven.  The government spending on education 

and training for the development of human capital is significantly associated with the 

economic planning and growth. The Federal government development expenditure 

for the Seventh Malaysia Plan (1996-2000) in the field of education and training was 

RM19.7 billion as compared to RM22.7 billion during the Eighth Malaysia Plan 

(2001-2005), (Malaysia, 2001a). For industrial training, provision of close to RM3.8 

billion during the 8MP was about twice the allocation and expenditure of RM1.88 

billion and RM1.83 billion, respectively in the 7MP (ibid, p 194-195). The 10MP 

(2011-2015), the government is funding about RM500 million to provide loans to 

workers; and school leavers for training and skills upgrading, RM150 million to train 

school dropouts; and 80 million to provide relief for workers retrenched without 

compensation (Malaysia, 2010, p 222). 

According to Rashid and Nasir (2003, p 9), Malaysia’s education and training 

system can be divided three main categories namely (1) tertiary or higher education 

at universities and institutes of higher education; (2) vocational and technical 
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education, especially in the formal school system under the Ministry of Education; 

and (3) post-secondary VET, including skills training of the secondary vocational 

school and mainly by public and private institutions of skills training.  In terms of 

VET, there are different ministries which offer skills training such as: 

(1) Secondary Schools under the Ministry of Education – TVET is offered in 

secondary school namely technical or vocational schools; 

(2) Higher Education under the Ministry of Higher Education - TVET is offered 

in the polytechnics and Technical Universities. 

(3) Department of Skill Development under the Ministry of Human Resources - 

responsible for the coordination of public and private institution and 

certification of Skills Training in Malaysia; 

(4) Department of Manpower under the Ministry of Human Resources – Skills 

Training namely Industrial Training Institutes (ITI), Japan-Malaysia 

Technical Institute (JMTI) and Advanced Technology Training Centre 

(ADTEC); 

(5) Department of Youth and Sports, Ministry of Youth and Sports - National 

Youth Skills Institutes or Institut Kemahiran Belia Negara (IKBN); 

(6) State Government - Advanced Technical Institute (TATI). Selangor Skills 

Training Centre; Pahang Skills Development Centre (PSDC), Johor Skills 

Development Centre (PUSPATRI); Malacca Industrial Skills Development 

Centre (MISDC); and Kedah Industrial Skills and Management Development 

Centre (KISMEC); and Penang Skills Development Centre (PSDC);and 

(7) MARA under the Ministry of Ministry of Rural Development - MARA Skills 

Institute, University of Kuala Lumpur (UniKL), German-Malaysian Institute 

(GMi),  UK-Malaysia Institute. 

In Malaysia, the term “skills training” is often used interchangeably with 

“vocational training”. This is also often used in conjunction with the Technical and 

Vocational Education Training (TVET). The main federal legislation that determines 

the education system in Malaysia is the Education Act 1996 (Act 550) (Malaysia, 

1996). This Act takes a very broad view of education that includes for all forms of 

education, including skills, specialized job-based and continuing training. The sub 

section 35(2) states that “technical education” covers  the provision of (a) skills 

training; (b) talent training related to specific job; (c) training for the upgrading of 

existing skills; and (d) other technical or vocational training that are approved by the 
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Ministry of Education (Malaysia, 1996, p 26).  In the 10 MP (2011-2015) and 2010 

Budget Speech, the government reemphasized the importance of vocational and 

technical approach to skill training to produce skilled workforce with the purpose to 

satisfy industrial needs (JPA, 2010, p 1). Malaysia’s education and training 

development effort comes from various ministries with their own training institutes. 

The same does not occur in other developed countries such as Germany, United 

Kingdom and others. Since many ministries are involved in skills training, 

coordination turns out to be most challenging (EPU, 2009b, p 5). Thus, it is difficult 

to harmonize and standardize the various qualifications from different Ministries for 

a single national skills training certification system. 

Recently, skills training have been given legal standing in Malaysia through 

two national legislations. First, the Skills Development Fund Act 2004 (Act 640) was 

passed to create a special fund managed by the Skills Development Fund 

Corporation to provide to grant loans to trainees of approved skills training programs 

(Malaysia, 2004, p 14).  Second, the National Skills Development Act 2006 (Act 

652) becomes law effective 1st September 2006 (Malaysia, 2006a).  This Act is 

significant because for the first time in this country, skills training has national 

recognition and given a legal status. This Act also aimed at enhancing skills 

development and upgrading of individual abilities needed for careers (MoHR, 2008b, 

p 5).  The Act defines “skills training” as: 

“...work based and industries oriented activities which aim to 

provide the knowledge, skills and understanding required for 

effective performance of a task or job, and includes refresher, 

further, updating and specialized job-related  and training”. 

(Malaysia, 2006a, p 8) 

 

The Act is also considered the hallmark of the development of the country’s 

skills training system because it contains provisions for the establishment, review, 

and use of NOSS which prior to 2006, has never been rooted in any national 

legislation. 

 

 

1.4 Overview of skills training in Malaysia 

 

 

In Malaysia the development of human resources is significantly driven by the 

government through public skills training institutes.  A department or council should 
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be established to coordinate standards and quality assurance in order meets market 

demand (Pang, 2007, p 27-31). In 1987, the NITTCB and the Manpower 

Development Board (MDB) was changed to the National Vocational Training 

Council (NVTC) (MoLM, 1987). During the early 1990s, it became apparent that 

vocational training in Malaysia was no longer capable of meeting the skilled labor 

force needs of its fast paced industrialized economy (MoLM, 1990). In addition, the 

country’s vocational training system was not flexible and responsive enough to meet 

the new challenges.  New challenges pose significant transformation to improve their 

relevance, efficiency and effectiveness in responding to the challenges of increased 

competitiveness, economic restructuring, technological change and evolving social 

demands (Ducci, 1997, p 87). In order to produce as many skilled workers as 

possible, the Cabinet Committee on Training in 1991 called for the implementation 

of a more flexible training system, while taking into consideration the exploration of 

new technologies (MLVK, 1992).  This includes the training of higher levels of 

skills; and the upgrading of skilled workers to technicians in certain complex jobs. 

NVTC was entrusted to identify the needs to overhaul the National Vocational Skills 

Certification System in December 1992 (ibid). The result gave way to the birth of the 

Malaysian Skills Qualification Framework (MSQF).   

The adoption of the new five (5) level of Malaysian Skills Qualification 

Framework (MSQF) are Malaysian Skills Certificate (MSC) Level 1; Malaysian 

Skills Certificate (MSC) Level 2; Malaysian Skills Certificate (MSC) Level 3; 

Malaysian Skills Certificate (MSC) Level 4 or Malaysian Skills Diploma (MSD); 

and Malaysian Skills Certificate (MSC) Level 5 or Malaysian Skills Advanced 

Diploma (MSAD) was to replace the existing three tiered (Basic, Intermediate and 

Advanced) skill certification system (NVTC, 2001). The introduction of the 

accreditation system approach resulted in the Malaysian Skills Certification (MSC) 

or Persijilan Kemahiran Malaysia (SKM) which takes charge of the trade testing 

system (ibid).  In Malaysia, the National Skills Qualification Framework (NSQF) 

was introduced in 1993. This was based on a five-level skills certificate framework, 

which was to merge into the National Occupational Skills Standards (NOSS) system 

for the skills sector. These qualifications are described as outcomes or competency-

based.  

Those attended skills training programs according to NOSS were awarded the 

Malaysian Skills Certificate (MSC). The public training institutions are operated by 
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various Federal ministries that include the Ministry of Human Resources; Ministry of 

Youth and Sports; Ministry of Entrepreneur and Cooperative Development; and the 

State Government. Skills training are concentrated in the lower levels as 90 percent 

of MSC certificates are handed out for level 1 and 2 graduates (EPU, 2009b, p 26). 

The scenario only reflected that low skills levels are more dominant across almost all 

industries.  If Malaysia were to move up to a high income economy it will need to 

increase the enrolment of higher skills levels. 

Malaysia skills training system had introduced a national blueprint called the 

Master Plan for Malaysia Occupational and Training for 2008 to 2020.  This 

blueprint aims to develop knowledgeable and highly skilled workforce equipped with 

positive values and attitudes. There are (five) 5 main thrusts in the Master Plan, 

namely: (1) consolidating the national skills development and training system; (2) 

enhancing the quality of skills development and training; (3) improving accessibility 

and opportunity for individual; (4) meeting the skilled workforce needs of industry; 

and (5) enhancing the esteem and recognition of skilled-based qualifications and 

careers (MoHR, 2008b,  p 10-11).  The objective of the main trusts in the national 

blueprint is shown in Table 1.5 (DSD, 2008a, p 5): 

 

Table 1.5: Main thrusts in master plan for Malaysia occupational and training (2008 

to 2020) (Source: DSD, 2008a) 

 

Thrust Objective 

 (1)  Consolidating 

the national skills 

development and 

training system 

The main goal is to develop a training system national skills development 

in which both public and private sectors can work together in an effective, 

efficient and together, to meet the needs of industry and individuals. The 

objectives identified are:  

• to develop and manage the National Occupational Skill Standard 

(NOSS), which covers the needs of all sectors industrial and employment 

areas;  

• to develop and manage Malaysian Skills Qualifications Framework 

(MSQF) in the Qualifications Framework Malaysia (MQF), for the 

purpose of recognition of qualifications skills, accreditation, 

accumulation and credit transfer and articulation;  

• to develop a holistic competency model requires combining several 

different approaches to the analysis of job performance, meet skills 

workers competency requirements of the industry and individuals; and  

• to develop training programs more flexible in terms of duration and 

curriculum. 
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Table 1.5: (continued) 

 

Thrust Objective 

 (2) Enhancing the 

quality of skills 

development and 

training 

The main goal is to increase the quality of skills workers through skills 

training development to meet the needs of national industries and 

individuals. The objectives identified are:  

• to ensure the provision of skills training to meet requirements, quality 

assurance regulations and procedures;  

• to develop competencies of skills training officers and instructors;  

• to develop, promote and provide access to use high-quality training 

materials;  

• to improve and measurement systems for quality of skill workers by 

institutions or training providers;  

• to develop and implement of delivery system in skills training to meet the 

needs of industry and individual competencies; and  

• to ensure that the graduates of skills training provider to achieve minima 

standard of requirement from industry and country. 

(3) Improving 

accessibility and 

opportunity for 

individual 

The main goal is to expand and enhance access and opportunity for 

individuals to enter the training system and skills development national 

objectives. The objectives identified are:  

• to enhance the system of skills training development through delivery 

approach including training in various institutions (institution-based) and 

training in the industry (industry-based);  

• to provide counselling services and enhance the development of careers 

of individuals involved in skills training ;  

• to expand its assistance and financial support for individuals which 

involved training and skills;  

• to provide and expand the flexibility and opportunities skills training and 

lifelong training to meet individuals requirements;  

• to expand training opportunities for broad-based and multi-skilling to 

enable individuals to obtain career path more flexible to fulfilll needs of 

individual and labor market; and  

•to develop and manage the labor market information system for skills 

development training. 

 (4) Meeting the 

skilled labor force 

needs of industry 

The main goal is to enhance skills training development of capacity to 

meet industry needs today and the future. The objectives identified are: 

• strengthening the role of industry in the skills training development and 

preparation;  

• improve the structure and mechanism negotiation, consultation and 

cooperation facilitate the involvement of the industry;  

•  identifying and addressing areas that suffered a shortage of skill workers 

critical;  

•  expanding use of training facilities and expertise of the industry;  

•  expanding skills training is supported and funded by the industry; and  

• strengthening unit between training institutions (off-the- job) and   

practical training (on-the-job). 

 (5) Enhancing the 

esteem and 

recognition of 

skilled-based 

qualifications and 

careers   

The main goal is to enhance the acceptance and public recognition of the 

value of skills training a profitable investment for industry and individuals. 

The objectives identified are:  

• minimize the negative perception and stigma society the training and 

skills-based career skills;  

• enhance community acceptance and recognition about the skills training 

development and promote skills-based career a job well based; and  

• developing market information profiles human resources competencies. 

 

In order to enhance competitiveness and economic performance, labor 

productivity should be increased through improved training; better management; 
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increased R & D; enhanced innovation and increased use of technology and ICT in 

all sectors of the economy (Malaysia, 2006b, p 123). Nevertheless the public and 

private training institutions need to be proactive in meeting those improvements as 

industries seek to be more competitiveness in the global markets. More adaptable, 

trainable and multi-skilled workforce is highly sought for by industries. Access to 

advanced skills training should be more available in order to produce highly skills 

human resources, particularly at diploma and advanced diploma levels. Therefore, 

the capacity of advanced training programs should be expanded and continually 

redesigned to meet the demand for skilled workers (MoHR, 2007a, p 12).  To realize 

the aspiration of the government in achieving the status of a developed nation by 

2020, the development of skilled workforce requires special attention.  Based on the 

National Mission that underlined the 10MP (2011-2015), the DSD is expected to 

play a key role in increasing the level of knowledge, technical skills and innovation 

of the Malaysian workforce (Malaysia, 2010, p 222).  Thus, DSD needs to improve 

its action plans to fulfil the national agenda to drive the nation toward achieving high 

income economy. 

 

 

1.4.1 Brief history of National Skills Qualification and Malaysian 

Qualification Framework in Malaysia 

 

 

In Malaysia, the National Skills Qualification Framework (NSQF) was introduced in 

1993. This was based on a five-level skills certificate framework, which was to 

merge into the National Occupational Skills Standards system for the skills sector 

(NVTC, 2001). These qualifications are described as outcomes or competency-based 

(ibid). Mainly low levels of qualifications are awarded, and there is limited 

opportunity to move up the education and training system with them. In 1996 a 

National Accreditation Board was established for higher education, with 

responsibility for regulating the standards of private higher education institutions 

(colleges and universities), which had increased in number following the 

liberalization of markets and increased public investment (Wikipeida, 2009; Direct 

Study Malaysia, 2009). School qualifications, which are excluded, have many 

variants, associated with different types of schools, quality, status, and which 

pathways they lead learners to, and are ostensibly at a higher level than some other 
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qualifications which are on the framework (ibid). The NSQF relates to four types of 

providers universities and colleges, polytechnics, community colleges, and skills 

centres (Wikipeida, 2009). Funding and administration for these providers has been 

through three systems those for universities and colleges, polytechnics and 

community colleges, and skills centres, respectively. Responsibility for the funding 

and administration of the skills centres is located in the Ministry of Human 

Resources and for universities and colleges, and polytechnics and community 

colleges across separate divisions of the Ministry for Higher Education (ibid).  

The Malaysian Qualifications Framework or the MQF is a unified system of 

post-secondary qualifications offered on a national basis in Malaysia. It is 

administered by the Malaysian Qualifications Agency (MQA), a statutory body 

under the purview of the Ministry of Higher Education (MoHE) (ibid). With the 

rapid growth of the private education sector in Malaysia, the National Accreditation 

Board (Malay: Lembaga Akreditasi Negara) or LAN was established in 1996 to 

oversee the certification of standards and accreditation of academic programs 

provided by private colleges and universities in Malaysia. In April 2002, a Quality 

Assurance Division (QAD) was established by the Ministry of Education (MoE) to 

manage and coordinate the quality assurance system in public universities (ibid).
 
 

Prior to the establishment of these bodies, no specific accreditation system existed 

and institutions of higher education had only to be duly established or registered 

under the relevant governing legislations Public Institutions of Higher Learning; 

Universities and University Colleges Act 1971; Private Institutions of Higher 

Learning; essential (Higher Educational Institutions) Regulations 1969 (repealed in 

1996); Education Act 1996
; 

and Private Higher Educational Institutions Act 1996 

(ibid).  In June 2003, a national consultation seminar was held to establish a national 

qualifications framework that would integrate, rationalize, justify and bring together 

all qualifications offered on a national basis into a single interconnected system 

(ibid).
 
 The MQF was finally adopted in 2007 and both the QAD and LAN were 

dissolved and their functions taken over by the MQA which was established on 

November 1, 2007 by the Malaysian Qualifications Agency Act 2007 (ibid).
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1.4.2 The Department of Skills Development (DSD)  

 

 

The Ministry of Human Resource (MoHR) is responsible for drawing up human 

resources policy, planning and coordinating all development of skills in this country. 

In order to achieve the nation’s Vision 2020, the existing system of development and 

skills training programs need to be re-evaluated and improved to ensure the supply of 

skilled workers produced by all training agencies are relevant to the industry’s needs 

(MoHR, 2008b, p 1).  Department of Skill Development (DSD), previously known as 

the National Vocational Training Council (NVTC) was established under The 

Ministry of Human Resources on May 2, 1989 as a national body entrusted with the 

key role in developing, promoting and coordinating industrial and vocational training 

strategy and programs  (NVTC, 2001).  The main objectives of DSD are: (1) to 

coordinate training for public and private agencies; (2) to identify the needs of skilled 

workers from industrial sector; and (3) to develop the training standard namely 

National Occupational Skills Standard (NOSS). DSD was established under the 

National Skills Development Act (Act 652); for the purpose of coordinating and 

increasing the quality of skills training, and providing MSC certification (Malaysia, 

2006a).  This is to ensure that the institutions of skills training are meeting the 

national standard on NOSS (DSD, 2006a). In 2007, Malaysia has 373 training 

institutions for skill courses under various ministries such as the Ministry of Human 

Resource; the Ministry of Entrepreneur and Cooperative Development; and the 

Ministry of Youth and Sport. The number of private training institutions is 1,186 

(ibid).  They are accredited to offer 6,575 training programs based on NOSS as 

shown in Table 1.6 (MoHR, 2008b, p 25).         

 

Table 1.6:  Accredited centres for the year 2007 (Source: MoHR, 2008b) 

 

Skills Training Providers Accredited Centre Accredited Programs 

Private 813 3,929 

Government 373 2,753 

Total 1,186 6,683 

 

Accredited Centre (AC) is the provider of skills training approved by the 

DSD-based accreditation system.  There are 5 categories for accredited centres that 

are: (1) Public Accredited Centre; (2) Private Accredited Centre; (3) Industrial 

Accredited Centre; (4) Associated Accredited Centre; and (5) Non-Destructive Test 
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