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Abstract
The main purpose of this survey is to get industrial employers’ feedback on the reasons for their lack of
involvement in National Dual Training System (NDTS) organized by the Department of Skills Development,
Ministry of Human Resources Malaysia. Industrial employers’ involvement and support is very important in
ensuring NDTS implementation success. Therefore, it is very critical to identify factors and barriers that hinder
industrial sectors from participating in NDTS program. A survey questionnaire was developed to act as a data
collection instrument. Survey questionnaire was sent to 5,000 companies comprising of multinationals, small and
medium-sized industries. However, only 509 companies returned the completed questionnaires giving a low
response rate of 10.18%. Survey results revealed the following factors hinders industrial sectors from
participating in NDTS program; they are: training culture, organizational structure, financial and physical
resources, policies, NDTS awareness, employer’s commitment and technological factors. In addition, survey
result showed respondents companies have good training culture; however, they tend to focus on-the-job training.
Majority of respondents did not participate in the NDTS because they were not aware about its existence and no
information or publicity materials made available to them. Therefore, the authors strongly suggest the
Department of Skills Development, Ministry of Human Resources Malaysia to enhance their promotion and
publicity campaign on NDTS program to industrial sectors.
Keywords: feedback, industry, involvement, national, training, skills, survey
1. Introduction
In Malaysia, vocational education in secondary schools and skill training institutes is very common. Vocational
education operates mainly through school-based programs in vocational schools and skill training institutes with
very little related to work experience or direct involvement of industrial employers. Very often, schools and skill
training institutes offers general practical or hands-on experience in the workshops with minimal connection to
the relevant occupational program. In other words, apprenticeship training in plays only a minor role in the
qualification and credentialing of employees for careers in the intermediate sector.
2. Background of Problem
Rapid industrial development results in high demand towards skill workers. Industrial development in
globalization era requires skill workers to maintain the country and global competitiveness. A study by
Economic Planning Unit (2008) found that 136 thousand youngsters join the work force every year without
having any skill or advanced education. In short, Malaysian government decision to establish and implement
NTDS is an excellence step towards producing K-Workers for solving rapid and complex technological change
(Department for skill development, 2008a). However, results from many past studies shows that majority of
small and medium enterprises employers’ were not very committed to apprenticeship training, except
multinational and large companies. The question is, how to implement NDTS successfully according to plan, if
the commitment from employers’ is low (Wan Seman, 2007). Therefore, we need to find the answer with respect
to employer’s commitment towards apprentice training programme. The identified organization and
technological factors need to be further investigated which may contributes towards the low commitment.
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Therefore, a comprehensive study needs to be implemented to find out the true picture of industrial participation
in NTDS to help the nation producing quality K-Workers.
3. Apprenticeship System Concept
The main objective of an apprenticeship system is to prepare skilled and human resource embedded with the
required and relevant characteristics to work in industries. This apprenticeship system involves both the
employers and apprentice. It is hoped by implementing apprenticeship system would reduce the mismatched
between the current skilled human resource demands and supply because it would be able to provide real
industrial work exposure to young apprentice.
In Germany, the apprenticeship system integrates both training procedures in vocational institutions and
hands-on training in actual work environment (Deissinger et al., 2011; Deissinger 2007; 1996). This is in-line
with Steedman (1998) findings that many German firms have very high proportion of the workforce having
intermediate level qualifications. The dual vocational training system functions as initial training for school
leavers in a given range of recognised and holistic training occupational qualifications (Deissinger, 2000). In
short, this dual training system prepare graduate to acquire work experience and vocational qualification in two
different situations. Besides the state, public, private and semi-private institutions must work together by using
long-established modes of cooperation within the system (Deissinger, 2007). Similar training system is widely
practiced in Austria and France (Deissinger et al., 2011), Switzerland (Pilz, 2007) and in Georgia (Smith, 1997).
It provide training to apperentices to equipped them with vocational and technical skills by undergoing training
at the institute and industry. However, the main difference that distinguish the German dual system of vocational
education and training (VET) from most training systems in the world is the companies voluntary contribution
for both practical and financial (Deissinger, 2001). According to Liepman (1960) apparenticeship is concept,
characterized by duality of its nature: the apprentice is both learning and earning, the employer is both training
him/her and paying him/her for productive work. In practice, apprenticeship, forms part of the educational
system and part of the economic system and the adequacy of apprenticeship turns largely upon its success in
harmonizing the interests of education and the production (Liepman, 1960).
In Germany, dual system training has been successfully implemented for a long period time and enjoys strong
support from industrial employers. Schmidt and Alex (1997) explained that the dual system was founded based
on close links between public and private training organizations, between statutory provision and provision
governed by collective agreements, and between public training policy and private training investment.
According to Deissinger (1997), the following characteristics are very important to ensure the dual training
system is accepted and supported by German industries, they are:
1) Company participates voluntarily;
2) Standard and training contents are agreed by employers and employees union;
3) Cooperation between employers and employees union at all levels to support the dual training system;
4) Dual training system freedom is safeguards by corporate body or chambers;
5) Dual training system is financed by coporate training provider with sponsorship is provided by the
government; and
6) Provide educational opportunities for further education at higher level.
In addition to the aboved stated characteristics, Schmidt and Alex (1997) believed the success of German Dual
System were due to:
1) Skilled qualification is highly appreciated in German;
2) White collar and blue collar workers are given high social status in German community;
3) German politicians give high priority to vocational education and training (VET); and
4) There were many researches and developments carried out in institution of higher learning that provide source
of imformation database for advice and decision making.
Glover and Bilginsoy (2005) found youth apprentice program was also introduced in United States of America to
prepare young American school leavers with appropriate working skills prior to joining the workforce. Glover
and Bilginsoy (2005) found 75 percent of apparentice programs are related to electrical field in the construction
industry. Meanwhile Stockmann (1997) found in Latin America, apparentice program act as a solution to the lack
of skill workers problem in modern work industry.
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3. Malaysian Apprenticeship System
The Dual National Training System (NDTS) is an apprenticeship programme. It was first implemented by
Department of Skills Development, Ministry of Human Resources Malaysia in 2005. This dual training system
involves two different parties, namely: an employer and apprentice. NDTS program is a good effort to establish a
closer cooperation between training institutions and industrial employers. An apprenticeship program can form
part of the educational and economic system. The adequacy of an apprenticeship programme depends heavily
upon its success in harmonizing the educational interests and production system (Liepman 1960). Apprenticeship
programme is not new in Malaysia because it has been implemented, since more than 50 years ago. National
Apprenticeship Scheme (NAS) was first introduced in Malaysia in 1957 administered by the Central
Apprenticeship Board (CAB) (Othman 1992). According to Fong (1986), this scheme is a joint effort by the
Malaysian government and industry to meet the nation’s requirements for skilled workers. In this scheme, the
government provides free training facilities and employers can sponsor their apprentices and provide in-plant
training facilities for them.
Since 1973, this scheme was conducted by Lembaga Latihan Perindustrian and Persijilan Ketukangan
Kebangsaan (LLPPKK). It was one of the successful systematic training systems based on standard
craftsmanship but unfortunately this apprenticeship system was laid off because of insufficient response from
employers (Othman 1992). Wan Seman (2007) found the following major barriers towards successful NDTS
training implementation, they were: low participation of small and medium-sized enterprises; limited numbers of
curriculum developed; and limited numbers of training institutions to cater various training programmes.
Organisational and technological factors have been identified as the major contributors to lack of commitment
from the employers’ side. As a result of this, a comprehensive study needs to be carried out to explore the level
of industry participation and identify major reasons for industries lack of involvement in NDTS.
4. Industry Participation Status in NDTS
Department of Skill Development was established to take charge of promoting NDTS and incentives to attract
more participation from apprentice, industry and training institutes. As a result of these promotional efforts, up
till November 2009, 20,463 apprentices from 996 companies have registered to participate in the NDTS focusing
in 145 fields in 22 industrial sectors in Malaysia as shown in Table 1 (Department of Skill Development, 2009).
Based Malaysia Training Master Plan and Work Skill Development, it is forecasted that NDTS will produce
31,500 K-Workers apprentice and participation from 6,300 companies in this training system by year 2010
(Department of Skill Development, 2009).
Table 1. Classification of skill areas in NDTS according to sectors
No.

Sectors according to National Occupational Skill Standard (NOSS)

Skill area

1

Agricultural Base & Food Industry

3

2

Biotechnology

0

3

Building & Constraction

2

4

Chemical

0

5

Electrical & Electronic, Telecomunication & Broadcasting

9

6

Banking, Finance & Insurance

3

7

Hospitality & Tourism

24

8

Information Technology & Comunication

9

9

Interior Design

0

10

Islamic Studies

0

11

Landscape & Environment

0

12

Machining & Equipment

27

13

Materials

3

14

Mechanical & Electrical Maintenance

3

15

Medicine & Pharmaceutical

14

16

Others

1
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17

Packaging

3

18

Printing

0

19

Resource Based

3

20

Souvenir & Small Industry

9

21

Tekstile & Clothing

6

22

Transportation

26

Total

145

Based on Malaysia Training Master Plan and Work Skill Development, it is forecasted that NDTS will produce
31,500 k-Workers apprentice and participation from 6,300 companies in this training system by year 2010
(Department of Skill Development, 2009).
5. Benefits of Implementing NDTS
To ensure this effort is successful, Double Deduction Income Tax (DDIT) rebate will be given to promote
companies participation to sponsor apprentice in NDTS. In addition, for qualified employers they can claim back
the training contribution levy from Human Resource Development Berhad. Each apprentice will be paid monthly
allowance of between RM350 up to RM500 and good job opportunity to be accepted as permanent employee by
the company. Apprentice that successfully completed the NDTS program will be awarded with up to Level 5
Malaysian Skill Certificate (Department of Skill Development, 2007). This national skill training program will
benefit the participating companies themselves. Some of the direct benefits to industry as explained in Malaysia
Training Master Plan and Work Skill Development 2008 – 2020 (Department of Skill Development, 2007) are:
guidelines for recruiting and selecting the appropriate candidates with regards to their respective skills
employees; form a basis for fixing the pay and systematic and fairer career advancement; promotes better
industrial relations in the workplace by establishing cooperation among employees; assist in evaluating internal
training activities and identifying skill training needs; improve product quality and productivity; more
competitive and earlier exposure to application new technology.
6. Methodology
Two categories of company were involved in this study, they are: Large and Small & Medium Enterprises. To do
this, a survey questionnaire was developed as a data collection instrument used in this study. It comprise of five
sections, namely: training culture; organizational structure; resources; policies; and NDTS awareness. Survey
questionnaire forms were sent to 5,000 companies from both categories (i.e. 3703 large companies; 1297 Small
& Medium Enterprises) together with a cover letter explaining objectives of the survey by postal mail, electronic
mail, facsimile and delivered personally by hand. From the 5,000 survey questionnaire distributed, a total of 509
forms were completed and returned, giving a response rate of 10.18%. According to Krejcie and Morgan (1970),
at this response rate, data collected is adequate to represent the entire population based on the sample sizing
method. All data obtained from the completed survey questionnaire forms were analyzed using the Statistical
Package for the Social Sciences software (SPSS version 16). Survey instrument validity analysis for each factor
was done using Alpha Cronbach. Alpha Cronbach is a reliability index that show the relationship between the
items studied. Uma (2000) had the opinion Alpha Cronbach values of 0.7 can be accepted and highly reliable if
their values are more than 0.8. In this survey all the factors have Alpha Cronbach values of more than 0.7;
therefore, the survey instrument used is reliable.
7. Survey Results and Discussion
Qualitative and quantitative analysis were done on the data gathered from respondents based on several factors
such as: training culture; organisational structure; resource; policy; and awareness on NDTS. Overall analysis
were done on all respondents (n=509) from all type of companies. The respondents were asked six questions
with respect to the company demography, they are: type of ownership; company category; number of employees
and respondent’s background. Survey results shows 79.6% of them are locally owned companies; 10.8% foreign
owned companies; and 6.7% are joint venture companies between local and foreign. In terms of company
category, 29.9% are large companies, 32.6% small and medium enterprises. Almost 42% of the respondents
comprise of senior managers; followed by 38% human resource managers; and 20% chief executive officers
(CEOs), managing directors or company owner.
The following organizational factors were included in the survey, they are: training culture, organizational
structure, financial resource, policies, NDTS awareness, employer commitment, and work process &
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technologies. Table 2 shows 67.9% of respondents’ agreed that they have high awareness and implement
in-house training program to provide training for their staff to enhance their companies’ productivity and
competitiveness in the market place. Large majority (78%) of the companies that took part in the surveyed did
not participate on the NDTS program, which quite surprising because 67.9% of them believe that workers’
training is a high priority to their companies.
Table 2. Company Training Priority
Training as Strategic Factors

Frequency

Percent

High

340

67.9

Uncertain

94

18.8

Low

67

13.3

Total

501

100.0

In terms of organizational structure, Table 3 shows 45.4% of respondents’ said they have a training section or
unit and 55.4% have a training manager or officer. In general, companies with more than 50 full time workers
have a training unit/section and training manager/officer compared to companies with less than 50 workers.
Table 3. Companies with training unit and officer
Yes

No

Uncertain

Company had a training section/unit

45.4

48.3

6.3

Company had training manager/officer

55.4

41.5

3.2

Table 4 shows resources available for employee development. Survey results shows that 63.3% of respondents
have financial resources to pay for their staff training in basic skills, other training and development of human
resource. In addition, 73.3% of respondent companies had identified resources for training implementation in
their companies’ strategic plan. However, only 65% of companies have financial allocation to carry out training
for basic skill and development to their employees.
Table 4. Resources for employee skill development
Yes
(%)
Provision provided for basic skills training

No
(%)

Uncertain
(%)

Total
(%)

65.0

29.1

5.9

100.0

Company strategic plan identify resources for staff training and
development needs

73.3

5.7

21.0

100.0

Provide financial provision for staff development

63.3

28.3

8.4

100.0

Generally, the aim of policy factor is to investigate related aspect of company policies towards training
participation and NDTS. In addition, Table 5 shows the survey had also explored whether; these companies are
willing to allow apprentices use their companies’ facilities and company policies towards human resource
development. From the scores shown in Table 5, it can be concluded that more than 70% of the companies’
policies shows the companies support their employees’ participation in training for human resource development.
In addition, referring to Table 5 more than 88% of companies have the view that staff development as important
to company success and encourage their employees to study and increase self-ability. However, it is strange that
large majority (82.2%) of the companies did not participate in the NDTS program.

236

www.ccsenet.org/ass

Asian Social Science

Vol. 8, No. 16; 2012

Table 5. Company training policies
Yes

No

Uncertain

Total

(%)

(%)

(%)

(%)

Company allows apprentice to perform tasks in real operation same as
permanent worker

72.1

17.8

10.2

100.1

Company participate in the NDTS program

4.4

82.2

13.4

100.0

Company view on staff development as important to company success

88.0

3.3

8.7

100.0

Company encourage employee to study and increase self-ability

86.9

4.3

8.8

100.0

Company mission statement emphasize on employee development

73.5

9.9

16.7

100.1

Company human resource development policies contribute to company
strategic technological success

52.7

30.2

17.1

100.0

Company have a human resource development plan

56.3

35.5

8.2

100.0

Referring to Table 6, only 13.9% of the respondents said that their companies were invited and 12.9% of them
had attended NTDS seminars and programmes. In summary, this survey results shows that less than 15% of
respondents knew about NTDS seminars and programmes. The rest, more than 85% were unaware of NTDS
seminar or programmes.
Table 6. NDTS awareness
Yes

No

Uncertain

Total

(%)

(%)

(%)

(%)

Company are invited to attend any seminar/programme on NDTS

13.9

71.5

14.6

100

Company attending any seminar/programme on NDTS

12.9

76.2

10.9

100

The survey respondents (i.e. employers) had given their written comments in the survey questionnaire form.
Majority of them said that they do not understand and familiar with NDTS program; hence, result in their lack of
participation. The common reasons given were: “never heard”, “no information”, “not clear about NDTS”, “do
not know about NDTS”, “not aware”, “not interested”, “not ready yet”, “so far we are not familiar with NDTS”,
“do not know what is NDTS”, “in general not many members of the industry know or have adequate information
with respect to NDTS”. Survey findings shows the two main reasons for employers’ lack of awareness with
respect to NDTS program are: Department of Skill Development did not invite them to attend any seminars or
publicity programs with respect to NDTS (71.5%); they did not have any NDTS program information or
publicity materials (74.9%) and therefore they face lack of understanding about NDTS (65.6%).
8. Conclusions
Success of an apprenticeship program is closely related to industrial employers’ participation and commitment.
Without industrial employers’ participation, the concept of duality will not exist. In Malaysia, employers’
participation in the NDTS apprenticeship programme is based on voluntary nature. As a result of this policy, the
Department of Skills Development need to put extra effort in persuading, convincing and also provide financial
incentives to employers that participate in NDTS programme for their human resource development. This can be
done by publicity through printed and online media, explaining the benefits and advantages that employers could
gain by participating in NDTS apprenticeship programme. It can be seen from the survey results and discussions
that employers strongly believed in providing their staff with the appropriate skill training as a strategic factor
for improving their product quality, productivity and competitiveness in the market place. In addition, they also
perceived training as a crucial factor for developing high skilled and knowledgeable employees that could help
them satisfy their customers’ needs and requirements. Majority of industrial employers had reported the lack of
sufficient information, lack of facilities and suitable mentors or supervisors to conduct training at their
workplaces as the three main reasons; why they did not participated in the NDTS apprenticeship program. This
is true because in majority of the employers companies that took part in the survey reported that their supervisors
were very busy with their daily tasks, such as: giving work orders, checking and coordinating work plans,
teaching working method, providing work procedures and initiate, operate, terminate & monitor system
operation. It is suggested that Department of Skills Development to increase employers’ awareness and
information on NDTS program by advertising their NDTS programs and activities in local newspapers,
performing road shows, internet and TV programs. In conclusion, result from this survey can assist Department
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of Skills Development, Ministry of Human Resource in their planning to further improve industrial sectors
participation in the NDTS program and thus able to assist them to fulfil market requirement and needs of skilled
workers.
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