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Abstract—The primary aim of the study is to evaluate the
participation of Government-Linked Companies (GLCs) in the
National Dual Training System (NDTS) Programme oper ated by
the Department of Skills Development (DSD), Ministry of Human
Resource. NDTS was launched in the year 2005 involving the
participation of industries in GLCs. After 10 years of its
implementation, it is essential to investigate the participation of
industries in GLCs due to the present needs of preparing ‘k-
worker’ via the provision of comprehensive training provided by
the NDTS Programme. Data were collected quantitatively from
80 GLCsvia a 5 Likert scale questionnaire.  Overall findings
indicated that; 30.8% of the respondents stated that GLC’s
perception towards NDTS programme is Average, 31% Agree
with the Factors Constraints on NDTS, and 37.5% Agree with
Resolution Factors associated with constraints participation
between GLC and NDTS Programme. This study contributes to
the network and collaboration between organizations and
industries that could help to ensure graduates are able to face
challenges globally.
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I. INTRODUCTION

Vocational and technical training have become an
important agenda in many countries around the world,
especialy secondary and tertiary education [1] According to
Creswell [2], vocational and technical training are
implemented in almost al African countries involved in
formal learning. In Finland, vocational training is seen as key
to the employee training process of the labour market, which
involves a basic level of vocational training, retraining and
advanced training to the employee [3]. In Germany, [4], and
[5] claim that vocational dual system has been introduced with
regards to training in vocational training institutions and
training in the workplace. This system prepares graduates to
gain experiences and vocational qualifications in two different
situations, namely in institutions and in the workplace
training. The similar system is used in Switzerland [6]. They
refer the system as apprenticeship training in order to equip
people with the skills of vocational and technical training
institutes and industry.
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The dual training system in Germany develops two-way
features, which was implemented in the 20th century. The
training of apprentice has begun since the 17th century. The
main goal of dual systemsin Germany is a vast and universal
education in vocational training, which provides al young
people with certified qualifications. From the statistical point
of law, it can be viewed as the provisions of law that
established the Vocational Training Act of 1969 for training in
the workplace and state Education Acts for training in schools.
Dua systems in Germany take strong financial resources,
where there is a cost sharing between the government and the
industry. However, the industry accounted for alarger share of
up to two-thirds of the total. The company itself monitors
coordination and quality control. In fact, a company that is
involved with a bunch of the dual programme carried out
assessment and certification system. Curriculum and
instructional design were only given a brief curriculum
framework, a new concept in the field of learning, and only
vary by company and vocational schoal.

Government-link Companies (GLC) is defined as
companies with maor commercial objectives and the
Government has a controlling interest in the system. Control
refers to the ability or the authority of the government of not
just the percentage of ownership to appoint members of the
Board of Directors, Senior Management, and making crucial
decisions on GLC. It aso relates to awarding contracts,
strategies, restructuring and financing, acquisitions and
divestments. Knowing the importance of GLC in the long-
term prosperity of the nation, the Prime Minister has made a
priority in the country. The transformation of GLC aims to
create mending deep and lasting structure in the practice of the
organization and the performance of GLCs, and in this case,
the benefits are expected to obtain within the short-term,
which the most of the long-term benefit is in next 5 to 10
years. GLC holds the role of the State in the form of
successful development that is different from the conventional
form of government agencies in a multilingual environment
framework of roles and responsibilities.

GLC consists of companies controlled by the respective
State Governments and agencies. Four GLC related sectors
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are (1) Economy, Land Transportation and Infrastructure, (2)
Economy Sector, (3) Technology and Infrastructure Sector
(Land Transportation), and (4) Socia Sector. In between the
private sector and the government, there are their own
respective functions. The roles and responsibilities of each
party are equally important. The private entity is to create
economic development and wealth materials via marketing,
while the government is responsible for the welfare of the
community. Within the scope of the private entity, there is
diversity in the form of business organization whether a sole
proprietorship, partnership or incorporation. Moreover, in the
context of the incorporation of the entity type, the sharesin the
company may be held entirely by the private sector or the
government. Business entities equity held by the state is
known as public companies or GLCs. Public enterprises are
the entity that has long been accepted as one of the tools for
governments of developing countries, including among
western countries [7, 8, 9, 10]. Public enterprises is a special
organization that existsin most countries and called by various
names such as 'parastatal’, 'state-owned enterprise’ and in
Malaysia, public enterprises is also known by names such as
‘government companies’, 'off-budget agencies,' non-financial
public enterprise’ and ‘statutory bodies’. Most countries build
public enterprises companies that utilize a method of
accelerating the economic development of the United Nations.
In fact, in some countries, for example, Bangladesh, Balivia,
Mexico, India, Turkey, Chile and Ghana, public enterprises
have become the dominant economic sector and affect the
country's economy.

NDTS first enrollment began in 2005 with the recruitment
of an apprentices group consisting of 29 people by Daimler
Chrydler Malaysia and 14 by Naza Automotive Manufacturing
Company to train them in the field of automotive
mechatronics [11. It also involves a variety of accredited
training centres of various ministries in countries such as the
Industrial  Training Ingtitute (ITI), and the National
Development Skills Institute (NDSI) [12]. The statistics of
involvement of trainers accredited training centres and
industrial companies continued to rise and acclaim from year
to year during the implementation of NDTS. In December
2009, there are about 22.000 workers who are undergoing or
have completed a training program under the bilateral system
which has involved about 1000 companies of different
industries.

According to statistics released by the SEC itsdf, in
December 2010 there were atotal of 25.021 trainees who have
completed a training program under the dual system, which
involved about 1028 industrial and 119 accredited training
centres [13]. According to statistics released, in the first phase
of implementation NDTS carried out starting in 2005 until the
year of 2010 did not succeed in fully achieving the target
enrollment goal of producing atotal of 31,500 skilled workers
by 2010 as previously stated. In the early stages of its
implementation in the year 2005, training institutions under
the Ministry of Human Resources, the Ministry of Youth and
Sports, Ministry of Higher Education were instructed to apply
the system in skills and training programmes organized by
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NDTS. The primary responsbilities to redize the
effectiveness of this system are to (1) conduct training, (2)
collaborate with companies that participate in this system and
prepare and implement a training program, (3) provide
training and other facilities needed, and (4) provide teachers
with adequate levels of the instructors for about twenty
trainees [14].

Il. RESEARCH METHOD

This is a descriptive study to identify perceptions, factors
constraints in GLCs’ participation and determines solutions to
the constraints to NDTS implementation. Descriptive studies
can explain and describe a matter or situation at a time and
help solve a problem through a "cause and effect" [15].
Research objectives of the study were (1) to determine GLCs’
perception towards NDTS, (2) to determine GLCs’ Factors
Constraints on NDTS, and (3) to determine resolution factors
associated with participation constraints between GLCs and
NDTS. A descriptive study is suitable to be used in research
that aims to explain events or circumstances taking place with
the data in a certain time only and often using questionnaires
[16].

The population of this study consisted of 115 GLCs from
four sectors namely (1) Economy Sectors, (2) Infrastructure
and Public Facilities, (3) Technology Sectors, and (4) Social
Sectors. The four sectors were selected based on a simple
random sampling of data collection technique in a quantitative
method. Out of 115 GLCsinvolved, 13 GLCs were forbidden
for data collection since they were selected for pilot study
earlier.  Thus, only 102 GLCs were identified for the
population. 80 respondents answered the questionnaire. The
instrument used in the study was a 5 Likert Scale
Questionnaire, which consisted of structured writing arranged
systematically according to a certain flow of thoughts.

I1l. FINDINGS

A. Research Objective 1: To Determine GLC’s Perception
towards NDTS.

In order to determine GLC’s perception towards NDTS,
Fig. 1 indicates that the Training Concept conducted by NDTS
is scored as “Good” (47.5%), which highlights 70 percent of
hands-on-at-work and 30 percent of theoretical training in the
training institutions. The Curriculum adopted by the National
Occupational Core Curriculum (NOCC) developed in
collaboration with industry is also presented as “Good”
(32.5%). Training Infrastructure used systematically and
exposed to the latest technologies is also noted the perception
of “Good” (37.5%). The Technical Abilities of Apprenticesin
NDTS which meet the requirements of industries (48.8%),
Multi-Incentives of Apprenticeinvolvesin
NDTS (43.8%), Multi-Incentives of Industries involves in
NDTS (33.8%), and the Image of Working in Industries
(36.2%) are all scored at the perception of Average. Only the
GLC’s perception towards NDTS pertaining to Social
Abilities Apprentice is scored a the perception of
satisfactorily (28.8%).
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Fig. 1: GLCs Perception towards the NDTS Programme

B. Research Objective 2: To determine GLC’s Factors

Constraintson NDTS

Fig. 2 indicates that only one score “Strongly Agree” is
chosen by the GLC which refers to the attitude of the
Company’s Confidentiality’s Attitude from being exposed
outside with a score of 30%. The GLC score “Agree” with
some of the factors that lead to constraints on their
participation in NDTS, and they claim that the certification by
Department of Skills Development (DSD) is not widely
recognized with a record of 35%. The score of Agree to the
Absence of Special Enforcement by the responsible bodies for
duties of participation in industries, the promotion by DSD
were limited about the existence of the NDTS, the Sufficient

Budget Allocation for the training burden in industries the
Promotion of Advancement given to employees who enroll in
NDTS, the Recruitment recently graduated from NDTS was a
burden in industries due to a lot of extra training required in
order to guide them to be more skillful are 32.5%, 32/5%,
40%, 25%, and 46.2% respectively. The duration of training
is lengthy that creates boredom to the trainee which affects
their work performance (31.2%), the venue of training is too
crowded which affect the quality of hands-on learning (35%),
less performance after the assessment (33.8%), and an
inappropriate NDTS Curriculum is disagreed by the
respondents which providing the score of 32.5%.
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Fig. 2. GLCs Factors Constrains on NDTS Programme
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C. Research Objective 3: To determine Resolution Factors
Associated with Constraints Participation between GLC
and NDTS
Fig. 3. indicates resolution factors associated with the

congtraints of participation between GLC and NDTS

highlights 41.2% pertaining to Incentive

Promotion/Enhancement provided by NDTS, the ideas of

developing NDTS programme scores 35% for experienced

skilled worker, the utilization of flexible format in performing
the task in industries scores at 40%, methods of increasing the
image of competent workers scores at 35%, and suggestions of

utilizing flexible mode of implementation scores at 38.8%.
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While respondents were Agree (40%) to Certification of
Other Programmes related to recognition of NDTS programme
by others, increasing the image of Competent Worker scores
at 35% by creating a category master craft men, Develop
NDTS Training Programme (45%) in order to reduce
dependency on foreign workers, and Promotion and
Exhibition highlights 37.5% that relate to providing platform
of NDTS as a career path options. Out of those resolution
factors feedback provided by respondents, only System
Integration highlights Not Sure (30%) about the resolution
factors discussed between GLC and NDTS.
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Fig. 3. Resolution Factors Associated with Constraints Participation between GLC and NDTS Programme

IV. DISCUSSION

Average of the respondents feel a burden to a lot of
additional training required during the NDTS programme
which is in progress. Findings indicated respondents were
uncertain about the constraints affecting the assessment of
apprentice after their involvement in the industries. This was
due to the misunderstanding of the person in charge to assess
apprentices after the completion of their tasks. There were
some industries that were less willing to cooperate with the
NDTS programme. It was mentioned that the involvement of
the curriculum in GLCs did not bring benefits to their
industries. In other words, the curriculum provided by NDTS
was less competent to their organization, causing the graduates
who were not in-line with the needs of the employers. The
mismatch curriculum by NOCC was not satisfying among the
respondents. Magjority of the respondents were not satisfied
with the constraints in the participation of the programme on
NDTS. This was due to maintaining the confidentiality of
companies. In order to maintain the confidentiality among
companies, it is much easier if NDTS have a network and
collaboration with those organizationsin GLCs.

Pertaining to the resolution factors associated with the
participation of GLCson NDTS, it was found that majority of

The respondents were very satisfied with the promotion of
advancement/incentives to companies or industries that are
associated with NDTS programme. The findings of the study
showed the average of respondents strongly agreed with the
solution to the congtraints factors GLC participation in the
program NDTS was to expand incentives to companies or
industries that were working to bring the NDTS program.
Financial incentives to industries are such as reducing the cost
of hiring skilled workers in terms of training, evaluation, and
selection of advertising. Eligible for tax deduction under the
Income Tax Act 1967 or is entitled to payment of the exercise
of the Human Resource Development Fund (HRDF) to
companies or employers who qualify. If seen from the angle of
perception that involves financial incentives, it isimportant for
the organization because it gives motivation to them in the
form of financial incentives which GLC grants, tax breaks and
incentives for training. With this form of financial incentives,
it can reduce the cost of hiring skilled workers from foreign
countries. Findings are somewhat parallel to research
conducted by [17] which states that the importance of
incentive given to companies in the job training to improve the
skills of workers proficient in the job. This helps companies to
reduce the cost of hiring a professional in terms of financial
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factors. NDTS develops training programs to reduce
dependency on foreign workers. This study was proven by
[18] who found that students were more interested to venture
into fashion designing business of working with companies as
well as research and [19] stated that high-interest incomes
encouraged students to undertake field of agriculture. This
can reduce our dependence on foreign workers. In this context,
students should be groomed into a well-balanced citizen of
becoming a holistic society with professional skills’
development. In order to fulfil this target, a comprehensive
plan of the learning process which is defined as a change of
attitude, improvement of knowledge and or skills as a result of
a particular programme is required (20). It should be
employed prior to the implementation of NDTS programme.
The study by Reference [21] found that training programs
could provide experiences related to culture and education that
made a better learning and engaging and the students would
also be provided with career significantly and more willing to
work in the chosen career.

V. CONCLUSION

NDTS uses the concept of German dua system that is a
comprehensive training system due to aspects of skills
development, which emphasized the integration of knowledge,
skills, values and language in the learning process [22].
Reference [23] in her study states that the latest technology is
able to improve the quality of work since workersistrained in
the industries based on the industrial needs. In order to
increase productivity and relate it to NDTS to meet the job
requirement, employers should supply relevant and sufficient
skilled worker. The utilization of new technology is crucia
for a skilled worker who is the basic platform, to be exposed
to these new technologies in the initial stage. This worker
later would be able to be competent in their job. The
development of curriculum adopted by NOCC in collaboration
with industries plays a great role in achieving competent
skilled worker. The company and the training institutions
cover theory and practical training in line with technology
advances to produce a competent worker that should be
carried out in the training. In relation to a satisfying
perception on GLCs, the socia skills apprentices in NDTS
meet the industry needs. NDTS does not only help to
improve the technical skills of apprentices with their
collaboration among industries, but it improves socia skills
such as problem-solving, communication, and soft skills. This
is consistent with a study conducted by [24] that all parties
must jointly work together, to change the perception and
stigma of the local community, in particular, to continue
saying that vocational education is an aternative to those who
have problems with socioeconomic status at the primary
levels. There are various incentives for apprentices and
industries involved in the NDTS programme. For instance,
financial incentives to industries, such as reducing the cost of
hiring skilled workers in terms of training, evaluation, and
selection of advertising. In fact, the apprentices would get
incentives in terms of monthly allowance with their
recognized certification.
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