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ABSTRACT

A descriptive study has been conducted amongst oil palm plantations employees’
feedback on distance learning for furthering study while working as plantation
workers. The intention was to investigate career development and training provided
by HRD and HRM of the oil palm estates. Based on the research problems, three study
objectives were formulated and to be answered based on respondent’s feedback. Since
the targeted respondents for this academic exercise were employees at oil palm estates
in Bintulu Division only, a self-administered questionnaire was designated to collect
the primary data from the respective respondents. The questionnaire comprised of
Socio-demographic characteristics, funding and perks for distance learning, retention
rate, participation and progress tracking, specialized performance appraisal tools,
knowledge transfer motivation, professional development for career progression and
job performance. The result presented in Chapter 4, about 75 respondents gave
feedback and analyzed to answer the study objectives. The study findings show that
most of the respondents claim that they faced difficulties to furthering their study via
distance learning while engaged as plantations workers. The entire study constructs
recorded significant relationship with job performance. During the study period, the
researcher found that the limitations of the study could probably due to the very limited
time frame to undergo detail research. Short period for this study to explore on many
factors influenced relationship between independents and dependent while working at
the oil palm estates. Fortunately, replication study could help to reduce the burden of
not meeting targeted specific time given. This study could be more efficient if the
timeframe is set longer with in-depth analysis. From the study findings, a number of
recommendations to suggest to be adopted inline to uplifting career development in
HRD and HRM which contributed to better job performance.
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CHAPTER 1

INTRODUCTION

1.0 Background of the Study

In these current contemporary conditions, education is often named a major
contributing factor towards determining the relevance of workers from various sectors
or industries such as agriculture. Industries such as agriculture are fast moving towards
higher mechanization as newer and more modern methods are being adopted to
increase both yield and production rates. However, many players in the agriculture
industry especially in Asian countries have been slower to realize the benefits of an
educated workforce and are contented to continue using unskilled labor for the
majority of tasks especially due to the lower cost of unskilled labor.

Workers in the palm oil industry often times are faced with difficulties to
enhance their professional development especially for the purpose of career
progression, this can be mainly attributed to the lack of accessible courses available
related to their industry. It is only the most tenacious of these oil palm industry workers
who undertake the extra effort it takes to actively pursue continuous education to
develop their careers. However, these workers that have furthered their studies have
voiced discontent that the incentives to furthering their studies such as through career
progression are virtually nonexistent.

This can be attributed to a number of reasons, most likely due to the policies of
the workplace department responsible to plan staff education and career progression
namely the Human Resource Department (HRD). Thus, a major underlying factor
related to various issues can be linked to Human Resource (HR) Development.

Regardless on the statement of cause being put forth it is still imperative to carry out



research delving into the subject matter in a scientific and objective manner to produce
clear results. This includes taking into account important variables including
independent variables such as workers age and linking it to dependent variables
especially level of further education and job performance when conducting the study
to determine any correlation.

Having an effective and competent human resource department is a major
determining organizational strength which allows an organization to tackle and prevail
over challenges within a competitive environment (Armstrong & Taylor, 2020). The
true value of human resource is clearly shown through mandatory regulations in place
in Malaysia regarding the management of employees. The Employment Act 1955,
decrees staff recruitment, contract for services, payment of wages, statutory deductions
from wages, employment and labour relations, employment rights of women and their
protection, conditions for their work and regulates employers by the way they manage
employee issues by setting strict guidelines for handling complaints, inquiries,
harassment investigation, inspection and punitively handle offences and penalties.

HRD is an abbreviation of Human Resource Development, this can best be
described as a systematic process to improve efficiency towards achieving
organisational goals. The Human Resource Development Act of 2001 allows for the
imposing and gathering of a Human Resource Development Levy which main purpose
Is to promote the development as well as training of all workers within an organization
in the country.

The Human Resource Development Corporation (HRDC) (which is known in
Bahasa Malaysia as Pembangunan Sumber Manusia Berhad (PSMB)) was established
as a means for fund administration by the Corporation for affairs related thereupon

reflecting directly on governmental interventions pertaining to Human Resources in



the country. PSMB is under the auspices of the Ministry of Human Resources.
However, all processes related to employees’ development as well as activities
initiated with this aim comes under the approvals of the Management of the
organization.

According to Fernandez et al. (2020) there is no confirmed rule that employees
will develop with trainings that are carried out within the organization over a short or
extended time frame. Therefore, based on the employees’ level and manner of skills
or knowledge development required, the training development programmes must be
designed and implemented accordingly. Within the framework of continuing
professional development, the existence of life-long learning programs may enhance
professional development; these programs are often provided by higher learning
institutions in the vicinity of an organization.

Employees join these life-long learning courses for professional development
mostly. Any life-long learning programme is designed to provide positive experience
which influences positive behaviours at work. Human resource practices in any
organization is shown to affect outcomes in employee behaviour and attitudes at work
(Tannady et al., 2020).

Recently, a number of studies have been carried out to investigate the human
resource development impact on a variety of factors (Kerdpitak & Jermsittiparsert,
2020; Pham, 2020; Satish & Rechanna, 2020). Mainly the current study intends to seek
and identify the impact of human resource development on workers who have
embarked on distance education programmes for their professional development. The
employee in this study particularly focusses on those from palm oil industry. The study
is concerted to understand the way HRD manages its employees as they embark and

complete their distance education courses. The study attempts to understand if they the



employees of palm oil organizations who embark on a distance learning program are
indeed able to impart that experience and knowledge into their work. Life-long
learning is supposed to influence work performance positively.

There is hardly any point in approving employees’ request for leave and
approving budgets allocated for staff to further their studies through distance learning
courses while working, if they are not going to be impact fully contributing all that
learnt knowledge and skills and attitude to the job due to constraints in the
organization. This is the paradox for all HR Department Managers. After allocating
budgets and giving approvals, is there a system to track employees’ performance and
whether these employees would feel demoralized and demotivated once they have
completed the programme that they intend to leave the company and join another
company for a far more challenging role. Human Resource Development is a critical
function to ensure employees are trained, educated and retained on the job to contribute
valuable knowledge.

Distance education is required for organizations that are located further away
from urban settings like in Sarawak. As per a statement by the Sarawak Oil Palm
Plantation Owners Association there are close to 80 member companies. With a
probability of having about 100 management staff (all local and non- field) in each
company, there is highly likely close to 8000 over management employees in palm oil
companies in Sarawak. It becomes a necessity to understand the level of enthusiasm,
participation and outcomes from distance learning from these Management level
employees.

According to the researcher which have more than 10 years’ experience in
plantation with Sarawak Oil Palm Group of company in Bintulu. The common

situation faced by the employees at Sebaju Plantation such as; logistic matter. It took



them 5-6 hours driving to the nearest town for them to further their study. With these
matter in directly, will affect the moral of the employees. Network problem, as we
know most of the plantation are based in rural area, the telecommunication network is
the worse problem to the employees to do online study. Financial restriction, no
motivation, no encouragement from the management and family members are part of
the issue to the employees to further their study. This is the prime reasoning for
conducting to this research, for the purpose of identifying the problem and solution
method for the employees to further their study for their future career. Researcher
believe with the employees vast current of experiences, well training method, higher
education application and support from the employer and family members, the

employees can perform well and contributing to the successfully of the company.

I. Lifelong Learning

3L or LLL is often widely regarded as the third pillar for our country’s human
development agenda, this in tandem with the country’s formal education system
(primary, secondary and tertiary education systems of Malaysia). 3L also concerns the
provision of additional opportunities for increasing and improving basic skills and
giving learning opportunities at a higher level. Towards this end, 3L also supports
citizenry enrichment; it assists in producing well rounded individuals with more
holistic talent. Malaysia has to strive towards developing an inclusive knowledge
society where every person has the same chances to adapt to the demands of social and
economic changes while also being able to participate actively in the shaping of the
Malaysia’s future. The relevant ministries have launched a number of major initiatives
in regards to 3L, this is especially true with the launch of the Blueprint on
Enculturation of Lifelong Learning for Malaysia, 2011-2020 (3L Enculturation

Blueprint).



ii.  Institutions Offering 3L

Malaysia is home to many institutes which offer 3L catering to a variety of
focusses. Among these institutions are the Technical and vocational education and
training (TVET) programmes designed for the community. Community colleges often
tailor 3L programmes in the form of short courses various age groups and categories
including a number of which that can be accumulated as course credits. The
establishment of community colleges has given rise to wider availability of work-
based learning programmes at the diploma level which is well suited to working adults.
There is also a wider availability of Polytechnics that also have work- based learning
courses. These technical courses can all lead towards further advanced studies at
various public and private higher learning institutions (HLIs) which provide 3L

learning at the bachelors and postgraduate levels.
iii. Demand for 3L

The current enrolment for 3L participants, has surpassed the 10% annual growth
rate target set for the HLIs. In 2013, 3L enrolment was 45% of the regular (full-time)
HLIs enrolment. Community colleges recorded the highest number of 3L participants
in 2013. In fact, between 2002 and 2013, community colleges registered 1.3 million
participants in the 3L courses, with the number of participants increasing from 1,800
in 2002 to 277,080 in 2013. Public universities are second in 3L participation with
131,000 (27%) enrolment in 2013. Public universities offer 3L through distance
learning programmes to complement their on-campus fulltime conventional
programmes. Registration in 3L programmes offered by ODL institutions was 13%

(65,000) of total 3L participation in 2013.



iv. 3L Initiatives and Future Challenges

The 3L Enculturation Blueprint outlined three strategies targeted at upgrading
mechanisms and infrastructure, enhancing public awareness and participation,
ensuring continuity and appreciation. There are several ministries, governmental
agencies, non- governmental organisations, HLIs, and private companies currently
conducting 3L activities. This may lead to overlapping of activities and duplication of
efforts and resources and the quality of these programmes may also vary significantly;
In order to provide a wider access for 3L participation by several target groups (for
example, the marginalised group, the physically challenged, those with learning
difficulties, the indigenous, and senior citizens), improved infrastructures, and
mechanisms to manage learners with special needs are required.

Many 3L programmes are currently not recognised by formal education
institutions, limiting opportunities for lifelong learners to further education. The
Ministry is committed to supporting any and all pursuits which encourage and
empower Malaysians to acquire - and upgrade - the knowledge, values, skills, and
understanding they will require throughout their lives. This provision of lifelong
learning is essential for the development of the country as it will lead of life. Lifelong
learning is also essential to the development of an inclusive knowledge society. To
that end, the Ministry will work with HLIs to increase public awareness of 3L
programmes and to create a framework to recognise prior learning. HLIs are also
encouraged to develop more innovative programmes that meet the needs of a wider

audience (Ministry of Education Malaysia, 2015)

v.  Strategies to Encourage Lifelong Learning

The current actual status of lifelong learning in Malaysia is difficult to pinpoint,

although any effort to encourage better understanding, awareness and participation

7



