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Talent Corporation Malaysia Berhad

T —

TalentCorp
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As an agency under the Ministry of Human
Resources (MOHR), Talent Corporation
Malaysia Berhad (TalentCorp) works to

DRIVING attract, nurture and retain the right talent

MALAYS'A'S and expertise to support Ma | a y purneyd s

TALENT towards achieving greater economic
progress.

STRATEGY

Our efforts to unlock the full potential of the
nat i talend base are driven by strong
partnerships  with  various  Ministries,
industry  stakeholders and learning
institutions. This solid foundation supports
and informs our initiatives which focus on
three main pillars: Pipeline, Diversity and
Mobility.

www.talentcorp.com.my

As countries the world over continue to feel
the transformative effects of the Fourth
Industrial Revolution (IR4), TalentCorp aims
to ensure that the Malaysian workforce
continues to keep pace with industry
demand, and ultimately become both
locally relevant and globally competitive.

OVERVIEW OF TALENTCORP
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b————— Malaysia as Talent Hub

Over the past 9 years, we have engaged over 20,000 companies across 18
sectors and 6 regions on talent development measures that:

it

Ensure graduates and emerging talent are equipped with industry-
required skills;

Promote talent diversity by optimising Ma | a y sliveesé $alent
sources towards the creation of a more inclusive and qualified
workforce; and

Facilitate talent mobility by leveraging the skill sets of Malaysians
who have studied or worked overseas, as well as highly-skilled
expatriate talent in the country.



Tal ent GmmnaputedProgrammes

Understanding Talent Supply and Demand

Critical Occupations List (COL)

Nurturing EXpert Talent (NEXT)

Enhancing Talent Pipeline

Structured Internship Programme (SIP)
Scholarship Talent Attraction and Retention (STAR)
MyASEAN Internship

MyAPEC YouthConnect

Semester Break Programme (SBP)

Structured Internship
Programme

Young Employable Students (YES!) £y Toencos

Industry-Academia Collaboration (IAC)

Scholarship Talent Attraction
and Retention Programme

g TalentCorp
T

Promoting Talent Diversity

Career Comeback Programme (CCP)

MyAPEC YouthConnect
Breaking Global Barriers

Work-Life Practices (WLPSs) e

Life At Work Awards (LAWA) YASEAN ey

Regional Bridges

@Talentc orp
Facilitating Talent Mobility

Returning Expert Programme (REP) o

Residence Pass-Talent (RP-T) iy TalentCorp

Malaysia Expatriate Talent Service Centre (MY Xpats)
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Industry Partnerships

T ——

To keep up-to-date with industry requirements, TalentCorp ensures regular round-
table discussions, forums and workshops between the stakeholders. These serve as
a communication platform to discuss and deliberate on talent related issues.

Sectors

Regions Series of HR
circles/conclaves,
speaking engagements
and workshops

Top five sectors engaged: Overall industry engagement by sector:
o Property &
@ Educatlon Construction f—leal::;ncare
. FM
il Professional Services/Consulting Manufacturing, Education

300
Transportation

] Government 3%

Finance

17%

(X Global Business Services
Oil, Gas and Energy

Professional
Services /
Consulting

15%

Electrical &
Electronics
7%

Communications,
Content &
Infrastructure
8%

Government

Oil, Gas & Energy 13%

9%
Global Business Services

8 REVIEW OF 2019



2019 Milestones: Strategic Collaborations
and Partnerships

e —

.

TalentCorp organised a roundtable discussion with the former Prime Minister of
Malaysia, Tun Dr Mahathir Mohamad and the International Chambers of Commerce to
gather feedback on ensuring the continued growth of Ma | a y sumandcapital and
economic potential. The dialogue is part of engagements between the Government
and all stakeholders, including the foreign business community, to discuss human
capital related matters which could influence Ma | a y standidgsas a preferred
destination for talent and investors alike.

mer c e

A This collaborative effort involved key stakeholders such as the Ministry of Human Resources
(MOHR), Ministry of Home Affairs (MOHA), Ministry of Education (MOE) and the industry partners
whom are committed to building a balanced and dynamic talent ecosystem.

A Discussions were focused around issues involving the low supply of high-skilled talent, the skills
mismatch in the workforce, education reforms, as well as certain human resource policies regarding
talent development, new investments, support for optimum automation and the hiring of expatriates.

30 representatives from 20 Business Chambers

e s = s

== 20 r T

g S MBLBC "“Mu..ma"j

American Malaysia ~ Malaysia Belgium  British Malaysia Canada ~ Malaysian Swiss
Malaysian Australia Luxembourg Malaysian ~ Business Council ~ Swedish Malaysian
Chamber of Business  Business Council Chamber of Business Business
Commerce Council Commerce Association Association

T wmpsg, FUM= R @R JER LeCimn

Eutsisa Chamier ot
ormmeres aad bestry Wl Spre ke
B e oy B

Malaysian Malaysian EUMalaysia Malaysian Malaysian French

. I Malaysian Malaysian
Danish Dutch Chamber Of Finnish Chamber Of German Spanish
Business Business Commerce Business Commerce And Chamber Of  Chamber Of
Council Council And Industry Council Industry Commerce & Commerce &

Industry Industry
EMalaysia - AN\ H’#
Norway suee: Proc JACTIM Il og \‘i

Malaysia Malaysian Malaysian Japanese ChamberKorean Chamber Malaysia New
Norway Associated Indian Italian Of Trade & Of Commerce  Zealand Chamber
Business Chambers Of Chamber Of  Industry, Malaysia Of Commerce
Council Commerce & Commerce &

Industry Industry REVIEW OF 2019




2019 Milestones: Strategic Collaborations
and Partnerships
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In collaboration with the Department of Polytechnic and Community College
Education (DPCCE), the Ministry of Education (MOE) and the Malaysian Employers
Federation (MEF), TalentCorp launched the Malaysia Tourism Talent Development
Consortium (MyTTDC) as part of efforts to pursue talent development initiatives and
interventions for the tourism industry, a prime contributing sector to Mal ay si a6
economy.

Resourceso

v\ TalentCorp

DRIVING
#MLAVSIA‘S
STRATFGY.

A The consortium aims to develop competent and employment-ready talent for the tourism industry by
facilitating upskilling and reskilling initiatives as well as minimise the demand and supply gap by
reviewing the relevance of course curriculum to the industry

A This collaboration will improve e mp | o yceesstda talent pool of work-ready graduates from public
institutions of higher education as well as technical and vocational education training (TVET)
institutions.

] Department of “ / .
I Polytechnic and \ EWEE \
1

I
| Community College + |
\

v Education ] Malaysian Employers ——
\ 7 \ Federation 7 alaysia
\ (DPCCE) / \  (Hotel Chapter) Tourism Talent
AN < o , Development
S~ S N -7 Consortium
N (MyTTDC)
Y
\
+ TalentCorp |
- WURTURE - RETAIN h
\ /
\ /
A Y V4
~ ’
~ rs
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2019 Milestones: Strategic Collaborations
and Partnerships
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The Malaysia Global Talent (MGT) Programme was launched as a joint collaboration
between InvestKL and TalentCorp, with the support and guidance from the Ministry of
Education (MOE). It acts as a platform which provides opportunities for multinational
corporations (MNCs) and local universities to work together to develop global
Malaysian corporate leaders.

A The programme offers Malaysian professionals opportunities such as secondments, internships,
mentorship programmes and knowledge-sharing sessions with C-suite personalities from prestigious
MNCs, in addition to establishing world-class Centres of Excellence which will function as a focal
point to discuss leadership opportunities, global best practices, research and training for participants.

A With the collaboration between 12 participating MNCs and 12 learning institutions, the programme
aims to develop 15,000 Global Malaysian Leaders by 2025 to further enhance and absorb talent in
Greater Kuala Lumpur

A The programme focuses on three talent groups:

MGT Apprentice MGT Young Executive MGT Senior Executive
Programme Programme Programme

Achievements as of 31 December 2019*

Apprenticeship Students Young Senior
placements undergone Executives Executives
internships mentored mentored

REVIEW OF 2019



2019 Milestones: Strategic Collaborations
and Partnerships

- m_ = . —— P

Public service is the backbone of the Government; it's important that the public sector
workforce evolves and remains competitive to ensure it continues to have a steady
talent supply - not just in terms of numbers, but also skills.

The Cross Fertilisation Programme was initiated by the Public Service Department
(Jabatan Perkhidmatan Awam or JPA) Special Unit for High Potential and SME
Section (SUPREME) to promote knowledge sharing between Government officials
and Private Sectors on good practices in the Private Sectors which can be replicated,
emulated and implemented to improve the public service delivery system.

A TalentCorp acts as the key partner agency to assist with the placement of Government Officials in
various private sectors and industries for a period between six to twelve months.

A For 2020, 15 Government Officials will be given the opportunity to apply and be selected to participate
in the programme with 8 participating companies ready to take on their placements i Petronas,PwC,
KPMG AirAsia,Paynet MalaysiaAirports, TM and Nestle

A Develop talent framework and A Provide exposure and learning
deliverables opportunity in management
and leadership role

A Talent profiling, monitor and

assess talent development A Provide learning programme

A Obtain feedback from industry on — structure
talentdés perfor ma 1000 A Agree on deliverables based

A Facilitate Talent-Industry COVERNMERT on JPAGs talent
relationship A Communicate and provide

feedback on gaps for talent
improvement

[elo]e}

E@:} INDUSTRY

TALENT

A Tolearn and experience corporate perspective and work ethics

A Achieve learning outcome on deliverables, to be assessed by
Industry and JPA

A Provide feedback to JPA for improvement

REVIEW OF 2019
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Demand-driven input from industry
players and supply-driven input from
learning institutions




Critical Occupations List (COL)

Serving as the cornerstone for Malaysia's talent policies, the COL identifies talent
shortage faced by Ma | a y sdustrées. It monitors skills mismatch in the economy,
distinguishes occupations that are sought after and hard-to-fill in Ma | a y scomniis
sectors.

Developed by the Critical Skills Monitoring Committee (CSC) under the joint purview of
TalentCorp and the Institute of Labour Market Information and Analysis (ILMIA), the
COL is used to coordinate policy interventions related to higher education and Technical
Vocational Education Training (TVET), upskilling and reskilling of talent, scholarship
management, and immigration.

Occupations identified Occupations identified Economic | e fgh T
in COL 2019/2020 in COL 2018/2019 sectors

TO p flve S ecto rS CRITICAL OCCUPATIONS LIST 2015/2020

OCCUPATION REPORT

Manufacturing

UFDATED AND PUBLISHED OM 25" FEBRUARY 2020 BY

Construction

Professional, Scientific and Technical CSC

Critical Skills Monitoring Committee

Information and Communication

pe
i
&
X

For the COL 2019/2020, the CSC worked together with:

Agriculture, Forestry and Fishing

Companies Industry bodies and Ministries and
associations government
agencies



Critical Occupations List (COL)

Occupations that have

appeared in every COL

New occupations that

appeared in COL 2019/2020

A
A
A
A
A
A
A
A

> > >

> > > >

> > > > > >

>

The full COL report can be obtained from www.talentcorp.com.my/col

Finance Managers
Financial Analysts
Accountant and Auditor
Applications Programmers
Software Developers
Systems Analysts
Systems Administrators

Software and Applications Developers
and Analysts

Policy and Planning Managers
Business Services Managers

Information and Communications
Technology Managers

Computer Network Professionals
Manufacturing Professionals
Geologists and Geophysicists

Mathematicians, Actuaries and
Statisticians

Industrial and Production Engineers
Mechanical Engineers

Mechanical Engineering Technicians
Electrical Engineers

Electronic Engineers

Engineering Professionals (Excluding
Electrotechnology)

Mining Engineers, Metallurgists and
Related Professionals

A Metal Moulders and Coremakers

A Agricultural, Forestry and Livestock
Production Managers

A Toolmakers and Related Workers

Top five reasons why these
occupations are hard to fill:

3
3

Insufficient applicants

Lack of relevant job
experience

Lack of required technical
skills

Lack of required credential or
certification

Lack of other required skills

UNDRESTANDING TALENT SUPPLY AND DEMAND


https://www.talentcorp.com.my/col

Nurturing EXpert Talent (NEXT)

Nurturing EXpert Talent (NEXT) is a national talent analytics platform and profiling tool to
assist and equip talents with self-awareness, skills and competencies assessment.
NEXT assessesat a | ecaréebasd personal values, interest and personal preferences
and is capable of mapping out talent database at the national level to bridge the gap of
Talent Demand and Talent Supply.

Achievements as of 31 December 2019*

Talent profiles Learning Trained career
institutions advisors
TalentCorp o omm o e e)
\TTRACT + NURTURE » R TAIN TalentCorp |

Get ready to excel in life with,
. Choose a job you love, and you will never have to work a day in your life!

: TalentCorp

|

Design furniture, ciot

Engage in issues re
abuse

Managing a group of people towards a common goal

Take a basic course in tax law

Take a course in techmical drawing or welding

n issues related to pedagogy or sociology

s of jounals about society. culture, history

QRLQUEOR0
000000000

eich, draw or paint a picture

*Based on accumulated data recorded from programme inception in year 2017
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Enhancing Mal aysiads Tal er
Future-Proofing the Workforce

T —

.

Young Malaysian talent are a crucial resource for many employers. In fact, the health of
local industries and the economy at large are linked to the quantity and quality of
Malaysian graduates in the workforce.

At 11.7 per cent in 2019, the youth unemployment rate in Malaysia is more than triple
the national rate of 3.2 per cent and has been gradually rising over the past decade.
Multiple reports have highlighted the mismatch of competencies between the skills of
local graduates and that of industry needs. Employers continue to view soft skills T such
as the ability to think critically and creatively, and to work independently i as a key factor
in hiring entry-level graduates.

To ensure young Malaysians are equipped with knowledge and skills for the 215t century
workforce, TalentCorp partners with the Government, industries and learning institutions
on initiatives that aim to develop a world-class talent pool, attract top graduates to work
in Malaysia, and nurture graduates through coaching and skills development.

1Based on International Labour Organization, ILOSTAT database

Tal ent Gigmapdessnitiatives to enhance the talent pipeline:

A Structured Internship Programme (SIP)

A Scholarship Talent Attraction and Retention (STAR)
A MyASEAN Internship

A MyAPEC YouthConnect

A Semester Break Programme (SBP)

A Young Employable Students (YES!)

ENHANCING TALENT PIPELINE



Structured Internship Programme (SIP)

In collaboration with the Ministry of Human Resources (MOHR) and the Ministry of
Education (MOE) Higher Education, TalentCorp implements the SIP to encourage
employers to provide quality internship programmes for undergraduates and TVET
talents. The SIP encourages companies, industry bodies and learning institutions to
develop structured internships, while also providing students with early exposure to the
working environment.

Companies are eligible for double tax deduction for all related expenses incurred on the
interns. As announced in the 2020 Budget, the existing tax incentive has been expanded
to include B a ¢ h e Degned) Biploma, Vocational (DKM Level 4 and 5) and SKM Level
3 students in all academic fields. Additionally, the Government has extended the double
tax deduction incentive by another two (2) years, until 2021.

Achievements as of 31 December 2019*

Interns Participating
companies

Top hiring sectors:

Non-NKEA

Financial Services

Business Services

Communication, Content and Infrastructure Multiple briefing sessions and
engagementactivities are conducted
throughout the year to create
awarenessof the SIPto students,
employers, university lecturers, and
internshipcoordinators

~ B[ e

Electrical and Electronics

*Based on accumulated data recorded from programme inception in year 2013



Scholarship Talent Attraction and Retention
(STAR)

STAR is a collaborative partnership between TalentCorp and the Public Service
Department (JPA) which aims to ensure Malaysia is able to better optimise its large pool
of Government scholars. This programme enables JPA scholars to serve their bond
obligations by securing employment either with the public sector or an approved private
sector company in Malaysia.

Achievements as of 31 December 2019* Top hiring sectors:
: =1 Professional Services
R Oil, Gas and Energy
'y If _:I \ - )
" 6 : 604 Finance
\  2010: 591 _ [ Electrical and Electronics
' [E Manufacturing

Scholars serving Registered

their bond companies

Successful STAR Personalities in 2019

e
Adlan Azri Amran Yohgamalar Naidu Nur Syahirah Hazmi
Engineer Petroleum Economics Analyst Audit Assistant
Sapura Energy Schlumberger WTA Ernst & Young
2019 Milestones:
Organisedt wo (2) ORoad to Excellenced networking

attendance of 750 scholars and 54 companies

Organised the JPA-STAR Contract Briefing and Networking Session with participation from
200 scholars based abroad and 17 companies

490 scholars regularised on STAR

*Based on accumulated data recorded from programme inception in year 2011



MyASEAN Internship

In collaboration with the Ministry of International Trade and Industry (MITI), TalentCorp
oversees the MyASEAN Internship which helps foster mutual understanding and
6ci ti za MSBAN pathong youth, primarily through a life-changing internship
experience for high-achieving Malaysian students with top employers in various ASEAN
countries. The programme also adds diversity to our nation's talent pool, by giving
outstanding ASEAN students the opportunity to undergo an internship in Malaysia.

Achievements as of 31 December 2019*

Applications Placements Nationalities Participating
received made companies

Top five nationalities:

Malaysia Indonesia Cambodia Vietnam Myanmar

Successful MyASEAN Internship Personalities in 2019

-
Lim Sze Ann Wong Wee Wen Kwek Mei Yee
3-month internship 3-month internship 3-month internship
BDO Myanmar Smart Axiata Cambodia BDO Myanmar

*Based on accumulated data recorded from programme inception in year 2015



MyAPEC YouthConnect

MyAPEC YouthConnect is another collaboration between the Ministry of International
Trade and Industry (MITI) and TalentCorp. This is a talent mobility programme designed
to nurture dynamism and competitiveness among APEC youth through short-term work
placements (between 4 to 12 months) in companies within the APEC region.

Achievements as of 31 December 2019*

Placements Nationalities Participating
made companies

Top five nationalities:

Ly

S5 I ® I<E
Ny
South Korea Chinese Taipei Indonesia Japan Malaysia

Successful MYyAPEC YouthConnect Personalities in 2019

~' S - ﬁl‘

Meung Hun Lee Lily Alyssa Mior Azri Syed Mohd Radi
South Korean Malaysian Malaysian
Customer Service Representative Management Trainee Engineer
Hewlett Packard Enterprise Axiata ExxonMobil

*Based on accumulated data recorded from programme inception in year 2016



Semester Break Programme (SBP)

The SBP serves as another platform by TalentCorp to enhance students' exposure to

the corporate world, and also provide them valuable opportunities to network with
influential Malaysian corporate leaders. The SBP comprises Corporate Leaders
Sessions, Field Trips and Industry Insights which is designed to give students afir e a |
w o r Intdoductionto Ma | a y ®p sacboss.

Achievements as of 31 December 2019*

Tourism 1
NGO 1
Healthcare 1
Startup 2
Fintech 3
Manufacturing 5
El ect r onlilegeismmas dé
Sessions Other E
organised Greater KL 6
e Financial Services 6
FMCG 7
oi | , Gas andé 9
Commu ni c JNNGIANSHE 10
Business Service 13

Participating Industries
companies

Successful Semester Break Programme Participants in 2019

T erﬁel'%ﬁ Isn%!vent gave
picture about what local
employers want from me, so
that | can be better prepared for
my career after g

AThis event is ver
| like how they (companies)

shared about current market

trends, what the companies

are looking for and how to
i mprove empl oyab? et
: B

Sayyid Jaé6far Sadi g ChinJunOnn
Year 2, Engineering _Year 3, Finance
Universiti Teknologi Malaysia Peking University, China

( 3

*Based on accumulated data recorded from programme inception in year 2014



Young Employable Students (YES!)

YES! is an initiative to enhance the employability skills of Malaysian graduates, to
ensure they are future-ready for the evolving economy. Through a framework of action
implemented in partnership with industry and academia, YES! offers a solution-focused
intervention to help graduates take charge of their career path by equipping them with
the skills and confidence to join the workplace.

Majlis Perwakilan
Pelajar Kebangsaan
(MPPK).

In collaboration with
Jabatan Pendidikan Tinggi
and Teach For Malaysia
Attended by 53 students
representatives from 23
public higher learning
institutions;

Developed proactive
awareness on Graduate
Employability (GE) with
MPPK

GE Acceleration Initiative: A Solution-

Focused Approach

(Career Coaching Certification)
Attended by 73 GE representatives
from Public Universities, Polytechnics,
Community and Vocational Colleges

21 unique
intervention plans to
be implemented:
Strengthen

ecosystem
Universities
empowerment on
the development of
ideal GE
intervention plan

i
" YES-GAIN:
ASAP

eadership Camp with

uni ver siti es 6 cananlingatian skills; and

In collaboration with
YES! strategic partners;
Dale Carnegie
Malaysia, Change
Dynamics, and Teach
for Malaysia.

YES!XUMS benefitted more than
400 UMS students over the 3-day
programme.

VES! We Are Ready!

YES-2-Work (Y2W) served as a programme to
deep dive into the challenges faced by our
graduates in gaining decent employment. 785
unemployed graduates data gathered through
Y2W with participation of 48 employers for
recruitment.

Key challenges identified through Y2W
are:
Employability skills related,
including experience; exposure Syl

Job market related, £
including lack of high- {4
skilled jobs offered in i
the market; and jobs
offered not related to
their field of study




TalentCorp

ATTRACT » NURTURE » RETAIN

Promoting
Talent Diversity
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Initiatives targeted to skilled and
professional talent while promoting
Diversity and Inclusion (D&l) in the
workplace
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Promoting Talent Diversity and Advocating
Future-Relevant Workplace Policies

New research equates diversity with better financial performance and improved
employee satisfaction. And for Malaysia, her strength lies in her diversity of cultures,
experiences and mindsets. To move forward in a constantly evolving global marketplace,
organisations need to focus their attention on embracing Diversity & Inclusion (D&l) in
the workplace to enable them to unlock the full potential of an inclusive and varied talent
pool.

With Industry 4.0 and technological advancements transforming the way we live,
communicate and work, progressive companies understand the importance of adapting
to change and recognize talent as their greatest asset.

TalentCorp partners with the Government and employers to implement initiatives that
nurture a diverse workforce (women and other future talent groups) and encourage the
creation of a more innovative and balanced work environment, in line with the needs and
expectations of the workforce of the future.

Tal ent Gi@gmapgessnitiatives to promote talent diversity:

A Career Comeback Programme (CCP)
A Work-Life Practices (WLPs)
A LIFE AT WORK Awards (LAWA)

PROMOTING TALENT DIVERSITY



Career Comeback Programme (CCP)

In support of the g o v e r n neffontg td6 encrease the ¢ o u n tfemgalé Ebour force
participation rate, the CCP aims to encourage and support the return of women to the
workforce by encouraging employers to recruit and retain women on career breaks,
enabling them to expand their talent pool and provide career opportunities for women
looking to return to work.

Between 2015 and 2018, we monitored that 820 women returned to work through the
CCP. This was achieved with the support of 323 participating companies. In 2019
onwards, our focus shifted to reskilling and upskiling Career Comeback women
returnees to ensure they are ready to be integrated into the workforce.

The Career Comeback Workshop is part of the CCP which aims to reskill or upskill
women in soft skills, technical skills, and industry knowledge following a career break.

Key Achievements in 2019:

Women in our Workshops held Number of Women
database | | Participants
Participating Companies:
CIMB Group | Standard Chartered Global Business Services | Malaysia Digital Economy Corporation
(MDEC) | Lean In Malaysia | Dell Malaysia | Roche Malaysia | Baker Hughes | Human Resources
Development Fund (HRDF) | Experian Malaysia | PwC Malaysia | LinkedIn | Micron Technology

*Based on accumulated data recorded from programme inception in year 2015

PROMOTING TALENT DIVERSITY



Work-Life Practices (WLPSs)

To create an environment that encourages the realisation of Diversity and Inclusion
(D&l), TalentCorp provides end-to-end advisory services to support companies in
adopting WLPs. Nine out of ten companies agree that offering WLPs is a key strategy to
address future workforce needs?.

In 2019, the focus was on reaching out to Small & Medium Enterprises (SMES) to bring
awareness to SMEs on WLPs, in order for them to stay relevant to talent and improve
employee experience, productivity and well-being. SMEs constitute 98.5% of businesses
in Malaysia, contributing 38.3% to Malaysia's GDP in 2019. It is vital that SMEs be
provided the support for talent attraction and retention, while preparing to adapt the
workforce of the future.

Achievements as of 31 December 2019*

AWARDS

2019

Companies Awareness to
adopting WLPs SMEs on WLPs

% 182.8% increase from 2018

Participating

LIFE AT WORK Awards (LAWA) companies in 2019

LAWA, as the most comprehensive D&l award framework in Malaysia recognises
organisations that champion the D&l agenda by:

Supporting empl oyeesd6 WORIKusaidl Revalutoea me n t
Making their organisation a better WORKPLACE
Future-proofing their WORKFORCE for the digital era

The award has been expanded to include a total of 5 categories i Best Organisation,
CEO Champion, Best Leadership and newly introduced categories for Outstanding
Practices.

1Study Report on Implementation and Outcomes of Work-Life Practices in Corporate Malaysia (TalentCorp, 2017)
*Based on accumulated data recorded from programme inception in year 2015
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Initiatives targeted to Global
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Facilitating Talent Mobility and Leveraging on
Global Expertise

T —

Boosting the pool of domestic talent for Malaysia in the long-term calls for a multi-
pronged strategy, one which incorporates leveraging of all our sources of talent, both
domestically and abroad. The global talent pool i comprising the skilled Malaysian
diaspora community and foreign talent 1T complements the Malaysian talent pool by
enhancing existing skills and bringing in new knowledge and expertise which may not be
readily available domestically.

Skilled Malaysian diaspora who have worked abroad in key sectors could also
potentially be valuable in strengthening international networks which are key to
facilitating knowledge transfers, establishing linkages abroad and encouraging Foreign
Direct Investments (FDI).

TalentCorp works together with the Government and Employers to implement initiatives
that attract and retain top global talents 7 be they Malaysian or foreign, skilled
professionals or high-performing graduates. We also reach out to and connect with
Malaysians abroad through our diaspora networking platforms, which not only ease
access to opportunities but also enable cross-border contributions.

Tal ent G@gmapdessnitiatives to facilitate talent mobility:

A Returning Expert Programme (REP)
A Residence Pass-Talent (RP-T)
A Malaysia Expatriate Talent Service Centre (MY Xpats)

FACILITATING TALENT MOBILITY



Returning Expert Programme (REP)

The REP was introduced in January 2001 as part of measures by the Government to
foster the establishment of a world-class Malaysian workforce. The REP was placed
under the purview of TalentCorp in January 2011 and since then, its eligibility criteria and
incentives have evolved in tandem with the needs of the economy. In June 2015, the
REP was acknowledged by World Bank as being effective in attracting and retaining
talent with skills needed by Malaysia®.

Achievements as of 31 December 2019*

Applications Applications Approved
received approved applicants
returned
Top five countries they returned from: Top five sectors:
— *, Oil, Gas and Energy
*
Financial Services
Singapore China Saudi Arabia & Ccommunication, Content
and Infrastructure
= | L [ Electrical and Electronics
| ~
< || =5 S~ Aerospace
United Arab United
Emirates Kingdom

limproving the Effectivenessof T a | e n t itativesiWorld Bank, 2015)
*Based on accumulated data recorded from programme inception in year 2011



Residence Pass-Talent (RP-T)

Introduced in April 2011 together with the Ministry of Home Affairs (MOHA) and the
Immigration Department of Malaysia (JIM), the RP-T is a 10-year renewable visa for
highly skilled expatriate talent seeking to contribute to Malaysia's economy on a longer-

term basis.

Achievements as of 31 December 2019*

2019: 719 _jd
Applications Has >10 years Are C-suites and
approved global working top management
experience
Top five sectors: Top five nationalities:
Oil, Gas and Energy
| -
S Information and s
Financial Services S S
. _— " [~ *
.y Education IS« %
ZI S >

= Business Services
United Kingdom Australia

*Based on accumulated data recorded from programme inception in year 2011



Malaysia Expatriate Talent Service Centre
(MY Xpats)

Officially opened in September 2015, the MY Xpats Centre uses a "one-stop" approach
to Immigration services by processing and issuing the Employment Pass (EP) and other
related passes that enable eligible expatriates to work in Malaysia. The MY Xpats Centre
is jointly managed by the Immigration Department of Malaysia (JIM), and TalentCorp.

Achievements as of 31 December 2019*

¢ s

"97.4% J

in2019 4

Expatriate online Employment Pass EP processed Company registration
applications applications within the 5 working applications
days client charter

Top five nationalities for approved expatriates:

— e

India Japan

Indonesia Philippines

Top sectors for approved companies:

g Information and Communication Technology

= Manufacturing

1 Business services

Construction . ) £ ‘
The new MYXpats Centre was

Oil, gas and energy officially openedto the public on
> Education 28 February2019

*Based on accumulated data recorded from programme inception in year 2015
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In the news

Women’s ministry addressing gender pay gap

THE Women, Family and
Community Development
Ministry recognises that the gen-
der wage gap needs to be
addressed in order to attract
more women to join and rejoin
the workforce.

One of the ways to fix the
gender pay gap is to remove the

rs that women face in the
workforce such as
discrimination and limited
childcare options.

“The government has set a pol-
icy statement that targets wom-
en’s participation in the job mar-
ket to 56.5 % by 2020 in the 11th
Malaysia Plan (11MP). Strategies
and various initiatives have been
put in place to ensure that
women continue to work and
contribute to the economy,” says
the ministry, ting the
International Labor
o] tion’s warning that it
w:)g:l:‘sl:h 70 years to close the
gender wage gap if no stronger
measures were implemented.

Among the 11MP initiatives

for women are improving access  prepare potential women for the
to early childhood care and pro- tion,” the ministry
grammes supporting women One of the biggest challenges
who want to return to work after  faced by working women, which
taking a break from the labour has an effect on their earning
force. capacity, is access to childcare
One such programme is the facilities.
Career Comeback Pro; “To ease the financial burden
(CCP) through TalentCorp of nts who send their
Malaysia. dren for early childhood
“As of 2019, the CCP has education to nurseries and
evolved into an upsldllmf and/or registered preschools, the
reskilling programme to facili- individual tax relief for fees paid
tate women who are on a career  will be increased from RM1,000
break to return to the workforce  to RM2,000.
(professional jobs),” the ministry “Public funding for childcare
notes in an ej interview with  is critical because it is largely out
Sunday Star. of reach for many parents,
Other es to help women ially those from the low-
in the workforce include increas- mcome g‘oups. it says.
ing private sector maternit In addition to government
leave to 90 days and provi policies, private companies can
childcare facilities in all govern-  work to close the gender gap by
ment and in facilities
“In order to achieve the target at their premise&
of filling 30% of Board seats The ministry also proposes
among women, there has beena that private companies embrace
mentoring mechanism flexible working hours and
produce pools of talent to work-from-home schedules.

The Star, 24 November 2019

(From fourth left) Mlenczakowskl and Chleng in a photo-call with the six outstanding student participants of the
‘Industry Immersion Module'.

Partnership module allows ‘future
engineers’ to do real industry work

MIRL The Sarawak Shell Bhd
(SSB)'s ‘Industry Immersion
Module’ conducted for 25
students of Curtin University
Malaysia concluded with an
awards presentation ceremony
and an industry dialogue at the
campus here yesterday.

The module, which ran from
August to October this year, was
the result of a memorandum
of understanding (MoU) signed
between the two organisations
in April this year, and a separate
MoU on Digitalisation Module',
which is still on-going.

The closing event yesterday
was attended by SSB general
manager Jill Chieng who
represented vice-president (Shell
Malaysia Upstream) Simon
Durkin, and Curtin Malaysia pro
vice-chancellor and president
Prof Jim Mienczakowski.

In her remarks, Chleng sald

and to better prepare themselves
for a career in a multinational
company.

“These projects commit us to
work in tandem with the future
engineers, so we can be one of
the strong drivers in delivering
Malaysia's plan to accelerate
human capital development for
an advanced nation,” she said.

Meanwhile, ~Mienczakowski
said it was good that the students
got to apply what they had learnt
in their engineering and science
courses to real-life scenarios at
SSB, and also the opportunity to
work in multi-disciplinary teams
with highly-experienced Shell
personnel - an experience he
regarded as ‘invaluable’.

He said the success of the
module was testimony of the
strategic partnership between
Shell and Curtin Malaysia to
facilitate students’ capacity-
buildi and ledg

the projects were
to simulate real working
environments in the oil and

gas (O&G) industries, meant to
allow ‘the future engineers' to
experience the ‘real situation’

transfer.

Six students who took part
in the programme received
awards for their outstanding
performance - they are Harsha

Settinayake  Abdul  Rasyid,
Britney Chong Ting Yen,
David Ha Heng Lee, Kuscera
Youngblood, Armand Zain and

Kaylene Anjek.

The ‘Immersion and
Digitalisation’ modules,
developed  specifically  for

Curtin Malaysia's engineering
and science students, required
them to work in teams in
various projects to develop
solutions to real-life industrial
challenges.

Monitored by Shell supervisors,
25 Curtin Malaysia students
from various engineering and
science disciplines took part in
the Immersion Module, while
15 are still undergoing the
Digitalisation Module.

Meanwhile, the
dialogue on ‘Graduate
Employability’ had Chieng,
Curtin Malaysia deputy pro vice-
chancellor Prof Beena Giridharan,
TalentCorp Malaysia Industry
Partnership lead Azliyah Mohd
Ali and Petronas Carigali SKO
senior general manager Morris
Mail, as the panellists.

industry

TalentCorp: Varsities
should look at job list

Ensure employability by matching skills required

By LOH FOON FONG
foonfong@thestar.com.my

KUALA LUMPUR: To reduce mis-
match of skills required for indus-
tries, universities should look at the
Critical Occupations List and top
associated skills to enhance employ-

ability, says Talent Corporation
Malaysia Bhd (TalentCorp).

‘TalentCorp industry partnerships
manager Noor Asmaliza Romlee
said there were 178,000 diploma
and degree graduates entering the
workforce annually but only half
were employed yet there were 59
critical jobs on the list for 2018 and
2019.

“There is a mismatch between
what the industry wants and what
the academia is producing.

“The universities need to look at
the list to ensure employability and
revise their curriculum,” said Noor
Azmaliza, one of three panellists at
the Malaysia’s Future Workforce
and Graduate Employability discus-
sion yesterday.

The discussion was held in con-
junction with the British Council
Study UK Fair.

The Critical Occupations List is
collated yearly by the Critical Skills
Monitoring Committee, let
TalentCorp and the Institute of
Labour Market Information and

11

There is a mismatch
between what the
industry wants and
what the academia is

producing.
b b

Analysis under the Human
Resources Ministry. The list was
first published in December 2015,
Noor Asmaliza said universities
might need to merge some of the
subjects to make them multidiscipli-

Noor Asmaliza Romlee

“For instance, to be trained in
cyber security work, one needs to
be trained not just in computer sci-
ence but also forensic skills,” she
> :

By ensuring employability, the
country would be able to reduce its
reliance on foreign expertise to fill
in the jobs, she noted.

She said mismatch of jobs also
occurred when graduates kept
applying for certain jobs and not
the jobs that were in demand.

Khazanah Research Institute’s

School-to-Work Transition Survey
2018 found that the top two reasons
for fresh graduate unemployment
were skills mismatch and job search
and recruitment mismatch.

According to the survey, employ-
ers were also looking for soft skills,
besides the hard skills, said Noor
Asmaliza.

Meanwhile, the panellists also
urged students and graduates to
look beyond traditional jobs.

Citibank Malaysia country
human resources officer Nisha
Padbidri said students and job see-
Kers need to understand key influ-
ences such as Lhanglng demograph-
ics, a growing ageing population
1nd the (echnolog]caldemands. and

ch them according to their per-
snnalmes and talents.

She said employers were also
looking for people with creativity
who were able to “connect the dots”
and come up with solutions, have
emotional intelligence, the ability to
collaborate and bring a team togeth-
er, analyse data and make good
judgements, are resilient and able
to pick oneself up after a failure.

University Academy 92 interna-
tional student recruitment manager
Rachel Tod said in recent years,
umverslues have added new skills
trainin urses o prepare grad-
uates ror me job market.

The Star, 14 October 2019

Six tools to help
youths get jobs

Jobs portal, training schemes have benefitted the young — PM

BY ARJUNA CHANDRAN SHANKAR

KUALAL

{PUR: The government
hasintroduced atleast six measures
to address youth unemployment,
Prime Minister Tun Dr Mahathir
Mohamad said.

Among them is the recruitment
portal, JobsM: , through which
3,890 jobseekers have gained cm-
ployment between January and
March this year.

Dr Mahathir said this in reply o
Ma'mun Sulaiman (Warisan-Kalab-
akan) on the government's efforts to
reduce the youthunemploymentrate,
atthe Dewan Rakyatsitting yesterday.

Ma'mun said based on the La-
bour Force Survey Report by the
department of ., the youth
unomplommm rate was mcordcd

at10.9% in 2018.

Among the factorsidentified to
have contributed to youth unem-
ployment in Malaysia were inade-
quate skills, qualifications and work
experience, as well as unmatched
skill sets,” he said during the Min-
ister’s Question Time.

Dr Mahathir said

N |
Dr Mahathir says the overall
unemployment in 2018, which stood
at3:3%, was within the OECD's 1
quidelines. Photo by Shahrin Ya

unemployed graduates de
skills through training in high-
pact fields; fine-tune and exp:
th i industrial train-

ber Malaysia Bhd and the Bumiput-
era Development Agenda Unit Lo/
prepare youths for the job market.
“[1he government] is also imple-
menting the Structured Tntemship:
Programme, which is ;pea:headed
by levm(‘urn and the education
ministry,” said Dr Mahathir, who
added that 76,000 university stu
dents and technical and vocational
education and training students
had bencfited from the scheme.
“Among the other factors that
are known to be a cause of youth
unemployment in Malaysia'is the
lack of education, working experi-
enceand skills” Dr Mahathir added.
He added that overallunemploy-
ment in 2018, which stood at 3.3%,
\mwuhmuw()rgdumuonmrr—' 3

()Fm) 1990, guu.lelmes, which indi-

ing programmes; and empowered
the National Dual Training System,
which is aimed at addressing the
shorttallin skills required by i
tries. Under the scheme, 70% of the

rates below 4% are in a state of full
employment. In response to a sup-
plementary question from Datuk Seri
Ahmad Maslan (BN-Pontian) as to
whether the government should in-

ha selupa one-stop centre to
provide professional consultation
for jobseekers to secure jobs; creat-
ed a Graduate Enhancement Pro-

trainingin
[ and therest ofthe train-
ing s theoretical in nature.

‘Ihe government has also sct
up centres with agencies such as
JobsMalaysia, the Social Security

in secondary schools, Dr Mahathir
said the government had already in-
troduced entreprencurship training
in the various programmes il runs,

and thatitisup to jobseckers and the

gramme for w help

C i Sum-

youth to seek training,

The Borneo Post (Sarawak), 5 November 2019

The Edge Financial Daily, 12 July 2019

Design syllabus to meet job needs, varisities told

57 RAJVINDER SINGH
newsdestathesundrity.con
KUAL& LOMPUR: Instioocions of higher
Jearnitig shoulet revise dicir syllabus o mect
changes in the jobs ket said TalenCor
industry permership manager Koar Asmaliza
ol

She skl TalentCann Tas a st of 30 ertical
Jobs that wre in demand in Maleysie, and
et e el for employens in these anss,

She said the syllabus had shvays been
pulivy deiven bul uaiversitics should alsu
Crnider industry neer o ensire gradiiles
e ernplovahe.

“You miy need w o some syllabus end
merge nthers o meer the changing needs!

s
it s vt sl s o
an \mhmmmmn

abouc 5000 jobs were available.
She allributed this 1o @ myriod ol reasans
sl s geadiates only applying for et
tpmes of johs.
She added hon small ond medivm
enverprises (ShEs) emploved ahnot R of
e ssoridoree bt they lacked the funds o
tnin prauple

" e skl ol il oy looked or

ftics ean oiapl their syllebus (o
et thedeamand nl emplgers, it wl ceduce
e et oegn vk e g

jon. [orum urginiseet by the Dritish
ConalL iy,

T wete teanmunr,
communications,  aclapiability  anct
presentainn

Mnor asmeliza sald & repor by Knazanah
om gruduutes frum 2010 to 2017 fsnd th
were 178010 high skilled] g

cre
ates Tt iy

The Sun, 14 October 2019
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In the news

workforce.

By DINA MURAD
sunday@thestar.com.my

MALAYSIA has a woman deputy

prime minister. We have women in
e Cabinet. But there is sill a

e 1 e A 1 B el

parity in the general labour force,

where women make up only about

athird.

“Are women facing chillenges? |
say yes," says Mahuran Saro
deputy chief executive officer of
‘Talent Corp Malaysia Bhd
(TalentCorp), the national agency
driving Malaysia’s talent strategy
under the aegis of the Human
Resources Ministry.

‘Mahuran says that many women
will ome toa point n heir
careers where they have to strike a
balance between work and starting
afamily.

re some women who
then decide (o take a break from
the workforce because their su
port systems are probably not
trong. For example, they don't
have access to childcare or their
does not provide flexible
work options” she says.

Mahuran was responding to the
recently released World Bank
report, “Breaking Bas oward
Better Opportunities for Women in
Malaysia”, which highlights the
issues faced by women in the
labour market.

‘The report found that although
there are more women than men
enrolled in tertiary education insti-
tutions, and girls generally perform
better at scl vomen comprise
only 59% of the tolal Malaysian

force.

Alack of accessible and afforda:
ble child and elderly care services
were found to be among the main
reasons keeping women from
working

Acknowledging this limitation,
Mahuran says TalentCorp is work-
ing at promoting childcare services
in the workplace, and helping
women who wish to return to their
careers alter a break by engaging
with industries and providing
u-:mmg

maller businesses like
SMEs (smalland e onier-
prises) that may be unable to pro-
vide childcare services, they hi

1o provide an sccommadating envi
ronment for their staff.

“This can include flexible work-
ing hours. Not only for women, but
o for men,” she says, acknowl-
edging the shared responsibility at

home.

The government's policy is for all
ts agencies and departments to set
up childcare centres in their
respective offices.

Mahuran herself spent two years
out of the workforce to care for her

that
returning o one’s career can be
challenging.

“When women take a break
from the workforce for a few
years, the skills that they have
from a few years ago may be obso-
lete. So there is a need to improve
on that,” she says.

Upskilling or re-training for a
different sector can help in such
situations.

her own story. Mahuran
says that she specialised in Human
Relations prior to her carcer break.
However, she began learning about
and specialising in economics and

Mind the gap!

We must provide the right support
structures to empower women in the

the labour market after returning
10 the workforce.

Among the suggested reforms in
the World Bank report are prohib-
iting the dismissal of pregnant
women, requiring 14 weeks of paid
maternity leave, providing accessi-
ble child and elderly care services,
and introducing paid paternity or
parental leave.

Mahuran is holding an optimistic
view that these reforms are achie-
veable.

“I'would say we can do it. The
commitment must be there and
that is shown by the current gov-
ernment,” she says.

Breaking down
gender biases

The narrative that housework is
“woman’s work” has to be changed
immediately, says 1zza Izelan, exe-
cutive director of female youth
empowerment non-governmental
organisation (NGO) Women:girls.

“I urge that we do not make
childeare and housework women’s
issues, because they are not! They
are everyone’s issues.

“Until we can internalise and
understand this, no progress will
be made, and any kind of system
or policy will not be sustainable,”
she told Sunday Star.

at both women
ind men must work hand-in-hand
to help women progress.

“If women want to make it at
work and still be there for their
kids, they have no choice but to
multitask and this causes them to
become Iﬂl\«r},u

“Lethargy wil then lead to
wornen not belng able to give 100%
ings they decide to do and,
y. may cause them to
feellike (hcy are not ‘good
enough shesaye

This ser nt supports the find-
inge of & Knazanéh Research
Institute report released on
“Thursday titled “Time to ¢
Gender Inequality, Unpaid Care
Work And Time Use Survey” which
found that women face a “double
burden?, as they carry more
responsibilities for unpaid care
ok desplte working smilar
hours of paid work a:

Women foel the weight of the
burden on their shoulders, and this
may deter them from advancing in
their careers or become added bar-
iers for them to match men in the
workforce, says lzza.

The best way to develop the con
cept of shared responsibilities is at
home through good parenting and
in school, she says.

“As children grow up, they look
at mothers and fathers managing
house chores around them and this
is how the proril.inz or stereotyping
process starts for them.

s imporiant for parents to
demonstrate and instil in their chil-
dren the spirit of helping each
other out and respecting others
regardless of their gender or any
other intersectionality  this is the
core of the gender issues that we
are facing,” she says.

e are maiy Denefits that the

if it looks towards
positive childeare solutions, The
Tt detailed how

higher investment in the care sec-
tor could yield considerable
retuns, including an increase in
women’s labour force participation

10 63% within five years,
Furthermore, it could potentially
create over 16,000 jobs in the child-
care industry and increase real
gross domestic product (GDP)
gmwm by as much as 0.4% annu-

e teom resopntitigease
work as a productive sector of the
economy, the Khazanah report also
suggests the government inroduce
subsidies to stimulate demand for
forma chidcare and enact sbour
policies that encourage o
and fathers to share care respm\sx-
bilities.

Need for anti-
discrimination law

According to the Women's Aid
Organisation (wm) one barrier to
women’s workforce participation
and carcer pmywmn s pregnan-
o Dt

“A WAO survey found that over
40% of women had experienced
pregnancy discrimination - hey

re fired, denied promotion,
demoted, placed o prolonged pro
bation, and made redundant.” says

tionally, about 40% of
women surveyed had been
asked by job interviewers
if they were pregnant
or had plans o
nant in
the near future, says

an.

“There is currently
no law that specifically
prohibits gender discrim-
ination or’ orher forms of
discrimin: in the pri-
vale sector,” she explains.

“The Human Resources
Ministry has said that the gov-
ernment is still considering the
proposed anti-discrimination pro-
vision for job seekers in the
Employment Act. We urge the gov-
ernment to include the provision
in the Employment Act amend-
ments, which are expected to be
tabled this month,” she says.

In her speech at the World Bank
Report launch, Women, Family and
Community Development Minister
Datuk Seri Dr Wan Azizah Wan
Ismail, who is also Deputy Prime
Minister, said that her ministry is
in the midst of drafting two pieces

n for women: first, a Bill
to prohibit all forms of discrimina-
lon against women, and second, a
Bill to address the issue of sexual
harassment within and outside the
workplac

More women leaders

Itis essential that mare women
are placed in decision-making p:
tions because women’s representa-
tion in leadership helps ensure
decisions and policies are sensilive
to women's needs, says

“As a case in point, e passing of
the Domestic Violence Act in 1994,
alandmark advancement of wom-
en's rights in Malaysia was made
passible by the leadership of the
late Tan Sri Napsiah Omar, the
then National Unity and Social
Development Minister, who was a
fierce advocate for women's
rights,” she explains.

‘According to the World Bank
reportin 2017, only 22.
managers in Malaysia were female,
and in 2018, only 15.7% of board
members were women at a typical
Malaysian public-listed firm.

On a national policymaker level,

while the Pakatan Harapan gov-
ernment has five women as full
‘ministers and four as deputies in
its Cabinet, it still falls short of the
30 representation quota that it
set for itsel
Having women in decision-

making positions is not just for

es how women
in leadership positions also break
ground and act as role models to
Gther women and girls.

“Seeing someone like themselves
in leadership positions helps
‘women aj envision them-
selves as leaders too and expands
their imagination of what they
could be,” she says.

Getting women
back to work

Because many women
face challenges when trying
return to the warkforce, it
y important to assist
maving barriers but

be introduced, says women's
advocacy platform Lean In
Malaysia.

“Pro women policies

are important as catalysts to
ensure women, or talent in gener-
al, are retained in the workforce.”
says Abir Abdul Rahim, co-founder
and director of Lean In Malaysia, a
non-profit organisation that works
0 educate and empower women.

Abir says that some women feel
alack of confidence due to their
absence from their field of work
for a while.

“They tend to worry that they
might not be up to date on devel-
opments in their profession or
industry. and they worry this may

t their level of employabili-
s, adding that this then
elf-doubt and becomes a
Harrier o relaunching thelr
careers.

Many employers are also
unconsciously biased when they
see a gap in a woman's resume and
her chances of being hired are low-
ered, Abir explains.

‘This is where groups like Lean
In can help by teaching women
whao took a break how to relaunch
their careers via masterclasses,
workshops, dialogues and other
programmes.

Encourage caring
corporations

‘There is an urgent need for top
level commitment in order to real-
ise the diversity agenda, says Tan
Sri Zarinah Anwar, chairman of the
Institute of Corparate Directors
Malaysia.

“Chairmen and CEOs must make

gender diversity a comporent o

their business strate;

appropriate policies s i e

retain, develop and promote
‘women into senior roles,” the for-
mer Securities Commission
Malaysia chairman tells Sunday
Star.

Apart from providing flexible
‘work hours, extended parental
leave and care services, Zarinah
says that the board and manage-
‘ment of companies can also institu-
tionalise the need for gender diver-
sity through policies, setting targets
for the company, and measuring the
performance of managers

“During my time in Shell, country
chairmen were held accountable for
delivering on gender diversity tar-
gets,” says Zarinah, who spent more
than two decades with the oil and

gas giant.

She explains that gender diversity
has to be addressed in the same way
g companies address other ey
business goals.

“A gender diverse board is a busi-
ness imperative. And that's why
investors are increasingly hol
boards to account on diversity and
inclusiveness.

o Major insttutonal shareholders

ing 10 vote against m:
i o Boards; she

says.

One of the initiatives that took off
during Zarinal's time in Shell was
the creation of the Shell Women's
Action Network (Swan), which was
a forum that connected the women
in Shell.

“We also worked closely with
‘management to develop female tal-
ents through mentoring, identified
women rale models that young
women could aspire to, got advice
and networked on a social basis,”
she says, adding that Swan also
organised speaking engagements,
awareness sessions and lobbied for
changes in human resources poli-
cies to help retain women in the
workforce.

Women inthe
workforce

The Star, 6 October 2019
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In the news

GEORGE TOWN:
Penubuhan pusat penjagaan
kanak-kanak atau taska
di tempat bekerja akan
memberikan impak positif
dan manfaat besar bukan

hajakepad janya

Penjagaan Kanak-kanak di

Taska di tempat kerja mampu
bantu kekalkan pekerja

dan kehidupan menjadi
sebab 1 wanita

tempat kerja: Perni

Yang Menguntungkan?’ di
siniyangdirasmikan Timbalan
Ketua Setiausaha (Operasi)
Kementerian Sumber
M ia, Datuk Muhd Khair

malahan kepada majikan.
Ti K

Razman Mohamed Annuar

bal etua peg:
Eksekutif Talent Corporation
Malaysia (TalentCorp),
Siva Kumeren Narayanan
berkata, dengan adanya
pembinaan taska atau pusat
penjagaan kanak-kanak di
lokasi si ibunya bekerja, ia
dapat bantu |

Kajian TalentCorp pada
tahun 2018 menunjukkan

berhenti kerja selain faktor-
faktor menjaga ahli keluarga,
pusat penjagaan anak yang
mahal dan kurang sokongan
majikan.

“Selain itu, kajian Ernst &
Young mendapati 35 peratus
wanita yang meninggalkan
lapangan kerja disebabkan

40 peratus firma di Mal isup nak. Apayang
menawarkan k dah, jadi kebimb kita
mesra keluarga dan daripada  ialah disebabkan perkara ini,

jumlahituhanyalima peratus
yang menawarkan pusat
j kanak-kanak.

masalah ketidak hadiran
pekerja dan menyumt

p
Sementara itu, Pengerusi
I eaasa: Park

kepada pengekalan pekeriz:

Wanita dan Keluarga,
K. "

“Jaakan beri
kepada majikan dengan
meningkatkan semangat
majikan, meningkatkan
pengekalan dan menarik
kepelbagaian pekerja dari
aspek yang lebih luas dan
mengurangkan kos majikan
dalam jangka panjang,”
katanya.

Beliau berkata demikian
semasa berucap pada Sesi
DialogIndustribertajuk‘Pusat

Gender dan
Agama Selain Islam, Chong
Eng berharap lebih banyak
lagi taskaakan dibinaditempat
kerja bagi memudahkan para
ibu bapa untuk menguruskan
anak di samping dapat
menjimatkan masa.

Hasil kajian Talentcorp
dan Persatuan Akauntan
Bertauliah Berkanun (ACCA)
mendapati kegagalan
mengimbangi antara kerja

wanita telah meninggalkan
alam pekerjaan dan tidak
lagi cenderung untuk bekerja
kembali,” katanya.

Beliau berkata, kajian
turut menunjukkan daripada
jumlah 93 peratus wanita
vang diberi pertimbangan
untuk kembali bekerja
semula, sebanyak 63 peratus
memberikan jawapan
kesukaran untuk kembali
bekerja.

Justeru Chong berkata,
isu itu harus dipandang
serius dan paling utamaserta
memikirkan cara bagaimana
untuk mengekalkan para ibu
untuk bekerja. — Bernama
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