FIRST EDITION

TRAINING &
DEVELOPMENT

Navigating the Professional Odyssey:
A Comprehensive Guide for Career
Success

Adib Muin, Amelia Hadri, I1zzat Mazlin, Hidayah Hotip, Irdina Eizzati,
Amiruddin, Suriana Ramli







Navigating the Professional Odyssey:

A Comprehensive Guide for Career

Success




Navigating the Professional Odyssey: A Comprehensive Guide for Career Success

Copyright ©, Suriana Ramli, 2023

All rights reserved. This publication may not reproduce, stored in a retrieval system, or
transmitted in whole or in any part, in any form or by any means, electronic, mechanical,
photocopying, recording, or otherwise, without the proper written permission from:
surianaramli@uitm.edu.my

ISBN: 978-629-99027-2-0

Published by: AkmalS Resources (6 Jalan Ubin U8/19F, Bukit Jelutong, 40150 Shah Alam,
Selangor, Malaysia).

Disclaimer.
This book is not for sale. The book serves exclusively as a means of providing educational and
talent management guidance.




Navigating the Professional Odyssey: A Comprehensive Guide for Career Success

Authors : Suriana Ramli
Mohammad Adib Abdul Muin
Mohd Izzat Mazlin
Nur Irdina Eizzati Mohamad Zamry
Amiruddin Abd Rahman
Nur Hidayah Mohd Hotip
Nur Amelia Md Lailatul Hadri

Editor : Suriana Ramli

Book Design : Mohammad Adib Abdul Muin

Marketing Materials: Nur Hidayah Mohd Hotip

Book Compiler : Nur Amelia Md Lailatul Hadri

Nur Irdina Eizzati Mohamad Zamry
Mohammad Adib Abdul Muin

Presenter : Amiruddin Abd Rahman
Proofreader : Suriana Ramli
Video Montaj : Mohd Izzat Mazlin
Amiruddin Abd Rahman
E-book : Click on the following link:

https://drive.google.com/file/d/1L2yfRCfvd-61bC5Ya9WiRc-czGVg90S3/view?usp=sharing

Video Montaj: Click on the following link: Montaj Link



Navigating the Professional Odyssey: A Comprehensive Guide for Career Success

ACKNOWLEDGMENT

The hard work and attention of numerous talented individuals went into making

this guidebook. I wanted to do more than just save student assignments on my

v | computer. I made the decision to compile their thoughts, solutions, and
[‘ . documented workplace difficulties into a guidebook that would be useful to others.
I would like to express my gratitude to the MBA students of semester 20234, group AA7011B
from Arshad Ayub Graduate Business School (AAGBS), Universiti Teknologi MARA for their
contributions. This guidebook, which documents our collaborative learning process, is intended to
serve as a unique memento for students enrolled in the Leadership and Talent Management

(MGT783) course.

Dr Suriana Ramli

I would like to express my deepest gratitude to everyone who contributed to the

Q creation of this guidance book on training development. Special thanks to Dr

Suriana Ramli, the dedicated professionals and experts who shared their insights,

. . experiences, and expertise in the field, enriching the content with valuable

perspectives. Additionally, heartfelt appreciation goes to the supportive colleagues, friends, and

family members who provided encouragement and understanding throughout the writing process.

This book is a collaborative effort, and I am truly thankful for the collective input that has shaped

it into a comprehensive resource for individuals and organizations committed to fostering
continuous learning and development.

Adib Muin

I extend my sincere appreciation to all those who played a pivotal role in bringing

forth this instructional manual on training development. A special

acknowledgment is owed to Dr. Suriana Ramli, as well as the committed

, . professionals and experts whose invaluable insights and experiences have greatly
enhanced the content with diverse perspectives. Gratitude is also extended to the encouraging
colleagues, friends, and family members who provided unwavering support and understanding

during the writing journey. Last but not least, I want to thank me, I want to thank me for believing

Vi



Navigating the Professional Odyssey: A Comprehensive Guide for Career Success

in me, [ want to thank me for doing all this hard work, I want to thank me for having no days off,
I want to thank me for never quitting.

Amelia Hadri

I express profound gratitude to the persons who have played an indispensable part

in the actualization of this work. Their assistance, motivation, and critical input
. have enhanced the content and made this experience truly memorable. Above all,
“ . I express my sincere appreciation to my lecturer, Dr. Suriana Ramli, whose

counsel and steadfast backing were crucial in molding the content of this book. Your profound

knowledge and astute observations have served as a guiding light, leading me through the
intricacies of the writing process. I would like to convey my gratitude to Vincent Ang, who's my
former Country Manager, for providing me with an experience that significantly improved the
depth and quality of this work. Your unwavering commitment to the subject matter has made a
lasting impression on these pages. I would like to express my gratitude to my family and friends
for their unwavering support and comprehension throughout the various challenges and triumphs
of this artistic pursuit. The confidence you had in me served as a catalyst for my unwavering
commitment to successfully finish this job.

Izzat Mazlin

I would like to express my deep appreciation to Dr. Suriana Ramli, for providing

\ )/
~ - -
freye?

especially this assignment team members who give collaborative ideas and cooperation throughout

guidance and constructive feedback to complete this book. With her invaluable
guidance and encouragement in creating this book, it has been a great source of

inspiration and creativity for me. I would also like to thank my classmates

the journey. Lastly, I would like to thank all the readers who have shown interest in my book.

Hidayah Hotip

Vii




Navigating the Professional Odyssey: A Comprehensive Guide for Career Success

I would like to offer my heartfelt appreciation to everyone who helped create this

guidebook. Firstly, I would especially like to thank Dr. Suriana Ramli who
‘\/ contributed her knowledge, experiences, and insights in the field, adding important
‘ /| viewpoints to the content. Her commitment to excellence has been instrumental in

shaping the content and ensuring its relevance to our learning objectives. In addition, I would like

to express my heartfelt gratitude to the encouraging family members, friends and colleagues who
helped me during the writing process. [ would also like to express my appreciation to my co-writers
whose active engagement and insightful contributions enriched the collaborative learning
experience. Your enthusiasm and dedication have significantly enhanced the overall quality of this
guidebook. This project would not have been possible without the collective effort and
commitment of everyone involved. Thank you for your contributions, and I hope this guidebook
proves to be a valuable resource for future training endeavours.

Irdina Eizzati

I extend my sincere appreciation to the remarkable team that collaborated on the
development of this guidebook. Their collective expertise, dedication, and passion
have been instrumental in bringing this project to fruition. A special thanks to my

lecturer, Dr. Suriana Ramli for her invaluable guidance and insightful feedback

throughout the writing process. Her wisdom and encouragement have significantly enriched the
content of this guidebook. I am grateful to my team for their generous contributions, be it in the
form of knowledge, resources, or support. Their willingness to share insights has greatly enhanced
the depth and quality of the information presented within these pages. Finally, a heartfelt thank
you to the readers who will engage with this guidebook. I trust that the information provided will
be both informative and valuable. This guidebook is the result of the collective effort and
collaboration of many, and I am truly grateful for the support and contributions of each individual
involved.

Amiruddin

viii




Navigating the Professional Odyssey: A Comprehensive Guide for Career Success

CONTENTS
ACKNOWLEDGMENT vi
PREFACE xi
INTRODUCTION xii
ADAPTING TO TOMORROW: TRAINING AND DEVELOPMENT STRATEGIES FOR AN
INTERGENERATIONAL WORKFORCE IN THE AI ERA 1
DEVELOPING TRAINING AND DEVELOPMENT PROGRAM WITH AI FOCUS ... 2
INTERGENERATIONAL WORKFORCE TRAINING WITH AI FOCUS.....omsssssssssssans 4
TRAINING NEED ANALYSIS (TNA) AND TRAINING PROGRAM OUTCOME.....ommisssisnns 6
ABOUT THE AUTHOR ...ttt sss s ssssssss s sasssssssssssssssssssssssssssanass 7
THE NEPOTISM DILEMMA IN THE PROFESSIONAL WORLD 8
BACKGROUND OF NEPOTISM ..ot ssssssssssssssssssssssssssssssssnass 8
TYPES OF NEPOTISM IN THE WORKPLACE .....ooisssssssssissssssssssssssssssssssssssissssess 9
IMPACT TO NATURE BUSINESS FOR NEPOTISM ISSUE ... 10
HOW SHOULD HR RESPOND TO NEPOTISM?Y ..o 11
CONCLUDING THOUGHTS oottt sssss s ssssssssssssssssssssssssssssssssssssssssssssssass 13
REFERENCES ..ot ssss s s st s ss s s s s s s 13
ABOUT THE AUTHOR ...t ssssss s s s sassssassssssssssssssssses 14
SKILLS-BASED COACHING TO IMPROVE EMPLOYEE SKILLS 15
SKILLS- BASED COACHING ...t s ssssssssssssssssssssssssssss s sssssssssssans 15
DEVELOPMENT OF SKILLS-BASED COACHING ... 17
THE BENEFIT OF SKILL GROUP FUNCTION IN ORGANIZATION ..o 18
CONCLUDING THOUGHTS .ot isssssssssssssssssssssssss s s sssssssssssssssssssssssssssssssssssssssssssssnass 18
ABOUT THE AUTHOR ... ssssss s s ssassssssssssssssssses 19
LOST PATHS: NAVIGATING UNCERTAINTY IN CAREER DEVELOPMENT ........ccccceceeuuranee 20
DEFINING CAREER ..ooviitimisssssss s sssss s s sss s s ssassssssssassssasssss 20
CAREER DEVELOPMENT AS MOTIVATION ... 21
THE IMPACT OF AMBIGUOUS CAREER DEVELOPMENT PATHS ..o 22
WHY DO PEOPLE LEAVE? ... s s ssassssssssssssssssses 23
SOLUTION FOR CLARITY AND PROGRESS......ooinssssssssssssssssssssssssssssssssssans 24
CONCLUDING THOUGHTS oottt sssss s ssssssssssssssssssssssssssssssssssssssssssssssass 25
ABOUT THE AUTHOR ... ssssss s s ssassssssssssssssssses 25
WORK LIFE BALANCE TO ENHANCE EMPLOYEE COMMITMENT 26




Navigating the Professional Odyssey: A Comprehensive Guide for Career Success

WORK-LIFE BALANCE ...t sssss s st ssssssssssssssses 26
PROMOTE HEALTHY WORK-LIFE BALANCE IN YOUR BUSINESS. ... 27
CONCLUDING THOUGHTS .ottt isssssssssssssssssssssssss s sssssssssssssssssssssssssssssssssssssssssssssssssnss 29
REFERENCES ..ot ssss st s s s s s s s s 30
ABOUT THE AUTHOR ...t ssssss s s sssssssssssssssssssses 30
CONDUCTING WORKLOAD ANALYSIS FOR PROJECT MANAGEMENT 31
BACKGROUND OF PROJECT MANAGEMENT ... 31
WHEN SHOULD PROJECT MANAGEMENT BE APPLIED? ... 31
WHAT MAKES PROJECT MANAGEMENT CRUCIAL?...ivissssssssssssssssssssssssssssssssssssses 32
THE IMPACT OF POOR PROJECT MANAGEMENT ... 34
HOW TO MAKE THE PROJECT PLANNING PROCESS BETTER?.....omsssssssssnns 36
CONCLUDING THOUGHT ..t ssssssssssssssssssssssssss s ssssssssssssssssssssssssssssssssssssssssssssssssss 37
REFERENCES ..ot ssss st s ss s s s s s s 38
ABOUT THE AUTHOR ... ssssss s s ssassssssssssssssssses 38
UNCHARTED HR TERRITORIES: BRIDGING THE GAP IN EXPERIENCE AND EXPOSURE

39

BACKGROUND ot ssssssssssss st sssss s s s s s sasnses 39
WHY DOES IT HAPPENT ..o ssss s s ssssss s s ssasssssssssssssssssss 39
DISADVANTAGES OF UNCHARTED HR TERRITORIES IN AVIATION INDUSTRY .....cccouutnnens 41
CONCLUDING THOUGHTS oottt sssss s ssssssssssssssssssssssssssssssssssssssssssssssass 43
ABOUT THE AUTHOR ...t ssssss s s s sassssassssssssssssssssses 44




Navigating the Professional Odyssey: A Comprehensive Guide for Career Success

PREFACE

To achieve sustainable business success, organizations must prioritize ongoing training and
development. In today's rapidly evolving digital landscape, marked by advancements such as
Artificial Intelligence, there's a critical need to nurture talents and expand knowledge. Exploring
a wide range of important subjects is essential, including managing the complex obstacles in the
working world, assisting individuals in their career growth, and promoting a balanced work-life
relationship. These efforts involve efficiently overseeing talent management in the face of multiple

challenges.

This book encompass practical human management knowledge and skills that can serve as a
practical guide to assist leaders in overcoming current obstacles and implementing ideas
effectively. The book extends the typical guidebook format, comprising a compilation of practical
insights designed to equip leaders with the necessary expertise to effectively navigate the dynamic

and evolving complexities of the contemporary business landscape.

The primary purpose of this guidebook is to tackle the daily challenges that leaders and employees
have in closing the skill gaps. The articles in this guidebook provide valuable approaches to
preparing the workforce with the necessary tools and insights to succeed in a constantly changing

business environment.

Suriana Ramli
Arshad Ayub Graduate School
Universiti Teknologi MARA
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INTRODUCTION

Training and development initiatives include educational endeavours within an organisation
intended to enhance the job performance of individuals or groups. Usually, these initiatives focus
on enhancing an employee's knowledge and skills while fostering increased motivation to improve

job performance.

Successful businesses understand that developing their present workforce is more advantageous
and cost-effective than continuously looking for fresh talent. Training is crucial for companies
because it reduces attrition rates, prepares employees for future challenges, fosters leadership, and

contributes to the company's overall growth.

Failure to provide proper employee training can seriously harm business performance, team spirit,
financial results, and the company's capacity to attract and keep valuable employees. In this book,
the chapters give you a good look at the importance of training and development in an organisation

that shapes your professional journey.

Xii
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ADAPTING TO TOMORROW: TRAINING AND DEVELOPMENT STRATEGIES FOR
AN INTERGENERATIONAL WORKFORCE IN THE AI ERA

By: Suriana Ramli

Freepik — Al Brain Image

The advent of ChatGPT in 2023 sparked significant disruption across numerous industries. Initially
embraced primarily within the tech sector and education, its adoption quickly proliferated
throughout various fields. Various types of Artificial Intelligence (Al) software exist, including
chatbots, virtual assistants, and machine learning platforms. The integration of generative Al
technology has revolutionized workflows by streamlining processes, eliminating repetitive tasks,
and markedly reducing workload hours. This change leads to increased productivity and
innovation within the workforce. As a result, human resources can be reallocated to more complex
and intellectually demanding endeavours that necessitate critical thinking, analytical prowess, and
practical intelligence skills vital for problem identification, prioritization, and decision-making in

dynamic environments.

Moreover, with the gradual permeating of work practices, Al has become an indispensable
component of organizational development. Its integration necessitates a cultural shift within
companies, altering how work is conducted. Consequently, there is a profound transformation in

procedural protocols and operational methodologies. Policies about Al implementation and
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utilization require thorough reassessment and potential amendment. Such policy adjustments
precipitate changes in the knowledge, skills, and expertise required for hiring, retention, and
retraining within organizations. Crucially, internal staff must undergo retraining and redeployment
to align with structural modifications encompassing job positions, hierarchical grades, levels of

authority, job descriptions, and other administrative and operational facets.

Furthermore, contemporary workplaces encompass a diverse spectrum of generational cohorts,
ranging from Baby Boomers to Generation Z. The introduction of Al and subsequent
organizational changes can significantly impact each cohort's adaptation process. For Generation
Z, characterized by a penchant for rapid technological adoption, the assimilation of Al is swift and
enthusiastic. Generation X and Millennials exhibit a relatively smoother acceptance and utilization
of Al technology, making navigating and integrating into their workflows more intuitive.
However, for Baby Boomers, who may struggle with adapting to new technologies, the transition
presents unique challenges and necessitates targeted support mechanisms to facilitate effective
integration. Therefore, tailored training and development initiatives become imperative to

accommodate these generational divides' differing needs and responses.

DEVELOPING TRAINING AND DEVELOPMENT PROGRAM WITH Al FOCUS
In navigating the integration of Al into organizational frameworks, training initiatives emerge as

a pivotal strategy for ensuring successful adoption and utilization across all generational cohorts.
Organizational approaches to training should be comprehensive, adaptive, and inclusive, catering
to employees' diverse needs and learning styles. Here is how organizations can effectively
approach training in the context of Al integration:

e (Customized Training Programs: Develop tailored training programs that cater to different
generational cohorts' specific requirements and aptitudes. Recognize that individuals may
possess varying levels of familiarity and comfort with technology, necessitating
customized learning paths to address diverse learning curves.

e Multimodal Learning Resources: Implement a diverse range of learning resources and

modalities, including interactive workshops, online tutorials, video modules, and hands-on
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simulations. Offer flexibility in training delivery to accommodate differing preferences and
schedules, ensuring accessibility for all employees.

Continuous Learning Culture: Foster a culture of continuous learning and skill
development within the organization. Encourage employees to engage in ongoing training
and upskilling initiatives to adapt to evolving technological advancements and leverage Al
capabilities effectively.

Experiential Learning Opportunities: Provide opportunities for hands-on experimentation
and practical application of Al technologies within real-world work contexts. Encourage
employees to actively engage with Al systems, fostering confidence and proficiency
through experiential learning experiences.

Cross-Generational Mentorship: Facilitate cross-generational mentorship programs
wherein experienced employees mentor younger colleagues in navigating Al technologies
while younger employees offer insights into contemporary technological trends and digital
fluency.

User-Friendly Interfaces and Support Systems: Ensure that Al systems feature intuitive
user interfaces and robust support systems to assist employees in effectively utilizing Al
tools and overcoming technical challenges. Provide readily accessible technical support
and troubleshooting resources to mitigate barriers to adoption.

Feedback Mechanisms and Iterative Improvement: Establish feedback mechanisms to
solicit input from employees regarding their training experiences and the usability of Al
technologies. Use this feedback to iteratively refine training programs and enhance the user
experience, fostering continuous improvement and optimization.

Emphasis on Ethical and Responsible Al Use: Integrate discussions around ethical
considerations and responsible Al use into training initiatives, emphasizing the importance
of data privacy, bias mitigation, and ethical decision-making. Empower employees to
engage critically with Al technologies and uphold ethical standards in their utilization.

By adopting a holistic and inclusive approach to training, organizations can empower
employees across all generational cohorts to embrace Al technologies effectively, fostering

a culture of innovation, adaptability, and collective growth.
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INTERGENERATIONAL WORKFORCE TRAINING WITH AI FOCUS
Intergenerational workforce training in the context of Al integration represents a unique challenge

due to the diverse skill sets, technological fluency levels, and learning preferences across different
generational cohorts. To address these challenges effectively, organizations must adopt a nuanced
and inclusive approach to training that acknowledges and accommodates each generation's specific
needs and characteristics while promoting collaboration and knowledge exchange. Here is how

intergenerational workforce training can be strategically approached in the wake of Al integration:

Understanding Generational Differences: Conduct assessments and surveys to gain insights into
each generational cohort's distinct learning styles, technological competencies, and preferences.
Baby Boomers may prefer structured, instructor-led training sessions, while Millennials and

Generation Z may gravitate towards self-directed, technology-enabled learning approaches.

Cross-Generational Learning Communities: Foster cross-generational learning communities
and peer-to-peer knowledge exchange platforms wherein employees from different age groups can
collaborate, share insights, and learn from one another. Encourage reciprocal mentorship
relationships wherein older employees impart wisdom and industry experience while younger

employees offer expertise in digital technologies and Al.

Flexible Training Modalities: Offer a diverse range of training modalities and formats to cater to
different generations' varied preferences and learning styles. Provide options for in-person
workshops, online tutorials, virtual reality simulations, and microlearning modules, allowing
employees to select the formats that best suit their needs and preferences.

Reverse Mentoring Programs: Implement reverse mentoring programs in which younger, digitally
savvy employees mentor older colleagues in leveraging Al technologies, digital tools, and
emerging trends. This reciprocal learning dynamic promotes mutual understanding, fosters

collaboration, and accelerates knowledge transfer across generational boundaries.

Tailored Curriculum and Resources: Develop customized training curricula and resources that

address each generational cohort's specific skill gaps and learning objectives. Provide targeted



Navigating the Professional Odyssey: A Comprehensive Guide for Career Success

instruction on Al fundamentals, digital literacy skills, and technology adoption strategies, ensuring

relevance and applicability across diverse age groups.

Practical Application and Real-World Scenarios: Emphasize practical application and hands-
on learning experiences wherein employees engage with Al technologies within real-world work
contexts. Encourage collaborative problem-solving exercises, case studies, and simulation-based

scenarios that enable participants to apply theoretical knowledge to practical challenges.

Continuous Learning and Adaptation: Cultivate a culture of continuous learning and adaptation,
where employees are encouraged to embrace lifelong learning and stay abreast of technological
advancements and industry trends. Provide opportunities for ongoing skills development,
professional certification programs, and cross-functional training initiatives to support career

progression and adaptability in an Al-driven workplace.

Empathy and Patience: Foster empathy, patience, and mutual respect among employees from
different generations, recognizing that each cohort brings unique perspectives, experiences, and
contributions. Encourage open dialogue, active listening, and constructive feedback to facilitate
effective communication and collaboration across generational divides.

By prioritizing inclusivity, collaboration, and mutual learning, organizations can effectively
navigate the complexities of intergenerational workforce training in the context of Al integration,

fostering a culture of innovation, knowledge sharing, and collective growth.

To ensure the effectiveness of training initiatives in addressing the diverse needs of an
intergenerational workforce in the context of Al integration, organizations should conduct
thorough training needs analyses (TNAs) and establish clear training program outcomes. Here are

some suggestions for conducting TNAs and defining training program outcomes:
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TRAINING NEED ANALYSIS (TNA) AND TRAINING PROGRAM OUTCOME
Surveys and Assessments: Administer surveys, interviews, and skills assessments to gather

insights into the specific knowledge gaps, skill deficiencies, and learning preferences of employees
across different generational cohorts.

Performance Reviews: Review performance metrics, feedback, and evaluations to identify areas
where additional training and skill development are needed to enhance individual and
organizational performance.

e Technological Proficiency Assessments: Evaluate employees' proficiency levels with Al
technologies, digital tools, and related skill sets to ascertain the training required to bridge
existing competency gaps.

e Future Skill Requirements: Anticipate future skill requirements and emerging trends in
the context of Al integration and technological advancement to proactively address
evolving training needs.

Training Program Outcomes:

e Clear Learning Objectives: Define clear, measurable learning objectives that articulate
the specific knowledge, skills, and competencies employees are expected to acquire or
enhance through the training program.

e Performance Metrics: Establish key performance indicators (KPIs) and success criteria
to evaluate the effectiveness of the training program in terms of skill acquisition,
performance improvement, and business impact.

e Behavioural Changes: Identify desired behavioural changes and competencies that align
with organizational goals and values, such as increased collaboration, innovation,
adaptability, and proficiency in utilizing Al technologies.

e ROI and Business Impact: Determine the expected return on investment (ROI) and
business impact of the training program, including potential cost savings, productivity
gains, enhanced employee engagement, and competitive advantage in the marketplace.

e Feedback Mechanisms: Implement feedback mechanisms and evaluation processes to
solicit input from participants and stakeholders regarding the relevance, effectiveness, and
overall satisfaction with the training program.

By conducting comprehensive TNA and defining clear training program outcomes, organizations

can tailor training initiatives to meet the diverse needs of an intergenerational workforce while

6
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ensuring alignment with strategic objectives and desired business outcomes. Effective training
programs empower employees to acquire the knowledge, skills, and capabilities needed to thrive
in an Al-driven workplace, driving organizational success and competitiveness in a rapidly

evolving digital landscape.

ABOUT THE AUTHOR

Suriana Ramli, a senior lecturer at Arshad Ayub Graduate Business School (AAGBS), Universiti
Teknologi MARA, brings over two decades of industry expertise across biopharmaceuticals,
technology, and aviation. With 15 years in Human Resource Management (HRM), focusing on
Strategic HRM, Performance Management, and HR Governance, she also boasts experience in
sales marketing, revenue management and project management. She obtained her PhD from
Universiti Putra Malaysia (UPM). She teaches and guides postgraduates on leadership, talent

management, change management, knowledge management, and global business strategy.
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THE NEPOTISM DILEMMA IN THE PROFESSIONAL WORLD
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BACKGROUND OF NEPOTISM

Nepotism, the favouritism towards relatives or close associates, presents a substantial challenge
within the sphere of publicly listed companies. This phenomenon, when pervasive, undermines
essential principles such as fairness, meritocracy, and equal opportunity, which are integral for the
effective functioning of such corporate entities. Within the employment domain, nepotism often
materialises through biased hiring procedures, where personal connections take precedence over
qualifications and competence, potentially resulting in an imbalanced workforce with consequent

implications for overall organisational performance and employee satisfaction.

In the specific context of a publicly listed company, nepotism assumes heightened significance
due to the elevated expectations surrounding transparency and accountability. Unfair promotions
and career advancements based on familial connections can diminish employee morale and
contribute to an undesirable organisational culture. Furthermore, the prospect of biased decision-
making at managerial levels not only impacts the company's financial outcomes but also raises
legitimate concerns among shareholders regarding the ethical conduct of leadership. Effectively
addressing nepotism in a publicly traded company requires explicit and rigorous policies
prioritising merit-based practices and fostering an environment where talent and dedication are

objectively recognised and rewarded.
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TYPES OF NEPOTISM IN THE WORKPLACE

Hiring: This occurs when family members or close associates are given preferential treatment
during the recruitment process, bypassing standard hiring protocols. Positions may be created or

tailored to fit the qualifications of the favored individuals.

Promotional: Employees with familial connections may receive promotions and career
advancements not solely based on merit, but due to their familial ties with decision-makers. This

can lead to a lack of fairness in career progression within the company.

Decision-Making: Involves biased decision-making by individuals in managerial or executive
positions who prioritise the interests of family members over the best interests of the company.
This can influence strategic decisions, resource allocation, and other critical aspects of corporate

governance.

Compensation: In some cases, family members may receive higher compensation packages or
additional perks compared to their colleagues, regardless of their performance or contributions.

This type of favouritism can contribute to disparities within the workforce.

Training and Development: Family members may receive preferential access to training and
development opportunities, mentorship programs, or specialised projects, limiting the professional

growth of other employees who are more deserving based on their skills and performance.

Board Composition: The composition of the board of directors may be influenced by nepotism,
with family members or close associates occupying influential positions without the necessary

qualifications or expertise, potentially compromising the board's effectiveness.
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IMPACT TO NATURE BUSINESS FOR NEPOTISM ISSUE
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1. Loss of Employee Morale and Productivity:
e Nepotism can lead to a demoralised workforce, as employees who perceive favouritism
over meritocracy may become disengaged and less motivated.
e Reduced morale can contribute to lower productivity and increased turnover rates, as

talented employees may seek opportunities in more equitable work environments.

2. Reputational Damage:
e Publicly listed companies are especially vulnerable to reputational damage due to their
visibility in the market.
e News or reports about nepotism within the company can lead to a loss of investor

confidence, negatively impacting the company's stock value.

3. Poor Corporate Governance:
e Nepotism can undermine the principles of good corporate governance, compromising
the integrity and effectiveness of the board of directors and executive leadership.
e Shareholders and stakeholders may question the company's commitment to

transparency and ethical business practices.

4. Impact on Succession Planning:
e If succession planning is influenced by nepotism, it may lead to the promotion of
individuals lacking the necessary skills or qualifications for leadership roles.

e This can jeopardise the long-term sustainability and success of the business.

10
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HOW SHOULD HR RESPOND TO NEPOTISM?

WHISTLE BLOWER POLICY
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1. Develop Clear Policies:
e [Establish and communicate clear policies on hiring, promotions, and other HR
processes to ensure transparency and fairness.
e C(learly define conflict of interest policies to address situations where familial

relationships may compromise objectivity.

2. Provide Training and Awareness:
e Conduct training sessions for employees and management on the negative impacts of
nepotism.
e Raise awareness about the company's commitment to equal opportunities and fair

treatment for all employees.

3. Review and Monitor Recruitment Processes:
e Regularly review and monitor the recruitment processes to ensure adherence to
established policies.

e Include diverse panel members in interview processes to minimise biases.

11
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Implement Strict Conflict of Interest Measures:
e [Enforce stringent conflict of interest measures, requiring employees to disclose familial
relationships.

e [Establish procedures for handling situations where conflicts of interest may arise.

Encourage a Whistleblower Culture:
e Foster a culture where employees feel comfortable reporting nepotistic practices.

e Protect whistleblowers from retaliation and ensure confidentiality.

Involve an Independent Board:
e [f feasible, involve an independent board of directors to oversee HR practices and

decisions, ensuring objectivity and fairness.

Educate Leadership:
e Provide leadership training to ensure executives and managers understand the potential
consequences of nepotism.

e Encourage leadership to lead by example and prioritise fairness in decision-making.

12
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CONCLUDING THOUGHTS

Nepotism, observed in hiring preferences and biased decision-making, threatens a publicly listed
company's integrity, corporate governance, and overall success. This practice undermines
fundamental principles of fairness, meritocracy, and equal opportunity essential for a healthy
corporate environment. The heightened expectations for transparency and accountability in
publicly listed companies intersect with potentially erasing employee morale and organisational
culture due to unfair promotions and biased decision-making. Such practices raise legitimate
concerns among shareholders about the ethical conduct of the company's leadership, leading to
reputational damage and compromised market standing. To combat nepotism, a proactive response
from the Human Resources department is crucial, involving clear policies, stringent conflict of
interest measures, and a whistleblower culture. Involving an independent board and providing
leadership education fosters a workplace culture centred on meritocracy and fairness. Addressing
nepotism is vital for internal organisational health, maintaining external credibility, and sustained
success in the competitive business landscape. The case underscores the significance of
comprehensive responses from HR and leadership to eradicate nepotistic practices and uphold

principles of transparency, fairness, and equal opportunity.
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SKILLS-BASED COACHING TO IMPROVE EMPLOYEE SKILLS
Hidayah Hotip

An organisation must implement a robust skill development program to thrive and progress
effectively. It requires a structured approach to identify, organise, and enhance employee skills.
Various challenges may arise without a dedicated skill development program, including a
mismatch between employees' skills and assigned tasks, leading to decreased performance.
Depending on their skill level and task assignments, employees might be underutilised or
overwhelmed by their workload. Additionally, the absence of skill diversity and collaboration can
hinder the organisation's innovation, creativity, and problem-solving capabilities. Employees must
know their colleagues' skills and expertise to foster cooperation and maximise collective learning
opportunities. By addressing these drawbacks, organisations can unlock their full potential for

growth and development.

SKILLS- BASED COACHING

Utilizing skilsl-based coaching involves leveraging collections of skills, such as communication,
leadership, or problem-solving, to enhance the coaching process and outcomes for individuals and
teams. This approach enables employees to identify their strengths and areas for improvement,

align with organizational goals, and develop actionable plans to achieve them.
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Some of the benefits of using skills-based coaching method are:

e [t can increase the motivation and engagement of the clients or employees, as they can see
how their skills are relevant to their personal and professional development.

e [t can foster a collaborative and supportive learning environment, as the clients or
employees can share their experiences, feedback, and insights with each other.

e [t can enhance the effectiveness and efficiency of the coaching process, as the coach can
use the skill groups as a framework to guide the sessions and monitor the progress.

e [t can improve the transfer and retention of learning, as the clients or employees can apply

their skills to real-life situations and challenges.

Some of the considerations for setting up and running a skills-based coaching in the organization
are:

e The organization should have a clear understanding of the skill groups and how they relate
to the competencies and goals of the clients or employees. Refer Figure 1 for the example
of a skill group that can be adopted by organizations.

e The organization should conduct a needs assessment to determine the current level of skills
and the gaps or opportunities for improvement of the clients or employees.

e The organization should design the sessions based on the skill groups, using a variety of
coaching techniques, methods, and tools, such as questions, feedback, exercises, and
activities.

e The organization should facilitate the sessions in a way that encourages participation,

interaction, and reflection among the clients or employees.
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e The organization should evaluate the outcomes and impact of the sessions, using both

qualitative and quantitative measures, such as feedback, surveys, tests, and observations.

6 1

Business
Intelligence Transformation of data into

insights that drive business value

Management of key alliance
partners to ensure maximum value
to the organisation

5 2

Sourcing of new business Business SKGoz Strategy
opportunities that will create Development . .

long-term value for the & Commercial Cou.'e Development r‘m’:h"‘t’" of ;:rateg‘l‘es_ and ,

el Functions nitiatives to achieve business goa

organization & objectives

Management of limited resources and . Business Develop of the organization’s

capital allocation at an integrated level to Portfolio Planning & business plans & budgets

ensure optimal value Management Performance

4

Figure 1 - PETRONAS Core SKG for Business Planning & Development
DEVELOPMENT OF SKILLS-BASED COACHING

To develop skills-based coaching, the organization must define the relevant skills for the function
and create a skills matrix. For example, if the function is project management, some skills could
be planning, budgeting, communication, and risk management. Then, the organization must assess
the team members' current skill levels for each skill. Determine the interest level of the team
members for working on or developing the skills for the function, incorporate all the information
in the skills matrix, and analyze the results. Based on the results, the organization needs to highlight
the strengths and weaknesses of the employees for each skill. The organization can also identify
the skills gaps, the training needs, and the potential candidates for the function based on the skills
matrix. Keep the skills matrix up to date. The organization can review and update the skills matrix
regularly to reflect the changes in the team members' skill levels and interest levels. The
organization can also add or remove skills as the function evolves or the organizational goals

change.
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THE BENEFIT OF SKILL GROUP FUNCTION IN ORGANIZATION
The benefit of skill group function in an organization is that it can improve the efficiency,

effectiveness, and quality of the work processes and outcomes. By working in a functional
structure, employees can develop their skills and expertise in their specific areas of specialization.
They can also learn from their peers and supervisors with similar or complementary skills. The
training can enhance their professional growth and career advancement. There will be a transparent
chain of command because employees will know who to report to and whom to consult for
guidance and feedback by having a clear hierarchy of roles and responsibilities. This alignment
can reduce confusion, conflict, and duplication of work. There will be qualified leaders, and by
having leaders who are experts in their fields, employees can receive more relevant and
constructive supervision and evaluation. The leader can plan and provide more tailored and
practical employee training and development programs. These changes can improve the
performance and productivity of the employees and the department. The organization can achieve
more specialized and high-quality results by having departments focusing on specific functions.
Each department can optimize its resources, processes, and outputs to meet the organization's and
customers' standards and expectations. This arrangement can enhance the reputation and
competitiveness of the organization. Another benefit of skill group function in an organization is
fostering employee teamwork and collaboration. Working with others who have different skill
groups can boost productivity and efficiency. Team members can divide complex tasks into parts
and steps. They can also plan and manage their time and resources. They can also coordinate and

cooperate to achieve their goals faster and better.

CONCLUDING THOUGHTS

Having a skill group function in an organization is a way of coaching by guiding and managing
employees based on their skills and expertise in specific work areas. It can help improve the
efficiency, effectiveness, and quality of the work processes and outcomes and the employees' and
teams' development and performance. However, developing a skill group requires careful
consideration and balance of the advantages and disadvantages and the alignment and integration

of the different functions and departments to ensure its effectiveness and success.
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LOST PATHS: NAVIGATING UNCERTAINTY IN CAREER DEVELOPMENT
Amelia Hadri

GRuctuR e

DEFINING CAREER

A career can be characterized by professional pursuits, spanning roles that demand substantial
training and education to those accessible with just a high school diploma and a readiness to
acquire new skills. Additionally, it is defined by the sequence of job positions a person has held
throughout their life, as highlighted by D. DeCenzo, S. Robbins, and S. Verhulst (2010). According

to them, it represents the pattern of work-related experiences spanning an individual's life.

As individuals progress in their employment journey, there is a natural inclination towards a desire
for career development. This desire is due to the changing work environments and individuals
seeking opportunities for growth and advancement. The desire for career development comes from
wanting new challenges, professional growth, more responsibility, and the pursuit of personal and

financial goals.
A career is not merely a series of job roles but a dynamic expedition marked by evolution, growth,

and a perpetual quest for fulfilment and success. It represents the confluence of individual

aspirations with the evolving demands of the professional development.
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CAREER DEVELOPMENT AS MOTIVATION

Motivation plays a crucial role in influencing human behavior and performance within an
organization. It is also one of the main reasons for sustaining an employee. Inspiring employees
can foster a positive and efficient work environment, enhancing overall job satisfaction. Herzberg's
two-factor motivation theory pinpoints elements that motivate individuals to produce exemplary
work. Grasping and applying this theory can enable organization to provide encouraging

leadership to team members.

Motivating Factors Hygiene Factors
@ Achievement @ Relationship with peers
& Recognition @ Company policies
@ The work itself (V] Physical workspace
@ Job a:jtvar];:.ement @ Working conditions

opportunities
(V] GF:::wth opportunities Q oy
@ status

o Security
(] Supervision

Source: Herzberg's Theory: A Guide for Boosting Employee Motivation

A crucial factor in motivation is career development, as it motivates individuals in their
professional journey. As people progress, the opportunity for development becomes a driving
force, inspiring them to embrace new challenges. Changes in work environments act as a catalyst,
prompting individuals to seek growth. The desire for career development is fueled by the aspiration
for professional expansion, greater responsibilities, and achieving personal and financial goals. In
essence, the continual pursuit of career development becomes a significant source of motivation,

propelling individuals to strive for improvement in their professional lives.
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THE IMPACT OF AMBIGUOUS CAREER DEVELOPMENT PATHS
Embarking on an uncertain career path can significantly impact and mold the course of an

individual's professional life. Below are the impacts of ambiguous career development paths.

10.

Driving Frustration: Ambiguity creates frustration, casts a shadow over career
satisfaction.

Stagnation in Uncertainty: Lack of clear direction prevents growth, leaving individuals
in a state of professional inertia.

Completeness and Imperfection: Ambiguous paths promote disengagement, reducing
overall job satisfaction and personal satisfaction.

Acquisition Tendency: Ambiguity is a catalyst for acquisition, forcing individuals to seek
clarity and progress elsewhere.

Talent Retention Challenges: Organizations struggle with retaining talent, as employees
seek security and value in their roles.

Moral Struggle: Unclear career trajectories undermine organizational morale, impacting
collective motivation.

Communication as Medicine: Clear communication and transparent career plans appear
as an antidote to the ill effects of ambiguity.

Guide to Clarity: Mentors become essential, guiding individuals through uncertain paths
with wisdom and experience.

Proactive Organizational Initiatives: Ambiguity emphasizes the need for organizations
to proactively design robust career development initiatives.

Resilience for Success: Addressing ambiguity fosters resilience, fostering a motivated

workforce essential to continued organizational success.

In unraveling the implications of ambiguous career paths, it reveals not only challenges but

opportunities for growth, clarity and lasting success.
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WHY DO PEOPLE LEAVE?

This section discusses why individuals seek new professional horizons, particularly emphasising

the uncertainty surrounding career growth.

1. Unfulfilled Aspirations: Uncertainty about the fulfilment of career aspirations can drive
employees to explore opportunities that promise clearer paths to their goals.

2. Craving Fresh Challenges: The allure of new challenges becomes more potent in the face
of uncertainty, offering individuals a chance to navigate uncharted, but potentially
rewarding, professional territories.

3. Stagnation and Limited Growth: The ambiguous trajectory of career growth in current
roles may be a significant factor prompting individuals to seek environments with clearer
pathways and more promising prospects.

4. Inadequate Work-Life Balance: Uncertainty in achieving a satisfactory work-life balance
can propel employees towards seeking new opportunities that offer more predictable and
accommodating schedules.

5. Compensation and Recognition: Uncertainty regarding fair compensation and a lack of
recognition for achievements can fuel employees' uncertainty about their future with the

organization.

Understanding the profound impact of uncertainty on career development provides crucial insights
for developing retention strategies that address these concerns and foster a workplace environment

conducive to professional satisfaction and longevity.
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SOLUTION FOR CLARITY AND PROGRESS
This section will explore actionable measures and initiatives designed to bring clarity and foster

progress in professional journeys. These solutions aim to address the inherent uncertainties and

empower individuals and organizations alike.

1. Mentorship Programs: An organization can establish mentorship initiatives as it provides
a structured avenue for individuals to receive guidance, insights, and support, fostering
clarity in their career trajectories.

2. Skill-Building Initiatives: Investing in skill-building programs equips individuals with the
tools needed to navigate evolving professional landscapes, enhancing their confidence and
adaptability.

3. Structured Career Development Plans: Developing clear and structured career
development plans provides individuals with a roadmap for progression, instilling
confidence and a sense of direction.

4. Regular Performance Reviews: Conducting regular and constructive performance
reviews enables individuals to gauge their progress, receive feedback, and align their goals

with organizational objectives.

By exploring and implementing these solutions, individuals and organizations can proactively
address the challenges posed by uncertain career paths, fostering an environment conducive to

clarity, growth, and sustained progress.
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CONCLUDING THOUGHTS

In summary, a career is comparable to a journey as it is not just about reaching a destination but
also about the experiences and growth along the way. A clear career development plan brings
peace of mind, acting as the guiding force akin to the engine that propels a car forward. As
discussed earlier, understanding and addressing the challenges in a career can help navigate the
twists and turns, indirectly contributing to a lower turnover rate. Ultimately, fostering a well-
defined career path is not only beneficial for individuals but also plays a crucial role in creating a

stable and motivated workforce within an organization.
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WORK LIFE BALANCE TO ENHANCE EMPLOYEE COMMITMENT
Mohd Izzat Mazlin

=

Since the onset of the Covid-19 pandemic, there has been a notable surge in global layoffs. With
fewer staff, the remaining employees are now tasked with absorbing the responsibilities previously
held by those who were let go. Even as businesses across industries have resumed operations and
the workforce has returned to full strength, a persistent challenge remains. Among the issues faced
is an overwhelming workload and a lack of work-life balance practices among employees, which

continue to have a significant impact to this day

WORK-LIFE BALANCE
Work-life balance refers to the state of equilibrium where an individual effectively manages and

prioritizes the demands of both their professional and personal lives. Many individuals aspire to
achieve this balance, although it can be challenging. Common factors contributing to an imbalance
include longer working hours, heightened responsibilities at work, and additional job tasks that

need to be complete beyond working hours.
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PROMOTE HEALTHY WORK-LIFE BALANCE IN YOUR BUSINESS.

Advantages of improved work-life balance.
Implementing employment regulations and adopting streamlined business processes that promote
a more optimal work-life equilibrium for your employees can yield tangible advantages for both

your organization and employees.
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Work-life balance advantages for employees.
Attaining a favorable work-life balance can empower employees to experience a greater sense of
control over their professional lives, resulting in heightened productivity. Among the factors that

can improve work-life balance are:

Time management
e Improved time management skills.
e Working time management will be able to be managed since there is a fixed and sufficient

schedule in worker life.

Health improvement
e Enhanced individual physical and mental health and well-being.
e Decrease in illness and non-attendance - Reducing stress will improve the health of

employees.

Staff appreciation
e Staff valuing the significance of their personal and/or family life.
e Staff who are highly esteemed and actively involved.

e Enhanced employee loyalty, dedication, and drive.

Work-life balance advantages for businesses
The advantages of implementing a work-life balance campaign extend beyond the workforce.
Implementing work-life policies and adopting flexible working practices can yield advantages for
your organization, allowing you to:

e Minimize employee disciplinary actions.

e Reduce rates of absenteeism, illness, and psychological strain.

e Inspire and invigorate employees.

¢ Induce a heightened level of dedication and optimistic mindset among your employees.

e Enhance production resulting from heightened worker morale.

e Enhance the efficiency and competitive edge of your firm.

e Enhance employee morale.
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e Enhance the quality of customer service.

e Optimize flexibility to enhance your ability to respond to dynamic market situations and
efficiently satisfy client requests.

e Retain employee in the organization

e Decrease employee attrition and hence minimize expenses associated with hiring new
workers.

e Establish a reputation as an appealing employer, enabling you to attract highly skilled

individuals.

CONCLUDING THOUGHTS
Ultimately, cultivating a harmonious equilibrium between work and personal life is advantageous

for individual employees and imperative for an organisation's overall triumph and longevity.
Businesses may establish a healthy and supportive work environment by acknowledging the
obstacles that lead to an uneven distribution of time and effort between work and home life and by
employing strategic strategies to tackle these issues.

Employees who achieve a favourable work-life balance are prone to exhibiting higher levels of
productivity, engagement, and job satisfaction. The benefits go beyond the individual and
favourably impact the entire organisation organisation. Decreased absenteeism, stress, and
turnover lead to a more stable and engaged workforce. Moreover, companies that place importance
on maintaining a healthy equilibrium between work and personal life are frequently perceived as
appealing employers, thereby aiding in the recruitment and retention of highly skilled individuals
in a fiercely competitive industry.

By implementing adaptable work schedules, effective communication strategies, initiatives
promoting health and wellness, and providing strong leadership support, firms can establish a
culture that prioritises the welfare of their employees. As we adapt to the changing work
environment, businesses must adopt these tactics to succeed ethically and strategically in the long
term. In essence, striving for work-life balance is a strategic commitment that benefits individuals'

achievements and the organisation's overall prosperity.
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CONDUCTING WORKLOAD ANALYSIS FOR PROJECT MANAGEMENT

Irdina Eizzati

BACKGROUND OF PROJECT MANAGEMENT

Project Management is the use of procedures, techniques, abilities, expertise, and experience to
accomplish certain project goals in accordance with predetermined project acceptance standards.
Final deliverables in project management are subject to time and money constraints. Project
management differs from simple "management" in that it has an end deliverable and a set amount
of time, whereas management is a continuous activity. A project manager therefore requires a
broad set of talents, including strong people management, business knowledge, and frequent

technical skills (Association for Project Management (APM), n.d.).

WHEN SHOULD PROJECT MANAGEMENT BE APPLIED?
Projects are distinct from routine business operations and take place when a company needs to

provide a solution to specific needs within a predetermined spending limit and time frame. Projects
involve the temporary gathering of a team to concentrate on particular project goals. For initiatives
to be successful, effective teamwork is therefore essential. Discrete projects are managed in project
management in order to accomplish predetermined goals. Many different aspects affect how the
work is managed. The scope, importance, and difficulty of the work are evident; while moving a
small office and hosting the Olympics share many similarities, but offer very different managerial

challenges (Association for Project Management (APM), n.d.).
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WHAT MAKES PROJECT MANAGEMENT CRUCIAL?
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The reason project management matters is that it makes the entire company function more
smoothly and effectively. When implemented properly, it gives leadership the ability to organise
and oversee projects in a way that ensures each goal and deliverable is met on schedule and within
budget. Additionally, it can improve teamwork and communication and offer data-driven insights

to support better decision-making for your company.

Given this, it should come as no surprise that there is a greater need for project managers than
there is for talented individuals in other fields. This focus on project managers' significance is a
reflection of our expanding knowledge of the positive effects that effective project management
can have on a company. This is due to the fact that effective project management involves more
than just duties, deadlines, and financial plans. Businesses are beginning to understand that
improved outcomes and contented staff are directly related to effective project management. These

are the results of effective project management, not random events or unintended consequences.
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What makes project management so crucial, then? Let's explore it.

Save Time and Money: When done correctly, it facilitates the smooth operation of the entire
company. It frees up your team from the interruptions brought on by projects going off course or
out-of-control spending to concentrate on the job that really matters. It gives them the ability to
produce outcomes that genuinely affect the bottom line of the company. Additionally, it helps your

staff understand how their efforts support the company's strategic objectives.

Improve Internal Communications: Collaborating with others can be challenging. Even when
working across teams or departments, you can guarantee accountability, simplify communication,

and boost transparency with more effective project management procedures.

Make Better Business Decisions: You can better understand where your resources are being used,
what needs to be prioritised and when, and whether you're in danger of deviating from your plan
when you have more accurate records of how your project is doing. Effective project management
enables you to anticipate problems before they arise, avoid bottlenecks, and make more informed

decisions based on facts.

Continuous Improvement & Learning From Past Projects: The reason project management
matters is because it helps the team to record and learn from prior mistakes and accomplishments.
Project managers reflect on what went well, what didn't go well, and what has to be done
differently for the next project through reviews, lessons learned, or post-project evaluations. As a

result, the company can learn from both its successes and its mistakes (Aston, 2023).

Detailed Project Tracking & Reporting: Status reporting may seem unnecessary if everything
is going according to plan; otherwise, it may seem like paperwork for the sake of paperwork.
Ongoing project monitoring helps to identify when a project is starting to stray from its intended
path and is essential to keeping a project on schedule. The easier it is to fix a deviation, the earlier

you can identify it.
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THE IMPACT OF POOR PROJECT MANAGEMENT

It goes without saying that poor project management can have terrible results. However, precisely
what are those consequences? And how are they avoidable? In the following section, we'll examine

the effects of poor project management in more detail and provide advice on how to prevent them.

Increase Expenses: While some of the long-term effects of bad project management may not be
as evident or deadly as others, they can nonetheless be just as harmful. Expense increases are one
such effect. You should not be alarmed if expenses climb gradually as your team works on your
projects; this is both typical and expected. On the other hand, a sharp increase in expenses might

be a sign of inadequate preparation.

Project Delivery Delays: An additional risk associated with poor project management is the
possibility of delays. It's possible that your team misjudged how long a task would take to finish,
or that unanticipated problems kept coming up. Unfortunately, delays in projects are not
uncommon; you might be shocked at how frequently they occur. The issue is that delays can mount
up on some jobs. The project may get behind schedule and affect the final deadline if your team

constantly misses deadlines.
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DEADLINE

Quality Issues: An additional issue with poor project management is the possibility of a lower-
quality finished product. There could be two reasons for this: either you have to work quickly on
a task or accomplish several things at once, or your employees could not have enough time to
finish everything. Errors can occur easily when a task is rushed. You can find yourself hurrying
through something that would have taken more time if it had been done correctly the first time

around or missing crucial details.

Lacking Motivation in Your Team: Your team's productivity may suffer and the quality of their
work may decline if they become dissatisfied. There are a few possible causes for this. For one
thing, the work is too easy and becomes monotonous. Second, they feel as though their efforts are
in vain because the project plan is constantly changing. Your team members will probably become
bored if the project is too simple because they won't be challenged. If the project is constantly

changing, your team members can become disinterested in it completely.

Lost Trust by Clients: If you disappoint a client by not meeting deadlines or producing poor
work, they will doubt you and your abilities. They might leave for another company as a result of
this, which could mean you lose out on future job opportunities as well as an important source of
money. If you don't adhere to your own deadlines, your teammates can start to lose trust in you.
They may not respect deadlines if you do not hold yourself accountable for your professional

responsibilities.
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HOW TO MAKE THE PROJECT PLANNING PROCESS BETTER?
The best way that could help you to make better project planning, in order to improve the outcomes

of your projects is to use the workload analysis. A workload analysis, also known as workload
assessment or workload evaluation, is a process of systematically examining and understanding
the demands and requirements of tasks and activities performed within a particular job, role, or

organisation.

Step 1: Identify and sort tasks
Establish a project scope to have a clearer picture of the future. During the process, list all of the
jobs and projects' associated tasks and activities. Assemble task lists for every project phase based

on the workload data. Next, group jobs according to their priority, complexity, and nature.

Step 2: Measure the workload for each tasks

When distributing the task among your team members, you should try to estimate how much
mental or physical labour each person will need to do. Measure the amount of work produced in a
given time frame, such as a day, week, or month, in order to achieve this. This can assist in
estimating the total workload. At the same time assess the complexity of several jobs and their

potential influence on the duration and effort needed to accomplish them.

Step 3: Determine the capacity of your resources

You should pay a little more attention to your team's availability before you establish a project
timetable. Determine the workforce's ability and capacity to manage the current workload
efficiently in order to achieve this. This involves taking into consideration factors like knowledge,
proficiency, and experience. However, the team members you want assigned to the project must
also be available to work on the main measures; if not, there may not be enough hours of labour

to finish the tasks.

Step 4: Find Obstacles and bottlenecks
The truth is that an excessive workload will negatively impact your team's productivity,
performance, and mental health. Fortunately, you can detect when an employee is having difficulty

without having to watch their pulse rate, eye movements, or body movements. All you have to do
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is predict potential problems and find solutions before your team asks for a break from working

overtime.

Step 5: Allocate Resources

Make well-informed judgements regarding the allocation of resources, including staffing levels,
job assignments, and prioritisation, based on the workload analysis. Crucially, in order to facilitate
ongoing work monitoring and prevent errors in workload estimation, you should set up visual tasks

on Gantt charts or other approved tools.

Step 6: Monitor the subjective workload measures for your project

Evidently, once you have completed your crucial workload analysis, you continue working on it.
Performance-based strategies like this one depend on ongoing project and user performance
monitoring because the data collected can be utilised to create new solutions for problems that

already exist.

CONCLUDING THOUGHT
Project management is the application of techniques, expertise, and experience to meet deadlines

and budgetary restrictions while achieving predetermined objectives. It is is essential for handling
special situations, assembling temporary teams, and highlighting productive teamwork. Project
management, which is crucial for overall business efficiency, gives executives the skills they need
to plan projects effectively and make sure that objectives are reached within allocated funds and
time frames. Prevention requires an understanding of the serious consequences of poor project

management. Workload analysis is a very useful tool for improving project planning and results.
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UNCHARTED HR TERRITORIES: BRIDGING THE GAP IN EXPERIENCE AND
EXPOSURE

Amiruddin Abd Rahman

BACKGROUND
In the dynamic operation of the aviation industry, our Human Resource(HR) department is often

confronted with a formidable challenge in integrating cutting-edge technologies to enhance
employee experience and performance. As the aviation sector undergoes rapid technological
advancements, the gap between traditional HR practices and the demands of a highly specialized
workforce widens. The issue at hand revolves around implementing state-of-the-art training
programs, incorporating augmented reality simulations, and leveraging data analytics to optimize
talent acquisition for specialized roles such as air traffic controllers and aviation maintenance
technicians. The absence of established guidelines and case studies in the intersection of aviation
and HR technology presents a unique hurdle. Striking the right balance between preserving the
industry's stringent safety standards and embracing innovative HR solutions becomes a critical
imperative. This guidebook addresses this specific challenge within the aviation sector, offering
insights and strategies to empower HR professionals to navigate these uncharted skies and elevate

the industry's human capital management to new heights.
WHY DOES IT HAPPEN?

The described challenges of integrating cutting-edge technologies into HR practices in the aviation

industry can occur for several reasons:
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Rapid Technological Advancements: The aviation industry is at the forefront of technological
innovation, with advancements such as artificial intelligence, augmented reality, and data analytics
transforming various aspects of operations. HR practices may struggle to keep pace with the rapid

evolution of these technologies.

Highly Specialised Workforce: The aviation industry requires a workforce with specialised skills
and knowledge, particularly in roles such as maintenance engineer and technicians. Integrating
technology into HR processes for this niche workforce requires a complex approach that considers

the unique demands of these positions.

Strict Safety Standards: The aviation sector is characterised by strict safety regulations and
standards. Implementing new HR technologies must align with these standards to ensure

compliance and uphold the industry's commitment to safety.

Lack of Example and Best Practices: The absence of established guidelines and case studies in
the intersection of aviation and HR technology poses a significant challenge. HR professionals
may find it difficult to draw from past experiences or industry best practices when implementing

innovative solutions.

Balancing Innovation and Tradition: Striking the right balance between preserving established
industry practices and embracing innovative HR solutions is a complex task. HR professionals
must navigate the tension between leveraging technology for efficiency gains while maintaining

the industry's commitment to safety, reliability, and quality.

Skill Gaps and Training Needs: Introducing new technologies often requires upskilling the
existing workforce. Identifying skill gaps, designing effective training programs, and ensuring a

smooth transition without disrupting operations add to the complexity of the challenge.
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DISADVANTAGES OF UNCHARTED HR TERRITORIES IN AVIATION INDUSTRY

Risk of Implementation Failure: Introducing new HR practices and technologies without proper
planning and understanding of the industry's unique requirements may lead to implementation

failures. This could result in disruptions to critical HR processes.

Resistance to Change: Aviation professionals may resist changes to established HR practices,
especially if they perceive them as disrupting familiar workflows. Resistance from employees or

management can hinder the successful implementation of innovative HR solutions.

High Costs of Technology Adoption: Integrating advanced technologies into HR practices
requires significant financial investment. The aviation industry, which already operates on thin
profit margins, may find it challenging to allocate resources for the adoption of cutting-edge HR

solutions.

Complex Regulatory Compliance: The aviation sector is subject to stringent regulatory
standards. Adhering to these standards while implementing new HR technologies requires careful
navigation to ensure compliance, and failure to do so may result in legal and regulatory

consequences.

Potential Workforce Skill Gaps: Introducing advanced technologies may reveal gaps in the
workforce's digital skills. Upskilling programs are necessary but may take time, impacting the

organisation's ability to fully leverage the benefits of the new HR technologies.

41



Navigating the Professional Odyssey: A Comprehensive Guide for Career Success

Disruption to Operational Continuity: Implementation of new HR practices may disrupt daily
operations, leading to temporary decreases in productivity. In an industry where safety and

efficiency are paramount, any disruption can have serious consequences.

Overemphasis on Technology: Focusing too heavily on technology adoption may overshadow
the human element of HR. The aviation industry thrives on skilled professionals, and an

overemphasis on technology may neglect the importance of human-centric aspects of HR.

HOW TO OVERCOME IT?
Enhanced Operational Efficiency: The adoption of technologies such as artificial intelligence,
data analytics, and augmented reality can streamline HR processes, leading to increased efficiency

in recruitment, training, and talent management.

Improved Workforce Performance: Cutting-edge technologies provide opportunities for
advanced training programs and simulations, enhancing the skills and performance of aviation

professionals. This, in turn, contributes to improved safety standards and operational excellence.

Strategic Talent Acquisition: Leveraging data analytics in HR processes enables more informed
decision-making in talent acquisition. Aviation companies can better identify and attract

candidates with the specific skills and attributes required for highly specialized roles.

Adaptation to Industry Changes: Embracing technological innovations in HR allows the
aviation industry to adapt to the evolving landscape. This adaptability is crucial in responding to

changes in regulations, market demands, and workforce dynamics.

Increased Safety and Compliance: Integrating technology while adhering to stringent safety
standards ensures a more robust and compliant workforce. Innovative solutions can contribute to

a culture of safety and compliance within the aviation sector.
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Employee Engagement and Satisfaction: The introduction of modern HR practices, supported
by technology, can enhance the overall employee experience. This, in turn, contributes to higher

levels of engagement, job satisfaction, and retention within the aviation workforce.

Competitive Advantage: Aviation companies that successfully bridge the gap between traditional
HR practices and technological advancements gain a competitive edge. They can attract top talent,

respond proactively to industry changes, and demonstrate leadership in HR innovation.

CONCLUDING THOUGHTS
In conclusion, "Uncharted HR Territories: Bridging The Gap In Experience And Exposure"

navigating the complexities of integrating cutting-edge HR practices. Within these challenges lie
opportunities for enhanced operational efficiency, improved workforce performance, and a
competitive edge. As aviation professionals embark on this journey, the guidebook stands as a
beacon of optimism, offering insights to not only bridge the gap in experience and exposure but
also elevate the aviation industry's human capital management to new heights, ensuring its
resilience and leadership in an evolving global landscape. It is not just a conclusion but a prelude

to a future where HR practices in aviation are as advanced and dynamic as the industry itself.
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SYNOESYS

In 'Navigating the Dynamic Workplace,' a collaborative effort led by Dr. Suriana
Ramli and a team of MBA students from Universiti Teknologi MARA, Shah Alam,
the guidebook explores crucial facets of contemporary business challenges and

the pivotal role of training and development in achieving sustained success.
Acknowledging the diverse talents and efforts of the contributors, the book
delves into topics such as the nepotism dilemma, skill group functions for
coaching, uncertainty in career development, and the importance of work-life
balance. With a focus on practical insights and solutions, the guidebook serves
as a comprehensive resource for leaders seeking to address skill gaps, enhance
workforce capabilities, and navigate the complexities of the evolving
professional landscape. The preface emphasizes the necessity of continuous
learning in the face of digital advancements and Al, setting the stage for a
practical and insightful exploration of human management knowledge and skills.
Throughout the book, Dr. Suriana Ramli and the contributors provide valuable
approaches to talent management, offering tools and insights essential for
success in the ever-changing business environment.
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