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Abstract: The implementation of the Lifelong Learning
programmes (LLL) is aimed to raise the level of knowledge and
skills of employees thus developing human capital through
increased productivity and competency. However, the extent to
which Small and Medium Enterprises (SME) employees feel that
this LLL programmes as a requirement for them in career
development is still in question. This study aims to explore the
perceptions of SME employees on LLL programmes
requirements in their career development. This study applied a
qualitative approach using case study design. A total of 11 SME
employees were selected as its participants. The findings show
that the average participants of this study agreed that there is no
need for them to engage in the LLL programmes in terms of
promotion from employers. This is because SME employers are
more committed to working experience, working commitments
and social skills. However, in the opinion of SME employees
there is a need for them to join the LLL programmes for the
purpose of salary increment from employers and opening up
other better employment opportunities in their career
development.

to produce a competent workforce that will create a
knowledgeable society and generation. It is also in line with
the government's goal to strengthen the education delivery
and training system, especially to low educated and skilled
workers. Hence, the programmes are seen as an opportunity
that every SME employee needs to grab to improve the level
of professional education, learn new skills, thereby
enhancing the level of working efficiency. This is because,
the issue of unskilled workers and low productivity is
synonymous with SME employees because they are less
exposed to education programs and training from employers
[1]. The proof, only 21% (2.05 million) of SME employees
are involved in education and training programs under
Human Resource Development Berhad (PSMB) [2].
TABLE I: SME’S CONTRIBUTION TO GDP AND EMPLOYMENT

Year
KDNK

I. INTRODUCTION
Small and Medium Enterprises (SMEs) are the major
contributors to the highest rate of employment in the country
(Table 1). The increase in employment rate each year shows
that SMEs have opened up various jobs and business
opportunities. This proves that SMEs are an important sector
of economic and socio-economic aspects that need to be taken
into account accordingly. Recognizing this fact, human
resource development strategies need a neat and dynamic
planning according to the change of time as well as holistic
planning in terms economic and social aspects. In 2002, the
k-Economy Development Blueprint was launched and for the
first time the government provided emphasis on lifelong
learning needs for the workers. Then, in 2011, the Ministry
of Higher Education (KPT) launched a Lifelong Learning
(LLL) programmes through the Lifelong Learning
Cultivation Master Plan (2011 -2020) in more details. In line
with the country's economic development aspirations based
on quality working capital, the LLL programmes is designed
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2014
35.9

2015
36.3

2016
36.6

2017
37.1

Employment rate 64.5 65 64.5 65.3 66 Source: SME’s Annual Report
2017/2018.

Index Terms: Lifelong Learning (LLL), Career Development,
Small and Medium Enterprises (SME’s), Education Needs

2013
36.3

However, the question arises whether there is a need for
SME employees to participate in the programmes in terms of
career development? This is because SME jobs are not
characterized by professional work. In fact, the type of SME
job also does not require high levels of education and skills.
Professional work requires the intellectual ability, having
autonomy in the assignment, the job is a unique and
important workforce service and that the employee needs a
special training [3]. Hall [4] states that the career definition
is focused only on professional and hierarchical
organizations. However, Jackson, Arnold, Nicolson and
Watts [5] emphasized that career development refers to the
summarization of psychological, sociological, knowledge,
physical, economic and the desire to transform the
individual's career direction for the well-being of his life.
This is because career development is a process for achieving
organizational as well as career goals for employees. This
means that the type of job that has the characteristic of low
educated and skilled workers also has a level of career
development although they are not among professional
workers [6].
Hence, this study aims to explore the perception of SME
employees on the need to participate in the LLL programmes
in
terms
of
career
development. The findings of
this study led to new findings
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among SME's low educated and skilled workers. The
interview results found that the average of the study
participants agree that there is no need to participate in the
SME program if the main goal of the employee is to get job
promotions. This is because; SME employers do not
prioritize education levels for the improvement of their
employees' careers. Instead, SME employers prioritize
working experience, committed employees and employees
that have good social skills. However, the participation of
SME employees in the LLL programmes may lead to salary
increments from employers but only at the discretion of the
employer itself. Besides that, participation in the LLL
programmes will help SME employees to get better job
opportunities. This study leads to some implications. The
first implication, emphasis should be given to the
development and investment in infrastructure, continuous
improvement programs and improvements of the courses
offered at Higher Learning Institutes and LLL programmes
providers. Based on the findings from the literature, there are
still many weaknesses that need to be enhanced through the
quality of program implementation, especially at tertiary
level and LLL program providers. Furthermore, this also
leads to the second implication, in which, the government
and LLL programmes providers should promote the LLL
programmes more proactively and effectively as the average
interview participants do not know more in detail about the
LLL programmes. This is supported by the results of the
study from Jamunarani [7] which found the level of
community knowledge of the LLL programmes is at low
moderate levels. Thirdly, the government needs to open up
business opportunities to SME employees such as INSKEN's
educational and entrepreneurial skills programs tailored to
students at Higher Learning Institutions. The implication of
this study is based on the findings which shows that the
average participants intended to open their own business.
II. LITERATURE REVIEW
A. SME Employee’s Barriers in HRDF Programmes
Human Resource Development Berhad (HRDF) which
was established in 1992 is responsible for managing
education and training to SME employers and employees in
the country. However, not all SME employers are required to
register. Only medium and small sized SME employers are
required to register while micro SMEs are excluded.
Post-research studies have been conducted by previous
researchers to identify the status and determination of SME
employee's involvement in education and training through
the HRDF program. According to Hande Karadag [8],
employers play an important role in the involvement of SME
employees in education and training. In fact, Hande
Karadag's statement (2017) was true based on the evidence of
studies that showed SME employers in the country tend to
choose employees for education and training based on the
level of education, work experience, the ability of employees
to perform important tasks and job categories [9] [10].
Employers also prefer skilled workers to education and
training because they will have higher output returns than
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unskilled workers [11].
However, in 2016 reports from the Malaysian Productivity
Corporation (MPC) [12] in collaboration with HRDF and the
Ministry of Human Resources found that SME employers
had limited capacity to provide education and training
opportunities to employees under the HRDF scheme. The
survey of 740 SME employers found that SME employers
were unable to send their employees under the HRDF scheme
due to the small number of employees (no program for small
group of employees), strict work schedule (not suitable for
short training program), employers did not know which type
of training that is suitable to the needs of its employees, the
issue of cash flow and the expenses of the employer, no
available training center in the area, the employer does not
have a specialized human resource unit to handle the training
of the employees, no training program appropriate to
employer's requirements, and employers collect levy money
for more important training (there is no cheaper training).
However, in 2016 reports from the Malaysian Productivity
Corporation (MPC) study in collaboration with HRDF and
the Ministry of Human Resources found that SME employers
had limited capacities to provide education and training
opportunities to employees under the HRDF scheme.
Based on the studies conducted by Latifah and Ramli [13],
as well as Arifin [14], the findings have shown positive
feedback from SME employers as a whole on aspects of
program evaluation, modules, tutors, quality and basic skills,
special skills, knowledge and understanding. In this regard,
the LLL programmes is seen as the best opportunity for SME
employers to increase the level of knowledge, skills and
competencies of their employees as the more open-ended
learning methods, affordable fees and flexible usage of
learning time than HRDF programs.
B. LLL Programmes as Evolution in the Education
System
The progress in technology and communication has had
an impact on evolution in today's educational system.
Teaching and learning activities are no longer taking place in
lecture rooms alone but can happen anywhere and at any
time. The LLL programmes is one of the learning models that
adopt flexible learning methods in support of the involvement of
the workforce in education and training in the country. Effective
program implementation strategies at the ministry and program
providers are constantly strengthened from time to time. Among
them are funding assistance to the community, enhancing the
effectiveness of learning methods, especially Open Distance
Learning (ODL) and accreditation policy adjustments so as not
to cause confusion between industry and society [15]. In fact,
Higher Education Institutions have always played a role in
improving the quality of education. Among the efforts to attract
the workforce involved in the LLL programmes are the
sustainability and enhancement of institutional quality from
various aspects such as the quality of the program in terms of
curriculum design according to the needs of human resource
development, delivery methodology, extending the study,
improving the quality of the
management
system,
and
strengthening
collaboration

433

Published By:
Blue Eyes Intelligence Engineering
& Sciences Publication

International Journal of Recent Technology and Engineering (IJRTE)
ISSN: 2277-3878, Volume-8 Issue-2S9, September 2019
between institutions and industries to achieve satisfaction
among workers and employers [16].
Other studies by [17] - [27] have also been carried out to
improve quality assurance in delivering LLL programmes to
be in line with LLL programmes goals. There are also
previous studies that examine the effectiveness of the LLL
program as a result of the evolution of the education and
training system in the country.
The study of the effectiveness of the LLL programmes by
Mariambe and Ahmad Shaharil [28] found that the LLL
programmes for short-term courses had a positive impact on the
increase in participants' income. The findings of the same study
on the community were carried out by Yufiza, Siti Saleha and
Noorhidayah [29] while the study of effectiveness on
entrepreneurs was carried out by Norsela and Nur Ilyana [30]
The study of Sharifah Masitah, Fadzillah and Nordin [31] on
the Tahfiz groups found that there was awareness about the
importance of the LLL programmes through increased
knowledge and skills for self-development of participants.
Hence, in view of the findings from previous studies,
researchers view that the LLL programmes opens up space and
opportunities for SME employees to increase their capability and
potential in career development without relying on initiatives
from employers. This is in line with the views of Marhaini and
Nur Liza [32] which state that there are three processes in career
development planning ie, i) individuals need to identify
opportunities and realize the impact of each action, ii) the
individual will identify the goals to be achieved, and iii) the
individual will plan steps to achieve goals such as engaging in
education and training. Hence, SME employees can plan their
own career to be developed and supported by employers [33].
Effective career development planning unites between the needs,
capabilities, needs and desires of individuals with human
resource planning as a whole.
III. METHODOLOGY
A. Research Method
This study is aimed at exploring the perception of SME
employees on the need to engage in the LLL programmes
from a career development perspective. This study uses a
case study design as researchers are able to understand the
phenomenon of the need for education and training programs
in terms of career development based on the views of SME
employees. This case study addresses the "how" and "why"
questions [34]. In particular, how do SME’s perceptions of
the need to engage in LLL programmess from a career
development perspective and understand how the LLL
programmes helps in the development of their careers. In
addition, why workers feel there is a need or there is no need
to join the LLL programmes. This study is to identify
program needs based on the actual experience of career paths
in SMEs. Semi-structured interviews were used as
researchers had information on issues studied based on
literature review [35]. This method allows researchers to
interact with subjects [36]. Before conducting this interview,
researchers have made early planning to manage interview
sessions using logical approaches. Figure 1 shows a study
framework consisting of 6 major steps in sequence except for
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the fifth and sixth steps repeated for each interviewer.
The sample was selected with the aim of selecting the
participants in a typical manner, which is to determine the
specifics of typical respondents. Merriam [37] suggested that
the researcher first identify the main criteria of the study
participants and the location of the study. Therefore, the
main features of interviewing participants are; i) SME
employees who work full time and the work done is the main
revenue earner, ii) have a two year service record with their
current employer. They have experienced the experience of
working in the SME sector by understanding the
characteristics of their employers and their work policies
well. Hence, they are expected to provide knowledge and
provide the necessary information. Participants in the study
have both graduate and non-graduate backgrounds to see the
difference in their perception of career development [38].
B. Data Analysing
In qualitative research, the data collection and analysis
process is done simultaneously to prevent researchers from
dropping out important information due to data dumping.
Each time the researcher finished interviewing the
participants, all entries from the interview were recorded in
the form of an interview transcript and recorded as raw
material. Researchers used the help of computer software
Atlas.ti to store, organize and analyze data. Inductive
encoding is done first by open encoding before the axial
coding and selective coding [39]. Interviews are terminated
once the data is saturated, that is when no new themes arise.
The researcher examines the causes and consequences, the
circumstances and interactions, strategies and processes
contained in the overall data. The relevant themes are
grouped together. Next, the researcher displays the themes
and categories to get an overview of the interactions between
themes.
IV. RESULTS AND DISCUSSIONS
The interview protocol used by researchers in this study
consists of nine questions. Table 2 (See Appendix) shows
questions and summaries of themes from interviews. The
first question is the opening question to build relationships
with participants. Findings show that almost all participants
did not have higher education. Four (4) participants had
diploma education while six (6) more had SPM certificates
(5) and STPM (1). While another participant has a certificate
of skills from Baitulmal, Selangor. The second question
relates to the need to participate in the LLL programmes
based on the employer's policy. Most participants stated that
employers did not place any policies if employees wanted to
engage in education and training. However, employers do not
provide any forms of incentive to employees. Based on this
question, the study participants successfully answered why the
employer did not provide any kind of support for learning. The
third question, regarding the participants' mindset of planning in
career development. The results show that all participants have
plans and initiatives to improve
the level of career development
in the future based on their level
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of capabilities and desires. The fourth question is to identify the
participants of the study on the need to participate in the LLL
programmes. All participants stated that the LLL programmes
were not important if the participant's goal was to solely benefit
the employer's prospects because the employer did not care about
the level of education for promotion. In fact, most participants
say there is no chances of promotion within the organization due
to the size of the small employer's business. However, the
participants stated there was a need to participate in the LLL
programmes for salary increment but at the discretion of the
employer, as well as opening up opportunities for more secure
future employment.
The fifth question is to understand the views of SME
employees on the willingness to engage in the LLL programmes
even though they have no support from employers. Researchers
found that even though average SME employees had a positive
outlook on the need to participate in the LLL programmes in
terms of career enhancement, five (5) participants were not ready
to participate in the LLL programmes in the near future as there
were more important commitments and financial problems.
While four (4) more participants do not have problems attending
the LLL programmes at any time.The sixth question relates to the
level of SME employer support towards employee involvement
in the LLL programmes in terms of recognition. The average
participants stated that there was no form of recognition from
employers if they were involved in the LLL programmes.
However, three (3) of the participants told them they can apply
for salary increase from employers but depending on the
employer's discretion. There is a participant expressing through
the increase in professional education, he has the opportunity to
apply for a higher salary and salary than an employer if there is a
vacancy. While the other participants (7) state that there is no
form of recognition from employers.
The seventh question is to explore the views of SME
employees to answer the question "why" they still want to
participate in the LLL programmes although there is no form of
encouragement from employers in terms of promotion or salary.
The findings show that the average study participants have their
own career planning. Five (5) of the study participants intend to
open their own business because the experience of working with
SME employers has attracted them to become entrepreneurs.
One of the participants stated he was interested in generating
side income through small business. While two (2) participants
intend to get employment opportunities in other areas. Therefore,
researchers suggest that entrepreneurship programs in LLL
programmes are implemented more effectively to help
participants understand the intricacies of business management
as well as ways to build their business. The eighth question

relates to the relevance of the current employment as SME
employees with their career plans in the future. The average
study participants gave their views that their current job in
SMEs was to gain experience in entrepreneurship and
business management. While the ninth question aims to
understand the obstacles faced by SME employees to engage
in the LLL programmes. On this question, nine (9)
participants expressed the problem in terms of educational
funding, but suggested other alternative solutions to this
obstacle by applying loans from PTPTN, MARA; seeking
help from Baitulmal, state Zakat funds and etc. In addition,
two (2) out of the participants stated that the age factor had
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increased, four (4) felt that they were not eligible to enter any
college because of the unfavorable SPM results.
From a constant comparison between one case and the next it
was found that there is a pattern of similarity in interviewing
answers even in the context of different backgrounds. From the
level of education and experience in the career of these SME
employees, it shows that they are influenced by the urge to
engage in business as entrepreneurs. They have the basic skills
and knowledge in the field of business that are acquired from
experience throughout the SME field. They also have similar
entrepreneurial attitudes, willingness to engage in education and
training and motivational strength. Therefore, they have an
awareness of the need for involvement in the LLL programmes
in career development based on their plans. From this
interview, researchers found that participants have the
interest to improve their knowledge and skills, have
experience and skills in managing their business. However,
the ability to identify opportunities in education and training
participation needs to be enhanced through a more proactive
and innovative attitude in identifying opportunities in the
environment. All of these elements can be categorized
according to certain themes and subthemes summarized in
Table 3.
TABLE III: THEME, SUB THEME AND SUB THEME

Theme
Top
Rank

Sub Theme
Promotion
opportunity

Salary

Salary
Opportunity

Other
career
Side
income

Career

Sub Sub Theme
There is the support of employers
in terms of promotion.
No employer support.
There is incentive salary increase
from employer.
No incentive.
Exploring other career
opportunities.

Generating
Opens other income generating
other income
Opportunities through side work.
V. CONCLUSION

This paper discusses a qualitative study using case study
method. As a result of interviews, SME employees are of the
view that SME employers actually have a positive perception of
programmes requirements to their employees but, on average,
employers cannot provide support in terms of career
development. This is because SME is a small business.
Hence, there are various constraints to employers in terms of
appreciation and respect for employees involved in the LLL
programmes. Besides that, SME's small business orientation
also makes it unnecessary for employees to have approval and o
be highly skilled. In addition, SME employees have also
successfully linked the LLL programmes requirements to
career development in terms of promotional opportunities,
salary increases and other career opportunities. This finding
illustrates the positive understanding and perception of SME
employees on the need for continuous learning programmes.
Hence, this study confirms that the LLL programmes has been a
guide to research participants to
enhance the level of knowledge
and skills, alter the individual's
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attitudes, promote career development and enhance the
individual's ability in education and training.
[22]
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APPENDIX
Table II: Interview Summary
No. Question
Theme Summary
1 Can you explain briefly about your own background in The impact of age background, education level and
terms of age, level of education and how many years of experience of working with employers.
your employer is employing now?
2 Can you tell me about the need to participate in education The level of employer support for the need to engage in
and training programs such as the LLL program in terms education and training programs such as the LLL
of career development with the current employer? Does programmes.
your employer have a policy to comply with any such
program?
3 How do you want to improve your career development? Are Understanding level of thinking of SME employees on
you comfortable with the current level of your career?
initiatives in career development.
4

5

6

7

8

9

Is your involvement in education and training programs such
as the LLL program important for your future career
development?
Will you join an LLL program for future career
development if your employer does not provide any form of
help or encouragement?
Does your employer provide any kind of privilege to an
employee who is successful in improving the level of
professional education or enhancing skills through
recognized courses?
If an employer cannot provide learning encouragement in
terms of career development as there are no promotion
opportunities and so on, why do you still feel that there is a
need to join the LLL programmes?
What is your view of current employment with your plans
for career development in the future?

SME employee perceptions of the need to participate in the
LLL programes.
The level of thinking and the willingness of SME employees
to be involved in the LLL programmes.
Recognition of employers in career development as an
impetus to join the LLL programmes.

There is a need to join the LLL programmes in terms of
career development at a new job or self employed by
becoming an entrepreneur.

Current work to gain experience in entrepreneurship and
business management but aims to increase knowledge and
skills through learning is for the benefit of future careers.
What are the obstacles that make it difficult for you to Commitment in life such as family responsibilities cannot
engage in education and training programs such as the cease working solely for continued learning due to financial
LLL programmes?
factors and unsupportive employers regarding their
involvement in the LLL programmes.
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