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OVERVIEW
BUSINESS PARTNERS

Human Resources (HR), Finance, Information and Communication Technology (ICT), 
Marketing and Communication, Quality Health Safety Environment (QHSE) and many 
others have one thing in common: they are part of a growing corporate infrastructure. 
Gone are the days when professionals within these areas work in silo, performing mere 
back office supporting roles. In today’s competitive and borderless world, each of these 
support functions is increasingly operating as a true business partner - forging strategic 
alliances with the other business functions within the entity. Organisations are 
increasingly recognising the value of these alliances, acknowledging that when successful, 
these alliances create true cohesiveness. 

Information is king.  The finance unit (once the 
number cruncher of yesteryears), has become 
the most important repository for information 
and data within many organisations. It has 
evolved from being an operational partner, 
into a strategic partner with the ability to 
significantly influence business operations 
and decisions.

Today, finance officers are viewed as key 
strategic business partners, assisting in 
decision making.  They integrate with other 
business units across the organisation, to 
assist in the designing and implementing of 
business strategies.

Because finance business partners 
understand both the transactional roles of 

FINANCE: 
accounting, compliance and regulation, and 
the realities of running a business, they 
usually have an overall view of issues with a 
more holistic understanding of the business’ 
challenges.  Finance functions have gone 
beyond transactional activities with a key role 
in an organisation that today, serves as the 
CEO’s support group in the organisation’s 
strategic planning process.

Finance business partners are expected to 
have the insights and aptitude to advise their 
non-finance peers (and superiors) more 
appropriately.  Those who succeed in this role 
are usually more proactive and have the 
confidence to challenge poor decision-making 
based on experience and in-depth knowledge 
of complex financial principles.  

Good talent in today’s competitive market is a 
tactical advantage because we all know that 
the most critical asset of any organisation is 
its people. The HR department is the 
backbone behind this important asset. With 
the ‘war’ for talent guaranteed to continue in 
an increasingly global knowledge economy 
(where talents are just as free to seek 
employment from across the street to across 
the globe), HR business partner plays a vital 
role in attracting and retaining talent.

As a business partner, HR is involved in the 
strategic planning and implementation of the 
business to meet both the present and future 
goals.  HR professionals add value by aligning 
the organisational goals, complementing/ 
supporting it with:

• recruitment of the best talents, 
• provision of the best training programmes,
• strategic advancement and placement  
 plans for both new and current employees.

HUMAN RESOURCE (HR):
The evolution of tasks from administration to 
strategic partnership sees HR taking more 
responsibilities and having more control and 
access to the employees’ information 
database.  Equipped with information, HR can 
now recognise strengths to further develop 
employees and plan placement, while the 
identification of weaknesses allows HR to 
improve through job skill training or coaching. 

Hence, the business partner model positions 
HR in almost every component of the 
business growth, including production 
statistics, financial status and sales 
projections. 
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In today’s Internet age, most organisations rely 
on ICT in their daily operation, be it 
communications, or systems and processes. 
Having a robust and effective IT system in 
place is imperative, especially in mission 
critical activities where system downtime may 
result in irrecoverable losses. Our reliance on 
ICT will only intensify and position the IT 
function as an indispensable business partner.

ICT Business Partnership sees professionals 
in the field providing the following services, 
but not limited to:

• ICT strategy and planning
• Project design and overall management of  
 systems
• Internet and web services, if any
• Telecommunications and VoIP planning and  
 deployment
• Network design and implementation
• Research on ICT products and market
• E-learning, if any.

The ICT unit can serve an organisation in two 
ways:

1. As the supplier of infrastructure and other  
 ICT services that supports or complements  
 business requirements.

INFORMATION COMMUNICATION TECHNOLOGY (ICT):
2. As a business partner with strategic 

relationship with other business units in an 
organisation by providing services and 
consultancy that support organisational goals.

An ICT business partner model often has the 
following characteristics:

• The CIO is an influential and respected 
member of the top executive board who 
reports directly to the head of the 
organisation. 

• The organisation views ICT as a key enabler 
of the business. Colleagues from other 
business units turn to their ICT peers for 
support that adds value to their projects and 
the organisation’s business needs. 

• ICT is viewed as both the driver and a 
valuable enabler of business outcome 
improvement. 

• Business units recognise that they need 
expertise from the ICT to function, hence 
collaborating units will jointly own the 
applications and information with ICT in any given 
business area. As business partners, ICT sits 
on an equal footing with the business units that 
own the projects or business outcomes.
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AN IMPORTANT BUSINESS PARTNER:
HUMAN RESOURCE

BUSINESS PARTNERS

CHAPTER 1: INTRODUCTION

The tasks such as sourcing, identifying, hiring, 
training and developing human capital would 
normally fall under the purview of the Human 
Resource Management (HRM) department, 
which supporting, planning and advising roles 
are imperative to the success of an 
organisation. More importantly, Human 
Resource (HR) professionals are regarded as 
strategic partners to businesses and 
organisations in both the development and 
implementation of corporate strategies. 

Traditionally, the role of HR professionals is 
focused solely on the implementation of the 
executive management’s decisions and 
policies - viewed more as administrative and 
insignificant tasks. Today, HR professionals are 
considered as strategic partners by managers 
and executives, an employee advocate and a 
mentor to every staff in an organisation.   

The core responsibility of HRM is still in 
supporting the needs of managers. However, 
as a business strategic partner, HR participates 
in the operating business cycle in two ways:

1.  Formulating strategies that contribute to the  
 firm’s strategic goals.
2. Reviewing the organisational structure and 

leadership capability concurrently with the 
business and operational reviews. 

The HR role supports the growth of the 
organisation by executing mid-term and 
long-term succession planning, and ensuring 
that the human capital is constantly relevant, 
skilled and knowledgeable in their areas of 
expertise. The HR team also researches and 
identifies the employees’ need for personal 
development to ensure that each individual’s 
talents are identified, honed and enhanced.  
Undoubtedly, the larger the number of 
employees, the greater the HR responsibilities 
are to ensure that the organisation houses the 
best pool of talents to meet the organisation’s 
strategic plans and goals. 

CHAPTER 2: HR LATEST TRENDS 

Globalisation has encouraged major 
organisations to operate in countries 
with cheaper labour costs and more 
lenient tax requirements as compared 
to their home country.  The growth of 
the Shared Services and Outsourcing 
(SS0) units worldwide, for example, 
calls for world-class and 
knowledgeable professionals to be 
part of a multinational team. Hence, a 
reliable HR strategic partner is 
becoming more relevant and highly in 
demand. 

It was only twenty years ago when 
Human Resource (HR) professionals 
received very little recognition and are 
often in the dark in regards to the 
organisation’s strategic growth and 
implementation plans.  They were 
seldom part of the executive 
management level meetings pertaining 
to the organisation’s directions and 

strategies. Instead, they looked after new staff, payrolls 
or in some instances the employees’ attendance and 
promotion, as well as the issuance and distribution of 
warning letters.  However, with today’s changing 
business landscape, Human Resource Management 
(HRM) has more influence and participation in the 
strategic planning of the organisation’s functions and 
performance. 

HR now plays a strategic role in guiding the 
management decision making, including workforce 
planning, succession planning, talent development, and 
employees’ career development. Executive 
management is more receptive and responsive to 
suggestions from HR and they form a strategic 
partnership, and the HR functions now focus more in the 
core organisational or business needs. For example, a 
more important task which the HR is undertaking is 
managing a diverse pool of talented leaders across 
different generations (from baby boomers to Gen X and 
Gen Y) and sustaining expertise from exiting employees. 
Non-core and low value added transactional HR activities 
are normally outsourced to improve the productivity of 
the internal resources. This strategic partnership 
between executive leadership and HR is gradually 
developing, driven by business needs.

The evolution of HRM and its functions are a reflection 
of the maturity of the industry.  Today, HR is not only 
recognised as the engine of an organisation - managing 
the human assets of a company, but also as one of the 
main drivers defining the organisation’s way forward 
through optimisation of human resources.  Their daily 
dealings with personnel-related issues such as 
organisational development, safety, wellness, benefits, 
personnel motivation, communication, administration and 
training place them in a very strategic and vital position. 

Additionally, the current industry dynamism is 
challenged by having 3-4 different generations working 
side-by-side in the workplace; 1) The Veterans, 2) Baby 
Boomers, 3) Gen X and 4) Gen Y.  The general 
characteristics of the 4 generations are tabled on the 
next page:
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THE 4 GENERATIONS’ CHARACTERISTICS AT THE WORKPLACE THE NICHE

The table illustrates vast challenges the HR and management face in managing different 
generational dynamics with vastly different characteristics and outlooks in the workplace. The 
probability of conflict arising due to the generation gap, where it affects morale, productivity, 
recruitment and retention is ever present. Hence, a HR professional needs to not only be tactful and 
have the right psyche to approach these challenges, but also be well versed in HR protocols, laws 
and the standard of practices to rise above the challenges. While generational diversity is yet to be 
addressed on a large scale, the HR professional must evolve to meet the changing needs of each 
generation in the workplace.

CHAPTER 3: SPECIALISATION IN HR 

The advantage of being a HR expert is in 
possessing human skills, which are always 
highly in demand across industries. The 
pursuit for the best talent in HR is intense with 
employers competing to hire professionals 
with niche expertise and exposure, making 
employment in HR always in vogue and never 
short in supply. Additionally, the ample 
cross-industry employment opportunities also 
widen an individual’s worldview and enhance 
one’s job scope, making each employment a 
unique experience and a valuable addition to 
the resume. Working for MNCs will definitely 
be of an added advantage.

It takes a proper and well-managed HR plan to 
inspire effective and productive personnel to 
be in sync with the direction of the 
organisation so that goals and objectives are 
accomplished effortlessly.  The senior 
management such as HR Directors/Head of 
HR will normally work closely with Chief 
Executives and other departmental Heads to 

Every organisation and business, regardless of its industry, requires the strong backing of a 
Human Resource Management (HRM) team. The HRM unit can either be in-house or outsourced, 
depending on the organisation’s size and requirements.  There is an equal career opportunity that 
allows one to exercise different roles as a HR Generalist or opt to specialise in areas of expertise. 
Hence, there is an abundance of options to move forward and progress in this career path.  

VETERANS

General Info At Work At Work At Work At WorkGeneral Info General Info General Info

BABY BOOMERS GEN X GEN Y (NEXTERS)

Born 
between 
1922 - 1943.

Disciplined.

Respect for 
Authority.

Believe 
strongly in 
teamwork.

Prefer 
face-to-face 
interactions.

Born 
between 
1943 - 1960.

Born during or 
after WW2, an 
era of optimism, 
opportunity 
and progress.

Grew up in a 
two-parent 
household.

Prefer 
face-to-face 
communiction.

Born 
between 
1960 - 1980.

Born after baby 
boomers into a 
rapidly changing 
social climate 
and economic 
recession.

Both parents 
work, rising 
divorce rates 
and 
downsizing.

Emergence of 
high-tech and 
information 
age.

Born 
between 
1980 - 2000.

Children of 
the Baby 
Boomers and 
Gen Xers.

Part of our 
current 
high-tech,
neo-optimistic 
times.

Most 
technologically 
proficient.

Excellent at 
multi-tasking.

Very 
entrepreneurial.

Goal-oriented.

Treat work as a 
means to an 
end.

Uncommitted 
to jobs/career.

Can be very 
independent.

Demand for 
fast/immediate 
feedback.

Comfortable 
with structures 
and directions.

Treat work as a 
challenge.

Thrive on 
hard work.

Put duties and 
responsibilities 
before fun.

Abide by rules.

Treat work as 
an obligation.

Lead with 
“command and 
control” style.

Communicate 
best formally, 
e.g. A Memo - 
avoids 
technology 
whenever 
possible.

Feedback/
Reward: Satisfied 
with job well 
done.

Communicate 
best in person.

Feedback/
Reward:
Money/ Title
Recognition

Do not balance 
work and 
family well: 
“Work to live”.

Do not balance 
work and 
family well: 
“Work to live”.

Balance 
family and 
work well.

Leadership style 
is collegial.

Leadership: 
equal, 
challenges 
others, 
inquisitive.

Carry 
entrepreneurial 
traits.

Communicate 
directly.

Not 
comfortable 
with rules.

Very social, 
confident and 
realistic.

Communicate 
best by email/ 
voice mail

Balance family 
and work well.

Work only for 
the required 
hours and a 
little more.

Tend to be 
impatient.

Prefer to 
participate rather 
than lead.

Fast learners.

Workaholics.

Get personal 
fulfillment 
from work.

Enjoy attending 
meetings.

Pay great 
attention to 
quality.

Source: Managing Different Generations: SlideShare by Marc Balaiche, President, TorontoJobs.ca 

build an employee-oriented and high 
performance culture. Meanwhile, HR Managers 
reporting to the senior management are 
tasked to execute the HR activities of an 
organisation to maximise the strategic use of 
human capital and maintain functions such as 
employee compensation, recruitment, 
personnel policies, and regulatory compliance.

In some companies, the HR practitioners are 
involved in negotiations with employees’ 
union every three years to revise the 
increment and/or allowances according to the 
changes in cost of living and lifestyle in the 
country. In this matter, HR plays an important 
role to not only find a win-win solution, but 
create a trusting and lasting bond with the 
employees’ union.

Thus, in its strategic supporting role, the effort 
and contribution of a HR team must be 
reckoned.   

Tabled on the next page are some areas of specialisation in HR that demonstrates the breadth of
the field.
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With numerous trainings available for an individual during employment, it is highly possible that 
even without a degree, a person with tenacity and ambition has the opportunity to excel in HR. 
Furthermore, there is no set rules that one should limit himself or herself to. Since the protocol of 
HR remains predominantly the same across industries, many have found moving between them a 
breeze. HR personnel/specialists will find moving between the legal, oil & gas, manufacturing and 
even entertainment relatively easy.

CHAPTER 4: EDUCATION AND TRAINING FOR A CAREER IN HR

HR is gaining more recognition as an important 
part of an organisation and therefore, it is 
advisable for those who are interested in 
developing this career path, to start with a 
sound footing. Hence, pursuing a formal 
education related to HR is increasingly popular 
for those who are interested in the HR. A 
Bachelor’s Degree in Human Resource 
provides graduates with a wide spectrum of 
HR and some employers may give preference 
to this qualification in recruiting a junior (entry 
level) HR personnel. However, a formal 
qualification such as business administration, 
psychology, social sciences, and others, with 
sub-modules in HR may be equally appealing 
to employers as the graduates will have other 
added value knowledge to the job or work 
scope. 

Apart from the conventional qualifications, 
there are always opportunities to grow by taking 

Source: hrpeople.monster.com

Source: Jobstreet Malaysia

AREA OF SPECIALISATION ROLES

Training and Development
(T&D)

• Responsible for creating environments and platforms that embrace learning management and 
leadership development.

• T&D also designs distance learning programmes as well as on-site, computer-based training 
programmes.

Compensation • Responsible for the administration of the company’s attendance and payroll systems. The job requires 
strong technical skills as well as good people skills – a rare combination.

• Responsible for the timely and accurate delivery of payroll and client service, record keeping and 
reporting. Provides accounting and project management support to Finance.

• Designs reward systems that help companies attract, retain and motivate their employees.

Benefits • Involves the creation and management of employee benefits, as well as provides a means for 
employees to be trained in understanding how the benefits work, and the standards employees must 
meet in order to qualify for the benefits.

Talent  Management 

Recruiting and Staffing

• Assists in developing the organisation’s workforce in managing performance and delivering effective 
training. Develops and assesses employees through the implementation of programmes and 
initiatives.

• Implements and supports available learning paths and certificates, course catalogue administration, 
event scheduling and logistics, evaluation and assessments, accounting as well as content 
development and sourcing.

• Includes Goal Management, Performance Mapping, Development, Competencies, and Succession 
Planning depending on the organisation.

• Oversees and directs the full cycle of the recruitment process.

• Responsible for the staffing strategy for the organisation or company, the sourcing, screening and 
preliminary interviewing of candidates, conducting background checks and communicating decisions 
and compensation information.

• Develops recruiting strategies to ensure job openings are filled in a timely and cost-effective manner. 
Filling job openings can involve outsourcing to recruitment agencies.

• Scheduling staff for career fairs, as well as selecting the best outlet to advertise job openings and 
implementing programmes to assist in the recruitment process.

• Workforce planning.

Industry and Employee/
Labour Relations

• Develops and implements an Employee Relations strategy. Assists HR in the preparation for 
negotiations and in the Union negotiations with the appropriate line managers.

• Provides HR training for managers and employees on contemporary employee relations practices in 
accordance with the HR strategy. Ensures that the company is compliant with all relevant federal and 
state legislations. Assists the organisation in dealings with key employer groups, government 
authorities, unions, industry associations and other relevant bodies.

• May also be involved in dispute resolutions, hence must be highly knowledgeable and experienced. 
Specialists may also be the decision maker for disputes that necessitates both labour and 
management to labour contracts.

Consultancy HR usually has the expertise in one specialty area acquired through many years of work experiences or 
through a Ph.D., or both.

Diversity and Inclusion •The demand for Diversity and Inclusion professionals has increased with the onset of globalisation and 
increased legal accountability.

• Responsible for organisational compliance with federal and state (Sabah and Sarawak) action laws. 
They report regularly on specific targets to the Government and other institutions.

• Provides funding and corporate sponsorship to external organisations and run programmes within the 
company that encourage Diversity and Inclusion.

• Creates, implements and oversees communication programmes that describe and promote the 
organisation and its products.

• Includes internal and external organisational communications using tools such as newsletters, 
websites, and networks.

Corporate Communications

Organisational Development Work closely with top management to closely align the organisation’s design with the company’s 
goals, mission and vision.

Human Resource
Information System (HRIS)

• Helps organisations manage their personnel.

• Involved in product selection, systems customisation, implementation and ongoing administration.

TABLE 1 AREAS OF SPECIALISATION FOR HR

TABLE 2: JOBS AND QUALIFICATION

courses and training programmes offered by 
Government agencies and recognised training 
institutions to enhance one’s position.  It is 
normal for HR professionals to have different 
educational backgrounds. The basic 
requirement accepted by employers for a 
non-executive position such as Payroll 
Assistant or HR and Administrative Assistant 
may be a SPM qualification or a Diploma in 
Bookkeeping, depending on the 
extensiveness of the role or work scope. 

The Malaysian Institute of Human Resource 
Management (MIHRM), the HR Certification 
Institute (HRCI) and the National Human 
Resource Centre (NHRC) are a few of the 
many recognised bodies seeking to harness 
and develop the HR industry in Malaysia. 
Obtaining a HR qualification through these 
bodies could be one of the preferred options 
as one’s career progression.

LEVEL ROLE QUALIFICATION

Non-executive Payroll Assistant. Diploma in Bookkeeping/Accountancy.
  
  HR and Administrative SPM.
  Assistant. 

Entry level HR Executive. Diploma/Degree in Human Resource.

  HR Analyst. Diploma/Degree in Business Studies, Administration, Management, Human Resource.

Senior level Senior Recruitment Degree in Human Resource with 5 years of working experience.
  Consultant. 

Managerial level HR Manager. Degree in Human Resource with 8 years of working experience.

  HR Director. Degree in Human Resource with 10 years working experience. 
   An MBA would be an added advantage.
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Aside from formal qualifications and years of experience, employers are also looking for HR 
personnel with good interpersonal and communication skills. This is because as a HR personnel, he 
or she has to manage conflict, address different points of views, function under pressure, 
demonstrate discretion, integrity, fair-mindedness, persuasive, and has a congenial personality. The 
HR personnel would need to play a motivator role to the employees.

In HR, you can enjoy an action-oriented and quick-paced job scope in areas such as talent 
management, talent development, compensation and benefits, workforce planning, diversity and 
occupational health, to list a few. Normally the HR personnel can opt to work cross-functionally or 
specialise in an area of interest, depending on the company’s structure and policies.  

Depending on interest and experience, there is a multitude of options for those keen in the field.

Here are some examples of HR positions currently available in the market:

Source: Jobstreet Malaysia

TITLE JOB DESCRIPTION QUALIFICATION SKILLS REQUIRED

CHAPTER 5: JOB DESCRIPTION

Payroll
Assistant

HR and
Administrative
Assistant

HR Executive Diploma/Degree in
Human Resource or
related discipline.

Compiles payroll data, enters data into 
computers and posts wages, 
reconciles errors, maintains payroll 
records and is computer savvy.

Prepares computer input forms, enters 
data into computer files, or computes 
wages and deductions, using 
calculator, and posts to payroll 
records.

Reviews wages computed and corrects 
errors to ensure accuracy of payroll.

Assists in the administration of the 
department’s day-to-day functions and 
duties, while ensuring organisation’s 
personnel records are up-to-date by 
tracking employees’ address changes, 
marital status changes and additions 
to the family members, changes in job 
titles, benefits, and salaries.  

Performs all clerical duties required for 
the team to operate efficiently by 
drafting all department 
correspondences, such as employee 
handbooks and interoffice 
memorandums.

Plans, directs and conducts analysis, 
activities, and preparation of 
specialised human resources systems, 
procedures, and practices.

Prepares salary slip for employees.

Handles the full and final settlement of 
the employees.

Conducts various welfare activities.

Records, maintains and monitors 
attendance to ensure employees’ 
punctuality.

Engages with employees on a regular 
basis to understand the motivation 
levels of people in the
organisation

Hands-on experience in Human 
Resources and Administrative 
functions including experience in 
managing payroll.

Knowledge in Microsoft Office 
applications and Human Resources 
Information Systems.

Familiar with the Malaysian Labour 
Laws and Employment Act.

Good oral and written communication 
skills in English and Bahasa Malaysia.

Demonstrates poise under pressure 
and works efficiently at all levels.

Adapts to changes in the work environment, 
managing competing demands.

Knowledge in administrative writing.

Knowledge in using databases, 
spreadsheets, word processing and 
accounts packages.

Good spoken and written 
communication skills.

Ability to maintain employee files, 
compensation and wage structure, 
orienting employees, and administer 
benefits.

Diploma in
Bookkeeping/Accountancy

SPM

Ability to utilise and develop 
computerised spreadsheets and word 
processing applications.

Knowledge of multi-state payroll.

Knowledge of wage withholding orders 
and laws.

Ability to maintain confidentially is 
mandatory.

Ability to work independently in a time 
sensitive environment.

TITLE JOB DESCRIPTION QUALIFICATION SKILLS REQUIRED

HR Generalist In charge of administrating human resource 
policies, procedures and programmes.

Training, interviewing and hiring are 
handled by HR generalists.

Acts as an escalation point for 
personnel and employee relations 
issues and provides guidance and 
intervention to resolve HR-related issues.

Provides HR advice and coaching 
including staffing (recruitment), 
retention, orientation, career 
development, compensation, employee 
relations and communications to all 
the project's personnel.

Bachelor's Degree in
Human Resource or
a related disciplin
with 5 years related
work experience.

Well-versed in the Malaysian Employment 
Act, Labour Laws, Industrial Relations Law 
and all local HR practices.

Able to work both independently and in 
groups or matrix managed settings.

Able to work irregular hours when necessary 
to cover multiple shifts and to migrate 
between different facilities.

HR Analyst

Senior
Recruitment
Consultant

HR Manager

HR Director.

Acts as the first point of contact for an 
employee or manager to answer general 
questions regarding HR/Payroll policies 
and procedures, referring to an online 
knowledge base for information and guidance.

Uses a case management tool for 
tracking requests and may transfer or 
escalate them to other service centre 
parties if the issue cannot be resolved.

Performs tasks related to analysis, 
execution, and support of HR transactional 
service delivery within the region.

Assists in the development and delivery 
of HR processes trainings.

Maps and headhunts - identifies and 
approaches suitable candidates;

Negotiates compensation packages and 
finalising arrangements between client 
and candidates;

Acts as a trusted advisor to both clients 
and candidates on remuneration, 
training and career progression.

Maintains good professional 
relationships with candidates.

Maintains detailed, up-to-date and accurate 
information in the candidate database.

Manages the day-to-day duties of HR 
employees.

Supervises analysts who may 
specialise in sections, such as 
compensation, benefits, recruiting, 
hiring, diversity and training.

Ensures that programmes developed 
by the director are properly 
implemented and the employee 
handbooks are regularly updated.

Directly handles sensitive HR issues, 
such as discrimination complaints.

Oversees all functions in the HR 
department hierarchy.

Forms personnel policies and 
developing an employee manual.

Handles all personnel issues that may cause 
liability or harm to the company's reputation.

Ensures all necessary training 
programmes are in place for new 
employees and existing staff members.

Answers to the company owner or vice 
president of the division, depending on 
the size of the company.

Diploma/Degree in 
either Business 
Studies, 
Administration, 
Management, or 
Human Resource with 
1 to 2 years of 
working experience.

Degree in Human 
Resource with 5 years 
working experience.

Degree in Human 
Resource with 8 years 
working experience.

Degree in Human 
Resource with 10 
years working 
experience.

MBA.

Experience in a specific area of Human 
Resource Information System

Proficiency, analytical and problem-solving 
skills required.  

Ability to maintain confidentiality and 
exercise extreme discretion.

Strong sense of commitment and urgency to 
meet tight deadlines.

Strong organisational skills and an attention 
to detail.

Excellent written and spoken 
communication skills.

Strong interpersonal skill, positive attitude, 
shows initiative and is reliable.

Good verbal and written communication skills 
and proficient in English and Bahasa Malaysia.

Ability to work with people at all levels 
when required.

Mature with pleasant personality, 
self-motivated, multi-tasking and able to 
work independently

Familiar with Malaysian Labour Laws and 
immigration regulations.

Considerable knowledge of principles and 
practices of personnel administration.

Effective oral and written communication skills.

Excellent interpersonal skills.

Conversant and well versed with local employment 
legislation and statutory requirements.

Strategic planning, complex problem 
resolution and general management expertise.

Ability to influence senior management, 
establish and maintain collaborative 
partnerships and provide thoughtful leadership.

Experience in end-to-end implementation of 
large-scaled HR projects.

Strategic design experience in the following areas: 
performance management, job evaluation & 
design, and compensation & benefits.

Solid all round knowledge of Human Resource 
functions and administration.

Able to structure and implement company Human 
Resources philosophies, policies and procedures.

Strategic thinking skills while being hands-on as 
required.

Strong executive maturity; and able to challenge 
and influence business leaders.
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Human Resource (HR) is an area that involves 
managing people with the main objective of 
balancing the needs of an organisation with the 
demands of the employees. 

Amongst the many career requirements that 
can contribute to a successful HR career are:
a. The ability to make tough decisions wisely 

and remain calm when dealing with difficult 
and problematic staff.  

b. Developing a good sense of empathy and 
having excellent human interaction skills are 
crucial to being an effective HR practitioner. 
Interpersonal skills and flexibility will also 
make one an even better HR professional.

c. Work effectively with others by being 
discreet with information.

d. Work well under pressure and is fair-minded.
e. Possess basic understanding of working with 

computer and software programmes, simply  
 because employees’ records, paperwork, tasks 
and complaints must be stored digitally in 
this new age.

f. Possess leadership capabilities and have the 
ability to create and implement innovative 
policies and approaches within the organisation.

Generally, the HR department has the most 
frequent interaction with the company’s 
employees as compared to other departments. 
As such, their professionalism in effective 
communication and integrity are critical. For 
example, they have access to employees’ 
private and confidential information, which 
explains clearly the organisation’s benefit plan, 
develop communication plans regarding 
workplace policies and procedures, etc. 
Therefore, upholding high integrity and 
possessing effective oral and written 
communication are critical.  

Additionally, HR professionals must also have 
strategic thinking capability, problem solving and 
organisational skills.

Having a HR degree is a good starting point for 
entry-level HR personnel. However, graduates 
from non-HR disciplines are also well accepted 
to the HR profession as their willpower, 
determination and willingness to learn are key 
elements to success.  

Those with related majors such as business, 
administration, sociology, social sciences or 
psychology could find themselves in the running 
for entry-level positions.  Employees with the 
right aptitude and relevant working experience 
may be given the opportunity to join the HR unit 
if they are interested in developing their HR 
career path. The employers are generally willing 
to invest in training these employees to attain 
the necessary skills and knowledge in HR to 
execute tasks assigned.

Progressing in the HR career path requires a 
combination of education, experience and 
people-skill. The good news is - HR spans 
across many disciplines that it is common for 
successful HR professionals to come from 
diverse backgrounds. In some cases, there 
need not be a fixed timeline to reach the top or 
leadership position in the HR path; some may 
choose to develop themselves laterally, hence 
move into different HR specialisations. The 
exposure and experience will develop them into 
a more “well-rounded” HR professional. 

Smaller organisations tend to have a smaller HR 
department. The need for a HR personnel who 
is capable in multitasking and executing 
different aspects of HR is important. Often, a 
HR personnel in a small company needs to 
handle all HR matters single-handedly or with 
minimum resources. Thus, the person who 
takes on this role needs to be a dependable and 
able person, who can manage and function 
under pressure.

Large organisations with high number of 
employees would normally have a larger HR 
team.   In such situation, the personnel in the 
HR team will undertake specific HR function so 
that they can be more efficient and focused in 
dealing with the larger HR transactions and 
needs of the employees. The different areas of 
specialisation include recruitment, getting 
employees onboard, compensation and 
benefits, employee relation, industrial relation 
and HR policies.

CHAPTER 6: CAREER REQUIREMENT CHAPTER 7: CAREER GROWTH & DEVELOPMENT 

REVISITING QUALIFICATIONS

As mentioned, a degree may give you a better 
head start in this profession. However, the lack 
of it should not be a hindrance for one to explore 
a career in HR. Good aptitude, determination 
and willingness to learn can help in one’s career 
development. 

If the goal is to a specialised function in HR, one 
may want to consider pursuing a degree 
majoring in that particular area. As mentioned 
earlier, one can develop their career path in HR 
with any HR related degree or qualification as 
their interdisciplinary knowledge would appeal 
to a wider category of potential employers. 

Besides a degree, one should also look into 
acquiring certifications and trainings in certain 
HR disciplines such as Malaysian labour laws 
and industrial relations by institutions including 
the Malaysian Institute of Human Resource 
Management (MIHRM), Pembangunan Sumber 
Manusia Berhad (PSMB) and the Department of 
Skills Development. A professional certification 
will add value to your technical knowledge while 
increasing your work ability as well as marketability.
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There are different paths available for those who 
want to work in HR. As a HR professional, one 
needs to be passionate in dealing with people, 
has the drive to build solid professional 
interpersonal and communication skills and 
build good working relationships others. 

An experience and strategic HR professional is a 
highly sought-after as they are deemed capable 
in managing the critical assets of the business, 
that is the people. HR professionals are 
relatively flexible in moving into different 
industries as they can adopt and customise 
HR’s best practices relatively easily. 

The best way to gain experience in HR is to 
work in different industries, because each 
industry will expose HR professionals to job 
scopes unique to the business and its needs.  
Transferring in and out, or between organisations 
too, are unique in terms of requirements and 
experience.  While there is no blueprint in 
transitioning into HR, many have shared similar 
experiences as listed below:

1 Started with an administrative role in a 
company and gradually took on more HR 
management work over time.

2 Assumed another role in the same company, 
then expressed their wish to move to HR 
management, and applied when a position 
was vacant.

The HR industry is supported by various government agencies, professional associations and 
bodies, each offering its own expertise to develop the industry and its members in Malaysia. 
Some of these are listed below:

• Ministry of Human Resources
• Manpower Department
• Department of Skills Development
• Pembangunan Sumber Malaysia Berhad
• Malaysian Institute of Human Resource Management
• Malaysian Association of Human Resource Consultants
• Society for Human Resource Management 

CHAPTER 8: CAREER TRANSITION

CHAPTER 9: GOVERNING BODIES/PROFESSIONAL ASSOCIATION

3 Decided to join HR and took classes or 
earned certifications as preparation to enter 
the field.

4 Majored in sociology or psychology, 
people-oriented subjects, with no career path 
in mind, and saw a good fit with HR 
management.

From the scenarios above, it is clear that 
passion and in-depth understanding of human 
behaviour, coupled with the organisation’s plans 
can help one go far in this profession. By 
understanding the needs and wants of staff 
members, a HR personnel can inspire 
colleagues to strive and achieve their best in 
their organisation.

According to the Robert Walters Global Salary 
Survey 2012, recruitment specialists, shared 
services professionals and HR business 
partners will continue to be in demand. Hence, 
HR professionals who want to specialise in a 
specific HR field should take the opportunity to 
do so, given the current market demands. 

* The final column reflects the accumulated skills that are honed, expanded and polished from previous work levels.
**The above is a generic representation of a career progression in HR. It is by no means a set in stone blueprint.

CAREER GROWTH AND DEVELOPMENT – HR

Payroll Assistant,
HR & Admin Assistant 

HR Analyst

HR
Executive 

HR
Generalist

Senior HR
Consultant 

HR Manager

HR Director

HR Operations
Director

QUALIFICATION

Skills

Competencies Competencies• Knows HR Principles
• Applies Business
 Procedures
• Manages Resources
• Uses HR Tools
• Flexibility
• Attention to Details

• Organisational
   Awareness
• Problem Solving
 & Reasoning
• Stress Tolerance
• Integrity/Honesty
• Teaching Others
 & Learning

CERTIFICATE/
DIPLOMA

BACHELOR’S DEGREE/
MASTER’S DEGREE

QUALIFICATION

Skills

Competencies

Skills

• Decision Making
• Planning & Evaluation
• Conflict Management
• Self-Management &
 Self-esteem
• Reasoning & Problem
 Solving

• The ability to 
remain focused, 
professional, 
tactful and discreet 
when handling 
sensitive and/or 
confidential 
information.

• Good
 communication   

 skill. 

Strong grasp in the 
following skills:

• Organisational
• Performance    
 Management
• Discipline and
 Adverse Action
• Analytical
• Problem solving

• Possesses in-depth 
understanding of HR 
processes, policies, 
knowledge of 
employment legislation 
and awareness of best 
practices.

• Demonstrates good 
leadership

• Possesses the authority, 
credibility and integrity 
to command respect at 
all levels

ENTRY LEVEL (0-3 YEARS’ EXPERIENCE) MEDIUM (4-6 YEARS’ EXPERIENCE) EXPERT (7 YEARS AND ABOVE)

DIPLOMA/
BACHELOR’S DEGREE/
MASTERS’ DEGREE

QUALIFICATION

1716



The future of the HR profession in Malaysia is 
highly linked to the growth of our economy. 
While Malaysia remains relatively bolstered 
from global market uncertainty, developments 
in the public and private sectors continue to 
generate the demand for HR professionals 
across various industries.  In addition, more 
Malaysian companies are expanding their 
businesses abroad and will be headhunting for 
capable HR professionals with regional 
exposure; and who are able to handle a varied 
workforce from a myriad of backgrounds, 
cultures and nationalities.

The Government’s Strategic Response Initiative 
towards enhancing HR practitioners’ 
professionalism adds to Malaysia’s recognition 
of the critical role HR plays in the delivery of 
long-term diversified and sustainable economic 
growth. Additionally, the Malaysian Institute of 
Human Resource Management (MIHRM) is 
setting a benchmark for the HR profession, 
where efforts are being put into improving the 
working lives of millions of Malaysians. 

“We’ll see more productive work environments 
with improved hiring and retention practices, 
better workplace standards and more training 
opportunities”, noted MIHRM President, Dr. 
Mohd Kamal.  

With the growing change in the HR landscape, 
emerging new trends of work culture and 
workforce dynamism, as well as Government 
and HR professional organisations taking an 
active role in the future of HR in Malaysia, 
Adecco Malaysia has identified the following ten 
areas that will influence HR and the workplace 
in Malaysia:

1. Understanding and Appreciation of    
 ‘Generation Y’.
2. Talent Retention Strategies.
3. Creative Candidate Sourcing.
4. Outsourcing.
5. Productivity and Performance Measurement.
6. Greater Support for Work-Life Balance.

CHAPTER 10: FUTURE OUTLOOK OF THE INDUSTRY

7.   Strategies for Mature/Older Workers.
8.   The Emergence of ‘Internal Recruiters’.
9.   Expansion of Contract and Flexible Staffing  
  Arrangements.
10.  Further Development of Internal Talents.

Still, there are gaps of knowledge in creative HR 
planning and its execution in the nation.   
According to the Senior General Manager of 
PLUS Malaysia Berhad’s Human Resource 
Division, Adam Abdullah, Malaysia’s HR 
competencies and practices are comparatively 
lacking in Malaysia as compared to other 
nations.  

“There is a critical need for Malaysian HR 
practitioners to step up to improve their HR 
competencies and knowledge in best HR 
practices, delve further into the needs of the 
different workforce generation, especially for 
the new age dynamic workforce, and 
implement strategic and progressive HR 
practices that positively affect employees’ 
competencies skills and motivation.  Only then 
can we ensure and take pride in creating 
strategic advantages in HR planning and 
execution that are unique to Malaysia and gives 
us the competitive edge over others.”

The future for HR employment, however, is 
promising as there is a strong and stable 
demand for HR professionals throughout the 
past few years. Hence, it is forecasted that 
there will be continued demand for HR 
generalists, resourcing professionals, recruitment 
specialists, HR business partners and 
specialists. Strategic HR Managers will also be 
more highly sought after, as organisations 
require these niche skills. In conclusion, HR is 
seen to be a stable force in the Malaysian 
employment sector, where there is a room for 
development and progress, which will benefit 
both organisations and its employees. 
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Money is undoubtedly the life-blood of a business, while finance is its nerve centre. Every 
organisation, either commercial or non-profit, requires proper Financial Management (FM) to ensure 
its orderly daily operations and long-term sustainability. Although predominantly playing a supporting 
role in every organisational set up, the Finance personnel holds one of the most influential 
portfolios.

Finance Management (FM) encompasses the following:
i.     Accounting and Bookkeeping
ii.    Purchasing and Credit Control
iii.   Vendor and Customer Accounts Management
iv.   Internal Audit and Control Systems
v.   Payroll and other Disbursements
vi.   Policy Recommendation
vii.  Capital Budgeting and Fund Raising
viii.  Treasury Functions
ix.   Investor Relations

Depending on an organisation’s size and its industry, the size and scope of its FM arm ranges from 
a sole finance clerk/officer to a whole division with thousands of specialised personnel. Small, 
blossoming companies, as well as non-profit organisations may just have a single person handling 
FM, who may also function as an administrator, while financial institutions and large multinational 
companies (MNC) with diversified businesses will employ thousands of finance personnel. Some 
organisations park their FM functions under the Finance Department, while others call theirs the 
Accounts Department, or Accounts & Finance, or even Accounts/Finance & Administration. Large 
organisations could have separate Accounts and Finance departments, Corporate Finance and 
Treasury departments as well.

For the purpose of this booklet, we shall hence refer to the FM unit(s) as Finance.

THE STRATEGIC BUSINESS PARTNER:
FINANCE

BUSINESS PARTNERS

CHAPTER 1: INTRODUCTION

CHAPTER 2: LATEST TRENDS IN FINANCE

Finance is the backbone of a company's 
operations and processes. Its primary role is to 
ensure that there are adequate funds available 
to acquire the resources needed to help the 
organisation achieve its objectives. Among 
others, it pays the wages and overhead costs, 
manages cash flow, budgets and monitors 
spending, control costs, and sources for new 
funding when needed. If the organisation has 
excess funds, Finance also makes sure that 
those funds are not idle but are invested to 
generate more funds for future use.

Finance records operating activities and tracks 
changes in business conditions, and analyses 
the data to predict operating indicators, which 
reflect a corporation's profitability and may 
include profit margin and net income. Whether a 
company is a profit-making or a non-profit 
organisation, it needs Finance to assess its 
operating performance.

The professionals within Finance play a myriad 
of roles. Their voice, often in the form of advice 
but mostly in detailed paperwork and 
calculations, can further contribute to the 
strategic planning and growth of the business 
while strengthening the business financial 
transactions and gains.

Information is essential in making the best 
decisions and Finance, which handles the 
company’s financial and operational costs, plays 
a crucial role in keeping the management 
abreast with crucial data. As such, one of the 
major roles of Finance is to identify appropriate 
financial information and convey this 
information as soon as possible from time to 
time to the decision-makers to enable them to 
make wise judgments and decisions. This 
includes information such as costs to produce a 
product and its margins, or comparisons 
between historical and current data. For 
instance, a financial analyst may, following an 
analysis of revenues over a five-year period, 
note that sales have been declining by 5% every 
year and thus recommend appropriate actions 
to the management.

The Government requires that the financial 
standing of an organisation is recorded and 
reported for income tax purposes. The more 
diverse the business, the more complicated 
these income tax calculations will be. Finance 
professionals advise top management on tax 
saving strategies, file corporate income returns 
and calculate sales taxes collected in business 
transactions. They also evaluate internal 
controls and policies and ensure compliance 
with industry regulations or government 
mandates. 

In larger organisations, there are standards and 
legislations requiring periodic reporting of the 
organisation’s financial standing to the 
governing bodies and/or the public. For 
instance, companies with shares listed on Bursa 
Malaysia are required to publish their annual 
financial statements to its shareholders. These 
financial statements need to be prepared in 
accordance with certain standards by the 
organisation’s Finance unit, as well as being 
audited and checked by qualified accountants.  

Since tremendous amount of responsibilities 
are borne by financial practitioners, it is an 
occupation with much significance and is in 
constant demand. Every organisation needs the 
Finance unit. The bigger the organisation, the 
more financial practitioners it would need to 
handle the increasingly complex financial- 
related matters.
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AREA OF SPECIALISATION ROLES

Financial Accounting Analyses and reports on financial transactions that can yield vital information on how a business is 
performing. Financial Accountants are often required to explain complex financial arrangements to 
those with little or no financial background thus they need excellent communication skills.

Management Accounting Deals with the supply of economic information that can aid in decision-making processes. Management 
Accountants have acquired an in-depth knowledge of the business sectors they work in and a wide 
range of different skills such as planning, management and strategy in addition to their accounting 
abilities; it is this combination that allows them to provide specialised, business-specific guidance.

Forensic Accounting Helps clients resolve financial problems such as fraud, disputes and suspected misconduct. Forensic 
Accountants carry out investigations to uncover key information about the person or organisation in 
question and quantify the losses involved.

Internal Audit Looks closely at key areas of the business and reports their findings to the management. Internal 
auditors can advise management if important areas of the business are being run in an inefficient, 
financially risky or even fraudulent way.

Tax Tax advisers may be called in by businesses (corporate tax) or highly paid individuals (private client tax) 
as consultants to offer one-off solutions to a particular tax problem, or they may be employed on an 
ongoing basis, ensuring compliance and cost-effective solutions to taxation demands made on their 
client.

CHAPTER 3: SPECIALISATION IN FINANCE

The scope and role of Finance within the organisation depend on its size and the industry it 
functions in, and whether it outsources any of its Financial Management (FM) functions. Financial 
institutions and larger companies, too, have specialised Finance personnel handling accounting, 
corporate finance and treasury functions, which may or may not be parked under divisions with the 
same names. Below are examples of specialised Finance roles:-

Accounting
This area deals with the recording of financial transactions in the organisation. Besides journal 
entries, it requires informed judgement on defining the nature and value of transactions as 
governed by the accepted accounting standards of the country. In smaller organisations, 
accounting is performed by Finance unit. Larger organisations typically have a separate Accounting 
department, which ultimately reports to the Chief Financial Officer. Some organisations outsource 
this function to accounting firms.

Corporate Finance
This unit is in charge of assessing the funding needs of the organisation and the means to obtain 
them through revenue proceeds, investments, loans and other capital market instruments. 
Functions under this division include finding the best way to syndicate a loan, advising on potential 
mergers and acquisitions, and structuring the best synergy within a group of companies. As such, 
it is an important unit for large multinational companies (MNCs) or smaller players with high 
growth prospects. Responsibility can come fast and one’s problem-solving skills will be put to 
work in Corporate Finance jobs. Many would argue that Corporate Finance jobs are the most 
desirable compared to others in the entire field of Finance.

Treasury 
Corporate Treasury manages a company's cash flow in the most efficient and profitable pattern. It 
also involves forecasting future needs for funding and seeking the best alternatives to obtain it. 
Organisations typically have excess cash or other liquid assets in their custody, which may be 
invested for short, medium or long-term, depending on the organisational needs. This in itself is a 
value-creating activity. The treasury manages the company’s cash resources so that excess cash 
will not stay idle, but in turn, generate more funds. It handles an investment portfolio that could 
range from something as simple as a fixed deposit to bonds, equities and derivatives, and foreign 
fund hedging, if the company deals with foreign funds.

Indeed, financial professionals have a wide variety of specialisation to choose from to suit their 
personal preference and aptitude. Those who are comfortable and enjoy meticulous work with 
numbers, for example, may want to just stick to the core accounting and auditing functions while 
those who prefer a more challenging, faster-paced life may choose corporate finance and those 
who are comfortable with the stock market may go into equity research. As with most careers, 
specialisation in Finance is both challenging and rewarding. Financial professionals who are known 
to be efficient in their specific specialisations, such as a turnaround or investment specialist, 
command premium remunerations and are often headhunted.

The beauty of Finance is that it cuts across all industries and markets. Qualified financial 
professionals are always high in demand and can easily move from one company to another, 
regardless of industry, or even to a different country. The more in-depth the knowledge of the particular 
industry one has, though not usually necessary, could nonetheless help them perform their task 
more efficiently, particularly if they have to deal with mergers and acquisitions, or restructuring. 

AREA OF SPECIALISATION ROLES

Investment Management Focuses on increasing the value of assets, which could include equities (shares), bonds, property 
and cash.

Fund Management Monitors and manages the securities (in the form of stocks, bonds etc) to meet specific investment 
goals and objectives. The services include financial analysis on the investments, the assets that are 
invested upon and the stocks selected.

Investment Analyst Researches and identifies potential and hopefully lucrative growth and income opportunities that 
meet the firm’s investment goals. 

Equity Research Analyst Analyses stock, its industry and its peer group to provide earnings and valuation estimates, and thus 
provides fund managers and investors with useful recommendations.

Financial Risk Management The practice of creating economic value in a firm by using financial instruments to manage exposure 
to risk, particularly credit risk and market risk. Typically focused on the impact on corporate value due 
to adverse changes in commodity prices, interest rates, foreign exchange rates and stock prices 
(market risk). It will also play an important role in short-term cash and treasury management.

AREA OF SPECIALISATION ROLES

Working Capital Management Manages the relationship between a firm's short-term assets and its short-term liabilities.

Risk Management Identifies, assesses, and prioritises risks followed by coordinated and economical application of 
resources to minimise, monitor, and control the probability and/or impact of unfortunate events or to 
maximise the realisation of opportunities. Risks can come from uncertainty in financial markets, project 
failures, legal liabilities, credit risk, accidents, natural causes and disasters as well as deliberate attacks 
from an adversary, or events of uncertain or unpredictable root causes.

Derivatives Structuring Structures price derivative transactions, structure appropriate liability side hedges, and generate 
asset-side derivative investment products. 

Compliance Officer Formulates policies and guidelines and ensures compliance with local regulatory requirements.

Note: Specialisations and descriptions of their respective roles are sourced from numerous industry-specific associations,
university career guides, and industry sources. 2322



CHAPTER 4: EDUCATION AND TRAINING
 FOR A CAREER IN FINANCE

CHAPTER 5: JOB AREAS

Those keen to work in Finance can gain knowledge and skills by working in different types of 
organisations in different industries. The more diverse the exposure, the more tools of the trade 
one can acquire. As much as Finance is about numbers and the act of calculations, being in 
different organisations offers exposure to different context and processes depending on the size 
and the job scope of the organisation.

Experience is definitely the key to excel in Finance. It is also no secret that individuals who started 
their career in banks are considered the best hires as Finance support staff.

Here are some examples of Finance jobs currently available in the market:

The basic requirement for a junior position in 
Finance such as Accounts/Finance Clerk or 
Assistant is Sijil Pelajaran Malaysia (SPM), with
a credit in Mathematics or a Diploma in 
Accountancy or Finance. The candidate must 
show competency in Mathematics, as the bulk 
of the work requires calculations.  

For those who attended pre-university, having 
studied financial management, budgeting, 
auditing or law subjects would be an advantage.  
Although finance or a related degree is essential 
for executives as they need to demonstrate an 
understanding of concepts such as cash flow, 
working capital, budgeting and the basics of 
investment; finance personnel who find 
themselves inclined to work in these areas can 
seek training possibilities to enhance their 
knowledge.

Most employers require candidates for 
Executive positions to have at least a degree. 
The preferred qualification would be a Bachelor’s 
degree in accounting, finance, economics, 
business administration or a professional degree 
such as ACCA, ICAEW, CPA, and others. As for 
managerial positions, many employers 
increasingly seek graduates with a Master’s 
degree, preferably in business administration 
(MBA), economics, finance, or risk 
management, and they have to be a member of 
MIA, although experience may, in many cases 
deem to be more important than formal 
education.

Consequently, many organisations will invest in 
internal trainings for junior employees. 
Therefore, employees with limited relevant 
knowledge have ample opportunities to advance 
if they have an interest in Financial 
Management. On-the-job training is among the 
more popular strategies adopted for career 
progression.

Advanced education and knowledge are 
essential for financial professionals, which 
reflect the growing complexity of global trade, 
shifting laws, and a proliferation of new and 
complex financial instruments. Bigger 
organisations often provide opportunities for 
workers to broaden their knowledge and skills 
by encouraging or sponsoring employees to take 
up professional courses or attend training and 
conferences related and useful to their 
specialisation. Many organisations pay all or part 
of the costs for those who successfully 
complete their courses. While experience, 
ability, and leadership are emphasised for 
promotion, career advancement may be 
accelerated by these types of special studies. 
Finance personnel may choose to pursue further 
in accounting by earning the Certified Public 
Accountant (CPA) or Certified Management 
Accountant (CMA) qualification.

Apart from professional accounting courses, 
financial professionals may also broaden their 
skills and exhibit their competency in specialised 
fields in the financial sector. For example, the 
Chartered Financial Analyst (CFA) holder is 
increasing in relevance and demand within the 
corporate finance scene; employers are citing 
that the extensive knowledge charter holders 
possess in investment topics outside their own 
specialisations is one of the primary reasons for 
hiring a candidate. To qualify for CFA, the most 
renowned and respected investment credential 
in the world, one needs to have a Bachelor’s 
degree, pass three test levels, and meet the 
working experience requirements.

For the finance industry, Bank Negara Malaysia 
(BNM) also spearheads the establishment of 
various institutions to develop human capital in 
the financial sector. This includes the 
International Centre for Leadership in Finance 
(ICLIF), International Centre for Education in 
Islamic Finance (INCEIF) and Financial Sector 
Talent Enrichment Programme (FSTEP).

TITLE JOB DESCRIPTION QUALIFICATION SKILLS REQUIRED

Finance
Assistant/
Clerk

Accounts
Assistant/
Clerk

Credit
Manager

Accountant

Diploma/ Bachelor’s and
Master’s Degree/
Professional Certificates

Assists the Finance Executive in the daily 
operations of the Finance department, as 
well as data collection for planning and 
reporting.

Records daily entries in the organisation’s 
accounting ledgers.

Assists the Accounts Executive in the 
daily bookkeeping duties and periodic 
reporting.

Duties include establishing policies for 
granting credit to suppliers, setting 
guidelines for collecting on credit and 
considering whether or not to secure 
receivables.

In charge of general accounting that 
involves preparation of statistical data & 
financial reports concerning profits, cash & 
inventory. 

Analyses, reports & gives advice on the 
financial dealings of organisations/ 
individuals. 

Advises on associated record-keeping & 
compliance requirements.

Bachelor’s and Master’s 
Degree / Professional 
Diplomas such as 
ACCA/CIMA/MACPA/CPA

Requires numerical competency, 
attention to detail, and has 
analytical and problem solving 
skills.

Financial
Controller

Duties involve financial planning, 
accounting, financial reporting and cost 
analysis. Will get involved in property, 
revenue, benefits, derivatives, lease and 
joint interest accounting. 

May need to develop forecasting models 
to project revenues and costs. 

May be called on to implement or work 
with a complex costing system, efforts 
needed at financial reengineering, transfer 
pricing issues or interface with auditors.

Bachelor’s and Master’s 
Degree/ Professional

This job requires extensive 
accounting experience.

Must be familiar with the 
customer and able to analyse 
accounting statements.

Meticulous and good attention to 
detail. Does not mind repetitive 
work.

SPM/Certificate/
Diploma

SPM/Certificate/
Diploma

Finance
Executive/
Manager

Prepares financial reports, i.e. income, 
expenses, capital usage & cash flow. 
Prepares strategic plans, budgets & 
financial forecasts. Develops accounting 
and management policies & procedures.

Good communication and 
problem solving skills, is analytical 
and self-motivated and a team 
player.

Bachelor’s and Master’s
Degree / Professional
Diplomas such as
ACCA/CIMA/MACPA

Meticulous and good attention to 
detail. Does not mind repetitive 
work.

Credit Control
Officer

Contacts customers. 

Sends follow-up enquiries. 

Negotiates with past due accounts for 
debt recovery.

Must be familiar with the 
customer and has good 
communication skills.

Diploma/Bachelor’s and
Master’s Degree
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CHAPTER 6: CAREER REQUIREMENTS

Employers are always searching for individuals 
with that special spark or who thinks outside 
the box to complement the readily available 
qualifications, knowledge and skills. Heightened 
analytical and problem solving skills will take 
one far in Finance.

Employers expect employees to be able to 
adapt to the changing financial landscape and 
the corporate culture. Personnel should be able to 
engage in continuous learning and adjust the 
application of knowledge, skills and abilities to 
address new challenges as contextual realities 
change.

Adaptability is consistently ranked as one of 
the highest criteria in employment along with 
communication, interpersonal skills, and strong 
work ethics. This trait is important because the 
business and economic environment is elastic 
and employers demand their personnel to be 
able to fit within the existing work environment 
and can anticipate, respond and manage change 
with ease.

A good knowledge and understanding of 
financial, accounting, marketing and operational 
functions of an organisation is a must. To 
progress in Finance, one should also understand 
the key business drivers for performance and 
the use of sound business practices.

Employers are constantly on the lookout for 
individuals who can gauge a company's current 
realities, clearly express their findings, and 
advocate strategies towards a sustainable and 
profitable growth because these people have 
business acumen, a highly sought after skill.

A Finance staff, either a junior supporting staff 
or a financial director who is in charge of a 
billion-dollar budget, must possess a natural 
affinity for creating and preserving value.

TITLE JOB DESCRIPTION QUALIFICATION SKILLS REQUIRED

Auditor

Research
Analyst -
Equity

Bachelor’s and Master’s
Degree

Ensures authenticity and accuracy of 
financial statements, especially assets & 
liabilities. 

Analyses samples of work done & 
conduct procedural interviews. Ensure 
compliance with statutory reporting.

Analyses individual stocks and their 
history and the major changes influencing 
them.  

Compares the stock performance against 
peers and project its future earnings and 
valuation. 

Makes recommendations as to the 
viability of investing in a particular stock.

Chief Financial
Officer

Guides and manages the overall provision 
of the Financial services, policies, and 
programmes and its implementation for 
the entire organisation. 

The CFO reports directly to the CEO and is 
a part of the executive management team.
Major Areas the CFO oversees:

i)  Shaping the financial policy of the   
 organisation
ii)  Budgeting and planning of the   
 organisation’s short and long-term   
 growth
iii) Stakeholder relations and public   
 reporting
iv) Compliance to legal standards

Bachelor’s and Master’s 
Degree

An MBA is an added 
advantage

Requires strong leadership 
skills, exceptional technical skills 
related to the business, a sense 
of urgency, and is a proactive 
partner with investors.

Investor
Relations
Officer

Duties involve dealing with the investing 
public by disseminating financial 
information, responding to queries from 
institutional investors, issuing press 
releases to explain corporate events and 
organising teleconferences with investors.

Bachelor’s and Master’s 
Degree

This challenging job involves 
contacts with top-level 
executives and requires 
understanding of finance and 
public relations. Many who hold 
this job have backgrounds in PR 
or advertising.

An analytical mind, attention to 
detail, discipline, and focus are all 
essential, but the most important 
skill for an equity research analyst 
is data manipulation and 
management. 

Bachelor’s and Master’s
Degree / Professiona
 Diplomas or certificates
such as ACCA/CIMA/
MACPA/CPA

Financial
Analyst

Duties include determining financing 
needs, analysing capital budgeting 
projects, long-range financial planning, 
analysing possible acquisitions and asset 
sales, working on budgets, analysing 
competitors, implementing financial 
plans, analysing of leasing agreements 
and determining needs and methods of 
dealing with derivatives.

This challenging job requires 
good analytical skills, computer 
skills and a broad understanding 
of finance.

Requires numerical competency, is 
detail-oriented and possesses high 
integrity and honesty.

Investment
Analyst

Analyses and reports on potential 
investment. 

Reviews of feasibility studies including 
projected financials and preparation of 
investment recommendation reports.

This challenging job requires 
good analytical skills, computer 
skills and a broad understanding 
of investment.

Bachelor’s and Master’s 
Degree/ Professional 
Certificates

Bachelor’s and Master’s 
Degree/ Professional 
Certificates

Sources: Kelly Services, university career guides, industry sources

In terms of character, a person in Finance must 
be trustworthy and possess a high level of 
integrity. The finance unit is the custodian of 
the company’s assets, which has complete 
access to its financial resources. Although 
control systems and limits of financial authority 
are in place, finance staff may be exposed to 
the opportunity to misappropriate funds. 
Someone with less integrity would think of 
ways to manipulate the system for personal 
gain. Any malpractice by finance personnel is 
tantamount to a criminal breach of trust, which 
is against the law, and is subject to legal actions.

“We are looking for change agents. 
However, we feel there is a scarcity of 
professionals in all areas of banking. 
This has led us to even hire from 
non-banking industries.  It’s necessary 
for graduates to enhance their English 
language proficiency, critical thinking 
capability and general readiness for 
the job market.”  

Michelle-Ann Iking, Senior 
Organisational Development 
Manager, Human Resources, 
Citibank.
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CHAPTER 7:  GROWTH AND DEVELOPMENT 

There is no set career path to the top, especially with the current trend of personnel moving 
between organisations and playing different roles to be better equipped and self-developed. As 
mentioned, different organisations would have different financial practices and procedures best 
suited for its particular sector. Hence, a Finance person who has experience working in 
organisations of various nature and sizes would be able to garner the most knowledge regarding 
different financial processes, tools and regulations that govern the different nature of businesses.  

One can enter the industry through a variety of platforms: either through the private, public or the 
non-profit sphere. Banks have graduate management trainee programmes that pave a graduate’s 
career path in organisations to a managerial position. A qualified Bank Manager’s path can move 
towards becoming a specialist (and for some as Vice President), while Investment Analysts would 
usually become Fund Managers, before progressing to become the Vice President and above.

In the financial career path, newly qualified Accountants are able to progress into several higher 
positions such as Senior Accountant, Financial Controller or Financial Advisor while working towards 
attaining a Chartered Accountant status and eventually as a Finance Director in the organisation.

The final column reflects the accumulated skills that are honed, expanded and polished from previous work levels.
**The above is a generic representation of a career progression in Finance. It is by no means a set in stone blueprint.

CAREER GROWTH AND DEVELOPMENT - FINANCE

ENTRY LEVEL
(0-5 YEARS’ EXPERIENCE)

MEDIUM (1-12 YEARS’ EXPERIENCE) EXPERT (7 YEARS AND ABOVE)

Accounts/
Finance
Clerk

Financial/
Investment
Analyst

Accounts/
Finance Executive

Auditor

Senior
Accountant

Financial
Controller

Finance 
Manager

Vice
President

Senior Vice 
President

Chief Financial
Officer

QUALIFICATION

Skills

Competencies

SPM/
CERTIFICATE/
DIPLOMA

DIPLOMA/
BACHELOR’S DEGREE/
PROFESSIONAL CERT

BACHELOR’S DEGREE/ MASTER’S
DEGREE/ PROFESSIONAL
CERTIFICATION OR QUALIFICATION

QUALIFICATION

Skills Skills

QUALIFICATION

• Basic   
 Accounting  
 and Book-
 keeping
• Financial  
 Accounting  
 and   
 Reporting

• Analytical  
 Thinking
• Attention to  
 detail
• Teamwork

Competencies Competencies• Decision Making
• Conflict Management
• Leadership
• Communication Skills 

• Management Decision Support 
• Performance Management
• Strategic and Organisational  
 Leadership
• Policy Development 

• Financial Accounting  
 and Reporting
• Management   
 Accounting
• Audit Management 
• Tax 
• Financial/Investment  
 Analysis 

• Finance and Financial Planning
• Financial Accounting and   
 Reporting
• Management Accounting
• Taxation
• Risk Management

CHAPTER 8: CAREER TRANSITION 

The finance professionals have active associations that support and promote their members’ 
interest and development of the industry whilst playing the role as an intermediary with the 
relevant regulators. Here is a list of regulators and associations that are most relevant in this 
industry:-

• Ministry of Finance
• Bank Negara Malaysia
• Securities Commission Malaysia
• Bursa Malaysia
• Malaysian Finance Association (MFA)
• The Association of Banks in Malaysia (ABM)
• Malaysian Accounting Standards Board (MASB)
• Malaysian Institute of Accountants (MIA)
• Malaysian Insurance Institute
• Financial Planning Association of Malaysia
• Malaysian Financial Planning Council
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CHAPTER 9: GOVERNING BODIES/PROFESSIONAL ASSOCIATION

A career in Finance may appeal to someone 
who is interested in areas such as a business 
financial health, investments, business 
ventures, profitability and business turnaround. 
People who do well in Finance are usually good 
at mathematics and/or statistics and do not 
mind performing repetitive calculations. It is all 
about the numbers and how those numbers 
influence the key decisions in the company.

Finance personnel usually thrive on 
responsibilities and pressure. Although the 
financial sector does, in general, offer a high 
salary scale, it also entails a heavy workload 
during the financial reporting periods, and a lot 
of responsibilities during budget planning. Even 
though the performance of Finance is not 
directly pegged against the company’s 
performance, the failure of Finance can result in 
the total closure of the company.

Anyone with an SPM qualification or a Diploma 
may venture into the Finance career path as a 
junior assistant or clerk. However, they must 
show a good eye for detail and calculations, and 
do not mind repetitive work.

A degree in finance, accountancy, economics, 
business administration or other related 
disciplines that have finance modules in their 

syllabus would give a person a head start in 
Finance. Nonetheless, many degree holders of 
other disciplines, including law, engineering and 
even pure sciences, have also made successful 
transitions into Finance. In fact, many 
investment bankers are not accounting or 
finance undergraduates. 

What is more pertinent in a career in Finance is 
the ability to handle numbers. As such, a 
background in pure sciences such as physics, 
engineering, and chemistry is actually very well 
regarded by employers. There are also several 
professional qualifications that a non-finance 
degree holder can pursue, such as the 
Chartered Financial Analyst (CFA) and Certified 
Financial Planner (CFP) certificates. 

As Finance cuts across all industries and 
markets, qualified financial professionals are 
always in high demand and can easily move 
from one company to another, regardless of 
industry, or even to a different country. In-depth 
knowledge of a particular industry is always an 
added advantage – it help one to perform better 
- strategic financing would differ from one 
industry to another such as plantation differs 
from services, mining differs from property 
industry. 

• CFA Malaysia
• Malaysian Accounting Association
• Malaysian Institute of Certified Public 

Accountants (MICPA)
• Association of Chartered Certified 

Accountants (ACCA) Malaysian chapter
• Malaysian Association of Tax Accountants
• Chartered Institute of Management 

Accountants (CIMA), Malaysian chapter
• CPA Australia, Malaysian chapter
• Federation of Investment Managers Malaysia



CHAPTER 10: OUTLOOK FOR THE INDUSTRY

The financial sector is central to Malaysia’s goal 
of achieving a developed nation status by 2020. 
As the country transitions towards a high 
value-added and high-income economy, the role 
of the financial sector is envisioned to grow 
beyond its role as an enabler of growth, to be a 
key driver and catalyst of economic growth. 

The Financial Sector Blueprint 2011-2020, 
which was launched on 21 December 2011, 
charts the direction of the sector towards this 
goal. The Blueprint adopts an integrated 
approach where recommendations are based 
on shared outcomes applicable to various 
sub-sectors within the financial sector. Beyond 
domestic borders, it envisions greater participa-
tion by the Malaysian financial sector in facilitat-
ing regional financial flows, especially in 
supporting regional trade and investment, 
regional financial integration, as well as the 
internationalisation of Islamic finance. 

The Blueprint contains 69 recommendations 
and more than 200 initiatives. According to The 
Economic Report 2012, the implementation of 
these initiatives is on track. Initiatives taken in 
2012 include a comprehensive review of the 
legislative framework, further strengthening of 
the financial institutions and infrastructure to 
support effective intermediation of funds, 
deepening financial integration in the region and 
strengthening the key enablers for further 
development of the financial system.

Meanwhile, the Capital Market Masterplan 2 
themed “Growth with Governance”, which 
was launched in April 2011, is focused on 
expanding the role of the capital market to 
invigorate economic growth and enhance the 
efficacy of markets. The Plan’s key initiatives 
are expected to further strengthen the capital 
market to meet challenges from the changing 
global financial landscape and to support the 
national economic transformation process.
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INFORMATION
COMMUNICATION
TECHNOLOGY

The Government’s development plans, such as 
the Economic Transformation Programme (ETP) 
and the Government Transformation Programme 
(GTP), are also likely to benefit the financial sector.

The financial sector is very much tied to the 
nation’s economy, which thankfully, is faring 
well.  The Prime Minister, in his Budget 2013 
speech, said that despite moderate global 
economic growth and trade, the Malaysian 
economy is estimated to expand strongly 
between 4.5% and 5% in 2012, while in 2013, 
its economy is forecast to expand strongly 
between 4.5% and 5.5%. For the first time, the 
nation’s nominal Gross Domestic Product 
(GDP) is expected to exceed RM1 trillion.

Based on the economy’s growth rate projected 
for the next decade, the financial sector is 
envisaged to expand to six times the GDP in 
2020 from 4.3 times of the current GDP. 
Meanwhile, the contribution of the financial 
services sector to nominal GDP is expected to 
grow from 8.6% of nominal GDP to between 10 
and 12% by 2020.

Malaysia has a diverse and growing community 
of domestic and international financial 
institutions. The nation’s diversity of market 
intermediaries consists of investment banks, 
local and foreign Islamic banks, takaful 
operators, brokers and fund managers. Many of 
these intermediaries have participated in 
Malaysia's many notable achievements, such 
as the record-setting sukuk issuance and other 
industry firsts. As such, these financial 
institutions possess a proven track record and 
in-depth experience. In fact, Malaysia is viewed 
as an exemplary finance market hub and a 
world leader in Islamic finance, which is 
increasingly gaining significance and growth.

It is exciting times to be in the Malaysian finance 
scene.



BUSINESS PARTNERS

THE STRATEGIC BUSINESS PARTNER:
INFORMATION AND COMMUNICATION
TECHNOLOGY

The Information Age created a phenomenon that catapulted the Information and Communication 
Technology (ICT) to the forefront of the globalised economic frontier.  ICT is now one of the more 
crucial component required for an organisation to sustain its competitiveness and achieve 
success.  It assists businesses in several ways including, but not limited to: 1) stock control; 2) 
communication; 3) production; 4) marketing; and 5) keeping accurate records.

The strategic usage of ICT can boost an organisation’s growth through leaps and bounds by 
appropriately utilising products and tools, which not only keeps the business abreast with the 
market, but also meets its customers’ needs and expectations. Air Asia Bhd. (AirAsia) is a good 
example of a business that successfully capitalises on various ICT platforms.  This low cost airline 
offers customers the convenience of purchasing tickets online while using the same interface to 
entice more business opportunities through attractive offers. AirAsia also uses ICT to 
communicate with both its new and loyal customers through the effective usage of Facebook, 
Twitter and the company’s official website.  This case study shows how AirAsia’s ICT strategy 
opens a two-way communication between the business and customers that cements the 
importance of ICT in the organisation. 

ICT is without doubt a crucial component in every business, with everyone owning at least one 
highly utilised gadget - the mobile phones. Then there’s the Intranet and the Internet that have 
equally added colour to competition in the existing challenging environment.  Let’s not forget the 
constant revolution of software and hardware.  The situation is indeed intense, but it has also 
established the abundance of demand for skilled and knowledgeable ICT professionals, either 
experienced or at the entry level, because businesses need to adopt the latest technology and 
have the right employee to work with it.

In order to take advantage of this demand, an individual has to be able to learn, unlearn and relearn 
with ease. The advancement of technology and competition in the industry guarantees that the 
discovery of a new tool to ease business conducts is regular, hence, an individual’s flexibility will 
ensure employment, while the ICT knowledge acquired will keep one in constant demand. 
Therefore, ICT jobseekers must be constantly up-to-date with the latest technology and be willing 
to spend time to hone their skills. A positive attitude and the willingness to go beyond their 
responsibilities, complemented by valuable experiences are key traits of those keen in ICT. 

CHAPTER 1: INTRODUCTION
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CHAPTER 2: ICT AS A BUSINESS PARTNER

ICT has grown from a supporting role and an afterthought to a business partner where it plays a 
key role in facilitating organisations to formulate and implement the business strategies and drive 
better business results. ICT allows organisations to take advantage of the communication 
capabilities they have and its delivery tools to increase productivity, efficiency and effectiveness.  
It now shapes the future of the business and has the potential to create more value at the core of 
a business strategy.

The above case studies suggest that organisations set ICT strategies that focus on customer 
centricity, product and service systems for customers, and custom-made solutions. These are 
created to synch with their overall organisational objectives. The common factor is the existence 
of an ICT division or unit to ensure that the ICT strategies are implemented for success.

The ICT division or unit is usually headed by a personnel who has access to the organisation’s top 
management. Usually designated as the Chief Information Officer (CIO), he or she would be 
tasked to look into ICT strategies to ensure that it is parallel with the organisational objectives. The 
challenge for a CIO is to advise the Board of Directors that ICT is not only a matter of technology, 
but a key component in corporate value creation. 

The immediate level supporting the CIO would be the middle managers who assist the CIO in 
ensuring that the ICT unit is performing as effectively as possible with the best possible outcome. 
Supporting the managers are the ICT workers who diligently perform their duties according to their 
delegated responsibilities.

The outline of work levels (above) in an ICT division or unit indicates the importance of ICT in an 
organisation. The division is not only supporting the organisation’s basic communication needs but 
is considered the key partner that plans and utilises ICT as a strategic advantage for organisational 
success.

The different work levels also demonstrate that there is a possibility for career progression for 
those interested in joining the ICT field. One can start from the entry- level positions and work their 
way up to become managers and eventually the Head of the ICT division. This is a viable career 
path for those with the right attitude and 

Case Studies

A good example would be in the education sector, where universities such as Open 
University Malaysia (OUM), Wawasan Open University (WOU) and many more are able to 
conduct online distance learning. This helps students save costs while providing teaching 
flexibility to the university. 

1

Apart from education, Mercedes in the commercial sector has promoted their latest models 
using a mobile application called ‘iSales’ that allows potential customers to view, order and 
customise their latest cars.

2
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CHAPTER 3: EDUCATION AND TRAINING FOR A CAREER IN ICT

CHAPTER 4: SPECIALISATION IN ICT

The scope of an organisation’s ICT infrastructure depends on the size of the organisation. Normally, 
the bigger the organisation, the more complex their ICT needs.  In addition, the more complex the 
ICT needs, the more personnel required to support the infrastructure. Yet, regardless of its size, a 
newcomer in the ICT field can choose to specialise in a few different areas.

One area of specialisation is the Help Desk Analyst. The Help Desk is a one-stop centre for users 
to contact and report any issues experienced with their organisation’s ICT infrastructure. It is 
usually the first line of support, which requires good communication skills and great patience. 
Following a step-by-step guide to rectify identified problems, a majority of issues can be resolved 
at this level.

For those who are more technically inclined, networking is an especially exciting area of 
specialisation. Considered as the core infrastructure for a 21st century organisation, those with the 
right skills will grow with the network technology as it evolves to supply users with better speed 
and accessibility. Beginners can learn networking on the job and once they have a firm foundation, 
they can advance to obtaining professional certifications in order to add value to their experience.

There are many ways to venture into the ICT field: 
with or without qualifications. Those with a Diploma, 
Bachelor’s degree or even a Master’s degree would 
have the opportunity to join the ICT workforce at a 
higher entry level.  For entry level: SPM, Professional 
Certificates or alternative qualifications would be an 
option.  Work experience also gives jobseekers the 
opportunity to enter the industry with higher salary or 
rank.  

Those joining the industry without any official 
educational qualification can opt to attain ICT skills 
through field exposure or on-the-job training. With 
more experience and responsibilities, they would 
have the opportunity to climb up the career ladder.

Here’s the good news: there is an advantage to those 
who are willing to go the extra mile. Professional 
certifications are available for those who are keen to 
grow in the ICT industry. These certificates will be the 
ticket for not only career progression, but also many 
other add-on benefits. However, a majority of these 
certifications, namely the Microsoft Enterprise 
Desktop Support Technician and Certified Cisco 
Network Associate, are product-based rather than 
skills-based.

The country, especially the 
academic and training 
institutions, needs to enhance 
the number and quality of ICT 
graduates particularly in areas 
such as C#, C++ and net 
development, where the 
demand remains at an all-time 
high.

Woon Tai Hai, PIKOM Chairman & 
PIKOM Research Committee Chairman,
ICT Job Market Outlook in Malaysia
April 2012

Software developers are the creative minds that build and develop computer programmes and 
applications from scratch. Some develop applications that allow people to carry out specific tasks on 
different devices. Others develop the underlying systems that operate the devices or control 
networks. Both however are the enablers who help the organisation’s personnel to achieve 
particular goals with software-based solutions. They are the contact persons for technical decisions 
for coding to accomplish tasks.

Another area of specialisation is software testing. Many organisations build their own in-house 
software applications. It is important that the software performs as expected and is of high quality. 
Software testers ensure this objective is met by performing rigorous and focused test on the 
software produced.  This is a fairly new industry in Malaysia and it would be of great advantage for 
newcomers especially Diploma and Degree holders to join this area.

Those with good writing skills and experience with software development can direct their strengths 
into a position as a Business Analyst. This is a critical role where they are required to translate 
business needs into working software. They also act as a conduit between the business units and 
the development team.  

The roles explained above are among the many roles available in ICT specialisation. Tabled below are 
the core ICT specialisation areas, with a description of their roles in supporting an organisation. 

AREA OF SPECIALISATION ROLES

Business Analysis The role of business analysis is to investigate the organisational processes, analyse its shortcomings 
and recommend ways to improve them. Business analysis is a combination of modeling, systemic 
thinking, innovating, communicating, root cause analysis, persuasion and several other analytical skills. 

Application Development Application development translates business requirements into workable programming codes as well 
as maintains and develops programmes for use in organisations. It usually involves writing 
specifications as well as designing, building, testing, implementing and sometimes supporting 
applications using programming languages and development tools.

Configuration Management The role of configuration management is to identify, organise, control, and manage changes to the 
hardware and software in an IT environment. This ensures consistency in the environment and the 
ability to track any issues related to changes in hardware or software.

Software Testing Software testing ensures that the software developed meets its intended objective within a set 
quality benchmark 

Project Management Project management ensures that all ICT related projects are delivered on time and within the budget. 
It also ensures that the project delivers the expected outcome and realises value for all parties concerned. 

Network Management The role of network management is to operate, administer and maintain the organisation’s computer 
networks.  It covers a wide area, which includes security, performance and reliability.

Business Intelligence The role of business intelligence is to analyse business operations and produce information to help 
business users understand, improve and optimise business operations. This information may be 
produced by analysing and reporting the data stored in a data warehouse. A data warehouse provides 
the service of gathering data from various sources and integrates it into a single data location.

ICT Security The role of ICT Security is to protect the confidentiality and integrity of processed data, ensure 
availability of the system and data, be accountable for all transactions processed, and assure that the 
system will continue to perform its designed goals.

Table 1 Areas of Specialisation for ICT



CHAPTER 5: CAREER REQUIREMENTS

CHAPTER 6: JOB DESCRIPTION

TITLE JOB DESCRIPTION QUALIFICATION SKILLS REQUIRED

Systems 
Analyst

Senior
Solution
Architect

Defines and scopes the system 
requirements.

Identifies solution from an IT perspective.

Verifies that the solution meets the 
requirements.

Diploma or Bachelor’s 
degree in either one of 
the following or 
equivalent:

- Computer Science
- Information
 Technology (IT)

Diploma or Bachelor’s 
degree in either one of 
the following or 
equivalent:

- Computer Science
- IT
- Any engineering     
 discipline

Diploma or Degree in 
either one of the 
following or equivalent:

- Computer Science
- IT
- Any engineering
 discipline

Provides in-house technical expertise to 
sales teams and project teams.

Liaises with project teams in the rolling 
out of solutions.

Designs and recommends relevant 
architecture to meet clients’ needs or
solve their application problems.

Leads a team of engineers.

Diploma or Bachelor’s 
degree in either one of 
the following or 
equivalent:

- Computer Science
- IT
- Any engineering  
 discipline

Master’s degree is highly 
desirable.

Detailed knowledge of common 
software framework.

In-depth technical knowledge of 
programming platforms.

Have knowledge of design 
patterns that are most 

Project
Manager

Plans, directs & executes project 
management activities for a software 
project.

Monitors progress against schedule & 
project budget.

Allocates or assists in the allocation of 
appropriate resources to deliver project 
results.

Diploma or Bachelor’s 
degree in either one of the 
following or equivalent:

- Computer Science
-  IT
-  Any engineering     
discipline

Project Management 
Professional (PMP) 
certification is highly 
sought after.

Strong interpersonal and 
communication skills with good 
communication ability.

Basic technical knowledge to 
understand the project delivery 
target.

Good leadership skills.

Database
Administrator

Creates and develops database.

Performs database maintenance.

Diploma or Bachelor’s 
degree in either one of the 
following or equivalent:

- Computer Science
- IT

In-depth knowledge of SQL 
language in any relational 
database platform.

Knowledge of the operating 
system.

SAP Consultant Gathers user requirements from 
stakeholders.

Implements SAP solutions.

Diploma or Bachelor’s 
degree in either one of the 
following or equivalent:

-Computer Science
-IT
- Accounting

In-depth knowledge of SAP and 
SAP modules.

Attained SAP certification.

Software
Engineer

Develops and tests software according to 
requirements.

Good skills in any programming
language.

Understanding of object oriented 
concepts.

Ability to transform technical 
designs into working software.

Knowledge of business 
requirements analysis techniques.

Knowledge of object-oriented 
analysis and design.

Ability to translate functional
specifications into technical design
documents as required.

Quality
Assurance
Specialist

Implements, maintains and enhances test 
plans, test scripts, and test 
methodologies.

Ensures thorough testing of all software 
systems before delivery/deployment.

Understanding of testing 
methodologies and techniques.

Broad knowledge of common 
software framework.

Analytical and gives attention to
details.

There are important distinguishing skills that an ICT employee must have. Developing these skills 
can make one highly employable. Listed are only a few ways to position oneself to reap the rewards 
regardless of the industry challenges ahead.

Attitude
The first aspect employers look out for in hiring a talent is a positive attitude.  ICT is an evolving 
industry and an employee has to be constantly updated with the latest knowledge in order to 
progress.  Thus, one must be able to constantly learn new things and apply it to their job positions 
when necessary.  The inability to dynamically grow and resisting change would hinder the growth 
of any ICT enthusiast who wishes to succeed in this career path.

Communication Skills
As in other industries, those working in ICT should also possess good communication skills. This is 
especially critical when working in Multinational Corporations (MNCs). This work arrangement 
requires strong English language skills, the ability to listen and the patience to give step-by-step 
instructions. Besides that, one must be pleasant and a good team player.

Analytical
The ability to be analytical is an essential skill. When a person begins their career in ICT, the norm 
is to work on fundamental levels first such as being involved in programming or drawing the basic 
characters of an animation movie. But as one becomes more skilled and experienced, one will 
develop the capacity needed to perform more complex tasks such as architecting software or 
developing a new office network. 

Patience
ICT professionals are also known to have a great level of patience, especially when working under 
tight deadlines. They are able to keep calm and concentrate on the task at hand. Attention to details 
and observing diligence in work is the hallmark of a respected ICT professional.   

Creativity
Creativity is also something that can be of great help to troubleshoot and unravel difficult issues.  It 
is also much needed when developing new ICT solutions for the organisation.  

There are many opportunities in the ICT sector, reflecting the current demand for talents by employ-
ers in an encouraging economic climate. Here is a list of the current available positions in the 
market:

Table 2 ICT Job Description
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CHAPTER 7: CAREER TRANSITION

The ICT industry is an industry that recognises 
skills as much as they value academic 
credentials. People such as Bill Gates and Steve 
Jobs, who built billion-dollar companies without 
a college degree, but skills and strong will, have 
proven that this fact is true.  

However, if you are interested to join the ICT 
industry from a different and completely 
unrelated industry such as education or 
manufacturing, you may want to get yourself 
familiar with the everyday computing devices. 
For example, you need to be familiar in 
navigating the Windows operating system and 
also be able to use Microsoft Word and the 
likes. This will help you acquaint yourself with 
the norm when working in an ICT environment 
where you are expected to be familiar with the 
basics. 

If you are eyeing for technical positions such as 
the Software Developer or Network Engineer, 
then you must be able to understand 
programming and reading network diagrams. 
This requires initiative on your part to learn 
relevant technical terms at your own time.

The same requirements apply for those from 
the ICT industry who intend to move to other 
industries, while still assuming similar roles. 
Understanding the roles and requirements in 
the new industry are a must in order to convince 
others that you are able to perform the role as 
required. Moving to a different role would 
generally be easier if it is within the same 
organisation; such as moving from a technical 
writer position to a system analyst.  The 
familiarity with the working environment and 
job expectations makes the transition smoother.  

There is also the possibility of moving into the 
same role but in a different organisation. If you 
are a systems analyst from the banking industry 
who would like to work in an oil and gas 
company, it is possible to do so within the ICT 
sector. You only need to be familiar with the 
industry’s terminologies and internal operations.  
It would be good to study the new industry 
before finding opportunities so that there would 
be a higher chance of getting the job.

Transferring out of ICT
As much working in ICT within the industry 
itself is exciting, there are those who yearn for 
challenges outside of the ICT core. The acquired 
skills are highly in demand and relevant for 
employment in other industries such as banking 
& finance, oil & gas, tourism and many more. 
Most of the time, being ICT savvy is a unique 
advantage.

Those in the ICT field would at the very least, be 
able to use computer-based technologies to 
manipulate, create, store and retrieve informa-
tion to express ideas and communicate with 
others. This includes the usage of word 
processing, spreadsheets, multimedia and 
graphic tools.

Another skill that is valuable is the ability the use 
computer-based technologies to locate, access, 
evaluate, store and retrieve information to 
express ideas and communicate with others. 
This includes using the Internet and also 
communicating through email.

The abovementioned skills are often considered 
a prerequisite in order to join other sectors such 
as finance and also education. Other valuable 
ICT skills include the ability to:

• Draw, analyse and critically evaluate
 information.
• Cope with rapid changes in technology.
• Interpret, use and evaluate data.
• Put together reasoned arguments and  
 question assumptions.
• Be effective communicators and able to  
 work in a team.
• Understand the principles, concepts and  
 techniques associated with the technology  
 of computers.
• Manage time, learn independently and take  
 on responsibilities.

TITLE JOB DESCRIPTION QUALIFICATION SKILLS REQUIRED

ETL Developer

BI Consultant

Creates and develops complex ETL scripts. Diploma or Bachelor’s 
degree in either one of 
the following or 
equivalent:

- Computer Science
 -IT

Diploma or Bachelor’s 
degree in either one of 
the following or 
equivalent:

- Any engineering   
 discipline
- Any science discipline

Bachelor’s degree in 
either one of the 
following or equivalent:

- Computer Science
- IT
- Any engineering     
 discipline

Analyses existing data.

Extracts and develops new combinations 
of data reporting.

Verifies that the new data reports match 
the requirements.

Call Centre
Supervisor

Works with team members to achieve 
targets and maintain service levels.

Resolves customer issues within the call 
centre team or channel them to relevant 
departments’ attention.

Diploma or Bachelor’s 
degree in either one of 
the following or 
equivalent:

- Any engineering  
 discipline
- Any science discipline
- Any arts discipline

Strong interpersonal and 
communication skills.

Basic technical knowledge to 
understand the delivery target.

Good leadership skills.

Technical
Writer

Writes and edits complex technical 
publications that require coordination with 
multiple subject matter experts.

Degree in either one of 
the following or 
equivalent:

- Computer Science
- IT

Good writing skills.

Strong technical IT background.

Knowledge of software framework.

Helpdesk
Tech Support

Troubleshoots and resolves customer’s 
technical issues.

Updates database with customer details for 
each assignment.

Escalates technical issues to more senior 
level support staff.

Diploma or Bachelor’s 
degree in either one of 
the following or 
equivalent:

- Any engineering  
 discipline
- Any science discipline 
- Any arts discipline
 

Good communication skills.

Basic technical IT knowledge.

Knowledge of relational database.

Understanding of data warehouse 
and business intelligence 
technologies.

Those with good analytical and 
problem-solving skills are most 
recommended for the job.

Business
Consultant

Defines and analyses business areas and 
processes.

Redesigns business processes to be more 
efficient.

Verifies the solution with stakeholders.

Understanding of mapping 
business processes and IT System 
requirements.

Understanding of business 
requirements capture and analysis.

Knowledge of the processes 
within the industry.

Facilitative skills to bring multiple 
groups together to scope the 
project and obtain a consensus.

Understanding of OLAP technology.

Familiar with the data modeling 
tools.

Experienced in data manipulation 
techniques.

It is pertinent to note that the overall average monthly salaries of ICT 
professionals for 2011 was RM6,280, registering an increase of 11.7% from 

RM5,626 the previous year. In terms of increments, we noted that ICT 
professionals with software development skills registered a significant pay 

raise of up to 19% in 2011 due to an increase in demand.
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CHAPTER 8:  CAREER PATH 
Possible career progression
Planning your career involves more than just identifying a specific job you might be interested in. 
Establishing a progression plan will help you map out your career successfully. A career 
progression plan also involves establishing contacts with people who can guide you. Everyone, 
from college graduates to mid-career professionals looking to change jobs, can benefit from a 
progression plan.

Here we explore the career progression possible in ICT from the bottom up. Personal qualities and 
strengths differ from one person to another, so it will result in different journeys to the top.

Qualifications differ between the entry, middle and expert levels. It is advisable to attain the 
relevant qualifications in order to progress. One of the key differences between the entry-level 
positions and both middle and expert levels is that the former focuses on exceptional technical 
skills while the latter requires strong people and project management skills. 

The ICT career streams diagram below highlights the key roles offered within an ICT career. The 
streams include a variety of roles depending on qualifications and experience.  Higher levels of 
qualifications may be required to progress further within a stream. Within each of the four 
streams identified, the roles are listed alphabetically but it is not necessary to work through each 
role to progress.  Changing roles within an ICT career stream is also part of a normal career 
progression within this industry.  

CAREER GROWTH AND DEVELOPMENT - ICT

QUALIFICATION

Skills

Competencies Competencies

• Programming
• Networking

• Analytical Thinking
• Database/Information
 Design and 
 Management
• Application
 Development/Support
 and Maintenance
• Business Analysis
• Writing Skills

• Decision Making
• Information Management
• Relationship Building
• Communication Skills
• ICT Architecture

IT
Technician

Team Leader

Programmer

Software
Developer

Software Development
Manager

Project
Manager

ICT Manager

Chief
Technology
Officer

Chief
Information
Officer

QUALIFICATION

Skills

Competencies

Skills• Vendor Management
• Project Management 
• Business Analysis

• Creativity and
 Innovation
• Product/
 Intellectual
 Property
 Management
• Strategic and
 Organisational
 ICT Leadership

• Financial
 Management
• Change
 Management
• Risk 
 Management

DIPLOMA/
BACHELOR’S DEGREE

QUALIFICATION

ENTRY LEVEL (0-5 YEARS’ EXPERIENCE) MEDIUM (6-12 YEARS’ EXPERIENCE) EXPERT (13 YEARS AND ABOVE)

* The final column reflects the accumulated skills that are honed, expanded and enhanced from previous work levels.
**The above is a generic representation of a career progression in ICT. It is by no means a set in stone blueprint.
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ICT CAREER STREAMS

Source: The Queensland Government Chief Information Office, 2009
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CHAPTER 9: COMPANY LISTING

CHAPTER 10: ASSOCIATIONS AND PROFESSIONAL BODIES

The ICT world in Malaysia is a competitive one. Many world-class ICT organisations have 
established their base on our local shores and are currently doing great businesses. Many local 
companies are also competing with these established players, aiming to be world leaders in their 
own right. What is certain is that all these companies are constantly on the lookout for great 
talents. Here are some of the major IT employers in the country.

• Shell IT
• Dell
• Maxis
• Mahindra Satyam
• HP
• AIG Global Services
• Jobstreet
• Accenture
• Astro
• TM

There are professional bodies and association within the Malaysian ICT sector. Many of them are 
established to assist in the growth of ICT professionals. Listed here are some of the more 
prominent ICT professional bodies and associations.

• PIKOM (The National ICT Association of Malaysia)
• OM (Outsourcing Malaysia)
• Malaysian Software Testing Board (MSTB)
• Institute of Engineers Malaysia (IEM)
• Malaysian IT Society (MITS)
• Malaysian Society for Engineering and Technology (MySET)
• Malaysian National Computer Confederation (MNCC)

The future of the ICT sector is looking bright. According to the ICT Job Market Outlook in Malaysia 
(April 2012 edition), PIKOM is optimistic for the sustained growth of the Malaysian economy at no 
less than a rate of 5% in 2011.  In addition, contemporary ICT is projected to play a functional role 
in ensuring that all policy led transformation initiatives are implemented efficiently and effectively. 
The Digital Transformation Programme (DTP) initiatives, for example, are pure ICT projects aimed 
at providing transformational changes in five broadly categorised domain areas:

CHAPTER 11: FUTURE OUTLOOK OF ICT

It is also envisaged that the successful implementation of the Government strategic programmes 
can increase the contribution of the ICT sector from its current level of 9.8% of the Gross National 
Income (GNI) to 17% or over RM294 billion by 2020.  Of this target, RM75 billion is projected to 
come from DTP.

However, as much as ICT has significantly influenced the modern world, there are still unchartered 
waters open to creativity, innovation and entirely new ways of working, interacting and learning 
across many industries and sectors. This is evident by the following future observations:

•  a rise in mobile smart devices and systems.
•  advances in computational systems such as sensors and processing power.
•  new multimedia technology.
•  the continuing evolution of social media.
•  and a globally connected world.

The development of new goods and services is expected to drive demands from businesses, 
households and governments while replacement ICT investments, further boosting continuous 
demands. Much of the growth comes from efficiencies gained from the global restructure of 
research, development and production to provide new and improved ICT products and services to 
new and expanding markets. Additional ICT growth is expected to come from ‘green growth’ 
through smart applications in buildings, transport, energy, and production that will translate into 
demands for customised applications.

In Malaysia, with increasing broadband penetration (currently at 60%) and cloud computing gaining 
popularity in the workplace, it looks like the local ICT market has a promising future. Expansion in 
online sales activities and e-commerce, a 60% achievement in broadband penetration in 2010, a 
large pool of Internet users across geography and demography, proliferation in Internet and mobile 
banking, critical mass in technology-savvy XY population and introduction of state-of-the-art 
technology as well as a paradigm shift in the mindset of the population creates the necessary boost 
to local ICT growth. 

 source: ICT Job Market Outlook, 2012

External factors, specifically IT spending in China and India which are projected to register at 15% 
and 16% respectively, is bound to benefit Malaysia.  The US and Japanese IT markets are also 
rebounding to at least 5% growth and are likely to impact positively on the Malaysian IT sector. 
Based on these factors, PIKOM has predicted that IT spending in Malaysia would bring double digit 
growth of at least 12% in 2012, despite global IT spending forecasted to dip to a 5% growth rate 
for 2012, down from 5.7% in 2011 at USD1.6 trillion, as per IDC projections.

source: ICT Job Market Outlook, 2012

Finally, as ICT merges with sector-specific technologies across the economy, they produce “hybrid 
jobs”. The expectation is that the younger generation will show more interest in opportunities that 
require their creativity and intuition, for example, in software application design. Their future is 
particularly promising in bioengineering, power grid informatics, digital media, and social and mobile 
applications. These are interesting, fun, creative and social integrated hybrid jobs that combine ICT 
with businesses of every imaginable field.

DEGREE/
MASTER’S DEGREE

(i)   technological, 
(ii)  economic, 
(iii) social, 
(iv) governance and 
(v)  environmental dimensions. 

source: ICT Job Market Outlook, 2012
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