CAN MALAYSIA TRANSITION TOWARDS
REMOTE WORKING AFTER THE PANDEMIC?
The current physical distancing measures, experienced in varying degrees around the world, is widely
unprecedented. Especially for Gen X’s and people from subsequent generations, there has not been a
situation where international travel restrictions, nationwide lockdowns, curfews, emergencies and a
medical system stretched to an extreme have occurred relatively homogeneously across the world.
As a result, the transnational, shared experiences of being confined to the borders of our homes
presents valuable data points to researchers, and for us, valuable time to reflect. For a considerable
segment of the population, the functions of work are simply translated remotely to the surroundings of
home.
For some people, work from home (WFH) has amounted to an increase in the total time spent delivering
the same results. Simple information that could previously be obtained by merely walking over to the
desk of a colleague, now is sent via email or through a scheduled Zoom or Microsoft Teams call.
Compounded emails and calls have resulted in an extensively packed schedule which leaves lesser time
for daily tasks at hand. In a recent study by Ipsos, it was found that 65% of Malaysians are claiming to be
working from home, compared with 52% of the global average. The survey also noted that Malaysians
were found to have the highest anxiety levels across the countries that were surveyed .
On the other hand, many Malaysians have shared positive WFH experiences. Having a greater autonomy
to plan a work day has resulted in some to excel in time management, with the extra time spent tending
to family or household needs, or to pick up new hobbies, interests or skills.
The illusion that more working hours yields greater output needs to be dispelled. In Norway, corporate
employees are only expected to work only 27 hours a week. Despite the reduced working hours, they
have ranked as the second most productive society in the world.

“Thanks to COVID-19, the workforce in Malaysia and around the world was abruptly thrust into a global
experiment on remote working,” said KPMG Malaysia’s Head of Advisory, Chan Siew Mei. “The learning
curve has been steep, not just for the employees but also for business leaders as they scrambled to set
up the necessary infrastructure and provide the required training and support to keep disruptions to
operations at a minimum during the MCO.”
However, for respondents who said they hope the WFH arrangement will end after the MCO, network
issues, communication barriers and lack of technology readiness were the main challenges.
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THE FUTURE OF REMOTE WORKING IN MALAYSIA
A study done by the UNDP Accelerator lab in Malaysia found that 83% of employers said they plan to
adopt some form of WFH practice moving forward. However the findings also emphasize the importance
of questioning how inclusive a transition to remote working would be in Malaysia.
According to the study, low income employees, gig workers and self employed individuals were more
vulnerable to income loss even while working from home. Low and middle income employees within
these groups with children have the least capacity to reduce expenses during an uncertain economic
landscape.
In terms of gender imbalance with remote working, the study found that women between ages of 35-44,
experienced more difficulty in juggling domestic responsibilities than men, reflecting the higher domestic
burden borne by women even without a WFH situation. Nevertheless, women who were caregivers
reported improvements in their quality of life while staying productive.
A smooth transition to remote working must be met with strategic policies and enhanced digital
infrastructure to ensure the transition doesn’t hurt the most vulnerable groups.
Some examples of support that has been provided by the Malaysian government so far includes working
with telcos to provide free data for students and workers and providing incentives to employers for
Flexible Work Arrangements.
Culturally, the concerns of ‘leaving for work’ and ‘living at work’ morphing into one borderless arrangement
exists, especially for employees. Clear guidelines detailing specific working hours and expectations combined
with an honest channel of communication with employees to understand their needs and concerns with WFH,
will help companies implement successful remote working options.

PREPARING FOR REMOTE WORKING EMPLOYMENT
For job seekers in this current environment, starting a new job is very likely to happen from their own
homes. Adapting to the expectations of a new role without having in-person interactions with other
colleagues and bosses would be challenging.
At Aisling, we help employers and employees to face these challenges with our professional development
strategy which includes employability programs, leadership, coaching, HR certification and personalised
professional development curated for different companies.
To avoid limited accessibility, we use tech based learning options that blend face to face, virtual and
micro learning through a management system.
From our applicant tracking systems which includes video interviews and virtual interviews to our
learning platforms which includes a microlearning management system as well as virtual platforms for
our e-classroom trainings and our evaluations and assessments that are conducted 100% online, our
strategy of incorporating technology platforms to engage with talents and clients differently is one of the
values we bring to the table.
Our approach in delivering our solutions has evolved to ensure that we remain relevant to the manner of
which we engage with our talents and clients.
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TALENT DEVELOPMENT
Aisling Professional Development is a HRDF certified training provider; with in-house HRDF certified trainers
and access to a network of industry practitioners across various fields, we successfully provide comprehensive
programs curated specifically to address our customer needs.
We apply a blended learning approach which includes face to face, virtual and microlearning to ensure a high
level of engagement.
Our area of expertise includes:
Assessment & Personality Profiling | Employability | HR Certification & Development |
Leadership | Executive Coaching |
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