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	Module Learning Outcomes  (from module syllabus) 

	 
· Recognise and evaluate the complexities involved in leading people in organisations and the practical application of leadership theory and principles.  
 
· Critically evaluate the design, and implementation of strategies which are focused on enhancing the effectiveness of people, as both employees and leaders, in order to meet current and future organisational needs. 
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1.0		Introduction to PROTON

In a similar fashion, another division has been established, known as Perusahaan Otomobil Nasional Sdn. (PROTON). National Automotive Company of Malaysia (NMC), better known as Bhd., is a car company found in Malaysia in 1983. In an industry which is undergoing very rapid technology changes, PROTON relies greatly on its skilled workforce comprising engineers, technical specialists, managers and young professionals. Developing an EV workforce and advanced manufacturing and digital skills has become even more critical as a result of the transformation of the EV industry. The need for a skilled workforce that can meet evolving industry needs has grown more urgent due to the change in the EV industry. Thus, recruitment, the management of talent, training and development are now part of PROTON's people strategy. From PROTON's own words, it strives to cultivate its employees through opportunities, a high performance culture and PROTON TARI (teamwork, achiever, respect and integrity) values (PROTON, 2026). 

PROTON's approach to people is especially dedicated to nurturing Malaysian talent and at the same time importing external skills as needed. This is crucial for the automotive industry as technical expertise and employees who are technology-adaptable are both needed. PROTON states that it had employed over 3,000 staff over the past 4-5 years and had also been developing its internal career progression and promotion (PROTON, 2024a). As a result, the company's strategy is less focused on recruiting only external talent, but also cultivates their internal talent.






2.0		PROTON Recruitment and Talent Management

It turns out PROTON has several strategies to draw and engage potential workers. The PROTON Young Talent (PYT) Programme is one of the crucial initiatives launched in 2018, designed for recruitment and development of high-potential young graduates. The programme aims to be a fast track development programme and introduce the participants to various aspects of the organisation. According to the career information of PROTON, onboarding, classroom training, job attachment, projects, coaching, performance review, and a 5-year career path framework are included in PYT. 

This is an example of how PROTON thinks of recruiting as more than just filling jobs. On the contrary, recruitment is linked to longer term talent management. CIPD (2025) defines talent management as the attraction, identification, development, engagement, retention and deployment of individuals as organisations' assets.  This is a characteristic of PROTON's PYT programme as graduates are not only recruited and placed into a permanent role. They get exposure to various functions in advance of their position development.

The recruitment has also gone beyond the traditional approach. PROTON was responsible for hosting a Business Case Study Challenge with nearly 300 University students in 2024. Conditional offers to participate in the PYT programme (PROTON, 2024b) might be extended to high performing participants.  In this process, PROTON will be able to see the candidate's problem solving skills, team working skills, analytical and presentation skills before he/she is hired. As a result, the organisation will be able to determine candidates according to skills that apply to business situations, also academic qualifications.



In addition, to adapt to automotive industry changes, PROTON has boosted its recruitment efforts. In 2025, the company initiated a recruitment campaign in collaboration with institutions like SOCSO and ADTEC to reach out to job seekers and nurturing automotive skills (PROTON, 2025a).  This is important as the automotive workforce of the future needs to be equipped with skills in the areas of electrification, digitisation and advanced manufacturing.

Another example of how effective PROTON has proven in talent management is the focus on development internally. In 2024, PROTON planned to hire about 10% – 20% of the staff in its recruitment initiatives at various levels, via internal promotions (PROTON, 2024a).  This can help with employee retention as they'll be able to see how they have the potential to rise within the organisation. The CIPD (2025) also states that career development, succession planning and opportunities for progression may be other key parts of good talent management.


3.0		PROTON Training and Development

Another key component of PROTON's people strategy is training and development. The company has put in a significant effort to the development of its employees, especially in the field of auto technology which is rapidly evolving. According to PROTON, the investment in its training and development programmes since 2022 was over RM9.4 million and the firm provided over 100,000 training hours each year on average (PROTON 2024c). 

The PYT programme is a good example of the training method used by PROTON, which is very structured. The onboarding programmes focus on young employees, and are followed by classroom sessions and visits to the plant, before they are attached to jobs in core areas including manufacturing, engineering and technical functions, commercial activities and HR. Every participant will also have a project coach. The programme then offers a 5-year career development plan to include job rotation, coaching and annual performance assessment (PROTON, 2026). 

Job rotation can be advantageous because it enables staff to learn about the various aspects of the organisation and gives them the opportunity to become not limited to one role. It also can build cross functional knowledge and equip employees for future leadership roles. In addition, as of 2025, PROTON has recruited 311 young people from 27 batches and offered exposure in various fields, including advanced manufacturing, sales and operations (PROTON, 2025b). 

Training is also becoming more and more linked to future automotive technologies. PROTON has formed partnerships and training programmes on EV and advanced automotive technologies. For instance, in 2026, over 50 Malaysian workers had been trained in China to return to Malaysia with advanced manufacturing knowledge under the Advanced Powertrain Factory, a PROTON initiative (PROTON 2026b).  This shows you can learn about international exposure in the context of employee development.

This mirrors the CIPD (2025) position from a human resource point of view that learning and development should link to what the organisation currently and/or future needs in terms of its capability. Learning needs analysis should highlight any skills gaps between the current skills of the employees and those required in the future (CIPD, 2025).  The training strategy is becoming more attuned to the future needs for EVs, digital skills, and advanced manufacturing, as seen in the training focus on PROTON's EVs, its digital skills training, and its advanced manufacturing training.





4.0		Introduction to Toyota

Toyota is a foremost automobile business firm from Japan and worldwide. It has a strong philosophy on people development, continuous improvement and human resources and manufacturing excellence. Toyota's HR philosophy is "Manufacturing is based on developing people. The company recognizes that employees are valuable assets of the organisation, and aims to provide conditions under which employees can face challenges and grow in their careers (Toyota Motor Corporation, 2025). 

In a highly competitive global automotive market facing significant change due to electrification, digital technologies and mobility services, Toyota is well-positioned to meet the challenges ahead. Thus, the people strategy has, over time, prioritised building employees who are flexible to the evolving needs of businesses. Toyota's human resource strategy focuses on three key areas: diversity, growth and contribution (Toyota Motor Corporation, 2025). 

UMW Toyota Motor also supports the development of automotive talents in Malaysia. The Toyota Technical Education Programme (T-TEP), for instance, has been running since 1991 and has created 7,000 and more graduates since then through 25 partner institutions (UMW Toyota Motor 2025).  So Toyota's people strategy is not just about the existing employees, it's a strategy that's designed to build up a larger talent pool for the automotive industry.








5.0		Toyota Recruitment and Talent Management

In the past, Toyota's recruitment program was closely linked to hiring individuals that shared its values and company culture. Toyota's recently published recruitment strategy focuses on the ability of the individual to be proactive, team players and willing to help others (Toyota Motor Corporation, 2025).  This illustrates that along with technical skills, cultural and behavioural fit is also essential.

To meet the new challenges of the labour market, Toyota has also altered its recruitment approach. Toyota's 2025 Integrated Report also showed that the number of recruits during mid-career has risen markedly, to 48% of the number of recruits for positions that are relevant to the company's operations. In addition, Toyota has adopted direct recruitment methods and employee referral programs to tap into external knowledge and expertise (Toyota Motor Corporation, 2025). 



Meanwhile, Toyota is still hiring graduates from a variety of educational disciplines. The company has expanded the opportunities to interact with students from universities, vocational schools and technical colleges. It has also implemented the new course-specific recruitment, which enables students to choose the jobs best suited to their interests and development (Toyota Motor Corporation, 2025). 

This method suggests that Toyota is trying to harmonise internal organisation and external knowledge. Recruiting experienced staff may bring in new skills and perspectives, and graduate recruitment offers a long-lasting source of talent. In the automotive industry, this is especially relevant since the organisations need experienced specialists and employee who are developable based on organisational values.

Toyota Malaysia continues to nurture talents in its technical education programs. UMW Toyota Motor's T-TEP offers real-world experiences and opportunities to prepare students for careers in the automotive industry (UMW Toyota Motor, 2025).  That's an early talent management approach as Toyota is attracting potential employees before they start their first job.


6.0		Toyota Training and Development

The philosophy of the Toyota organisation and the production system is closely linked to the training and development strategy. Toyota's human resource development is grounded in their philosophy, skills and behaviour which are based on Toyota Philosophy, Toyota Production System (TPS), and Toyota Way (Toyota Motor Corporation, 2025).  Thus, training is not restricted to the technical aspects but also includes changes in employees' attitudes and behaviors in solving problems.

In addition, Toyota has a structured leadership development programmes. It offers a Global 21 Programme to improve their skill and knowledge in the area of global executive responsibilities. The programme is run across the world and provides for executive training, whilst regional succession committees are established to recruit and develop future leaders (Toyota Motor Corporation, 2025). 

It's also crucial for Toyota's DCAP cycle, which focuses on taking action, then monitoring outcomes, modifying activities and subsequently planning future actions. This allows for ongoing learning and improvement as employees learn from real life scenarios instead of just in the classroom (Toyota Motor Corporation, 2025). 

The Toyota Skills Contest is also a way Toyota showcases their training activities in Malaysia. Written tests, diagnostic problems and simulations involving service interaction with the customer were among the evaluation items in the 2025 contest. Players that play well can advance to regional Toyota Skills Contests (2025) sponsored by Toyota Motor.  These activities enable workers to apply their technical and customer-service skills in real-life situations.


7.0		Comparative Analysis of Recruitment, Talent Management, and Training and Development 

Both PROTON and Toyota understand that staff is vital to them. Both companies are focused on finding the right candidates, training them and preparing them for the changing landscape in the automotive industry.

7.1		 Recruitment and Talent Management

One of the key initiatives of PROTON is the emphasis on young Malaysian talent through programmes like the PROTON Young Talent (PYT) Programme. Job rotations, Projects, coaching and career development opportunities (PROTON, 2026) are offered for graduates. PROTON also collaborates with the universities to recognize the talents of the students. (PROTON, 2024b)

Toyota hires both graduates and experienced workers. The company can hire employees with various skills and experience (Toyota Motor Corporation, 2025) during the mid-career stage. Hence PROTON concentrates on nurturing young talents from the local while Toyota merges young and experienced talents.

7.2		Training and Development

Both companies offer training to enhance technical and professional skills of employees. PROTON classroom learning, job rotations and coaching, and its focus on new automotive technologies like electric vehicles and advanced manufacturing (PROTON, 2024c; PROTON, 2026).

Training is based on the Toyota Production System (TPS), Toyota Way and continuous improvement. Practical training, coaching and leadership development are also provided to employees (Toyota Motor Corporation, 2025).

In general, PROTON emphasizes on training the future automotive skills in Malaysia, whereas Toyota emphasizes on continuous improvement, leadership, and its global management system.




7.3		Overall Comparison

Both companies link recruitment, talent management, training and career development. The difference is that PROTON is mainly nurturing young talents in Malaysia and Toyota is focused on recruitment of graduates alongside experienced employees, and global development. These strategies assist both organisations to train and educate their employees for the business' present and future requirements.




8.0		Conclusion

Finally, both PROTON and Toyota are serious about recruitment, talent management, training and development. Toyota is more involved with ongoing improvements, seasoned talent and leadership development, while PROTON is more oriented towards cultivating young talent and training employees for the new automotive technologies. Overall, these HR practices are used by both companies to develop skilled employees and support them in the future growth in the automotive industry.

In addition, both companies realize the significance of developing their employees to meet changing requirements in the automotive sector. Through appropriate training, career development and talent management initiatives, PROTON and Toyota can enhance employee capabilities, help to achieve corporate objectives and stay competitive in the future.

Moreover, with a well-poised and motivated workforce, both businesses can do the same by effective recruiting and development initiatives. Giving employees the chance to learn new skills and improve their career could also help to boost job performance and help them retain workers. This is particularly relevant in the current context of digitalisation in the automotive sector, electric vehicles and advanced technologies. Hence, there is a need for continuous development of PROTON and Toyota HR practices to cater to future industry needs.
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