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 

Abstract: The trend of Industrial Revolution 4.0 (IR 4.0) has 

been emerged since the year of 2011 by German government. In 

this IR 4.0 era, automatization is emphasized in the particular 

industry. With the invention of high technologies on machines in 

organizations, the practices and business models of organizations 

would be impacted. The human resource practitioners might be 

facing several challenges in organizations, such as lacking of 

skilled workforce in managing the high-technology machines, as 

well as the employees’ retention in this fast changing working 

environment. The human resource officers need to ensure that the 

employees are equipped with the updated knowledge and skills in 

order to operate the machines. Besides, human resource 

development is also playing a vital role in IR 4.0. Effective human 

resource practices could improve the working environment in the 

era of IR 4.0 by promoting the creativity of employees. Therefore, 

it could be seen that, in human resource aspects, human resource 

practices are concerned in organizations in order to match with 

the trend of IR 4.0. However, there is a lacking of discussion on 

the aspect of human resource practices, where most of the studies 

discussed on the technologies aspect of IR 4.0. Hence, this paper 

intends to discuss the human resource practices that could assist 

organizations in achieving the goal of IR 4.0. 
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I. INTRODUCTION 

The trend of Industry 4.0 has been started since the year 

2011 at Hannover Fair in German, where it has been gaining 

much attention from scholars [1]. Although Industry 4.0 was 

emerged from German government, it has internationally 

become a motivation and guidance for other countries’ 

manufacturing industry [2]. Instead of the term ―Industry 

4.0‖, the term of ―Industrial Revolution 4.0‖ is more familiar 

in literature because the term has been commonly used among 

the countries and industries [3]. In order to implement the 

concept of IR 4.0, there are six philosophies to be followed, 

namely Decentralization, Modularity, Service Orientation, 

Interoperability, Real-time Capability, and Virtualization [4]. 

The key objective of IR 4.0 is to enhance the efficiency and 

effectiveness of operation by instilling the technology of 

automation [5]. It is also known as the era where the 

technology of automation and strong data encryption are used 
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in manufacturing sector [6]. With the help of high technology 

in automation and machinery, it was believed that the 

productivity and efficiency of industry will be boosted to a 

higher level [7]. The high technology that was invented in IR 

4.0 allows the machines and human to collaborate and 

cooperate in manufacturing products in particular industry 

[8]. The implementation of these new technologies is essential 

in IR 4.0 in order to produce an intelligent environment in 

industrial area, where the industry could exchange their 

information and regulate their operations through a smarter as 

well as quicker way [9]. By interacting the artificial 

intelligence (AI) of machines and human, German 

government believed that future manufacturing industry 

would become excellent by making use of Internet of Things 

(IoT) in IR 4.0 [10]. The implementation of the new 

technologies affects several parties, such as the employees 

who operate the daily operation in the industry, as well as 

affecting the organization [11]. 

Many scholars have been discussing the emergence of IR 

4.0 on technologies aspects, however, there is a lacking of the 

discussion on Human Resource (HR) practices in IR 4.0 [12]. 

HR practices are known as one of the vital aspects in IR 4.0 

[13]. It was stated that the issues of HR practices have become 

one of the hindrances that impede the digitalization of IR 4.0, 

which in turn affecting the performance and effectiveness of 

industries [14]. The qualification of employees has become 

complicated, hence it is essential for HR to know how to 

appraise the competencies of employees [15]. To reach the 

goal of IR 4.0, Asian countries have been taking initiatives to 

improve HR. For example, the government of Korea planned 

to nurture HR as well as to enhance HR’s creativity through 

education [3]. Besides Korea, China has also taken initiative 

in enhancing their workers’ competencies in order to 

overcome the insufficiency of skilled employees in the aspect 

of information technology [16]. Although IR 4.0 involves 

most of the automation of technologies, the process of 

operation is still relying on human, especially human’s 

judgement and valued experiences in decision making 

process [17]. This is agreed by the experts of industries, 

where 60.2% respondents of an empirical study mentioned 

that human is still playing vital role in IR 4.0 [18]. The 

competencies of workers are one of the foundations in order 

to be successful in this era [19]. Below is the illustration of the 

integration between human, technology and organization in 

IR 4.0. 
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Fig. 1. The illustration of the integration between human, 

technology and organization in IR 4.0 [20] 

Due to the emergence of IR 4.0, it was expected that HR 

management should adapt to the changes [21]. HR scholars 

had been proposing that the companies should have planned 

together with HR department to overcome the shortage of 

skilled employees in achieving IR 4.0 [22]. Due to the 

uncertainties of IR 4.0, the HR practitioners have been 

worried and put attention on how to recruit, to develop, and to 

retain the skilled employees [23]. The digitalization of HR 

practices is believed that it could boost the overall efficiency 

of HR team, as well as reducing the size of the team [24]. The 

HR in IR 4.0 should focus on automation, as well as the 

interoperability and flexibility in new practices [25]. Smart 

HR (SHR) 4.0 is one of the efforts to achieve IR 4.0 where the 

functions of HR are digitalized, such as the process of 

recruitment, training and development, reward system, and 

knowledge management [26]. SHR 4.0 involves high 

technologies, such as AI, IoT, and Big Data Analytics in HR 

practices [27]. As the complexity of tasks is increasing, 

companies might face challenges in obtaining qualified and 

skilled workers to operate high technology machines [28]. 

Scholars had been categorized the competencies of 

employees, such as literacies (languages), problem-solving, 

creativity, critical thinking, as well as the quality of characters 

[29]. To conclude, a well-planned HR practices should be 

instilled in IR 4.0 to enhance the competitiveness of 

employees by emphasizing on employees’ development as 

well as the knowledge management that can improve 

organizations’ sustainability [30]. Therefore, this paper 

intends to discuss the HR practices that could provide a 

positive workplace’s climate which can achieve IR 4.0 

effectively. 

II. HUMAN RESOURCE (HR) PRACTICES IN IR 4.0 

In this competitive IR 4.0 era, HR practices play essential 

roles in organizations because a suitable approach of HR 

practices could assist organizations to reach the objectives of 

IR 4.0 effectively [31]. This section discussed the role of HR 

practices in IR 4.0. The first practice is knowledge 

management (KM). An effective KM is crucial in HR 

practices because KM can boost up employees’ innovation 

and the convenience of learning [32]. KM is about obtaining, 

organizing, processing, re-utilizing, and transferring 

knowledge among employees, as well as making knowledge 

available to all organizations’ members [22]. Besides, KM 

also assists in employees’ development of competency [33]. 

Although there is machinery assistance in IR 4.0, the KM 

practices 4.0 is still immature [34]. To increase the 

innovativeness and long term competitiveness of employees, 

it is important for organizations to improve the process of KM 

[35]. HR practitioners could adopt KM 4.0, where KM 4.0 

focuses on information accuracy, relevancy, value of content, 

as well as retrieving knowledge in real time without any delay 

[36]. By doing this, the higher the sustainability of KM in HR 

practices, the stronger the ability of organizations in adapting 

the changes of IR 4.0 [37]. 

The second practice is HR policy making. In order to have 

good quality of policy in HR development, HR should have 

matured HRM practices with the assistance of external 

sources [22]. It is encouraged that HR should be open to 

external sources of knowledge in policy making because the 

source of knowledge could be suitable for new procedures 

that are essential for IR 4.0 [38]. It was believed that the 

digitalization of HR 4.0 could be successfully launched if HR 

collaborates with professional academic training by 

combining the knowledge [25]. The exchanged information 

between industries and universities could be a vital element in 

IR 4.0, as well as HR 4.0 [39]. When the policy of HR 4.0 is 

matched with the syllabuses of universities or vice versa, it 

could help to develop competitive human capabilities for IR 

4.0 through training and universities’ programs [40]. By 

having collaboration between industry and institutes of 

education, the HR policy maker could tailor a set of new 

competencies with the institutes in order to have skilled 

human capital in future to handle IR 4.0 [41]. Besides, HR 

practitioners are also encouraged to work with Education 4.0, 

where Education 4.0 integrates the real working information 

into curriculum [42]. Through this effort, the knowledge of 

new HR 4.0 practices will be included in universities 

teaching, which in turn, preparing a pool of talented future 

workers [43]. 

The third practice is training. Training is known as the key 

HR practice that could overcome the uncertainties of IR 4.0 

[44]. In uncertain working environment, trained employees 

will be able to adapt the frequent changes of working 

characteristics in IR 4.0 [22]. The innovativeness of 

employees are important to be trained because innovative 

employees tend to be able to work smart, overcome 

uncertainties, and more competitive in IR 4.0 [12]. Besides, 

the training of problem solving competency is also highly 

needed in IR 4.0 [45]. Training is important in HR practices 

4.0 because several outdated positions will be replaced by 

machines and automation that involves high technology, 

where retraining programs are needed [46]. Hence, HR 4.0 is 

suggested to develop the employees because competencies 

and qualities are known as one of the keys to achieve IR 4.0 

[47]. 

The fourth practice is recruiting. Blockchain based HRM 

System (BcHRMS) was proposed to encourage speedy and 

high transparency of recruitment process, where effective 

decision could be made in recruitment [48]. The scholar 

believed that, instilling high technology to recruitment 

process could help HR to avoid overspending on 

unproductive maintenance [49]. For example, the new 

technology provides double layered of encryption security to 

protect HR recruitment 

information, as compared to 

single layered security in 
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traditional HR system [48]. HR 4.0 is suggested to practice 

automated process of screening applicants’ resume through 

AI and Big Data, where the technology helps to filter out 

disqualified applicants and to reduce time consuming process 

[26]. Besides AI and Big Data, IoT is another technology that 

could assist recruitment by connecting human, system, and 

machine [50]. IoT assembles and distributes recruitment 

related information through particular system, hence speeding 

up the process of decision making and efficiency of 

recruitment [51]. 

The fifth practice is reward system. Due to the lacking of 

skilled workforce in IR 4.0, it is important for HR to develop 

an effective reward system to retain and to develop existing 

workers, as well as to attract talented new workers [52]. It is 

believed that innovativeness and willingness of learning could 

be boosted through a good reward system in organizations 

[45]. Besides, reward should be adjusted when employees 

have intention to leave companies. The HR officers are 

suggested to adopt SHR 4.0 approach to analyze an individual 

employee’s task performance, tenures, joined events, 

superiors’ ratings, as well as peers’ ratings to predict the rate 

of intention to leave [53]. This technology successfully 

reduced the rate of turnover, as well as helped organizations 

in avoiding high turnover costs [53]. Under the uncertain 

environment in IR 4.0, it is suggested that HR could motivate 

employees by communicating expectations effectively to 

reduce employees’ stress and intention to leave [30]. 

Therefore, either tangible or intangible rewards, skilled 

employees must be rewarded to motivate them and to promote 

creativity among the human capital in IR 4.0. 

The sixth practice is job design. In IR 4.0, the emergence 

of high technologies and machinery could bring impacts and 

challenges to all HR practices, which includes job design 

[52]. The existence of IR 4.0 principles affected job design 

among employees as well as the procedures in organizations 

[54]. It is suggested by scholar that, job design in HR 4.0 

should focus on flexibility and openness due to the continuous 

changes in IR 4.0 [18]. Scholar has raised attention that, job 

design was overlooked in HR 4.0, however, job design is one 

of the most essential elements when IR 4.0 was introduced 

[55]. Effective job design in HR 4.0 practices could be seen 

when organizations successfully transformed their operations 

to automation with new procedures and systems [56]. 

However, job design issue in HR is known as one of the 

factors that could hinder the development of IR 4.0, where 

empowerment is not provided to employees [31]. Therefore, 

it is suggested that job design approaches, such as job 

enrichment should be taken into consideration because a good 

job design in HR 4.0 could help to meet the principles of IR 

4.0 [56]. 

III. CONCLUSION 

To conclude, HR 4.0 practices play significant roles in 

meeting the principles of IR 4.0 at particular industries. 

Effective HR 4.0 practices could enhance the performance of 

organizations by equipping the workforce updated 

competencies. Although past studies have been discussing the 

topic of IR 4.0, there is a dearth of studies that discuss the 

roles of HR 4.0 practices in achieving the goals of IR 4.0. The 

discussion of this paper might be beneficial for HR 

practitioners of industries, where it might serve as a basic 

foundation in comprehending the roles of HR 4.0. Future 

researchers are encouraged to conduct empirical studies to 

examine the effect of HR 4.0 practices on organizational 

performance in IR 4.0. 

REFERENCES 

1. L. Bartevyan, L. Industry 4.0–Summary report. DLG-Expert report, 5, 

2015, pp.1-8. 

2. J. Wan, H. Cai, and K. Zhou. Industrie 4.0: enabling technologies. 

In Proceedings of 2015 international conference on intelligent 

computing and internet of things (pp. 135-140). 2015, January, IEEE. 

3. T. K. Sung. Industry 4.0: a Korea perspective. Technological 

forecasting and social change. 2018 Jul, 132, pp. 40-5. 

4. M. Hermann, T. Pentek, & B. Otto. Design principles for industrie 4.0 

scenarios. In 2016 49th Hawaii international conference on system 

sciences (HICSS) (pp. 3928-3937). 2016 Jan, IEEE. 

5. B. Ślusarczyk. Industry 4.0: are we ready?. Polish Journal of 

Management Studies. 2018, pp. 17. 

6. H. Kagermann, W. Wahlster, & J. Helbig. Recommendations for 

implementing the strategic initiative Industrie 4.0: Final report of the 

Industrie 4.0 Working Group. Forschungsunion: Berlin, Germany. 

2013 Apr. 

7. L. Thames, D. Schaefer. Software-defined cloud manufacturing for 

industry 4.0. Procedia cirp. 2016 Jan, pp. 12-7. 

8. A. Cerika, S. Maksumic. The Effects of New Emerging Technologies 

on Human Resources: Emergence of Industry 4.0, a Necessary Evil? 

(Master's thesis, UniversitetetiAgder; University of Agder), 2017.  

9. S. Weyer, M. Schmitt, M. Ohmer, D. Gorecky. Towards Industry 

4.0-Standardization as the crucial challenge for highly modular, 

multi-vendor production systems. Ifac-Papers online. Vol. 48 (3), 

2015 Jan, pp. 579-84. 

10. K. Zhou, T. Liu, L. Zhou. Industry 4.0: Towards future industrial 

opportunities and challenges. In 2015 12th International conference 

on fuzzy systems and knowledge discovery (FSKD), 2015 Aug (pp. 

2147-2152). IEEE. 

11. S. Erol, A. Jäger, P. Hold, K. Ott, W. Sihn. Tangible Industry 4.0: a 

scenario-based approach to learning for the future of production. 

Procedia CiRp. Vol. 54, 2016 Jan, pp. 13-8. 

12. S. Shamim, S. Cang, H. Yu, Y. Li. Management approaches for 

Industry 4.0: A human resource management perspective. In 2016 

IEEE Congress on Evolutionary Computation (CEC), 2016 Jul, (pp. 

5309-5316). IEEE.  

13. S. Park, S. Lee. A study on worker’s positional management and 

security reinforcement scheme in smart factory using industry 

4.0-based bluetooth beacons. In Advances in Computer Science and 

Ubiquitous Computing, 2016 Jul 6 (pp. 1059-1066). Springer, 

Singapore. 

14. J. Nagy, J. Oláh, E. Erdei, D. Máté, J. Popp. The role and impact of 

Industry 4.0 and the internet of things on the business strategy of the 

value chain—the case of Hungary. Sustainability. Vol. 10(10), 2018 

Oct, pp. 3491. 

15. V. L. Silva, J. L. Kovaleski, R. N. Pagani. Technology Transfer and 

Human Capital in the Industrial 4.0 Scenario: A Theoretical Study. 

Future Studies Research Journal: Trends and Strategies. Vol 11, 2019 

Jan. 

16. B. Pikas, X. Zhang, W. A. Peek, T. Lee. The transformation and 

upgrading of the Chinese manufacturing industry: Based on ―German 

Industry 4.0‖. Journal of Applied Business and Economics. Vol 18(5), 

2016.  

17. S. A. Omar, F. Hasbolah, U. M. Zainudin. The Diffusion of Artificial 

Intelligence in Governance of Public Listed Companies in Malaysia. 

International Journal of Business, Economics and Law, Vol. 14 (2), 

2017. 

18. M. Gabriel, E. Pessl. Industry 4.0 and sustainability impacts: critical 

discussion of sustainability aspects with a special focus on future of 

work and ecological consequences. Annals of the Faculty of 

Engineering Hunedoara. Vol. 14(2), 2016 May, pp. 131. 

 

 

 

 

 

 



 

Industrial Revolution 4.0: the Human Resource Practices 

623 

Published By: 

Blue Eyes Intelligence Engineering 

& Sciences Publication  

Retrieval Number: C12031083S219/2019©BEIESP 

DOI:10.35940/ijrte.C1203.1083S219 

 

 

 

19. D. S. Pratiwi, Rusman. Enhancing critical thinking skills in higher 

education in preparation of industry 4.0: a literature review. 

Proceedings of 3rd International Conference on Education and 

Regional Development. 2018 Nov 22.  

20. J. Deuse, K. Weisner, A. Hengstebeck, F. Busch. Gestaltung von 

ProduktionssystemenimKontext von Industrie 4.0. In Zukunft der 

Arbeit in Industrie 4.0, 2015 (pp. 99-109). Springer Vieweg, Berlin, 

Heidelberg. 

21. K. Stachová, J. Papula, Z. Stacho, L. Kohnová. External partnerships 

in employee education and development as the key to facing industry 

4.0 challenges. Sustainability. Vol. 11(2), 2019, pp. 345. 

22. M. Festing, L. Schäfer. Generational challenges to talent management: 

A framework for talent retention based on the psychological-contract 

perspective. Journal of World Business. Vol. 49(2), 2014, pp. 262-71. 

23. Z. Moayedi, M. Vaseghi. The effect of talent management on 

organizational success. Scinzer, Journal of Accounting and 

Management, Vol 2(3), 2016, pp. 16-20. 

24. D. Angrave, A. Charlwood, I. Kirkpatrick, M. Lawrence, M. Stuart. 

HR and analytics: why HR is set to fail the big data challenge. Human 

Resource Management Journal. Vol. 26(1), 2016, pp. 1-11. 

25. M. Wilkesmann, U. Wilkesmann. Industry 4.0–organizing routines or 

innovations?. VINE. Journal of Information and Knowledge 

Management Systems. Vol. 48(2), 2018, pp. 238-254. 

26. B. Sivathanu, R. Pillai. Smart HR 4.0–how industry 4.0 is disrupting 

HR. HumanResource Management International Digest, Vol. 26(4), 

2018, pp.7-11. 

27. F. Hecklau, M. Galeitzke, S. Flachs, H. Kohl. Holistic approach for 

human resource management in Industry 4.0. Procedia Cirp, Vol. 54, 

2016 Jan, pp. 1-6. 

28. M. Wolf, M. Kleindienst, C. Ramsauer, C. Zierler, E. Winter. Current 

and future industrial challenges: demographic change and measures for 

elderly workers in industry 4.0. Annals of the Faculty of Engineering 

Hunedoara-international journal of engineering. Vol. 16(1), 2018 

Feb. 

29. M. Marope, P. Griffin, C. Gallagher. Future competences and the 

future of curriculum: A global reference for curricula transformation. 

Paris: International Bureau of Education. 2017. 

30. J. E. Agolla. Human capital in the smart manufacturing and industry 

4.0 revolution. Digital Transformation in Smart Manufacturing, 2018, 

pp. 41-58. 

31. S. Shamim, S. Cang, H. Yu, Y. Li. Examining the feasibilities of 

Industry 4.0 for the hospitality sector with the lens of management 

practice. Energies. Vol. 10(4), 2017, pp. 499. 

32. S. O. S. Syed-Ikhsan, F. Rowland. Knowledge management in a public 

organization: a study on the relationship between organizational 

elements and the performance of knowledge transfer. Journal of 

knowledge management. Vol, 8(2), 2004, pp. 95-111. 

33. R. Peinl. Knowledge management 4.0—Lessons learned from IT trends 

knowledge management. In Tagungsband der 9. 

KonferenzProfessionellesWissensmanagement (Professional 

Knowledge Management), Karlsruhe, Germany, 2017. 

34. Ç, Ediz. Evaluation of Industry 4.0 from a Knowledge Management 

Perspective. In ICPESS (International Congress on Politic, Economic 

and Social Studies), 2018 May 13 (No. 4). 

35. M. J. Donate, J. D. de Pablo. The role of knowledge-oriented leadership 

in knowledge management practices and innovation. Journal of 

Business Research. Vol. 68(2), 2015, pp. 360-370. 

36. V. Roblek, M. Meško, A. Krapež. A complex view of industry 4.0. 

Sage Open. Vol. 6(2), 2016, pp. 1-11. 

37. D. Mota, C. Martins, J. Carneiro, D. Martinho, L. Conceição, A. 

Almeida, I. Praça, G. Marreiros. A MAS Architecture for a Project 

Scheduling Problem with Operation Dependant Setup Times. In The 

13th International Conference on Soft Computing Models in 

Industrial and Environmental Applications 2018 Jun 6 (pp. 177-186). 

Springer, Cham. 

38. E. Thomas, L. M. Vieira, A. Balestrin. Mind the Gap: Lessons from the 

UK to Brazil about the Roles of TTOs throughout Collaborative R&D 

Projects. BAR-Brazilian Administration Review, Vol. 14(4), 2017, pp. 

1-22.  

39. M. Hub, Š. Kozák. From E-learning to Industry 4.0. In 2016 

International Conference on Emerging eLearning Technologies and 

Applications (ICETA), 2016 Nov 24 (pp. 103-108). IEEE. 

40. M. Rüßmann, M. Lorenz, P. Gerbert, M. Waldner, J. Justus, P. Engel, 

M. Harnisch. Industry 4.0: The future of productivity and growth in 

manufacturing industries. Boston Consulting Group. Vol. 9(1), 2015, 

pp. 54-89. 

41. A. Iye. Moving from Industry 2.0 to Industry 4.0: A case study from 

India on leapfrogging in smart manufacturing. Procedia 

Manufacturing. Vol. 21, 2018 Jan, pp. 663-670. 

42. A. M. Harkins. Leapfrog principles and practices: Core components of 

education 3.0 and 4.0. Futures Research Quarterly. Vol. 21(1), 2008, 

pp. 19-31. 

43. S. Pfeiffer. Effects of Industry 4.0 on vocational education and 

training. Vienna: Institute of Technology Assessment. 2015. 

44. H. Lasi, P. Fettke, H. G. Kemper, T. Feld, M. Hoffmann. Industrie 4.0. 

Wirtschaftsinformatik. Vol. 56(4), 2014, pp. 261-264. 

45. C. J. Chen, J. W. Huang. Strategic human resource practices and 

innovation performance—The mediating role of knowledge 

management capacity. Journal of business research, Vol. 62(1), 2009, 

pp. 104-14. 

46. A. Benešová, J. Tupa. Requirements for education and qualification of 

people in Industry 4.0. Procedia Manufacturing. Vol. 11, 2017, pp. 

2195-2202. 

47. L. Gehrke, A. T. Kühn, D. Rule, P. Moore, C. Bellmann, S. Siemes, D. 

Dawood, S. Lakshmi, J. Kulik, M. Standley. A discussion of 

qualifications and skills in the factory of the future: a German and 

American perspective. VDI/ASME Industry. Vol. 4, 2015, pp. 1-28. 

48. M. H. Onik, M. H. Miraz, C. S. Kim. A recruitment and human 

resource management technique using Blockchain technology for 

Industry 4.0. In Proceedings of Smart Cities Symposium. 2018, pp. 

11-16. 

49. M. R. Marvel, J. L. Davis, C. R. Sproul. Human capital and 

entrepreneurship research: A critical review and future directions. 

Entrepreneurship Theory and Practice, Vol. 40(3), 2016, pp. 599-626. 

50. X. Dai. The digital revolution and governance. Routledge; 2018. 

51. M. A. Pisching, F. Junqueira, D. J. Santos Filho, P. E. Miyagi. Service 

composition in the cloud-based manufacturing focused on the industry 

4.0. In Doctoral Conference on Computing, Electrical and Industrial 

Systems, 2015 Apr, (pp. 65-72). Springer, Cham. 

52. A. A. Alhajjar, R. Muhammed Kassim, V. Raju, T. Alnachef. Driving 

industry 4.0 business through talent management of human resource 

system: the conceptual framework for banking industry. World 

Journal of Research and Review. Vol. 7(3), 2018, pp. 53-57. 

53. A. Jalali, K. Singh. People analytics: a data-driven HR approach to 

business success, 2018. Retrieved at: 

www.capgemini.com/2018/02/people-analytics-a-data-driven-hr-appr

oach-to-businesssuccess/ (accessed 31st July 2018). 

54. U. Dombrowski, T. Wagner. Mental strain as field of action in the 4th 

industrial revolution. Procedia Cirp. Vol. 17, 2014, pp. 100-105. 

55. S. K. Parker. Beyond motivation: Job and work design for 

development, health, ambidexterity, and more. Annual review of 

psychology. Vol. 65, 2014, pp. 661-691. 

56. D. E. Bosch. Job characteristics in smart industries and the challenges 

for job design (Master's thesis, University of Twente), 2016.  

 

AUTHORS PROFILE 

 

Jen Ling Gan is a full-time PhD candidate in 

Faculty of Management, Universiti Teknologi 

Malaysia (UTM). She holds a Bachelor of Science 

(Human Resource Development) and a Master of 

Philosophy from UTM. Her current research interests 

focus on Human Resource Management, 

Organizational Commitment, Turnover Intention, 

Transfer of Training, Motivation, Emotional 

Intelligence, Organizational Justice, and Organizational Citizenship 

Behavior. This author is one of the UTM scholarship recipients. In 2017, she 

was one of the best postgraduates in her faculty and she was able to graduate 

on time in her Master’s degree. This author is actively publishing her works 

in many conference proceedings, journal articles, which included Scopus 

indexed journals.  

 

HalimahMohd Yusof is a full-time senior lecturer 

in Faculty of Management, UniversitiTeknologi 

Malaysia (UTM).  She holds a Bachelor of 

Microbiology from UniversitiSains Malaysia (USM), 

a Master of Business Administration from Preston 

Tech, USA, and a 

PhD from UTM. 

Her current  

 

 



International Journal of Recent Technology and Engineering (IJRTE) 

ISSN: 2277-3878, Volume-8, Issue-3S2, October 2019  

624 

 

Published By: 

Blue Eyes Intelligence Engineering 

& Sciences Publication  

Retrieval Number: C12031083S219/2019©BEIESP 

DOI:10.35940/ijrte.C1203.1083S219 

research interests focus on Organizational Psychology, Training and 

Module Development, Human Resource Development, Leadership, 

Emotional Intelligence, Personality, and Motivation. She has been invited as 

guest speaker in several events. She is also editorial board member for 

journals and conference proceedings. She is actively joined several events to 

become the committee members. This author was also invited to review 

several journal articles, which included high impact factor journals.  

 


