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Teknologi Dron Untuk Projek Tanaman Padi

FELCRA

Seberang Perak melakarkan sejarah tersendiri apabila menjadi yang pertama
menggunakan teknologi dron berskala besar untuk kerja penyemburan input pertanian di kawasan
tanaman padi.
Sejajar dengan aspirasi Felcra Berhad untuk merintis Model Pertanian Pintar, MATA Aerotech dilantik
bagi melaksanakan perkhidmatan penyemburan tanaman padi menggunakan teknologi itu bermula
hujung bulan ini.
Merujuk satu kenyataan, penyemburan pertanian menggunakan teknologi dron lebih seragam akan
menjurus kepada pengurangan pembaziran bahan semburan selain mengehad tenaga kerja manusia
dan alam sekitar.
Perdana Menteri, Tun Dr Mahathir Mohamad, menjelaskan pertumbuhan negara banyak berpacukan
input menerusi suntikan modal dan buruh ke dalam ekonomi negara. Jenis pertumbuhan yang
meminimumkan kos semakin sukar dikekalkan.
“MATA Aerotech bersama Felcra akan menggunakan teknologi dron dan AI untuk melaksanakan
analisa data pengawasan pertumbuhan serta kesihatan tanaman padi.
“Analisa data lebih cepat dan tepat mampu membantu Felcra menambah baik pengurusan serta
operasi estet padi ke arah Precision Agriculture selain mengangkat agensi kerajaan itu sebagai
peneraju Model Pertanian Pintar yang berteraskan IR 4.0,” katanya
MoU tersebut menggariskan tiga aspek kerjasama utama iaitu penggunaan teknologi dron robotik
untuk pengurusan dan operasi perladangan Felcra, peneraju aktiviti penyelidikan serta pembangunan
(R&D) bagi meningkatkan inovasi sektor pertanian selain pembangunan modal insan.
Pelantikan MATA Aerotech itu akan menggunakan teknologi dron bagi kerja penyemburan pertanian
tanaman padi seluas 1,557 hektar estet padi Felcra Seberang Perak.
Sinar Harian
4 Disember 2019
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5 Reasons Leadership Development Programs Fail

In recent surveys across a broad range of organizations, senior executives acknowledge that investing in the

growth of managers and emerging leaders ranks at the top of critical organizational development initiatives.

Evan Sinar, Ph.D, Chief Scientist and Vice President at DDI, leads the company’s global research on leadership
and people strategies. Some interesting facts from a recent study include that only 14% of CEOs feel they have
the leadership talent they need to execute their business strategies, companies with greater gender diversity in
leadership roles are typically 1.4 times more profitable, companies that develop high-potential leaders earlier are
4.2 times more likely to financially outperform ones that don’t and the old do-it-yourself model doesn’t work.
In today’s fast-paced volatile business landscape, most companies realize that leadership development
programs are crucial for improving engagement, performance and profitability. But some CEOs and executives
I’ve talked to say these initiatives don’t work. So naturally I dug deeper to identify the root cause of their
perspectives and experiences.
Understanding that developing senior leaders, middle managers and emerging leaders is a strategic imperative
is only the first step. Here are five areas where organizations fall short, and therefore generate a poor return on
investment.
1. Identifying a Clear Objective
Context is key. One size does not fit all. Many organizations invest in off-the-shelf programs or send their
managers to academic leadership courses offered by well-respected universities without considering the five Ws
(who, what, when, where, why). Companies need to ask themselves what the desired outcome is and how a
program will relate to specific organizational goals.
For example, consider a major auto parts company navigating a massive transformation after acquiring several
new brands. They have the typical challenges in alignment, culture assimilation, streamlining processes, skills
gaps, age gaps, and behavioral and structural silos. The list goes on. In this case, a leadership development
course specifically designed to their needs along with the key applications of change management, behavioral
change and cross functional collaboration might be the best fit. Courses can have endless amounts of
curriculum - so as we say in the military, prioritize and execute.
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2. Right people, Right Time
One of the things I always tell our clients is that leadership development isn’t for everyone. Some
employees in an organization are ready for it and some aren’t. Ultimately, the old what you put in is
what you get out plays a significant factor in success. Surveys and interviews can help narrow the
focus for who should be in these types of programs, why and when.
These is also the tendency to promote our best subject matter experts or front line sales people into
management roles – then slap on a couple brief leadership development courses and watch the magic
happen. Magic is rarely the outcome in these cases. Less than half of subject matter experts promoted
to leadership roles succeed. The top performing organizations today spend time identifying their most
passionate people who have the desire and at least some capability to lead, coach, mentor and
inspire. Which are all critical elements for engaging middle and frontline employees. They seek out
employees who are ripe for development.
3. Application is Key
First, without an in-depth needs analysis, organizations might choose a wide cross-section of learning
modules that sound great but don’t necessarily compliment one another or have the right
on-the-job-applications. Second, many courses are designed and even taught by academics and
consultants who have never actually done these things on the corporate side. That’s not always bad,
but in my experience if you haven’t done it, you can’t add the highest possible value to sophisticated
managers and senior leaders. Third, many leadership development programs are pure classroom
theory and coursework with no real connection to the HOW, leaving the participants with a “That was
cool, but what now?” feeling. The best programs identify and incorporate specific projects related to
company goals that the participants plan and execute during the lifecycle of the engagement.
4. Measure Outcomes
All leadership development courses worth the investment of time and resources need to be fun and
highly engaging. Otherwise its just one more piece of “work” people have to take on. Participants need
to look forward to it. That said, some programs or “team building” experiences companies invest in are
just that. Fun in the moment but have no real lasting impact on the individual or organization. Team
building and social interaction are very important, but there must be measurable elements as well.
A major airline invested significantly in leadership development for station managers and key
executives with a clear goal: improve leadership and management ability to increase employee
engagement and customer satisfaction. All highly measurable KPIs when monitored correctly and with
the proper tools. Studies show that improving leadership ability at the middle management increases
employee engagement which has a direct and positive impact on employee and customer
satisfaction, retention and profitability. Otherwise known as the Service Profit Chain.
5. Get Comfortable Being Uncomfortable
Leadership development programs that generate the best measurable returns include (but aren’t
limited to) leaders engaging in 360 reviews and open transparent communications with bosses, peers
and direct reports. The sheer act alone of launching a 360 process can enhance engagement and
morale – but ONLY if action is taken along with consistent and ongoing follow-through. Its
uncomfortable at first and adds yet another element of the job a leader must maintain total focus on,
but shows the willingness and desire to change. Personal accountability is key.
Leadership development is like any other business initiative and must be treated as such: with a
clearly defined objective, the right people involved, defined metrics for measurement, specific
applications for organizational goals and the right attitude.
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