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Abstract

Government of Malaysia is emphasizing on development of talent in the public sector, as it is the most significant
resource for the federal and state services. Even though, the government has invested in various programs and
initiatives to develop and produce key talented human capital, Malaysia is still short of talented people and struggling
to develop talent, and talented skillful people are leaving. The aim of this research is to identify talent management
practices affecting state government employees and to develop a conceptual framework explaining their relationships.
Previous literature reveals that there is a positive relationship between talent acquisition, talent development and
talent retention, and employee performance. Although the relationships among the four constructs have been
extensively studied in the extant literature, this research is one of the few, if any, in investigating the constructs in
state government agencies or local authorities in Malaysia. If empirically supported, the proposed framework may
provide an effective alternative in assisting state government agencies at attracting and nurturing talented workers.
Ultimately, this research proposes the policy in talent management for the state government and other government
agencies in Malaysia.
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1. Introduction

A policy often comes in the form of general statements about priorities, written regulations or
guidelines, procedures and/or standards to be achieved. Hereby, the talent management in the
Kelantan State Government are to form an outline to achieve the principles of Human Capital
Transformation especially during the COVID-19 pandemic. This policy of Human Capital
Transformation sets out the goals and planned activities of Kelantan State government, but it may
be necessary to enable State government employees achieve their aims and must be guided by
current government policy. Simply put, policy is the beginning of the journey that ends at
government policy. Government Policy is the end point of all the activities of public servants.

This study on Talent management in the Kelantan State Government wants to contribute to the
above-mentioned concerns and is focused on the contextual relevance. The aim of the study is
twofold. First, we aim to increase our understanding of how Kelantan State Government
conceptualize and shape their Talent management approach example like what is talent and talent
management, what are the objectives, and their practices). Second, we particularly aim to clarify
the underlying external and internal mechanisms and logics affecting the shaping of the Talent
management approach in State government organizations. The origin of this study lies in two
studies on Talent management in public sector organizations in Malaysia. The organizations in
both studies there are State Government and Federal government adopted a different approach to
Talent management either predominantly a soft, inclusive or a hard, exclusive approach and the
data allow us to investigate what is the contextual factors influence the adoption of an inclusive or
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a more segmented approach to people management in the public sector. We have used the theory
on institutional mechanisms and institutional logics to build a theoretical framework in which the
role of contextual factors in the conceptualization of Talent Management (TM) in terms of
objectives and intended practices is incorporated.

2. Policy Brief Talent Management
Types of Policy Brief

There are two types of policy in use of Human Capital Transformation Policy for the Talent
management of Kelantan State Government Employees:

Advocacy Policy

Advocacy means to actively support, influence or recommend something. Advocacy policy can be
defined as an active, covert or inadvertent support of a particular policy or groups of policies by
members of the public. The public may include nonprofit organizations, interest groups and even
individuals. Advocacy policy has played a major role in influencing governmental decisions and
legislation. Meanwhile, public policy is generally known as what the government chooses to do, or
not to do [4]. It is a decision made by government to either act, or not act in order to resolve a
problem. Public policy is a course of action that guides a range of related actions in a given issue
or problem. It does not just take on a problem, but rather deals with a group of entangled and
usually, long-term problems. For example, Human Capital Transformation in Talent management.
Thus, this policy can be defined as the “organizing framework of purposes and rationales for
government program that deal with specified Human Resource problems” [1]. Talent management
(TM) is part of Human Resource (HR) processes to attract, develop, motivate, and retain high-
performing employees both in government agencies as well as private sectors and organizations.
Among the major risk faced by the organizations is to retain employees from leaving or resigning
and moved to different companies since the organization had invested a lot on employees’ training
and development. Trained workers are considered valuable assets and almost irreplaceable to the
organization since they have the knowledge, skills and experience required to perform specific job
or tasks as compared to non-performing workers. The way to retain talent in the organization
during recession and without dedicated budget is the same in time of recession and in time of
economy’s growth. In both situations, employers need to reconsider the appropriate way to
compensate talent and identify factors that motivate employees to continue working and
contribute to the organization examples such as enrichment of professional skills and achievement
of career goals.

Objective Policy

The talent management and human capital transformation will help State Government in handling
situation such as national disaster (COVID-19) era in managing their staff. Although they have
faced difficulties during the pandemic in providing services to the public, this talent management
and transformation will bet he guidance to state government in managing human capital. With the
Guidelines from Transformation of Talent management during this era, it will be used as guidance
to next phase in managing human resource especially during the pandemic era or during
difficulties faced by the state government in the future. The management must realize about the
need for managing talent in the organization by being aware of the specialized position, managers,
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senior managers, general managers, which required specific skills and talents. A strategic decision
needs to be developed or ensure that the organization are aware and able to identify employees
who are highly skillful, including those high performers who can achieve their job objectives and
goals. Upon identifying these talents or potential talents, management needs to develop and groom
them as part of the work-career development process for these employees to hold higher-level
positions in the organization’s future thus strategically enable them to achieve the organization’s
goals. At the same time, our government must also play a role for example assisting these
companies through fund support, training, international collaborations, and other resources to
help with the talent management as part of the company or organizations growth. Talent
development can also be pursued through coaching. Good coaches who can motivate and guide
talented employees are important to develop and produce good managers. Management can
consider hiring external business coaches who are competent and specialized in specific areas and
skills to coach the selected employees. Hence, this policy is an effective instrument of action for
the Kelantan State government outlining three important attributes related to talent management
policy, namely the stability of staff, organization and procedures. This will play an important role
in providing healthy public organizations during the COVID-19 pandemic.

Policy Brief Content

The total of Malaysian civil servants was 1.6 million in 2017 [7] and increased to 1.7 million in
2019.1n 2021 budget, the government has prioritized the civil service sector in improving the civil
service delivery system and welfare of civil servants [7]. The effectiveness of service delivery
among federal and state government agencies has been the priority of the government as it is
parallel with the aspiration towards sustainable economic growth as targeted in the Shared
Prosperity Vision 2030 (WKB2030). Malaysia aims to become top civilizations worldwide and be
listed among the top 20 most advanced countries in the world by 2050. Hence, Malaysia should
nurture and retain talented workforce as valuable assets in the public sector for the growing
economy to meet the status of a developed nation. Improving the performance of public and state
government employees has been an ongoing effort for this country. But the challenge to make civil
service even better is especially crucial now, given a more sophisticated and demanding society
who expects ever better public service delivery. In its endeavor to become a high-income advanced
economy, Malaysia has implemented the National Transformation Program (NTP). NTP is the
centerpiece of the government’s efforts to drive Malaysia towards high-income nation status. One
of the aims is to modernize government operations in the public sector. Under the NTP, the
Government Transformation Program (GTP) was targeted at improving public service delivery
and strengthening public institutions. Nevertheless, further improvements are needed to improve
the Malaysian public sector and increase its effectiveness. While the Malaysian public sector had
performed well in the region, its progress was at risk of slowing down. Since 2014, the
performance of Malaysia’s civil servants has been declining. While Malaysia was doing better than
others in South-East Asia, there was a big gap in the civil servant performance with Organization
for Economic Co-operation and Development (OECD) countries. World Bank lead specialist
claimed the indicator for government effectiveness exhibited the performance has stagnated in
2018. Indeed, it is below that of between 1991 and 2014[19].
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Malaysia is losing the skilled talent that is needed to drive the country into a developed country
and for further growth [2]. This situation is critical since talented employees are the key
contributor of service excellence. Therefore, this study proposes that state government empowers
its human capital to be competitive and subsequently turn out to be world-class civil servants. The
performance of talents can make a measurable difference to current and future organizations. Both
management and employees are responsible in achieving high performance [3]. That is the reason
in talent management practice, an employee is evaluated before commencement of employment
[5] such as talent acquisition. Moreover, most of recent empirical studies are based attracting
creative and innovative talents for the growth and survival of businesses and organizations [6].
Despite the increasing interests in academic spheres at the global level [6], less attention has been
paid to talent management issue in the public sector [11], particularly in Malaysian state
government agencies. Indeed, Malaysia is struggling to retain talent [13]. The discussion of this
study is expected to bring the understanding on talent acquisition, talent development and talent
retention among employees in Malaysian state government agencies to cultivate and transform
skillful resources to meet with the status of a developed nation. As such, this study shall establish
the influence of talent management practices and performance of state government employees.
The study contributes to the body of talent management literature with the main focus on the
perspective of Malaysian state government servants from a developing country’s viewpoint. Thus,
this study objectives to look up on the following:

1)  To investigate the talent management of Kelantan state employee work from home
2) To assess the affecting Kelantan State employee’s performance during COVID-19

3) Toinvestigate the human capital transformation in talent management affecting Kelantan
state employee’s .

4)  To make recommendation based on human capital transformation in talent management
affecting Kelantan state employee performance.

3. Critique Of Current Policy Option

Current policy options are not adapted to specific crises occurring in public services such as the
COVID-19 pandemic health crisis. Therefore, the policy change is needed to reform talent
management in the Kelantan State Government. Policy change refers to incremental shifts in
existing structures, or new and innovative policies [7]. Policy reform is 'the process of improving
the performance of existing systems and ensuring their efficient and equitable response to future
changes' [8] Malaysia has gone through several important changes in its administrative system
after the COVID-19 pandemic. This research provides recommendations for talent management
policies to be changed or renewed by the respective authorities. Some Talent management
problems cannot be solved because they are defined. Therefore, it may not be resolved by state
government policy. Some policy expectations are beyond the government's ability, therefore can
lead to policy failure. So, the new talent management policy that solves the problems of the
Kelantan State Government will help solve the problems of other State government employees.
The conceptualization of Kelantan State Personnel Talent management depends on the definition
of public sector talent as well as the implementation of context-specific Talent management goals
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[9]; [13]; [15]. The literature can be divided into four schools of thought, each of which defines
public sector’s talent management as:

1.  Processes adopted to systematically recruit, develop, deploy, retain and engage public sector
talent in the short and long term [9]; [10]; [14]; [17].

2. Strategies that facilitate the sector to face contemporary challenges including leadership
development and service improvement [12]; [3], [15]; [9] Strategies that ensure public
sector staff not only hold knowledge and capabilities, but also possess core values that are
appropriate in the context, and that can address issues of poor governance such as
corruption and nepotism [13];

3. Aprocess to achieve an appropriate fit to support the implementation of strategic objectives
in the philosophy, culture and structure of the institution [10]; [15].

Thus, we propose defining Kelantan State Government Employees Talent management to solve the
critiques of current policy option as: The implementation of key procedures to ensure Kelantan
State Government employees possess the competencies, knowledge and core values in order to
address complex contemporary challenges and fulfil Kelantan State government strategic
objectives for the common good.

4. Policy Implications

The policy implication for nowadays need to change for the better good governances and solving
the Human Resources problems. The changing policy implication are being identified through this
study. There are four core talent management practices identified for this research, such as
Staffing and Recruitment, Training and Development, Rewards and Recognition, and Retaining
practices. It is imperative to interpret the above practices from the practitioners’ viewpoint, hence
qualitative research is deemed relevant for this study, data was collected via focus group
interviews and structured interview. Findings indicate a gap between employees and employers
in terms of expectations of talent management practices. Employees are looking for better training
opportunities and some form of remuneration and recognition that demonstrates full potential at
work. Besides this, a decent work environment is important for employees to be innovative and
perform better at work. Management transparency and open communication is essential to build
trust which cultivates commitment and job satisfaction that eventually retain talent in an
organization. Generation X managers find it difficult to manage their generation Y subordinates
due to differences in value and attitude towards work. However, few have noted that open
communication and equal treatment can help to manage this generation gap. Kelantan State
Government Employees need to be focused and strategize their current Human Resources
practices to be relevant and effective, in their own mold and not to emulate with other public
agencies. Hence it is crucial for them to work with relevant situations and stakeholders [16].

5. Result And Discussion

Talent development is no longer just a nice-to-have employee benefit; it is now a critical function
that promotes employee and organization growth as well as a clear leadership stream. Employees
in today's market expect numerous opportunities for learning and development [18]. Reinvented
educational solutions have accelerated the modernization of L&D choices, providing much-needed
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adaptability with benefits for both employees and businesses. The issue for organizations is to
implement adaptable, agile methodologies that meet the demands of many learners. Staff
members must be respected as individuals. In research from [20] identified the lack of
accountability and capability for talent development. [19] states that the majority of businesses
consider their managers and executives responsible for producing business results, but not for
developing talent. As recognized by many researchers that were and are conducted talent
acquisition is deemed to be another challenge in talent management. As much as achievable,
companies should promote from within, identifying high achievers from current employees for
leadership positions. But in order to do this, companies would need a sizable personnel pool from
which to draw. And in the current market, this is far easier said than done where is finding
qualified workers is more challenging than ever due to high turnover rates and a worldwide skills
deficit or loss [18]. The issue is made worse by a global skills gap, especially for highly technical
professions that demand specialized knowledge. Unfavorable demographic changes, rising talent
demand, and a shortage of qualified staff necessitate organizations improving their talent
management systems [3]. While with most cases within organizations today, though being
severely understaffed, recruitment teams are expected to find talent in dramatically higher
numbers. Due to the increased employee expectations brought on by the turbulent changes to the
workforce in 2020, offering choices like flexible working hours, wellness allowances, workforce
education, and real promotion chances is all but necessary for effective recruiting efforts.

Among other vastly regarded challenges in Talent management is employee turnover or retention.
No matter what an organization does, retaining high potential talent is a constant concern. Since
the market is evolving so quickly and there are constantly seemingly better options outside of
one's own business, managing talent is an issue for all organizations [21]. Turnover is an
unavoidable reality for businesses, but retaining employees nowadays requires much more than
one-time monetary rewards or of which are similar in rewards. Top employees in this situation
have more options than ever before in a highly competitive job market, and their preconceptions
have changed since the pandemic. Even though discussions on productivity and effectiveness are
progressing well, several issues, including talented employee turnover, which plays a critical role
in determining organizational efficacy, remain unresolved [22]. Talent management is focused on
an employee's development from beginning to end. Employees will feel more valued, challenged,
and content with their jobs as a result. Employee turnover rates may be high if talent management
is not successfully implemented. Employee turnover rates occur when an employee believes that
one ‘s job is static and that their pay will not be increased [20]. An employee does not want to
perform the same tasks on a daily basis. Simply put, they want to improve their skills, advance in
their careers, and assume new responsibilities. If an employee leaves, the company must restart
the method of talent management. It's especially difficult when top management or high-level
employees leave. The company must then quickly find replacements. The method of talent
management may fail if managers are not present. Because the market is changing so quickly. All
organizations face this concern when it comes to managing their talent. Succession planning seem
to be a contributing challenge in talent management. Based on the findings [21] from [18], the
future performance of an organization depends on how it evaluates and understands the value of
existing people and the resources needed in the future. In line with [22] since employees are being
considered for internal openings, it underlines the need to support career management activities
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and can also be used as a retention strategy. The only disadvantage of this method is that it will
result in fewer new employees joining the organization, especially at the management level [10].
Following [15] has specified three factors affecting the succession planning in talent management
which are the succession planning itself, the size of the company and leadership development
purposed from a research conducted by Dr Ashish Mathur in 2011. Based on these challenges that
are identified, it is possible that because many of these difficulties are still present that some of
them appear familiar. Events in the globe always change a company's overall talent strategy.
Employees desire clarity and openness, benefits that are personalised for them, and possibilities
for advancement especially during times of great change like the last several years. As so, a
successful and a well thought out the talent management process could lead to further
improvements in overcoming such issues and challenges in talent management.

Talent management could also support fair performance management procedures which measure
quality and quantity, and which are likely to identify each employee’s talent in everyday tasks [20].
For example, performance management used to evaluate employee performance based on
quantified criteria such as time of response to clients and by using a quantified scale. However,
today those scales measure qualified criteria as well for example team-skills by providing
particular on-the-job examples that justify the possession of those qualitative competences [5].
This could lead to increased dialogues among employees, top management, and Human Resource
professionals resulting in better employee morale, relationships and staff deployment [18]. Talent
management could also enhance Kelantan State government employees move into new positions,
which can facilitate succession planning and career development [6]. Talent management could
also develop Kelantan State government employees by addressing their weaknesses and better
foster their potential [15]. Another positive result of implementing Talent management in the
Kelantan State government employees is that the state organization could satisfy employee needs
with personal values, which may not be possible in a private sector working environment [14].
Therefore, the efficient application of Talent management could advance Kelantan State
organizations into becoming an employer of choice [11], able to attract external talented
individuals and consolidate job markets [9].

6. Policy Suggestion

The manner in which Kelantan State government organization function in different situations are
complex. Whether inclusive or exclusive, the way Talent management are implemented very much
depends on context. We have discussed the both internal and external parameters that are likely
to impact on the successful implementation of Talent management and which need to be
considered by Kelantan State Government. The internal influential factors were divided into
practices that could facilitate Talent management implementation such as recruitment and
selection, and into soft organizational elements that could drive or constrain Talent management
implementation, such as organizational culture. The external influential factors were also divided
into those that refer to the broader context of an institution such as national culture, and into those
that are more specific to organizational contexts such as shortages in certain talents. Future policy
suggestion needs to explore whether there are better or poorer Talent management practices,
which could lead to a discussion on why and how a specific Talent management approach works
in some contexts and not in others. It may also look at variances in talent and Talent management
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conceptualization, as well as at the contribution of Talent management to more efficient Kelantan
State government performance management by comparing and contrasting various types of
administrative between their various departments. Finally, this research found that although
Talent management originated in the private sector, it could bring benefits to the public sector. As
argued, there is an interplay of the afore mentioned internal and external parameters which
impacts upon the implementation of Talent management in the Kelantan State government
context, leading to our proposed research agenda for Talent management in the State government
which draws upon scholar and practitioner-related literature. We concluded by highlighting the
potential of Talent management, if implemented effectively and appropriately, to support the
Kelantan State government in addressing increasingly complex socio-economic and policy
problems, changing labor markets, demographic patterns, the political landscape and its role
within a digital economy.

7. Talent Management Policy
Recruitment Process

Without exception, the most valuable and successful organizations place a strong emphasis on
attracting and hiring top talent. In fact, according to market worth, three of the top four most
valuable companies in the world (Apple, Google, and Microsoft) determined that the performance
differential from recruiting a top performer is at least 25 times greater than the value from hiring
an average performer [19]. Thus, Kelantan State government shall recognize that the success of an
organization is attributed to the talent of its employees. The organization must ensure that they
have a compliant and competitive hiring process to yield the greatest talent. Therefore, the HR
Department must follow the following process and guidelines:

. The best qualified job applicants are recruited both internally and externally.

o New hires and internal promotions and transfers are evaluated against the Kelantan State
government competencies.

o The hiring process is cost effective.
1. Internal recruitment

Kelantan State government must believe in and support internal candidates as the best way to
provide career advancement opportunities and retain the talents of the organization. In general,
notice of all job openings, part-time and full time below the level of Kelantan State Government
Secretary must be posted on the organization internal job board for a minimum of 10 working
days.

Should an internal candidate not meet the qualifications for the posted position, or not otherwise
be selected for interview or hire, the HR Department will provide the appropriate feedback to the
internal candidate.

2. External recruitment
According to [19], the talent attraction component has three major areas:

. Employer branding: building the external image as a desirable place to work.
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At most large organizations, centralized HR controls the employer branding work. HR in Kelantan
State government can build a strong employer brand by getting your organization placed on “Best
Place to Work” lists, having a compelling and authentic corporate careers webpage, and ensuring
that the features that make your company a “great place to work” are easy to find on social media
and on the Internet.

II. Sourcing: HR Department manager should identify top prospects by name.

For instance, the hiring manager can use LinkedIn to find names. Many hiring managers who
haven'’t kept up with social media fail to grasp the value of LinkedIn for finding top talent. Top
organizations like Google use it, and so should all good recruiters and hiring managers. LinkedIn
is full of top performers who are not actively looking, and their profiles make it easy to assess their
capabilities and identify anniversary dates and the organizations they have worked at previously.

II. Convincing those prospects to apply: during any contact, getting them to make a formal
application to the organization.

8. Conclusion

HR Department manager should call prospects. At many organizations, hiring managers avoid
getting involved in the hiring process until the interviews begin. That reluctance can cost the
organization because the most effective convincing approach is having the actual team manager
directly call the top prospects to discuss the position. Kelantan State Government should also give
priority to internal applicants compared to external ones if the internal candidates are equally
skilled or even if less skilled but have the potential to grow in the new position. This is how the
company promotes the people, develops, and retains them on a long-term. Kelantan State
Government should promote an environment where career goals are listened and built into the
development plans of the employees. Planning the future career of an employee is an optional part
of the annual performance management process. Superiors are strongly advised to include this
into their regular discussions with their employees. Employees should also have the drive to
initiate this type of discussion with their managers. Employees should take personal responsibility
for managing their careers, seeking feedback, assessing their own strengths and weaknesses.
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