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Chapter 5: TalentCorp—Addressing the Availability of Top Talent

TalentCorp will continuously drive initiatives to address the availability 
of top talent for key sectors to support the national economic 
transformation agenda. For Malaysia to become a destination for 
top talent, TalentCorp will drive initiatives based on three Strategic 
Thrusts: (1) Optimise Malaysian Talent; (2) Attract and Facilitate 
Global Talent; and (3) Build Networks of Top Talent. TalentCorp’s 
scope and initiatives will transition over the period till 2020.

Phase 1, covering TalentCorp’s inception to 2015, focuses on 
driving catalytic talent interventions and refining policies to address 
immediate critical skills gaps and talent shortages. 

As TalentCorp moves into Phase 2 (2016 - 2020), a greater emphasis 
will be placed on operationalising the interventions as they become 
institutionalised, working towards a greater integrated approach of 
national talent management to be adopted in the country. Figure 5.1 
illustrates TalentCorp’s scope across the two phases.

Figure 5.1 TalentCorp’s scope and initiatives in Phase 1 and Phase 2

TODAY
Malaysia, Truly Asia

better known as a 
holiday destination

2020
Malaysia, Truly Global 

a destination for top talent

Phase 1  (2011-2015) Phase 2 (2016-2020)

Scope

•	 Develop and drive catalytic talent 
interventions

•	 Identify intervention areas and expansion 
of scope

•	 Operationalise integrated national talent 
management

•	 Stabilise scope and focus on delivery 
excellence

Policy 
Interventions

•	 Focus on policy interventions to drive 
change

•	 Institutionalise policy refinements to 
natural-born owners in the Government

Initiatives

•	 Establish credibility through quick wins

•	 Pilot catalytic initiatives towards refining 
model of engagement

•	 Develop implementation capabilities 

•	 Initiate building of networks of top talent

•	 Optimise collaborations in delivery of 
initiatives

•	 Rationalise initiatives that deliver high 
impact

•	 Enhance seamless customer experience for  
talent and companies

•	 Ensure sustainability and broaden networks 
of top talent

Source: TalentCorp, 2012
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The Strategic Thrusts illustrated in Figure 5.2 address our urgent 
talent needs via several initiatives across the three talent supply 
pools.

Figure 5.2 TalentCorp’s three Strategic Thrusts

Strategic Thrust 1
Optimise Malaysian Talent

Strategic Thrust 2
Attract & Facilitate Global 

Talent

Strategic Thrust 3
Build Networks of Top Talent

Build networks of future 
leaders
•	 Developing future leaders 

through leadership 
development initiatives 

Develop diaspora networking 
platforms
•	 Build networks and 

engagement platforms

Engage expatriate community
•	 Foreign Talent Outreach

Outreach to Malaysians 
abroad
•	 Professional outreach
•	 Student outreach

Facilitate returning talent
•	 Returning Expert Programme
•	 Recognition of professional 

qualifications

Enhance expatriate facilitation
•	 Residence Pass – Talent
•	 Premier	service	centre	for	

leading	companies

Raise career awareness
•	 Online awareness and career 

guidance
•	 Career fairs and roadshows
•	 Media and publications

Enhance school-to-work 
transition
•	 Upskilling programmes
•	 Competitions and internship

Build platforms to optimise 
talent
•	 Scholarship Management
•	 Latent talent
•	 HC Community

Malaysian Talent Malaysians Diaspora Foreign Talent

Source: TalentCorp, 2012
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Figure 5.3 Three key programmes have been identified to optimise 
Malaysian talent

Initiatives:
•	 Upskilling 

programmes
•	 Competitions and 

internships

Initiatives:
•	 Online awareness and career guidance
•	 Career fairs and roadshows
•	 Media and publications

Initiatives:
•	 Scholarship Management
•	 Latent talent
•	 Human Capital (HC) 

Community
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5.1 Strategic Thrust 1: Optimise Malaysian Talent

Malaysian talent is clearly the most important source of talent to 
meet the needs of the nation. Within the domestic talent pool, more 
than 35 percent are below the age of 25 years,1 making this group 
the natural focus of these programmes. Three key programmes  
(Figure 5.3) have been identified to optimise Malaysian talent, with 
the intended outcome being a sustainable pool of top local talent to 
meet industry needs.

1 MEM April 2012
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Figure 5.4 The programmes are designed to optimise Malaysian talent over two phases

1. Raise career awareness

TalentCorp aims to bridge and supplement up-to-date, industry 
driven information on career opportunities within key sectors. 
From an economic transformation perspective, one function of 
career awareness is to align the interests of talent with Malaysia’s 
priority  sectors, which are internationally competitive, have strong 
growth potential, and offer high income career prospects. With the 
economy transforming into new areas, parents, teachers, and talents 
themselves may not be aware of the new growth areas.

The three programmes are designed to ensure Malaysia optimises 
local talent pursuing careers in line with interests and strengths to 
support the growth of priority sectors. The details of the programme 
over two phases are illustrated in Figure 5.4.

Programmes Initiatives Phase 1 (2011-2015) Phase 2 (2016-2020)

1. Raise 
career 
awareness

•	 Online awareness and career guidance
•	 Career fairs and roadshows
•	 Media and publications

•	 Raise awareness of ETP career 
opportunities for tertiary students 
through physical and virtual 
channels 

•	 Involve selected company partners 
and key sectors

•	 Integrate career awareness into 
education (career guidance) with 
industry-driven content 

•	 Encourage more industry-led career 
awareness programmes to be 
implemented

2. Enhance 
school-
to-work 
transition

•	 Upskilling programmes •	 Upskill  to address critical skills 
gaps in key sectors 

•	 Upskill top graduates for key industries 
and for supporting investment 
promotions 

•	 Industry content embedded into 
curriculum

•	 Competitions and internships •	 Establish early involvement of 
industry in university life

•	 Encourage collaboration of 
companies, industry bodies and 
learning institutions to develop 
structured internships 

•	 More sector-focused structured 
internships driven by sector regulators, 
industry bodies and leading institutions 

•	 Longer internships with earlier industry 
involvement into education

3. Build 
platforms 
to optimise 
talent

•	 Scholarship management
•	 Latent talent
•	 HC Community

•	 Manage assignment of scholars
•	 Advocate policy change
•	 Build HR community and advocate 

best practices

•	 Operationalise management of scholars
•	 Promote best practices
•	 Coordinate HC conferences, forums, and 

events

Source: TalentCorp, 2012



MALAYSIA HAS TALENT122

Kenneth Ho
Human Resource Director of Malaysia 
and Brunei
IBM Malaysia

Global Talent Manager in Malaysia

There has been an unhealthy drop in the 
number of students for the Information 

Technology faculty and this will impact the 
country in the next few years if no action is 

taken. Hence, it is important to raise awareness 
of the growing opportunities in this sector.

With greater awareness of career options at hand, students and 
graduates will be better positioned to make informed decisions 
regarding their career choices. Awareness and guidance is important 
as students  need to assess potential careers against their personal 
interests and strengths. A Jobstreet survey conducted by managers  
in 2011 revealed that the top reason for graduates’ unemployability 
was due to an insufficient understanding of job requirements. 
Hence, the awareness of careers goes beyond the nature of work 
and prospects; it also needs to address the competencies required 
for the job. This is best achieved through industry-led awareness 
programmes, allowing students to directly interact with prospective 
employers. As of April 2012, the career awareness programmes 
organised have seen the participation of over 100 top companies in 
partnership with universities and leading job search companies.
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In Phase 1, TalentCorp collaborates with individual company partners 
and selected key sectors to raise awareness of ETP jobs and career 
opportunities for university (and pre-university) students through 
several physical and virtual platforms:

i.    Online awareness and career guidance
In a fast-growing world where knowledge continuously evolves, 
technology and social media are solutions to capture and 
exchange information. Targeted at undergraduates and young 
professionals, TalentCorp collaborates with the public and 
private sector to design and enhance a series of industry-driven 
self-directed learning resources. Online awareness will be tiered 
– at one level, communication information; at another, interactive 
content such as self-assessment in terms of psychometrics and 
suitability to career paths. In addition, engagement with industry 
is also undertaken to source online content and self-learning 
modules to improve employability. 

ii.    Career fairs and roadshows
TalentCorp conducts career fairs in collaboration with leading 
companies and universities, including sector-focused career 
fairs (SFCF) that expose undergraduates to career opportunities 
in chosen key sectors. Physical interfacing between students and 
employers provides an important channel of raising awareness, 
particularly in terms of understanding job requirements. Efforts 
to consolidate career fairs as opposed to fairs conducted by 
individual universities, enhances the engagement. Having many 
Institutes of Higher Learnings (IHL) involved facilitates access to a 
larger student catchment, which in turn attracts more companies 
to participate, and raises the scope of career awareness. In April 
2012, the SFCF International Islamic University Malaysia (IIUM) 
hosted undergraduates from over 30 IHLs.

Going forward, career fairs will be preceded by virtual career 
fairs, which are designed to complement a physical career fair, 
providing recruiters the opportunity to pre-screen resumes and 
engage targeted candidates during subsequent physical career 
fairs. 
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TalentCorp will also conduct Career Awareness Roadshows 
(CAR), career drives targeted at the mass audience to raise 
awareness and promote diverse opportunities in key but 
underappreciated careers across priority sectors – Accounting/ 
Finance, Human Resources, Administration and Maintenance, 
Information System / Technology and Communication / Public 
Relations. CARs aim to change the public’s perception of these 
careers as support functions and communicate various career 
opportunities, choices, and career path requirements.

iii.   Media and publications
By capitalising on printed and online media, career awareness 
information will reach the mass audience of young Malaysian 
talent. The challenge is to develop content and effectively deliver 
such content through platforms which engage the youth.

Content development needs to be industry-driven, to ensure that 
it is accurate and up-to-date. TalentCorp engages with leading 
employers, industry associations and where relevant, sector 
regulators. These efforts may be initially piloted by TalentCorp 
but will over time be led by the relevant industry itself.

To engage youth through this channel, the content needs to be 
attractive and youth-friendly, for example optimising YouTube 
videos as opposed to career publications. 

In Phase 2, TalentCorp will focus on coordinating more 
industry-led career awareness programmes in collaboration 
with sector regulators and industry associations. TalentCorp 
will also focus on integrating career awareness with industry-
driven content into the education system, whether in terms of 
inclusion in curriculum, or supporting the industrial linkages 
with universities and ensuring career guidance counsellors are 
up-to-date.
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Malaysia’s Electrical and 
Electronics sector had its 

start in manufacturing and 
is gradually moving up in 
the value chain. Industry 

players must work together 
with the Government to 

develop a comprehensive 
action plan that would 

not only dispel outdated 
beliefs but also draw fresh 

talent into the industry. 
Graduates are constantly 

looking for opportunities to 
be part of projects that are 

truly cutting edge.Munawir Abdul Ghani. Vice President Human 
Resource, Silterra. Global Talent Manager in Malaysia

2. Enhance school-to-work transition

Aimed at providing students exposure to the working environment 
through earlier involvement of the industry, TalentCorp is focused 
on reaching out to students undertaking their undergraduate and 
graduate degrees in Phase 1. In Phase 2, efforts to bridge the 
university environment with work will be institutionalised and 
included in the curriculum.

i.     Upskilling programmes  
In Phase 1, TalentCorp is focused on addressing critical skills 
gaps in key sectors. Typically, there is a gap between academia, 
which focuses on theoretical academic rigour, and the company, 
which focuses principally on industry relevance. Upskilling 
programmes are stop-gap measures to address this issue, 
recognising that in the long run, university curriculum will need 
to be regularly reviewed to be more industry-relevant.
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There is a critical need for a sufficient pool of highly-skilled talent to enable 
industries to move up the value chain. Highly-skilled talent is also required to 
attract quality investments into the country.  

Graduates entering employment constitute the most significant talent supply 
for a large number of industries. There have been some concerns regarding the 
availability of top quality and industry-ready graduates to cater to the growing 
needs of industries. 

The urgency of upgrading the workforce can be reflected by upskilling 
programmes being introduced by Government agencies, companies, and 
learning institutions in recent years. 

Multiple upskilling programmes are implemented by various agencies without 
due coordination, making it difficult for assessments to be conducted and 
outcomes to be measured. 

To address this, TalentCorp and the Economic Planning Unit will work closely to 
coordinate upskilling programmes to prepare top graduates to become industry-
ready. This involves an allocation of approximately RM200 million targeting 
over 10,000  graduate trainees to be upskilled per year. The programmes are 
specifically catered to address the critical skills gaps and demand for top entry-
level talent by industries. 

In the medium to long term, TalentCorp will be focusing on the upskilling of top 
graduates for key industries and supporting investment-promotion activities. 
There will also be a push for integrated talent management from tertiary 
education to the workforce, incorporating industry-relevant content into the 
curriculum.

Upskilling for industry relevant skills

Box Article 1
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One of the programmes initiated to address this issue is the FasTrack 
programme. It started from the premise that the typical graduating 
engineer is best equipped to specifically be a manufacturing or factory 
floor engineer. The FasTrack programme focuses on accelerating the 
engineer’s path into Research and Development (R&D).

FasTrack exemplifies the much needed private-public 
partnership, providing platform for industry-based 

curriculum and real life product development experience 
to the graduates. By making graduates industry relevant, 
Upskilling Programmes like FasTrack enables companies 

to close the talent gap.

Dr. Alias Mohd Norazmi
Chief of Staff
Motorola Solutions

Industry Co-Chair, TalentCorp 
E&E Sectorial Working Group

Global Talent Leader in 
Malaysia
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FasTrack
Launched in June 2011, FasTrack is a 12-month Apprenticeship 
Programme targeted at university graduates. Apprentices 
undergo formal training in a classroom and industrial immersion. 
At the end of the programme, apprentices become domain 
experts in identified areas of the industry. The uniqueness 
of this programme is the involvement of the industry as host 
companies, and underscores the success achieved through 
public-private partnerships.

Successful implementation will:
a) Accelerate the development of the R&D talent pool as the 

E&E sector moves up the value chain;
b) Help high-calibre engineering graduates embark on a path of 

high-income careers; and
c) Develop industry-relevant curriculum that can be embedded 

into the education system.
 
Working alongside the Penang Skills Development Center 
(PSDC), FasTrack has, thus far, successfully trained 104 
apprentices attached with five host companies, namely Motorola, 
Altera, Agilent, Intel, and Silterra. Due to its success, more host 
companies have shown interests in participating in the next 
phase of FasTrack.  

Phase 2 focuses on how upskilling can be institutionalised as 
an ongoing programme. Ultimately, there needs to be effective 
collaboration on integrating learnings from upskilling programmes 
into curriculum to benefit a broader group of young talent. At the 
same time, the upskilling programmes may be used to support 
investment promotions.
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ii.    Competitions and internships  

Industry-sponsored campus competitions
TalentCorp is working together with leading IHL and companies 
to introduce undergraduates to the working environment. In 
partnership with existing competition organisers including 
Students In Free Enterprise (SIFE), Innovate Malaysia, and the 
Multimedia Super Corridor (MSC) Malaysia - IHL Business 
Plan Competition challenge students to develop solutions for 
leading companies facing real-world issues and challenges. 
Competitions, particularly those anchored on practical workplace 
projects, offer employers a better insight into the competencies 
of a student. Competitions are often also designed to include 
team-based problem solving and thus, eases transitioning to the 
workplace.

Kenny Gan
FasTrack Trainee
Intel Corporation

E&E Upskilling Programme
Winner of MDEC Innovate 
Malaysia competition 2011
Emerging Global Talent in 
Malaysia

Intel, like Malaysia, is a melting 
pot of experiences and 

knowledge. I hope to be able to 
present and publish more papers 
or journals in Intel’s community, 

hopefully before hitting 
international conferences.
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Structured Internship Programme (SIP)
In January 2012, TalentCorp launched the SIP in collaboration 
with the Ministry of Higher Education (MoHE), Inland Revenue 
Board (LHDN), Ministry of Finance (MoF), professional 
certification bodies and other agencies. Under this initiative, 
eligible companies enjoy double tax deductions on cash 
allowances for interns and internship training-related expenses. 
In Phase 1, TalentCorp is focused on encouraging companies, 
industry bodies and learning institutions to develop structured 
internships. 

The SIP provides companies with an early opportunity to identify 
and attract potential talent. As for students, it is an insight into 
the industry and the functions of a leading company. TalentCorp’s 
role under the SIP includes:
•	 Coordinating the quality, standardisation and structure of 

internship programmes;
•	 Encouraging companies to develop structured internship 

programmes; 
•	 Encouraging local IHLs to create avenues to provide practical 

perspectives on academic concept and theories; and
•	 Encouraging students to keep abreast with the latest industry 

developments.

TalentCorp assists IHLs to design SIP such as Malaysian 
Institute of Certified Public Accountants (MICPA), which involves 
internship placements in companies across several key sectors. 
TalentCorp targets to have 12,000 internship placements yearly, 
featuring final dissertations and projects based on the companies 
where the students interned. In Phase 2, TalentCorp will focus 
on longer-term sector-based structured internships driven by 
sector regulators, industry bodies and leading institutions.
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3. Build platforms to optimise talent

TalentCorp aims to develop initiatives to address talent availability at 
all levels, from fresh graduates to experienced talent. 

i.     Scholarship Management
This initiative aligns the scholarship model to better serve the 
needs of the country by essentially facilitating the placement 
of Government scholars in both the public and private sector. 
TalentCorp assists with the monitoring of scholars in serving 
their scholarship bond in the private sector under the Scholarship 
Talent Attraction & Retention (STAR) programme and leverage 
on its partnership with STAR companies to provide value-adding 
initiatives for scholars.

In Phase 1 of the STAR Programme, TalentCorp is working with 
STAR companies and the Public Service Department (JPA) to 
channel graduating scholars to leading Malaysian employers in 
the private sector. In Phase 2, TalentCorp and JPA will  continue 
to refine the scholarship framework.

We strongly believe in nurturing 

students to help them make a 

transition from school to work.  

When students intern with us, we 

spend time sharing with them 

what the profession is about 

and our expectations. We also 

believe it is important to engage 

with the academia to ensure that 

graduates who enter the job 

market have the relevant skills 

and knowledge to succeed.

Rauf Rashid. Malaysia Country Managing Partner, Ernst & Young. Global Talent Leader in Malaysia.
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In building Malaysia’s human capital, the Government sponsors more than 
10,000 top students annually for their tertiary education, both locally and abroad. 
The fields of studies sponsored reflect the broader needs of both the public and 
private sectors. Upon graduation, scholars who are offered a job in Government 
will serve their scholarship bond in civil service, while those not offered to work 
in civil service are released from their contractual obligations and are free to 
seek alternative employment.

In the past, scholars released would typically seek employment in Malaysia and 
thus, the country as a whole would still benefit. Many have gone on to become 
distinguished corporate leaders. 

Given the intense global war for talent, Malaysia’s top scholars who go 
to distinguished global universities are in high demand. With the current 
scholarship model, there is a high risk of our scholars being attracted to 
work in other countries, shortchanging Malaysia on its Investment (ROI) 
on our scholarships. There is a need to better leverage on our top scholars, 
especially since the country urgently needs to succeed in its transformation. A 
new scholarship model is needed to better leverage top scholars to contribute 
towards the Government Transformation Programme (GTP) and ETP.

Enhancements introduced in collaboration with the relevant agencies 
In August 2011, TalentCorp in collaboration with JPA introduced the Scholarship 
Talent Attraction & Retention (STAR) programme. In essence, STAR provides 
scholars the option to serve the scholarship bond by working in leading 
companies in Malaysia, subject to the Government having first right-of-refusal. 

As at April 2012, STAR has over a hundred corporate partners, consisting of 
leading employers in key sectors. As it is, this number is expected to increase.

Moving forward towards the desired end state
STAR is only the first in many steps. Though STAR has created a pathway for 
scholars into the private sector, additional interventions are needed to ensure 
scholars are optimally placed. A short-term solution will be put in place to 
steer top scholars to selected organisations. At the same time, the scholarship 
framework will be reviewed, taking into account current realities, to optimise 
the channelling of scholars to the priority areas in the public and private sector.

Optimising Scholars 

Box Article 2
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Lee Eileen
Contract Engineer
Shell Malaysia

STAR Programme
Emerging Talent in Malaysia

Having a degree 
in environmental 

policy from London 
School of Economics 

(LSE) was one of 
my stepping stones 
to enter into an oil 
and gas industry. I 

believe that Malaysia 
has potential 

market growth 
and is an attractive 
place for working 

professionals. 
I’m proud to call 
Malaysia as my 

home.

The privilege of scholarship entails responsibility; therefore the proposed review 
considers the obligation under the scholarship bond as not fulfilled unless the 
scholars serve either in the public sector or with an approved private company 
in Malaysia.

Beyond monitoring, STAR will also leverage its corporate partners to encourage  
the development of, and networking among, top scholars with a view towards 
grooming potential future leaders.

With the successful implementation of the above, Malaysia can expect:
● An increase in number of scholars serving their scholarship bond in the 

public and private sector;
● Matching increase in ROI for scholarships;
● Better optimisation of top scholars; and 
● A pool of well-trained and networked talent, working towards Malaysia’s 

transformation and groomed to become the nation’s future leaders.

Box Article 2
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ii.    Latent talent 
Talented women in Malaysia are arguably not fully optimised 
given the scenario where they make up more than 60 percent 
of enrolment in local universities, but show a labourforce 
participation rate of only 46 percent. TalentCorp will undertake 
policy advocacy with the private sector over best practices. The 
situation will need to be reviewed for potential solutions and 
interventions to address the issue, whether in terms of policy 
disclosure, incentives or re-training allocations, targeting 
women returning to the workforce after a career break.

Dealing with derivatives, it is an extremely dynamic 
environment where no two days are the same. Very often 
you will be stretching your limits with people who share 

the same motivation and goals. This feels extremely 
rewarding. Malaysia is at the threshold of transformation, 
with a fast-emerging economy. Very often present with 
developing economies, are platforms where ideas are 

debated, tested and accepted. Such platforms also 
demand the input of talent, who are vital in driving the 

country’s development.

Yew Jiayi
Graduate Trainee
Royal Bank of Scotland

STAR Programme Participant
JPA Scholar
Graduated in Chemical 
Engineering from Cambridge 
University, UK

Emerging Global Talent in 
Malaysia
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According to the April 2012 World Bank Malaysia Economic Monitor, women’s 
labour force participation remains low compared to regional and higher income 
peers, with participation being low at all age groups and tending to decline after 
marriage. Malaysia is the only country in the Southeast Asian region with a 
“single-peaked” profile of labour force participation for women, indicating that 
Malaysian women tend not to return to the labour force after marriage and child 
birth. To optimise this talent pool, progressive companies and relevant Ministries 
are now implementing initiatives / programmes that will facilitate women to re-
enter the workforce, while retaining those already in the workforce.

Let’s have a look at some of the proactive initiatives by industry stakeholders
In an effort to increase the depth and breadth of the workforce to realise the 
country’s aspiration to attain high-income, developed nation status by 2020, 
companies such as Agilent, GE, IBM, Intel, MIMOS and SCB have established 
women councils and cross-border networks. These councils have proactively 
designed a mélange of initiatives dealing specifically with women-centric issues 
and are committed to making efforts to cater for the well-being of women in the 
respective organisations.

Other than having supportive HR practices, companies also organise 
programmes to nurture, attract and retain women. For example, advocacy and 
publishing works done by companies like Agilent, IBM and Intel and forums 
led by in-house Women Councils like the GE Women Network, leverage on 
its international women network and relationships to share best practices, to 
retain current women workforce population, and to assist and mobilise women 
to return to work. Global best practices range from setting realistic workloads, 
child care facilities, flexible work arrangements, healthy work-life balance and 
other supportive practices. The payoffs commensurate with the investments 
made by the companies – increased productivity, retention, job satisfaction and 
women empowerment.

Women Agenda 

Box Article 3
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iii.   Human Capital Community 
The Human Capital (HC) Community initiative emphasises 
continuous engagement and enhances the close fraternity 
among human capital leaders, experts and professionals. The 
engagement is undertaken via various initiatives, programmes 
and events to advocate best-in-class practices of human capital 
management / talent management so as to better reflect the voice 
of Malaysia’s labour market stakeholders. The HC Community 
functions as the Community of Practice – with collective 
understanding, assured commitments and collaboration – to 
steer and manage the strategic transformation of the national 
human capital agenda.

5.2 Strategic Thrust 2: Attract and Facilitate Global Talent

Global talent encompasses Malaysian diaspora and foreign talent. 
Malaysian diaspora with the requisite experience and expertise, 
especially in Malaysia’s priority sectors, represent opportunities for 
brain gain. In a survey conducted by the World Bank in 2011, almost 
half of the Malaysian diaspora demonstrated a strong sense of 
attachment to Malaysia, while 30 percent of those surveyed showed 
interest in returning home for good at some point. Meanwhile, 44 
percent of respondents were unsure, suggesting an open and positive 
avenue to engage with them and explore opportunities in Malaysia. 
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Source: World Bank, “MEM Brain Drain”, April 2011

Figure 5.5 Positive attitudes towards return migration 
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•	 Almost half of the Malaysians based 
overseas who responded to the 
survey feel a strong sense of attach-
ment to their country

•	 This suggest that many Malaysians 
remain connected to home even 
though they are living or studying 
abroad

•	 Approximately 30% of the Malaysian 
diaspora has shown interest in 
returning to Malaysia for good 
at some point of time whilst 44% 
remained unsure

•	 This suggest that there is a good 
potential to engage with them about 
opportunities in Malaysia

Source: Survey among the diaspora. 

  
Source: Survey among the diaspora. 

  

Source: World Bank, “MEM Brain Drain”, April 2011

Figure 5.6 Our diaspora—we need to act now 
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If nothing about Malaysia changes, I will still return 
home and contribute positively to the economy 

Count of of survey respondents, by age group 
  

I intend to return to Malaysia for good at some point 
in my life 

Count of of survey respondents, by age group 
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Dealing with derivatives, it is an extremely dynamic 

environment where no two days are the same. Very often 

you will be stretching your limits with people who share 

the same motivation and goals. This feels extremely 

rewarding. Malaysia is at the threshold of transformation, 

with a fast-emerging economy. Very often present with 

developing economies, are platforms where ideas are 

debated, tested and accepted. Such platforms also 

demand the input of talents, who are vital in driving the 

country’s development.

Nicholas Khaw
Associate at Khazanah Research and 
Investment Strategy
Khazanah Nasional Berhad

STAR Programme
Graduated in Economics from Harvard 
University
Part of 10th Malaysia Plan and ETP team

Emerging Global Talent in Malaysia

During my 2nd and 3rd years of university, I found that I 

was very keen on development economics, particularly 

in the public sector. It was an obvious and straightforward 

choice to start my career in Malaysia. I reasoned that if 

I were to serve in the public sector, it should be my own 

public sector.
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On another note, foreign talent possess skills that can complement 
local talent. However, over the period between 2004 to 2010, the 
number of expatriates in the country declined by 25 percent, which 
may have been due to several factors, including the effect of the 1997 
Asian financial crisis, as well as certain immigration restrictions. 

Source: World Bank, “MEM Brain Drain”, April 2011

Figure 5.7 Importing foreign talent 
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The initiatives under the programmes are illustrated in Figure 5.9. 

Targeted at Malaysian diaspora, TalentCorp’s outreach programme 
intends to achieve two objectives: firstly, to raise greater awareness of 
job opportunities in Malaysia; and secondly, to promote opportunities 
for collaborations and contributions while remaining abroad. 

1. Outreach to Malaysians abroad

The three programmes, driven towards engaging and facilitating 
global talent, are illustrated in Figure 5.8. 

Outreach to 
Malaysians 

abroad

Strategic 
Thrust 2: 

Attract and 
Facilitate Global 

Talent

Facilitate 
returning

 talent

Enhance 
expatriate 
facilitation

Initiatives: 
•	 Returning Expert 

Programme
•	 Recognition of 

professional 
qualifications

Initiatives:
•	 Professional outreach
•	 Student outreach

Initiatives:
•	 Residence Pass – Talent
•	 Premier service centre for 

leading companies

Figure 5.8 Three key programmes have been identified to attract 
and facilitate global talent

Figure 5.9 The initiatives are designed to attract and facilitate global talent

Programmes Initiatives Phase 1 (2011-2015) Phase 2 (2016-2020)

1. Outreach to 
Malaysians 
abroad

•	 Professional outreach
•	 Student outreach

•	 Assist key industries and 
companies to meet talent 
requirements through 
facilitation and outreach 
programmes

•	 Extend outreach initiatives and 
expand the network

2. Facilitate 
returning talent

•	 Returning Expert Programme •	 Facilitate ease of entry for 
global talent

•	 Develop a seamless and 
integrated end-to-end process to 
facilitate entry of global talent

•	 Recognition of professional 
qualifications

•	 Address policy impediments 
on entry of global talent

•	 Operationalise and facilitate 
mobility of returning Malaysian 
professional talent 

3. Enhance 
expatriate 
facilitation

•	 Resident Pass – Talent •	 Facilitate ease of entry for 
global talent

•	 Develop a seamless and 
integrated end-to-end process to 
facilitate entry of global talent

•	 Premier service centre for 
leading companies

•	 Pilot catalytic initiatives for 
policy refinement

•	 Optimise collaboration to deliver 
seamless expatriate services

Source: TalentCorp, 2012
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i.     Professional outreach
This initiative focuses on engaging Malaysian diaspora through 
networking sessions with Malaysian companies and agencies. 
These professional networking events are mostly sector-focused 
to give the Malaysian diaspora a better understanding of the 
many opportunities available back in Malaysia. The purpose of 
the sessions are:
•	 To raise awareness:

Communicating the message of the country’s transformation 
and opportunities in Malaysia;

•	 To create meaningful engagement:
By identifying areas in which Malaysian diaspora can 
contribute back to Malaysia, either via conferences, virtual 
platforms, or other means;

•	 To build and improve on networks:
By opening up communication channels with various nodes 
and networks abroad, TalentCorp provides a platform 
for diaspora to connect with each other and to discuss 
collaboration opportunities.

TalentCorp also recognises that there is interest from Malaysian 
diaspora to explore employment opportunities in Malaysia. Where 
possible, sector-focused networking events are organised, such 
as the Dublin and London medical and accounting events in 
April 2012, during which TalentCorp connected individuals with 
potential employers. Through such avenues, Malaysian diaspora 
are better informed about available opportunities back home. 

TalentCorp’s engagement with Malaysian professionals 
overseas up to April 2012 has so far physically reached out to 
more than 1,000 Malaysian professionals in seven countries via 
25 different sessions. Moving forward, the aim is to increase the 
physical outreach to more Malaysian professionals and promote 
opportunities in Malaysia to a wider spectrum of the diaspora.

TalentCorp also reaches out to Malaysian diaspora via the 
MyWorkLife portal. This portal provides the necessary 
information required to facilitate the relocation of Malaysians 
returning home with information on starting afresh in Malaysia, 
guidance on career opportunities and everyday matters such 
as preferred property locations, good schools, banks and other 
necessities. This portal was re-launched in January 2012 and 
has to date recorded hundreds of thousands of unique hits, 50 
percent of which are from the UK, US, Australia and Singapore.
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While TalentCorp engages primarily with large companies seeking top talent, it 
also recognises other stakeholders that play a role towards better facilitating 
Malaysians abroad in accessing opportunities in Malaysia.

TalentCorp intends to collaborate with the likes of executive search firms who 
benefit from a birds-eye view of that talent requirements and opportunities 
available accross companies. Some of these executive search and placement 
companies also have an extensive global talent network of their own which can 
be leveraged to meet Malaysia’s talent needs.

Leveraging on Human Resource solution 
providers to engage the experienced top talent 
segment

Box Article 4

ii.    Student outreach
The student outreach initiative focuses on connecting and 
engaging with young Malaysian students abroad. To tap into the 
top talent pool, TalentCorp collaborates with Education Malaysia, 
JPA, Majlis Amanah Rakyat (MARA) and student associations 
to obtain information regarding high-performing Malaysian 
students abroad. 

Based on Education Malaysia data, scholars currently make 
up only 30 percent of total overseas students. Therefore, it is 
becoming more crucial for TalentCorp to focus efforts in ensuring 
Malaysian students abroad (scholars and non-scholars) are 
well- informed of employment opportunities in Malaysia.  Career 
fairs are intended to provide these students with information on 
career opportunities in Malaysia as well as providing a platform 
for Malaysian companies to tap this talent pool to meet growing 
talent needs. 

TalentCorp administers the Career Fair Incentives (CFI), which 
allows for double tax deduction for Malaysian companies 
participating in endorsed career fairs abroad. These career fairs 
provide a platform for reputable Malaysian employers to source 
for top Malaysian student and professional talent. In April 2012, 
38 Malaysian companies participated in the endorsed UKEC-
Graduan career fair of the CFI. Moving forward for 2012-2015, 70 
companies are targeted to participate in endorsed career fairs 
overseas annually.
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2. Facilitate returning talent

In parallel with the outreach programmes, TalentCorp also facilitates 
the return of Malaysian professionals from abroad through two key 
initiatives. Phase 1 focuses on facilitating ease of entry for Malaysian 
diaspora and addressing policy impediments to entry. In Phase 2, 
TalentCorp will focus on developing a seamless and integrated end-
to-end process to facilitate entry of returning Malaysians.

i.     Returning Expert Programme (REP)
The REP has been introduced to facilitate the return of Malaysian 
talent to contribute to the creation of a world-class workforce in 
Malaysia, especially in the context of the ETP.

During Budget 2001, the Government announced various initiatives to enable 
the establishment of a Malaysian world-class workforce. One of the initiatives 
was to facilitate returning talent within selected sectors to contribute towards 
the nation’s development. To this end, the Returning Expert Programme (REP) 
was introduced in January 2001. 

Effective 1 January 2011, the REP was placed under the purview of TalentCorp 
with the aim of facilitating returning talent within key sectors to contribute 
toward the ETP. On 12 April 2011, a revised REP scheme was announced by 
YAB Prime Minister. Successful applicants after April 2011 are entitled to the 
following revised scheme. 

Facilitating Returning Talents 

Box Article 5

Tax Exemption
for all personal
effects brought into
Malaysia

Optional
Flat Tax Rate

of
for Employment
Income for 5 years

15%
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For the year 2011, 680 applications were approved, with more than 500 
Malaysians returning. Beyond the statistics, REP has seen the return of notable 
Malaysians assuming leadership positions in organisations such as Malakoff 
Corporation Berhad, Tokio Marine, Hibiscus Petroleum Berhad as well as 
British India (Malaysia).

Moving forward
TalentCorp seeks to develop a seamless and integrated end-to-end process to 
facilitate returning Malaysians. Previously, the REP was driven by individuals 
applications. TalentCorp intends to gradually shift towards a company-centric 
approach where companies will apply for the scheme to complement their 
talent acquisition efforts. This will see a slight shift in the REP scheme towards 
company demand as compared with the current nature of the scheme which is 
based on individual applications.

At the same time, TalentCorp will closely engage with industries to identify 
specific sectors / skills gaps which are required within the industry. This will 
serve as a guide towards further refinement of the REP scheme in order to meet 
the talent needs of the nation.

The measures outlined above will facilitate returning talent, and shift the current 
perception of REP from that of an incentive scheme, to one of a seamless and 
integrated end-to-end process. 

2 locally assembled /
manufactured 
Completely-Knocked-Down 
(CKDs) vehicles
tax-free

are eligible for Permanent 
Resident (PR) status within 
6 months upon submission 
of complete application to 
Immigration Department of 
Malaysia (notwithstanding 
Sabah and Sarawak)

Foreign
spouse /
children
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ii.     Recognition of professional qualifications
TalentCorp supports efforts to liberalise professional services 
by actively advocating for fewer restrictions for professional 
Malaysian talent returning home. TalentCorp works closely with 
relevant bodies such as PEMANDU, Ministry of International 
Trade and Industry (MITI), as well as other Ministries and 
regulators to escalate issues and provide input for appropriate 
measures to reduce restrictions hampering the return of 
professionals to Malaysia.

TalentCorp plans to leverage on existing initiatives to liberalise 
the professional services, which would see a less restrictive 
environment for professionals such as engineers and doctors. 
This includes leveraging on the reviews of laws, for example the 
Engineers Act 1967 to recognise non-citizens and allow them to 
be registered as professional engineers.

Rhoda Yap. CEO of British India. Returning Expert Programme. Global Talent back in Malaysia

What excites me about being in Malaysia is the 

opportunity to shape and grow a company internationally. 

That, and easy access to char kuay teow.
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According to the ETP, the Healthcare sector targets to contribute RM35 
billion incremental Gross National Income (GNI) by 2020 and the creation of 
approximately 181,000 new jobs with key enablers including:

•	Securing	the	right	human	capital;	
•	Utilising	existing	infrastructure	more	effectively;
•	Changing	regulations	and	policy;
•	Creating	cross-border	alliances;	and	
•	Coordinating	more	targeted	and	aggressive	marketing.

TalentCorp is collaborating with the Ministry of Health (MoH) and Malaysian 
Medical Council (MMC) to attract global talent, particularly given the professional 
regulations governing the medical practice. 

TalentCorp and the MoH have signed a Memorandum of Understanding (MoU) to 
address five key areas of collaboration:

1. Reviewing the current registration process of returning medical 
practitioners with the MMC;

2. Facilitating the establishment of specialised medical disciplines in 
Malaysia;

3. Facilitating the placement of returning Malaysian medical practitioners;
4. Upskilling medical professionals to better serve the needs of the 

Healthcare sector; and
5. Active outreach to the global Malaysian medical communities to 

facilitate knowledge and skills transfer to Malaysia.

The MoU is the foundation block in TalentCorp’s efforts to connect with the 
Malaysian medical professionals abroad in building meaningful networks.  
Together with the Association of Private Hospitals Malaysia (APHM), TalentCorp 
is also working to create a platform of communication between Malaysian 
medical professional abroad and potential employers in Malaysia enabling the 
private healthcare sector to access a wider talent pool to better leverage on 
their knowledge and skills.

Capitalising on the strong demand for healthcare professionals in Malaysia 
and on present economic conditions in Europe, TalentCorp has organised 
healthcare-focused networking events in the UK and Ireland in April 2012 to 
connect individuals with key employers from the private health sector. This 
includes KPJ Healthcare, Parkway Pantai Ltd and Mahkota Medical Centre, with 
strong support from the MoH. 

Moving forward
Increasingly, TalentCorp will look to replicate this approach into other 
geographies, including Taiwan and Australia under the public-private 
healthcare collaboration. It is anticipated that an effective collaboration will 
further strengthen the development of the healthcare sector as a National Key 
Economic Area (NKEA).

Healthcare sector

Box Article 6
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With the experience I have gained in Cambridge, I hope 

to create a healthcare environment that focuses on quality 

entrenched in research and education. The best part of 

being home is my family. Having been away from them 

for 20 years, it is an absolute joy to be around them again.

Dr. Sundari Ampikaipakan. Consultant Respiratory and General Physician Pantai Hospital. 
Joined TalentCorp in Outreach to Medical Professionals in UK and Ireland. Returning Expert 
Programme. Global Talent back in Malaysia.
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Dr. Jane Cardosa is internationally renowned for 

her work in tropical infectious diseases. She is 

Chief Scientific Officer of Sentinext Therapeutics, 

a Malaysian biotech startup company developing 

vaccines, which she co-founded in 2009.

Dr. Jane Cardosa had the honour of giving a 

Tanner lecture on emerging infectious diseases 

on the occasion of the 500th anniversary of 

Brasenose College, Oxford University. She was 

also the recipient of a US$100,000 grant from the 

Bill & Melinda Gates Foundation for research on 

vaccine for polio and hand, foot and mouth disease 

(HFMD). 

Dr. Jane Cardosa has served on numerous 

international scientific boards and committees and 

is currently a member of the Scientific Advisory 

Committee of the Grand Challenges Canada.

Malaysia has talent, global talent like Dr. Jane 

Cardosa.

Dr. Jane 
Cardosa
Chief Scientific 
Officer of Sentinext 
Therapeutics
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3. Enhance expatriate facilitation

Malaysia hosts a number of foreign talent working and living here, 
both for the short and long term. Expatriates from  various countries 
provide a talent pool to complement the locals in contributing towards 
the economic transformation. Recognising that foreigners are 
beneficial in spurring the competitiveness and innovative capabilities 
of the local workforce, there is room to better facilitate top foreign 
talent to work and settle in Malaysia. Some of the employment 
issues faced by individual talent and companies seeking to attract 
talent include identifying understudies and advertising for these 
positions, restrictions on headcount and job type, and uncertainties 
in terms of tenure and approval. These limitations were outdated and 
subsequently removed.

“It is important to discard the idea that foreign and Malaysian skilled 
workers are perfect substitutes. On the contrary, they are strong 
complements. Knowledge workers interact with one another in ways 
that lead to exponential benefits and increase the productivity of all 
(rather like the Internet – the more the number of users, the more 
powerful is the web). Visa and restrictive employment requirements 
on foreign skilled workers are proving to be a critical and binding 
constraint preventing many companies from accessing the skills 
needed to move up the value chain.” 

World Bank, “Malaysian Economic Monitor”, Nov 2009

The country needs to liberalise top foreign talent entry while 
managing reliance on foreign labour, as well as mitigating security 
risks. In cognisance of this, TalentCorp, upon syndication with key 
industry players in identifying issues, jointly reviews and develops 
corresponding policy measures with the Ministry of Home Affairs 
(MoHA). Furthermore, the establishment of an oversight committee 
to coordinate all expatriate-related policies and programmes will 
drive further immigration innovations.

The initial phase includes piloting catalytic initiatives to refine policy 
and modalities. Efforts towards optimising collaboration to deliver 
seamless expatriate service will be intensified in Phase 2. 
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i.      Residence Pass - Talent (RP-T)
The RP-T is an immigration instrument introduced to attract and 
retain top expatriates to stay and contribute in the longer term 
to the ETP.

As a geoscientist, my 
major contribution has 
been in the area of Oil 
& Gas development to 
meet Malaysia’s energy 
requirements. I also 
see myself contributing 
in human capital 
development as the 
majority of graduates 
I have mentored have 
blossomed into full-
fledged geoscientists.

Mona Ukpai Kalu
Senior Geologist and Team Leader 
Carigali Hess Operating Company 

Residence Pass –Talent Holder
Global Talent in Malaysia
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Together with the Ministry of Home Affairs (MoHA) and the Immigration 
Department, the Residence Pass-Talent (RP-T) was introduced on 1 April 2011. 
An RP-T is inherently different from both Permanent Residence and Employment 
Pass.  It serves as a 10-year multiple entry visa which is employer-independent, 
targeting top foreign talent in critical sectors to accelerate Malaysia’s trajectory 
towards a high-income nation.

The RP-T helps facilitate top foreign talent to commit to Malaysia for a longer 
term.  

Benefits of Residence Pass – Talent

Enhance Residence Pass–Talent
When it was first launched, it was offered to expatriates who have been working 
in Malaysia for at least three years. This was followed by the emerging need to 
have this instrument used by leading companies to engage and facilitate foreign 
talent abroad.  In addition to that, RP-T will also be extended to successful 
entrepreneurs who are actively involved in knowledge-intensive activities in the 
National Key Economic Areas (NKEAs).

Introducing the RP-T

Box Article 7

Being able to work and

live in MALAYSIA
for up to

Being able to change
employers
without having to
renew the pass

Spouse can also 
seek employment
without the need to
apply for an
Employment Pass

(under 18 years old) are
eligible for the pass

(under 18 years old) are 
also eligible to 
study

Dependents

over 18 years
of age, parents and
parents-in-law are eligible 
for a

10years

5 -year
Social Visit Pass

Spouse and

Children

The Spouse
 and Children
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When I found out about 
the Residence Pass (RP), 
I immediately thought 
this was the answer after 
being in the economics 
and education sector 
for over 13 years in 
Malaysia. Finally, a 
solution to make my stay 
here easier. Malaysians 
are very nice people 
and always willing to 
lend a helping hand. I 
love the mix of culture, 
clothing varieties and 
definitely the food.

Dr. Marie-Aimée Tourres. Senior Research Fellow Faculty of Economics, University of Malaya. 
Author of “The tragedy that didn’t happen, a book on Malaysia’s crisis management and capital 
controls during the Asian crisis”. Residence Pass –Talent. Global Talent in Malaysia
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ii.    Premier service centre for leading companies
As part of the expansion plan to further enhance service delivery 
and customer experience, a premier service centre to meet 
expatriate requirements of leading companies is critical. 

Immigration innovations
Some of the recent immigration innovations include:

•	 Exemptions to bring in foreign domestic help;
•	 Permission for foreign spouses to work while holding a 

Dependent Pass;
•	 Fast track programme allowing expatriates earning 

more than RM8,000 per month to be issued passes 
automatically;

•	 Employment Pass liberalisation initiatives, which include 
the removal of requirements to advertise positions, 
identify an understudy, and limits on work durations;

•	 Introduction of the i-Pass;
•	 Re-branding of the Expatriate Services Division.



MALAYSIA HAS TALENT154

We have lived in Malaysia for a number of years. Being 
fortunate enough to qualify for the Residence Pass-Talent 
and to be accepted is extremely rewarding for the family. 
It has given us flexibility and comfort. My wife Britta, will 
be able to kick start her career again in Malaysia. It has 

to be one of the most rewarding experiences to work with 
Malaysians and I will hope to continue to be part of this for 

many years to come.

Frank Kirkgaard Nielson. Head of Managed Service Finance SEA Ericsson Malaysia. 
Residence Pass –Talent Holder. Global Talent in Malaysia.
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5.3 Strategic Thrust 3: Build Networks of Top Talent

The talent networks form the basis for TalentCorp to build up a 
source pool of talent. As job opportunities arise, the networks allow 
TalentCorp to engage individual top talent that are best-suited for 
the job. Figure 5.10 illustrates the three key programmes to build 
networks of top talent.

Figure 5.10 Three key programmes have been identified to build 
networks of top talent

Build networks 
of future 
leaders

Strategic 
Thrust 3: Build 

Networks of Top 
Talent

Develop diaspora 
networking 
platforms

Engage 
expatriate 
community

Initiatives:
•	 Build network and 

engagement platforms

Initiatives:
•	 Developing future leaders 

through leadership 
development initiatives

Initiatives:
•	 Foreign Talent Outreach

Information and Data
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The programmes focus on building networks and platforms to facilitate 
ease of engagement to foster collaborations, and contributions from 
talent abroad. The details of the programmes over two phases are 
illustrated in Figure 5.11.

Figure 5.11 The programmes are designed to build networks of 
top talent over two phases

Programmes Initiatives Phase 1 (2011-2015) Phase 2 (2016-2020)

1. Build networks of 
future leaders

•	 Developing future 
leaders through 
leadership development 
initiatives

•	 Develop networks for 
leadership pipelining 

•	 Private-Public Sector and 
Intra-Private Sector Talent 
Cross Assignments 

•	 Cross-Level Mentoring 
•	 Integrated talent management 

(channel top talents to priority 
sectors and companies)

2. Develop diaspora 
networking 
platforms

•	 Build networks and 
engagement platforms

•	 Develop networks  of 
professional diaspora and 
eminent Malaysians to assess 
opportunities in Malaysia or 
contribute from abroad 

•	 Leverage on international 
sector-focused conferences

•	 Establish self-sustaining 
networks in key sectors and 
priority geographies to facilitate 
engagement and contribution 
from abroad

•	 Organise sector-focused 
conferences 

3. Engage expatriate 
community

•	 Foreign talent outreach •	 Engage expatriate community 
to develop networks

•	 Strengthen and broaden networks 
of top talent 

1. Build networks of future leaders

The network of Malaysian top talent will comprise future leaders 
identified from TalentCorp’s leadership development initiatives. The 
objectives of the networks are to:

•	 Connect future leaders to prominent captains of the industry 
for mentor-mentee relationships; and

•	 Develop a pool of business leaders for key sectors.

Phase 1 focuses on developing a networks of top talents for leadership 
pipelining, while in Phase 2, TalentCorp will enhance the mentoring 
programme, optimising the top talent pool to ensure leaders are 
channelled to priority sectors and companies. 
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i.     Developing future leaders through leadership development 
initiatives

Cross-assignment programme
Targeted at professionals with at least five years’ working 
experience, the cross-assignment programme is designed 
to upskill managers and above via exposure across different 
companies and industries. Under this initiative, managers are 
cross-assigned between government-linked companies (GLCs) / 
multinational corporations (MNCs) and Government ministries / 
agencies over a one to two year period.

Mentoring will be included as part of the cross-assignment 
framework to nurture future leaders. Participants of the cross-
assignment programme will be mentored by a prominent local 
CEO as part of their development towards becoming future 
leaders and future mentors themselves.

We should tap and attract Malaysian talent around the 
world, always having strong connections with them to 

learn from their global experience and wisdom - in the 
Malaysian context.

Dato’ Devinder Kumar
Senior Vice President, -Finance and 

Corporate Controller 
Advanced Micro Devices (AMD)

 
Global Talent contributing from abroad
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Scholarship alumni
The alumni of scholars will be encouraged to connect among 
themselves. As part of their development, scholars will be 
invited to participate in mentoring programmes. The monitoring 
of the professional progress of the scholars will also be useful 
in assessing enhancements to the management of the scholars. 
At the same time, given the past track record of scholars in 
becoming corporate leaders, the alumni is a talent pool to be 
sustained for future opportunities. 

2. Develop diaspora networking platforms

TalentCorp is leveraging on Malaysian diaspora to act as Malaysian 
Talent Ambassadors in propagating valuable opportunities in 
Malaysia or by contributing from abroad. Contribution from abroad 
can be facilitated through various options such as participation in 
conferences and seminars, setting-up of global offices, or via online 
platforms such as virtual forums and social networking media. To 
support this, TalentCorp is currently building directories of top talent 
based on information collated from networking events and existing 
data from relevant Government agencies. 

Phase 1 will include working with key industries and companies 
to engage networks of diaspora and eminent Malaysians to 
communicate opportunities in Malaysia, including leveraging on 
international sector-focused conferences. In Phase 2, TalentCorp 
will focus on establishing self-sustaining networks in key sectors 
and priority geographies to facilitate engagement and contribution 
from abroad.

i.     Build networks and engagement platforms

Build networks and engage eminent Malaysians
TalentCorp realises that Malaysians are still able to contribute 
while abroad, as evidenced by the TalentCorp-MDeC-Silicon 
Valley Workshop which was successfully held in October 
2011. This event saw a gathering of the best Malaysian talent 
from Silicon Valley and selected MSC-status companies which 
provided platforms for the exchange of knowledge, ideas, and 
exploration of partnership opportunities.
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Danny Quah is currently Professor of Economics 

at the London School of Economics and Political 

Science (LSE). When asked to describe what he 

does, he said, “I teach, I do research, I engage in 

public communication and debate.”

Prof. Danny Quah obtained his PhD from Harvard 

under Thomas Sargent in 1986 and his A.B. from 

Princeton University in 1980. During 2006 to 2009, 

he was Head of Department for Economics at 

LSE. Quah has written extensively in the fields of 

economic growth, development economics and 

weightless economy.

For Prof Danny Quah, Malaysia will always hold 

an endearing place in his heart. He is known to 

include Malaysia as examples in his lectures. 

After spending 20 years abroad, he welcomes 

the opportunity to contribute to the country. 

Danny Quah served as a council member on the 

National Economic Advisory Council, which in 

2010 published Malaysia’s New Economic Model.  

With so many changes happening in Malaysia, 

Quah is hopeful on the growth trajectory for 

Malaysia. “I hope the country can continue to draw 

on its vast reserves of talent and human energy to 

take its rightful place, successful and competitive 

in the community of nations.  I believe there are 

multiple pathways to such success; however, no 

single model is necessary and sufficient to make 

an economy work. But, as everywhere else, all 

Malaysians have to feel they have, starting from 

a level playing field, both a say and a stake in the 

country’s continued progress.”

What does he miss most about Malaysia? “Well, 

definitely the variety of food, the optimism that 

comes from being somewhere where good things 

are constantly happening due to small unexpected 

gentle acts of kindness”.

Malaysia has talent, contributing global talent 

like Prof. Danny Quah.

Prof. 
Danny 
Quah
Professor of 
Economics, LSE
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Establish platforms for key sectors and priority geographies
The Malaysian diaspora is distributed in clusters in certain fields 
and geographies. For example, there is a concentration of O&G 
professionals in the Middle East, whereas in Ireland there are 
doctors and accountants. TalentCorp will facilitate engagements 
between these specific clusters of professionals with relevant 
employers in Malaysia, in the same field. 

REP Club
The REP Club is targeted for launch in the second half of 2012. 
It will provide a support network for returning experts and will 
serve as a community to welcome and facilitate their return. The 
REP Club will promote a sense of inclusiveness and belonging 
among those returning, as well as provide an avenue for 
discussion and information sharing.

Programme allows Malaysians abroad to serve nation without 
returning, The Star, Sunday, 16 October 2011

Malaysians living abroad can continue to serve the country 
without having to return home under a programme started by 
Talent Corporation Malaysia (TalentCorp) and a group of Silicon 
Valley professionals from California in the United States.

The plan resulted from a three-day workshop that ended here 
on Friday, which brought people who had built successful 
technology businesses in the United States to share their 
ideas with officials of TalentCorp, the Malaysian Technology 
Development Corporation (MTDC) and the Multimedia 
Development Corporation (MDeC).

They also had discussions with Multimedia Super Corridor 
(MSC) companies.

One of the Malaysians at the TalentCorp-Silicon Valley Nexus 
workshop at the Kuala Lumpur Convention Centre, Winston 
Choe, said the event was aimed at coming up with a win-win 
model for Malaysian diaspora to contribute to the country’s 
technology sector.

“Instead of the conventional way of bringing back Malaysian 
talent from overseas, we looked at ways they can contribute 
from abroad.”
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“Nowadays, with globalisation and the fact that start-ups can be 
created anywhere and people can be connected online, you don’t 
have to be physically here to make things happen,” said Choe, 
who is Chief Executive Officer of his own business networking 
software company.

“Malaysian professionals working abroad can take part in 
existing mentorship programmes by the MDEC and set up 
incubators to help local entrepreneurs get their businesses off 
the ground,” he said.

Source: STAR Online, October 2011

3. Engage expatriate community

i.     Foreign talent outreach
TalentCorp initiates networking and dialogue sessions to 
promote awareness on expatriate-related programmes and 
development, and at the same to obtain more insight and 
feedback from the expatriate community. TalentCorp focuses on 
developing the foreign talent network in Phase 1, and aims to 
build on the networks in Phase 2.

The outreach programme is to raise awareness regarding 
programmes to enhance liveability and facilitate entry and stay for 
expatriates in Malaysia. Some examples include the Budget 2012 
announcement of foreigners being allowed to make withdrawals 
from the Employees Provident Fund (EPF) to purchase individual 
properties, and Employment Pass liberalisation initiatives.

TalentCorp leverages on existing expatriate platforms to interact 
with the community. Forums organised by foreign chambers of 
commerce, expatriate associations as well as informal channels 
such as international schools, provide valuable sources to 
engage the leading MNCs’ top expatriates, who can contribute to 
Malaysia by assuming advisory roles in promoting investments. 
In addition to this, Talent Ambassadors are being identified 
to represent Malaysia in their respective countries, to raise 
awareness about the various opportunities to invest, live and 
work in Malaysia.
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Eminent Malaysian economist, Jomo Kwame 

Sundaram has been Assistant Secretary General 

for Economic Development in the United Nations’ 

Department of Economic and Social Affairs since 

January 2005.

Born in Penang, Jomo received his earlier 

education in Penang Free School and graduated 

from Yale in Economics. He further received his 

MPA and doctorate from Harvard University. His 

illustrious career as an academic involved more 

than 20 years at University of Malaya, over five 

years at University Kebangsaan Malaysia and 

stints at University Sains Malaysia.

Financial crises have kept Jomo especially 

busy, working to provide ‘second opinions’ on 

appropriate policy responses to support rapid 

economic recovery and employment generation.

Jomo plays an international role in economic 

policy and in his very own words, “I’m proud to be 

Malaysian and I believe I bring national traits to 

the job.”

Malaysia has talent, globally recognised talent 

like Dr. Jomo.

Dr. Jomo 
Kwame 
Sundaram 
Assistant Secretary General, 
for Economic Development, 
United Nations
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5.4 Conclusion

By 2020, Malaysia aspires to emerge as a high-income, advanced 
nation as well as a global talent destination. These ambitions are 
significant and intertwined, as the achievement of one is dependent 
on the realisation of the other. The success of the economic 
transformation, relies on the ability to act collectively and cohesively to 
nurture, attract, and retain talent. This in turn is a crucial component 
in supporting the flow of investments and spurring growth critical to 
the economic renaissance of Malaysia.

The Government has articulated a holistic Transformation Agenda, 
which will culminate in the National Transformation Policy. This 
transformation includes the NEM and ETP, which are focused on 
transforming Malaysia from an upper middle income to a high income, 
advanced nation. The Government has also initiated a comprehensive 
set of structural reforms to enhance the nation’s talent landscape. 
This will be made through the GTP, which includes enhancing 
livability as well as through initiatives, such as the Education Review, 
Graduate Employability Blueprint, and Labour Law Reform.

A critical success factor to the transformation of the Malaysian 
economic and talent environment is Collective Action. 
Transforming the economy and addressing talent issues require 
all stakeholders, both in the public and private sector, as well as 
the talent themeselves to make a difference. Through its reforms, 
the Government is committed to provide a facilitative business and 
talent-friendly environment. However, it is the private sector that 
ultimately makes investment decisions to drive transformation, 
moving business activities up the value chain. In addition, it is the 
companies that provide attractive and rewarding career paths for 
talent, that commensurates with productivity. To catalyse change, 
the Government will promote transformative investments through 
the ETP, and in tandem, TalentCorp will drive talent interventions 
towards sparking a virtuous cycle of greater investments, as well as  
talent attraction and retention.

As set out in the Talent Roadmap 2020, TalentCorp will act as a focal 
point for talent needs arising from the economic transformation. 
TalentCorp will play its role in developing and driving interventions 
to address critical skills gaps. Such interventions will involve 
a combination of addressing policies, building public-private 
collaborations, and implementing solutions directly. TalentCorp’s 
priorities include developing a pool of graduate talent, as well as 
addressing the urgent requirement for experienced professionals. 
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Interventions will be anchored on three strategic thrusts, namely 
to (1) Optimise Malaysian Talent; (2) Attract and Facilitate Global 
Talent; and (3) Build Networks of Top Talent. During the first phase 
of the Roadmap (2011-2015), TalentCorp will focus on scaling up the 
impact of its initiatives on talent availability, prioritising policy and 
talent engagement programmes. The second phase (2016-2020) will 
focus on operationalising integrated national talent management as 
policy refinements become institutionalised. 
 
Malaysia aspires to achieve a ranking of top-20 in the Global Talent 
Index by 2020. The combination of the holistic Transformation Agenda, 
Collective Action, and the Talent Roadmap 2020 is the formula to 
propel Malaysia to emerge as a global talent destination, and in so 
doing, enable the realisation of Vision 2020.

“Imagine today, where we would like to be tomorrow. Walk with me on 
this transformation journey, work with me to realise the dreams of all 
Malaysians.”

YAB Dato’ Sri Mohd Najib 
(April, 2012)



GLOBAL TALENT LIKE YOU

MALAYSIA HAS TALENT






