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Abstract: Talent management is one of the main and pertinent issues in managing organization today. Organizations are 
being pressured to make the most of their strategic resources for example human resources to help them achieve competitive 
advantage. With the influx new generation namely Gen Y in workforce, a more structure and systematic programs need to be 
in place to meet the demand and needs of these new young generations. This research attempts to investigate and identify the 
strategies adopted by various successful companies in Malaysia, in managing and developing their talent. Comparison in 
term strategies, philosophy, approach, interventions and challenges in talent management attracting and maintaining the so 
called Gen Y between these companies with difference cultural and philosophical background will be done. The researcher is 
the primary instrument of data collection. Therefore, in the depth interview sessions will be carried out with the Human 
Resources Managers in order to gather indebt information about the talent management practices in attracting and retaining 
Gen Y. The expected result for this study is to attract and retain talent management practice Gen Y in the line with 
government policy of maximizing the potential future human resources capital in Malaysia towards achieving vision 2020. 
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I. INTRODUCTION 
 
The issue of talent management has been discussed 
and articulated enormously by many leaders, 
academic and practitioners around the globe. Which 
shows the importance of this aspect in ensuring better 
organization performance? In an increasingly 
complex world organization are faced with various 
types and behavior of employees who have a 
significant impact on the success of an organization. 
The challenge of calibrating talent management 
practices and program to attract and engage our 
young entrants is critically important to all 
organizations and particularly, so for organization 
that depend on a strong flow of top talent, such 
professional service organizations. Many experts 
agreed that making the business infrastructure more 
attractive to Gen Y is a high priority. Therefore the 
study is essential to find out the practices of various 
companies from Malaysia in redesigning talent 
management practices in attracting and retaining Gen 
Y that are found to be the pioneer and very aggressive 
in implementing talent management programs in their 
organization.  
 
This study had focused three organizations from 
different sectors to get insight on how talent 
management is being practiced. In order to explore 
talent management practices in three organizations, 
there are several questions might help in this 
research: 1) How the organization defines talent and 
general talent management practice in organization; 
2) What are the strategies of attracting and retaining 
Gen Y in the organization; 3) What are the 

effectiveness of the strategies of attracting and 
retaining Gen Y in organizations 
 
II. REVIEW OF LITERATURE 
 
2.1. Talent Management 
 
Talent management is the integrated process of 
ensuring that an organization has a continuous supply 
of highly productive individuals in the job, at the 
right time [1]. Taleo’s graphical representation 
emphasizes the mandate of talent management of 
respond to business goals and consequently be the 
driver of business performance. Talent management 
is depicted as a circular not a linear set of activities 
[2].   [3] found that talent management and staff 
training and development are often put aside during 
periods of economic uncertainty and recession. He 
suggests neglecting talent management in times of 
economic turmoil is likely to have a significant 
negative impact in the long run, and that 
organizations should continue to places importance 
on talent management throughout difficult economic 
periods. He suggests a number of methods for 
continuing to develop talent and staff when budgets 
are tight, and number possible talent management 
strategies which may be followed during a recession. 
 
The Chartered Management Institute developed a 
framework for understanding how organizations view 
talent management as follow, 
Process perspective [4] –the future success of a 
company is based on having the right talent, so 
managing and nurturing talent is part of the everyday 
process of organizational life. 
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Culture Perspective [5] – talent management is a 
mindset, where the performance of each individual 
independent on the talent of that individual. As a 
result, the organization appreciates each individual 
talent and allows talent to be developed as a matter of 
course.  
Developmental perspective [6] – talent management 
is about accelerated development paths for highest 
employees. The same development process is applied 
to all employees but talented employees go through 
the process more quickly.  
 
Gen Y 
[7] defines Gen Y as those who were born in the 
1980s and 1990s. They have been brought up by 
competitive parents in a rapidly advancing technical 
world and emphasized on child centered. This new 
generation of workers also can be understood by 
different external factors such as modern economy, 
social, issues and environment concerns that they 
have undergone. [7] also states that there are a lot of 
contradictions with Gen-Y such as they are 
technologically savvy but highly creative, 
environmentally conscious yet highly mobile, 
expecting instant rewards but also demand 
development for long term think like entrepreneurs 
but tend to value relationships over money. It is very 
challenging for employers which need to be 
overcome. Actually this generation is very potential if 
the employers know how to capitalize their talent and 
prepare them for future leaders.    
 
III. RESEARCH OBJECTIVES 
 
In order to understand the practice of talent 
management in these three organizations, researchers 
seek three research objectives: 1) Identify the general 
talent management practice among organizations in 
Malaysia 2) Identify the strategies of attracting and 
retaining Gen Y  and 3) Identify the effectiveness in 
attracting and retaining Gen Y.  
 
IV. METHODOLOGY 
 
Exploratory study was carried out since there are still 
lack deeper researches conducted in Malaysia 
pertaining to talent management practices in 
attracting and retaining Gen Y in organizations. This 
study adopted qualitative method with regard to 
attracting and retaining Gen Y employees in 
Malaysia. An in depth interview was conducted with 
HR managers in three organizations to get 
information on how talent management are being 
practiced. Research questions were developed in 
order to help the researcher during the in depth 
interview. A cross sectional study was conducted in 
term of horizon. Cross sectional research provides 
important data that informs all kinds of actions that 
used across various industries. Based on purposive 
sampling technique, 3 organizations will be involved 

in this research namely: Company 1 (Sector 
Automobile), Company 2 (Sector Banking and 
Finance) and Company 3 (Sector 
Telecommunication). The researchers have sent letter 
seeking for interview appointment with these three 
organizations. Structured interview questions were 
prepared. Each interview took one to two hours in 
length and conducted in English at the organization 
premises. All the interview sessions were being audio 
recorded.   
 
V. DATA ANALYSIS AND FINDINGS 
 
In depth interview notes has been shared by giving 
examples from 3 companies and the results are 
summarized briefly in Table 1. 
 

Table 1 Analysis of Talent Management Practices 
and Strategies of Companies 

 
 
First company is a leading automobile sector. The 
interview was conducted with Human Resource 
Manager of the company. Talent management 
practices are under the responsibility of human 
resources management department and talent 
management applications are all integrated in HRM 
systems. The Human Resource Manager defines 
talent as person who does something better than 
others with the same resources and shows better 
performance than others especially in Gen Y. He 
mentioned about 40% of population in this company 
are Gen Y. Gen Y are the manpower strength of the 
company. The characteristics of Gen Y are 
intelligent, committed, creative, dedicate, energetic, 
like challenging and freedom in performing tasks and 
jobs.  
 
This company practices mentoring program. 
Mentoring program highly recommended because it 
creates one to one direct relationship with mentor and 
this also creates high feeling of value and loyalty. 
This program also is very special because this 
practice may groom the talent start from executive 
level to the higher position by following the Japanese 
style and culture. Through this program young age at 
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early age of 30 can still hold a post of Assistant 
Manager and General Manager. Therefore, the age is 
not the sensitivity issue.  
Another training and development program that 
conducts in this company is on the job training. 
About 80%of training method is on the job training. 
In year 1 is the stage of familiarize, year 2 is the stage 
to take action and year 3 is the stage for 
understanding and managing. The cost of this 
program will cost about RM 7 Million for HR 
functions.  
Performance level of the employees among Gen Y is 
the key success in determining talent. Therefore, high 
performance is a must and priority to be included in 
the talent pool. This means that they are applying an 
inclusive talent management strategy for their 
company to find high performance employee. High 
performance employee is categorized as ‘Fast Track’. 
Fast Track Group involves the program call 
“Intercompany Transfer”. High performance 
employee will send and assign to work in other 
countries such as Thailand and Japan to expose them 
with different culture and working environment. The 
duration of this training may take about 10 months. 
After they complete this program, the company will 
group them under top talent and got the chance to be 
promoted. This group also will get 30 % increment of 
reward. This talent development program also 
increases the loyalty, increases motivation and 
organizational commitment level of talented 
employees among Gen Ys.   
Furthermore, this company also utilizing the 
‘Assessment Center’ in determining the high 
performers among Gen Y. The popularity of the 
assessment center can be attributed to its capacity for 
increasing and organization’s ability to select talented 
Gen Y employees who will perform successfully in 
management positions and promote the development 
skills for their current position. This centers use a 
variety of methods such as in basket exercises and 
role playing. For the basket exercises, the employees 
are given several documents, each describing some 
problems and require immediate feedback. While for 
role playing, this exercise involve preparing for and 
engaging in customer meeting and team leader 
meeting with subordinates.   
 
Second company analyzed in the study of Banking & 
Finance sector.  The interview was made with talent 
management specialist and based on her definition 
“Talent management is the process to demonstrate 
commitment to manage human resources in 
transforming the business strategies”.  Total number 
staff Gen Y is 30% from manpower.  In this 
organization most of Gen Y is hold a position of 
salesperson in Sales Department.  Most of Gen Y 
under this position is dominant by Chinese, therefore 
Malay becomes difficult for them to penetrate the 
market as market dominant by Chinese as well 
especially in Construction. 

To develop talents, they are using “Management 
Trainee Program”.  This program undergo 1 year 
program.  After 1 year, trainee will be relocated to 
respective department.  This program conducted in 
classroom & practical training.  Every year the 
company will take about 20 trainees in various 
backgrounds for example science, business and 
Information Technology.  Even though they are from 
different background, this trainee must here patience 
/interest to build career in banking industry.  
Furthermore, this program is unique because they 
allowed the trainee to meet, discuss involve any 
meeting with top management.  This will create 
feeling or being part of the team and recognize & 
feeling important.  The company may also reward 
extra payment system for the trainees about RM 2800 
per trainee. 
Besides that, the other training & development is a 
“Product Knowledge Skill”. Sales persons need to 
attend 16 hours per year to get license if they are 
selling unit of trust, influencing product. 
In addition, the organization also implemented 
“Cross-Positioning” for talented employee especially 
for Gen Y. Cross positioning among Gen Y offers 
flexibility by giving employees the ability they need 
to “fill in” roles outside the primary job 
responsibilities.  The approach of cross-training 
effectively in organization by reduces costs by 
leveraging internal talent and boost motivation by 
investing employees’ career growth. 
Third company is a leader in telecommunication 
sector, one of leader in sector which has 70,000 
employees, 27,000 employers.  According to the 
organization statistics, about 176 Gen left the 
organization were Gen Y, they were high potential 
and high performance employees. Based on 
interview, Human Resource Manager had shared the 
characteristics Gen Y as innovation roles, ideas good, 
good attitude, outstanding person and very 
demanding person. 
In determination of talent, the organization organizes 
the ‘Talent Open Day’ to attract young talents and 
new graduates to the organization.  This program is 
long term internship program for the new graduates 
Gen Y to apply and they can continue service if they 
like to stay and loyal with company.  This program 
also offers the 5 years career path and for the ‘Fast 
Track Program’ the organization offers in 2 years. 
Other than that, the organization offer the other 
program called “Moving Project-Customize 
Program”.  The aim of this project is to determine the 
talented workers especially Gen Y to fulfill critical 
positions as ‘Assistant General Manager’.  A general 
competency exam applied to all of the talent 
applicants and their English knowledge level were 
also tested.  The result was examined based on Band 
1 until Band 3.  The talented candidates who took the 
highest scores were entered to panel-interviews, after 
that step new talented were determined to fulfill the 
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critical positions as ‘Assistant General Manager’ 
position in the organization. 
Effective Succession Planning also supports 
organizational stability and sustainability by ensuring 
there is an established process to meet staffing 
requirement especially among Gen Y. This company 
also offer special package to further study among Gen 
Y in the company. The company will be sending their 
talents Gen Y to internal and external MBA 
opportunities in prestigious universities.  
There are also reward and compensation strategy 
applied to keep talented employees.  For example 
incentive plans for talented high performer 
employees, promoting flexible working hour 
especially Sales Department and perks for medical 
insurance, paid holidays and ample paid vacations.  
Furthermore, the Performance Appraisal Systems 
have been using as a basic to determine the 
contributions talented employees toward the 
organization.  This organization applied 2 times 
evaluation as the same practice that applies in same 
across organization.  At the same time because of the 
contribution to the company productivity and profit 
maximization is one of the key dimensions human 
capitals of the companies. 

 
VI. DISCUSSION AND CONCLUSION 
 
The findings provide new insight to the field of study 
of talent management practices in attracting and 
maintaining Gen Y. Generally, the findings of this 
study explained the general talent management 
practices among 3 companies from different sectors 
consist of managerial support, employees’ career 
development, reward and recognition. This talent 
management practices will encourage employees 
among Gen Y to be more engaged with the job and 
organization, therefore they will remain in the same 
organization for a long run.  
Talent management is a core Human Resources 
strategy for big and small companies. Getting the 
talent management strategy is right extremely critical 
as the kind of talent that an organization employs will 
determine the level of success that achieve in 
competitive market. This study also revealed the 
strategies of attracting and retaining Gen Y. The 
strategies are recruitment and selection (attraction of 
talent), training and development (development of 
talents) and rewarding and recognition (keeping talent 
and loyalty).  
Rewards and training development are the most 
effectiveness strategies in attracting and retaining 
Gen Y in 3 companies from different sectors. These 
strategies obvious applied effectively and it has a 
direct result in employee motivation, satisfaction, 

commitment and overall organizational performance.  
Therefore, talent management among Gen Y is the 
backbone of successful management of this human 
capital.  

 
RECOMMENDATIONS 
 
Based on the result, it is recommended for three 
organizations and other organizations in Malaysia to 
adopt an effective talent management practices as it 
has proven positive results for the employees and 
organizations. First, in order to fully capitalize talent 
management practices, organizations should focus 
their attention on developing more strategic approach 
on recruitment and selection strategies. Second, talent 
management programs should embrace larger number 
of possible solutions while concentration on 
strengthening training and development programs and 
financial motivation to attract and retain employees in 
Gen Y. Third, provide and offer attractive 
compensation package for those who have been in 
talent management program from leaving the 
organizations and provide clear career path to 
successful talents in Gen Y.   
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