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FOREWORD
THE MISSING PIECE TO THE TALENT
GAPS PUZZLE
Many organisations today are in the midst of a talent crisis. In a knowledge
economy where talent is critical to the success of a business, organisations are
confronted with difficulties in finding employees with the right skills.
This inability to attract and retain qualified talent is a key business risk,
putting an enormous pressure on organisations’ potential to expand into new
markets, overall productivity and bottom line growth. Similarly, the failure to
develop talent with the required skills and competencies impacts a variety of
organisational issues, which in turn affects organisations’ ability to grow as
well as maintain and sustain competitive advantage.
Talent, or the lack of it, is increasingly becoming a boardroom conversation.
Despite placing talent management high on the corporate agenda,
organisations are still struggling to tackle the talent crises effectively. As this
report highlights, 76% of employers in the financial services industry are
experiencing talent shortages and half of these organisations say that talent
shortages have a high impact on productivity.
As a service-oriented industry that is undergoing a sea of change following
the Global Financial Crisis, this issue has become increasingly pressing for
the financial services industry. As financial institutions grapple with the talent
crises, competition for talent has become a defining characteristic of today’s
workplace. With nearly 8 in 10 financial institutions reporting that they are
being held by a shortage of skills employees, what can be done to close the
talent gaps?
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In many ways, finding possible solutions for talent gaps is like solving a jigsaw
puzzle - not only do the pieces have to fit, they need to be structured to create
a complete picture. Although there are many ways in which organisations can
bridge talent gaps, finding the best and most efficient ways to do this requires
a view on the quantity and quality of talent at various levels of the organisation
to meet changing business needs.
This is the first in-depth report on talent gaps in the financial services industry
in Malaysia. The report identifies talent gaps (quantity of talent) across all four
sectors of the industry namely conventional and Islamic banking, insurance/
takaful and capital markets. The study recognises that the industry’s ability to
grow is dependent on its capacity to recruit and retain quality talent.
This research, we believe, will contribute to upgrading the current talent
in the financial services industry, which in turn, will help sustain the future
competitiveness of financial institutions for the long-term. We hope that the
information contained in this report will provide valuable comparative data for
the C-Suite and for those in the development and management of talent.

Dr Raymond Madden

Dr Wan Nursofiza Wan Azmi

Chief Executive Officer,

Director, Strategy, Policy Development & Research,

Asian Institute of Finance

Asian Institute of Finance
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EXECUTIVE
SUMMARY
Technological advances, globalisation and shifting demographics are just
a few of the forces profoundly tipping the scales of supply and demand in
today’s global workforce. Taken together, these forces are creating a growing
talent shortage that is posing a very real threat to sustainable business
success.
The deeply interwoven nature of these forces requires organisations to adapt
a full-scale strategy for talent management, not just reactive processes. It may
seem a long and winding road, but organisations that fail to embark on this
journey will risk losing their competitiveness.
This report presents the most comprehensive study on talent gaps in the
financial services industry in Malaysia, collecting survey responses from more
than 600 employers across the industry including banking, Islamic finance,
insurance/takaful and capital markets. Despite a large and growing pool of
graduates and an existing workforce that is formidable in size, employers
continue to struggle to find skilled talent to fill various job positions, as
demonstrated by the stark results of the survey: 76% of employers
indicated that there is a talent shortage in their organisation.
As the talent landscape becomes increasingly competitive, the bar is rising for
HR professionals and business leaders to stay ahead of the curve on talent
development strategies and initiatives. This requires paying close attention
to shifting trends and recognising the forces that are changing market
dynamics. As the findings of this report highlight, financial institutions that
take a long-term focus to their future talent needs will emerge as the winners
in the war for talent.
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AIF TALENT
BAROMETER
The financial services landscape has undergone significant changes postglobal financial crisis. As evident by ongoing developments taking place in
the financial services industry, greater transformation is on the horizon with
new forces reshaping the landscape. The most significant force by far is
talent. In an increasingly knowledge-based economy, financial institutions are
fast recognising talent as a key competitive differentiator. Yet despite the
growing importance of talent to business performance, financial institutions
are struggling to fill key positions, facing a deepening talent shortage that is
placing considerable constraints on their potential to expand.
This persistent shortage of qualified professionals in the financial services
industry is shown by the AIF Talent Barometer, indicating a high level of
shortages from 2011 to 2014. The AIF Talent Barometer is a statistically-based
study designed to assess the dynamics of the talent market in the financial
services industry in Malaysia. Five indicators make up the barometer: Talent
Mobility, Talent Mismatch, Labour Force Participation Rate, Unfilled Talent
Demand and Wage Pressure. These indicators are normalised and aggregated
to reflect conditions of the demand and supply of skilled talent in the
financial services industry.
The barometer contains four readings from low (score less than 2.5) to
extreme (score greater than 7.5) with the higher score indicating greater
difficulty for employers in finding talent to fill various positions in their
organisations.
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TALENT SHORTAGES
Based on the survey conducted on talent gaps across the financial services
industry in Malaysia, this report reveals that the talent landscape in the industry
is characterised by an overall shortage of talent across all sectors. Overall, an
overwhelming 76% of employers reported facing talent shortages in the financial
services industry (Figure 1). The problem is felt most acutely in the Islamic banking
sector where 82% of employers surveyed said the sector is experiencing a shortage
of talent. This is followed by conventional banking (78%), the insurance/takaful
sector (72%) and the capital markets (59%).
According to Bank Negara Malaysia’s Financial Sector Blue Print (2011 - 2020), an
additional 56,000 finance professional is needed by 2020. However, AIF’s Talent
Circulation report suggests that about 73,000 new hires will be needed to fill
various positions based on the aggregate estimated talent outflow rate of 12%
over the next 10 years1. Given the acute talent shortages experienced by financial
institutions at present, a more holistic and integrated talent management strategy is
needed if this additional demand is to be matched by the supply of qualified talent.

Figure 1

Talent shortages in the financial services industry
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Talent Circulation: Managing Talent Mobility in a New Age Workforce, Asian Institute of Finance, 2013
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WHAT IS CAUSING
TALENT GAPS?
At a time when the financial services industry needs transformational leadership
to meet critical challenges emanating on many fronts, the industry is facing
significant succession constraints. Lack of succession planning and leadership was
significant as 68% of employers felt this was the main reason for the shortage of
talent they are experiencing (Figure 2). As discussed further in following sections
of this report, this worrying trend of a shortage of capable individuals right at the
top raises serious questions on the long-term sustainability of financial institutions.
About 59% of employers surveyed also said that they are having difficulties
finding employees with the right skills and competencies. Another 37% of
employers cited lack of available experienced workers as the cause for their hiring
hardship.

Figure 2

Reasons for talent shortages cited in the financial services industry

68%

Lack of succession planning & leadership

59%

Lack of competent & skilled employees

37%

Lack of experienced candidates

Inadequately qualified candidates

36%

Skills in current workforce do
not match needs of business strategy

36%

Competition from other employers

FSI is less
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Employers are also struggling to find qualified candidates with the right skills to
support business growth. 36% claimed that inadequately qualified candidates
and a talent mismatch are hampering business growth. Equal numbers of
employers believed that skills in the current workforce do not match the needs of
their business. This talent mismatch has been exacerbated over the past years as
opportunities are being created but the skilled people required to fill these positions
are not sufficient to meet market needs.
This has ultimately generated fierce competition between employers to attract the
qualified talent needed to grow their business. This is evident as 33% of employers
surveyed cited competition for talent between employers as an underlying reason
for talent shortages in the financial services industry. As competition for talent
intensified in recent years, many HR executives acknowledged that they were
recruiting skilled talent away from their competitors despite the financial penalty
imposed on staff poaching.
The ‘lack of succession planning and leadership’ and ‘lack of competent and skilled
employees’ were cited as the as chief factors contributing to talent shortages faced
by employers across all sectors of the financial services industry. However, as shown
in Figure 3 of page 16, these issues are most prevalent in the insurance/takaful
sector, while 38% of employers in conventional banking identified a mismatch
between skills of the workforce and needs of the business as one of the main
sources of talent shortages.
Skills mismatch has the potential to hamper organisational competitiveness and
capacity to innovate in the long-term. This could damage future prospects for
business growth as the organisations’ capability to grow may be weakened due
to lack of skilled workforce to pursue their strategies. This becomes more relevant
at a time where talent has become a key competitive differentiator. By promoting
better coordination and communication between businesses and talent providers
(both training institutes and educational institutions), such mismatch of skills can be
alleviated.

77%
employers
experienced
difficulty in filling
jobs in 2013
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Figure 3

Top 3 reasons for talent shortages across sectors

Conventional Banking

69%

Lack of succession planning & leadership

52%

Lack of competent & skilled employees
Skills in current workforce do not
match needs of business strategy

38%

Islamic Banking

59%
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48%

Lack of experienced candidates
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Lack of succession planning & leadership

Lack of competent & skilled employees

Lack of experienced candidates

74%
68%

37%

Capital Markets
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65%

Lack of experienced candidates

16

35%

TALENT GAPS IN THE FINANCIAL SERVICES INDUSTRY IN MALAYSIA

TALENT
SHORTAGES
A GROWING
CONCERN

TALENT GAPS IN THE FINANCIAL SERVICES INDUSTRY IN MALAYSIA

17

TALENT SHORTAGES:
THE NEW NORMAL
STATE-OF-BEING
Talent shortages have proven to be the new normal state-of-being for many
organisations. Among financial institutions in Malaysia, this shortage became
increasingly prevalent in 2013. As highlighted in Figure 4, 77% of employers
reported that it was increasingly difficult to fill job vacancies in their organisations
in 2013 compared to the previous three years (53%).

Figure 4

Level of difficulty in filling job vacancies
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55%
of employers believed
talent shortages will
persist in the
next 3 years

However, many employers (55%) still believe that this problem will persist in the
next three years with 20% expecting open positions in their organisations to
become harder or very difficult to fill. This is a significant increase from
previous years.
Part of the reason the industry continues to face a shortage of talent is that jobs
have changed significantly due to the increasing complexity of banking and greater
focus on regulation and compliance post the global financial crisis which have
resulted in different sets of skills required to perform these jobs. Understanding
trends shaping the financial services industry and how these trends will drive the
future of jobs and skills needed are key to close talent gaps.
Technology is also redefining the financial services industry. With greater emphasis
on risk management post the global financial crisis, financial institutions are now
focused on IT investments to meet regulatory requirements such as Know-YourCustomer (KYC) and Anti-Money Laundering (AML). With regulatory pressure to
ensure that their KYC and AML related compliance systems adhere to international
standards and regulations, there is a high demand for talents who can demonstrate
and understand IT requirements from a compliance point of view.
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Trends across sectors show that the insurance/takaful industry experienced
a more acute talent shortage in 2013 in comparison to other sectors (Figure
5). About 82% of employers said it was difficult/very difficult for them to
hire people in 2013 as compared to 54% in the previous 3 years. 6 out of 10
believed that recruitment would continue to become a major organisational
challenge in the next 3 years. However, employers perceived talent shortages
would be less severe, easing slightly compared with 2013. Similar findings
were reported across all sectors.

Figure 5

Very difficult/difficult in filling job vacancies
Conventional banking
52%
74%
50%
Islamic banking
57%
80%
66%
Insurance/ Takaful
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82%
60%
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Next 3 years
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JOBS THAT ARE IN
DEMAND
Overall, organisations are having difficulty filling specialist roles
(77%), senior management roles (71%) and middle management
positions (63%). Figure 6 shows that the most difficult positions to
fill according to employers are those for CEOs and board members
(37%), followed by specialists (23%) and senior managers (19%).
These findings point to a leadership crisis in the financial services
industry. Organisations need to step up their game and take a
fresh look at how to groom future leaders to improve their upward
mobility.
Another glaring finding is the critical shortage of middle
management professionals. Nearly 6 out of 10 employers said
it was difficult for them to fill middle management positions,
resulting in hollow leadership pipelines. This had subsequently
resulted in a dearth of experienced employees to fill senior
management positions – 52% of employees are finding it difficult
to fill senior roles in the industry.
Among the four sectors within the industry, the capital markets are
facing the greatest challenge in recruiting middle managers to fill
various positions – 90% of employers observed a vacuum within
the middle stratum (Figure 7), suggesting that not enough has been
done to identify and train candidates earlier in their careers. This
huge gap in middle management ranks is expected to increase in
the coming years due to the rapid growth of the wholesale banking
sector.
This shortage is also magnified in specialised skills.
About 77% of employers surveyed find it either
difficult or very difficult to hire specialists. This shortage
in the availability of sufficient skilled specialists is also
felt in all sectors – insurance/takaful (82%), Islamic
banking (80%), conventional banking (72%) and
capital markets (70%).
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Figure 6

Level of difficulty in filling job vacancies based on positions in the financial services industry
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Figure 7

Very difficult/difficult positions to fill across sectors
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The research also shows a disconnect between available employee skills and
employers’ critical skill needs. When asked to identify which functional areas they
find most difficult to fill, employers ranked the following areas as being the highest
(Figure 8): risk management and compliance (47%); product development (24%)
and asset/wealth management (23%).
Figure 8

Functional areas most difficult to fill in the financial services industry

47%

Risk management & compliance

24%

Product development

23%

Asset/wealth management

22%

Islamic finance specialist
Corporate finance

20%
19%

Actuarial

15%

Underwriting

Credit management

15%
11%

Sales & customer service

10%

Financial analyst

8%

Internal audit
Human
resource
Shared
services

5%
3%

Risk management has taken centre stage in recent years in the wake of
financial scandals. The global financial crisis also underscored the critical need
for stricter risk management and internal control mechanisms, resulting in
wide-ranging reform efforts that have brought about a wave of change in the
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international regulatory landscape. These include heightened regulatory oversight
and increased compliance requirements. As regulatory changes remain top of mind
for financial institutions, the surging demand for professionals with experience
in compliance and risk management will continue to drive the hiring landscape.
Financial institutions are finding themselves engaged in a talent war to fill the highly
specialised risk and compliance positions.
While organisations recognise the importance of risk management as a source of
competitive advantage and in ensuring sustainable growth, financial institutions are
struggling to find suitable talent in this area. Some organisations are looking abroad
to hire risk professionals especially senior positions that can fulfil technical roles
such as the implementation of Basel programmes. As demand for compliance and
risk expertise exceeds the pool of qualified professionals, many financial institutions
have resorted to poaching talent from each other and hence creating an upward
pressure on having to decide on quantum of salaries attractive enough to lure new
talent into the organisation.
The shortage of qualified talent is also acute in the area of product development
(24%) and asset/wealth management (23%), particularly in the middle management
level. Since the wealth management sector is relatively new in Malaysia, companies
are competing with each other for a limited pool of experienced managers with
in-depth knowledge of regulations and strong technical backgrounds. As the
sector continues to grow and mature on the back of strong economic growth in
the region, demand for talent will intensify. This demand is also made even more
challenging by the evolving nature of both wealth management clients and the
regulatory framework. As a result, the demand for young professionals with specific
skills– client relationship management, financial products skills, and interpersonal
skills – is also rising fast.

While organisations recognise the importance
of risk management, financial institutions
are struggling to find suitable talent in risk
management and compliance.
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Figure 9 reveals that all sectors within the financial services industry are experiencing
critical talent shortages in the area of risk management and compliance. The
demand for finance professionals with skills in risk management is most critical
within the Islamic banking sector, where 69% of employers in Islamic financial
institutions reported vacancies in this functional area as the hardest to fill. Not far
behind is the conventional banking sector - 48% of employers reported difficulty in
hiring staff to fill various job positions in risk management and compliance.

Figure 9

Top 3 functional areas most difficult to fill across sectors
Conventional Banking

Islamic Banking

Risk management & compliance

Risk management & compliance

48%
Asset/Wealth management

69%
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25%
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Capital Markets
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35%
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Asset/Wealth management

32%
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PERSISTENT TALENT
SHORTAGES HINDER
BUSINESS
PERFORMANCE
The shortage of talent, when viewed in the context of business performance,
represents serious risks to business as it has a direct impact on the top and bottom
lines. The survey also asked employers to rate the degree of impact that talent
shortages have on various aspects of their business performance. Overall findings
show that talent shortages are creating a considerable impact on businesses in
several key areas, chief among which is productivity, with the majority of employers
surveyed reporting that talent shortages are affecting their productivity to a high or
medium degree (Figure 10).

Figure 10
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The shortage of talent is also taking a toll on competitiveness, with 46%
of employers saying it has highly impacted their ability to compete against
industry peers. Another 39% of employers reported that talent shortages
have hurt their profitability significantly. The findings thus clearly show that
prioritising talent management simply makes good business sense.
On a positive note, results reflect that employers are aware of the relationship
between talent and business operations based on the high percentage of
employers who reported an impact of talent shortages on particular aspects
of their business (Figure 11). About 93% of employers surveyed agreed that
the inability to fill positions roles in their organisations had resulted in lower
productivity.

Figure 11

Overall impact on various aspects of business performance
Productivity
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Product Development

82%
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Profitability

79%
Risk Profile

75%
Staff Morale

74%

TALENT GAPS IN THE FINANCIAL SERVICES INDUSTRY IN MALAYSIA

29

30

TALENT GAPS IN THE FINANCIAL SERVICES INDUSTRY IN MALAYSIA

STRATEGIC
RESPONSE
TO TALENT
SHORTAGES

TALENT GAPS IN THE FINANCIAL SERVICES INDUSTRY IN MALAYSIA

31

WHAT SOME
EMPLOYERS ARE
DOING TO FIX TALENT
GAPS
Organisations are employing a range of strategies to overcome the talent
shortage as is shown in Figure 12, the most common being promoting talent
internally (62%) and providing training for up skilling (61%). This signals
that organisations are taking a proactive approach to talent management by
developing internal talent for future leadership and specialist roles. Spending
on talent development by financial institutions on talent development
also reflects the priority given to training and development of finance
professionals. The annual allocation for human resource development and
training by the majority of financial institutions in Malaysia exceeds the 2.5%
minimum requirement on annual training expenditure set by Bank Negara
Malaysia2 (Central Bank of Malaysia).

Coaching/
mentoring

Internship
programme

Promote
internal
talent

Strategies
to address
talent
shortages

Provide
training for up
skilling

Succession
plan

2
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Financial institutions in Malaysia are required to maintain staff training expenditure of 2.5% of their
preceding year’s total gross salary expenditure.
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Figure 12

Strategies employed to address talent shortages
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93%

of employers
reported that talent
shortages are affecting
productivity to a high
and medium degree

In tandem with this awareness of internal talent, many organisations also see the
benefits of succession planning in identifying long-term talent needs to support
business growth and cultivating a supply of talent to meet those needs. 55%
of employers are building a talent pipeline especially for mid-level managers by
developing succession plans to ensure the appropriate talent is in place for their
future business requirements.
As a further strategic response to talent shortages, 40% of employers surveyed
identified internship programmes as a talent management strategy to address the
matter. Many have realised the benefits of offering a well-structured internship
and are now looking at internship programmes for creating a talent pool for future
growth.
However, the dire need for talent has led employers to resort to poaching, with
31% of employers surveyed confessing that they are engaged in this practice to
fill critical jobs especially for managerial positions and specialised roles. This is the
direct result of the countries’ growth of the financial services sector. However, this
strategy comes at a cost as organisations are having to pay higher wages that may
not commensurate with an increase in productivity. As rivals are caught in a game
of catch-up and compete for the same resources, this perpetuates a vicious cycle
that is likely to fuel wage inflation and potentially higher attrition and
staff turnover.
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Employee poaching is more rampant in Islamic banking as compared to other
sectors in the industry. As shown in Figure 13 (page 36), 44% of employers in
the Islamic banking sector resort to staff pinching as a strategy to overcome
talent shortages in their organisations. This is followed by conventional
banking (30%), insurance/takaful (25%) and capital markets (24%). It is
also interesting to note that 13% of employers in Islamic banking do not
currently pursue any strategy to address talent shortages, perhaps signalling
that the issue of talent remains largely under the radar as Islamic banks are
more focused on enhancing product offerings and strengthening distribution
models.
As the competition for talent intensifies, attracting employees will go beyond
monetary incentives. However, results of the study suggest that financial
institutions are still not fully engaged with progressive workplace practices,
such as flexible work arrangements, in their efforts to retain and attract
talent.
A number of financial institutions indicated that flexible work arrangements
are still a low priority in their organisation, with only 19% of employers
reported to have implemented this as part of their talent management
strategy. This is despite the many incentives put in place by the government
to encourage more Malaysian organisations to adopt employee-flexible
benefits. In the 2014 Budget, the government announced a tax reduction
on training expenses and consultation fees incurred by employers in
implementing flexible work arrangements.

Organisations are taking a more proactive
approach to talent management by developing
internal talent. 55% of employers are taking
steps to build talent pipelines.
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Figure 13

Top 10 strategies employed to overcome talent shortages across all sectors
Conventional Banking
Promote internally
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Provide training for up skilling
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Develop succession plan

54%

Provide internship programme

41%
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Provide clear career development

35%
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Offer work life
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50%
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Provide training for up skilling
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Insurance/Takaful
64%

Provide training for up skilling
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39%
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30%
26%

Pinch staff from other
organisations
Offer flexible work
arrangement

37%

25%

23%

Capital Markets
Provide training for up skilling

88%
65%

Promote internally
Develop succession plan

47%

Offer wellness basket

47%

Provide internship programme

41%

Offer flexible work
arrangement

24%

Poach staff from
other organisations

24%

Build awareness of
business performance

18%

Provide clear career
development

18%

Offer work
life balance

18%
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ROOTS OF THE GAPS
Financial institutions are in the midst of a talent crisis – a situation where they are
having difficulties in finding employees to fill various job positions.

3 OUT OF 4 OF HIRING
MANAGERS AGREE
THERE IS TALENT
SHORTAGE

FUNCTIONAL AREAS
MOST DIFFICULT TO FILL
1. Risk management and
compliance
2. Product development
3. Asset/wealth management
4. Islamic finance specialists
5. Corporate finance

Here’s what else they’re
saying
hiring managers
59% say there is lack of
competent and
skilled employees
say productivity is
93% negatively impacted
by the talent
shortages
say lack of
68% succession planning
is the main cause

JOB POSITIONS MOST
DIFFICULT TO FILL
1. Specialists
2. Senior management
3. Middle managers

believe talent
55% shortages will
persist in the next 3
years
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19%
of employers offer
flexible work
arrangements
despite the many
incentives put in
place to encourage
organisations to
adopt employeeflexible benefits.

Financial institutions have also yet to fully adopt a coaching culture as a new
way of management. The survey found that only 36% of financial institutions
currently offer coaching or mentoring as one of the strategies to bridge talent gaps.
However, in a different study conducted by the Asian Institute of Finance on ‘Gen Y
in the Workplace’, 60% of young finance professionals surveyed said they want a
boss who can coach or mentor them rather than being managed in the traditional
way of command and control3.
Clearly, coaching and mentoring play a key role in developing leadership and
engaging with these young professionals. As Gen Y makes up a bigger percentage
of the working population, employers need to step up their game by developing a
coaching culture in their organisations.

3

Gen Y in the Workplace: An International Comparison, Asian Institute of Finance, 2014.
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Despite the acknowledged value of coaching and mentoring for developing
talent and producing high performance employees, methods used by managers
are often inconsistent and subjective. A key reason is that many managers lack
a fundamental understanding of coaching requirements and may not have the
necessary skills for facilitating employee’s development.
On the matter of work-life balance, the study finds that a mere 20% of financial
institutions offer such benefits out of which 26% are insurance companies or
takaful operators, 19% conventional banks, 18% capital market players and 14%
Islamic banks. Research on Gen Y supports findings that young professionals
expect more flexibility than their Gen X and Baby Boomer predecessors. Hence,
attracting young talent necessitates employers to promote good work-life
balance as a benefit of working for their organisations.
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BRIDGING THE
TALENT GAPS
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STRATEGIC
APPROACH TO CLOSE
TALENT GAPS
The overall picture presented in this report clearly points to a potentially dire
shortage of skilled professionals across the financial services industry. This
shortage is likely to build up and remain high over the next 5 years as the
industry becomes more competitive and complex. Combined with the overall
shortage of quality professionals and the competing sectors seeking these
skills, a failure to act now to develop a strategic approach to future talent
shortages could result in a loss of productivity and competitiveness.
But there is no one-size-fits-all approach for solving talent gaps, as individual
organisations have differing talent needs. This report has, however, identified
some of the most critical pain points felt by financial institutions, such as the
emerging lack of senior and middle management and the shortage of talent
needed to fill specialist roles.
Findings from this report show that financial institutions have taken a step in
addressing talent gaps by first recognising the shortage and acknowledging
its negative impact on productivity and ultimately, profitability. However, the
time has come for organisations to take a more systematic approach to ensure
a sufficient pool of talent to meet their operational needs, especially in light of
future growth expectations.
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While poaching staff from competitor organisations is tempting, it is at best,
a stop gap approach to filling vacancies. It also creates a host of drawbacks.
A major concern is that it may skew the wage curve, unduly rewarding
candidates without necessarily delivering increases in productivity. While
employee turnover is natural in the job market, employees and employers
alike must bear in mind that in the long-run, salary is a hollow motivation for
career advancement.
As competition to secure talent heats up, organisations may find that it
will take more than just money to lure suitable candidates. As a result,
organisations must undertake a multi-pronged approach to building their
talent pipeline, focusing on training and up skilling the existing workforce
within the organisation.
Although the talent shortage experienced by financial institutions in Malaysia
has yet to reach a chronic stage, the industry’s job market may become ailing
in the longer term and organisations must develop strategic responses to
these challenges. As underscored by this report, it is no longer just a question
of quantity, but quality of financial services professionals needed to ensure
the sustainability and competitiveness of financial institutions. The following
section presents the Asian Institute of Finance’s recommendations to close
the talent gaps before it widens further.
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RECOMMENDATIONS
Organisations should view talent gaps the same way they would any other strategic
process or supply-chain issue. It’s not just an HR problem, but one that affects
shareholder value and needs to be top-of-mind for senior executives. From a longterm planning standpoint, it should be elevated beyond HR and into key leadership.

The Changing Role of HR
HR must also recognise their changing role in addressing talent gaps, focusing
on an outside-in approach as promoted by today’s leading HR practitioners. This
approach, from the HR perspective involve; (i) acute future orientation where HR
relates and addresses strategic issues involving the competitiveness and performance
of the firm, (ii) flexibility and creativity by being responsive to changing business
environment and being an agent for change and (iii) delivering value through
employee engagement and development thus enhancing the overall employee
commitment and competencies. While meeting the organisation’s operational needs
remains tantamount, HR must increasingly consider the perception of customers
towards the employees who serve them. To do so, HR together with the C-suite
must act as a strategic business partner and leader in talent development.
At the same time, the internal factors which may attract talent to an organisation
cannot be ignored. HR therefore also plays a critical role in building the
organisation’s talent brand, developing the appropriate corporate culture unique
to their organisation which will drive talent towards the organisation. Finally,
in an increasingly information-rich landscape, HR must embrace data through
data analytics. This will require associated tools and software, but will provide
organisations with a wealth of information to help understand and predict internal
employment trends.

Embracing Flexible Working Arrangements
Technology has transformed the workplace such that employees no longer need to
be bound to the traditional workspace to complete their tasks. Furthermore, the
new generation of employees entering the workforce have clearly demonstrated
a preference for a work-life balance that organisations must respond to. With
money no longer the sole motivation for many employees, financial institutions
should consider offering flexible working arrangements to capable and qualified
candidates.
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Succession Planning
Succession planning has always focused on identifying high-potential leaders and
developing them for senior management roles. This process should be expanded
to include other key roles including those most difficult to fill – specialists, risk
management and compliance. Furthermore, organisations/HR must develop
leadership programmes that train employees to take on mid-management roles
early on in their careers, as suggested by the shortage of middle managers.
Organisations may not view succession planning as a pressing issue due to the
expectation that it addresses future needs. However, the rapidly evolving financial
services landscape has brought the need for succession planning to the fore.

Develop Industry-wide Workforce Strategic Plan
Organisations should recalibrate from hiring talent “on-demand” to developing a
holistic, long-term workforce strategy that moves beyond filling talent gaps one
person and one position at a time. While filling short-term openings are a priority,
organisations must be forward looking and think more holistically and strategically
about how to minimise talent shortages in the financial services industry in Malaysia.
The Financial Services Talent Council (FSTC) set up by BNM should play a significant
role in developing an industry-wide strategic plan for bridging talent gaps.

Collaborate on Resource Development
The practice of poaching talent from the competitors as an option to fill talent
gaps doesn’t solve the industry’s talent problems. The financial services industry
would be well served by collaborating on how to source and develop potential
resources in order to grow the overall talent pool focusing on strengthening the
talent ecosystem and developing a healthy job market for finance professionals. The
Financial Sector Talent Enrichment Programme (FSTEP) by BNM is a prime example
of such industry–level collaboration that aims to nurture a pool of new talent that
meets industry talent demand.

Internships as the Gold Standard
High quality internships/apprenticeships should be a normal career pathway for
young people and the standard for organisations to recruit and develop a talent
pipeline. Organisations, working collaboratively, should take the lead in designing
internship programmes to ensure that industry needs are met.
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Demographic
39 Financial Institutions

Conventional Bank

Insurance/Takaful

38%

21%

Islamic Bank

Capital Market

28%

13%

33%

senior management

602
managers
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67% middle managers
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