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“Leadership and 
learning are 
indispensable to 
each other.”

John F. Kennedy
35th President of the United States
(1917 – 1963)



MAIN 

PRINCIPLES OF 
THE MALAYSIAN 
CIVIL SERVICE

PRINCIPLE OBJECTIVE
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TRUST TO SERVE
• Togetherness
• Interaction
• Dynamic
• Service 
• Integrity Enculturation

To Drive Excellence in Public 
Sector

P
H

A
SE

 II
(2

0
2

1
)

FASTER
• Flat
• Agile
• Streamlined
• Tech-enabled
• Efficient
• Resilient

To Revive the Economy and 
Help Citizens during 

Pandemic
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SWIFT
• Speed
• World-class Knowledge
• Inspirational
• Flexible
• Tech-based

To Expedite National 
Recovery in Endemic New 

Phase
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Rejuvenating 
the Civil Service

Building New 
Landscape of Public 
Organisations

Future Proofing 
the Public Sector

Moving 
Forward 
Together
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AS - IS TO - BE

PUBLIC SERVICE DEPARTMENT

Public Sector Human Resource 

Training Policy (DLSA) 

Public Service Human Resource 

Development Policy (DPSM) 

Currently being 
refined to be 
congruent with 
the 4 Main 
Focuses of the 
Malaysian Civil 
Service



DPSM

To produce highly-skilled and

knowledgeable public sector work

force who are ready to face current

and future challenges

Improvisation of Public Sector Human

Resource Training Policy (DLSA) to be

relevant with current situation

HUMAN RESOURCE DEVELOPMENT POLICY - WHAT?

PUBLIC SERVICE DEPARTMENT



BUDGET
▪ Minimum of 1% from annual emolument

FIT-FOR-PURPOSE

▪ Minimum of 40-hour of formal and structured learning

per year

▪ Opportunity for officers to manage their own career

enhancement

FROM ‘TRAINING’ TO ‘DEVELOPMENT’
▪ Enhancing the element of ‘human capital development’

HUMAN RESOURCE DEVELOPMENT POLICY - WHY?

PUBLIC SERVICE DEPARTMENT



3 Main 

Activities 

Competency 

Development

Performance 

Evaluation

Potential Assessment 

for Career 

Enhancement

PUBLIC SERVICE DEPARTMENT

HUMAN RESOURCE DEVELOPMENT POLICY – HOW?

Feedback

Feedback
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COMPETENCY DEVELOPMENT APPROACH

EDUCATION
(Formal Learning)

3E – BASED DEVELOPMENT MODEL

3E

GENERIC 

COMPETENCY

FUNCTIONAL 

COMPETENCY

COMPETENT OFFICER

EXPERIENCE
(Experiential Learning)

EXPOSURE
(Learning from Others)

GENERIC 

COMPETENCY

Leadership attributes 

based on Public Sector 

Leadership Competency 

Framework (KKPA)

FUNCTIONAL 

COMPETENCY

Specific skill, 

capability and 

knowledge based on 

job desciption

COMPETENCY DEVELOPMENT

PUBLIC SERVICE DEPARTMENT



LEARNING AND DEVELOPMENT MODEL

PUBLIC SERVICE DEPARTMENT

Emphasis would be to shift from “Know-it-all” to “Learn-it-all”

70%

20%

10%
Formal Learning
• Short courses
• Face-to-face / online
• 1% from annual emolument for training
• Minimum 40-hour training

Learning from Others
• Coaching & mentoring
• Shadowing
• 180 & 360-degree evaluation/feedback
• Networking
• Buddy system

Experiential Learning / On-the-job Training
• Special task/Assignment
• Attachment programmes
• Cross-fertilization / secondment
• Job rotation

EDUCATION

EXPOSURE

EXPERIENTIAL



Leading Self
Grade 41-44

Strategic

Authentic

Agile & Adaptive

Transformative

Executive 
Presence
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Leading Others
Grade 48-52

Strategic

Authentic

Agile & Adaptive

Transformative

Executive 
Presence

T
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Leading Organisation
Grade 54

Strategic

Authentic

Agile & Adaptive

Transformative

Executive 
Presence

T

L
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A

Leading at the Peak
JUSA - TURUS

Strategic

Authentic

Agile & Adaptive

Transformative

Executive 
Presence
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Remember Understand Apply Analyse Evaluate Create
Bloom Taxonomy 

Indicator

GENERIC COMPETENCY:
PUBLIC SECTOR LEADERSHIP COMPETENCY FRAMEWORK

PUBLIC SERVICE DEPARTMENT



Observable Measurable Trainable

Knowledge, skills and/or
behaviours that can be
demonstrated explicitly.

Knowledge, skills and/or
behaviours can be
differentiated based on
efficiency and effectiveness.

The level of competency
can be enhanced through
development programmes
and structured trainings.

FUNCTIONAL COMPETENCY:
BASIC PRINCIPLES

PUBLIC SERVICE DEPARTMENT
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MALAYSIA DIGITAL ECONOMY BLUEPRINT (MyDIGITAL)

On 19 February 2021, MyDIGITAL initiative has 
been launched – a new and comprehensive 
approach designed to anchor the country’s digital 
economy by 2030. 

This initiative serves as part of the government’s 
plans to “transform Malaysia into a digitally-
driven, high income nation and a regional leader 
in digital economy”. 

The Public Service Department through the 
National Institute of Public Administration 
(INTAN) has been mandated to implement a 
programme called DIGITAL GOVERNMENT 
COMPETENCY DEVELOPMENT (DGCD).



OUTPUT 1

Digital Learning Centre (DLC)
[To empower i-IMATEC]

DIGITAL GOVERNMENT COMPETENCY DEVELOPMENT (DGCD)

AIM

To develop civil servants digital competencies 

OUTPUT 2
Digitally competent civil servants through digital competency 

programs and able to support the Digital Government 
ecosystem

14

Objective: To develop online learning and teaching materials as 
well as face to face in meeting the needs of civil servants 

Function: To develop digital learning services centrally for civil 
servants

CIVIL SERVANTS
Civil servants currently serving in the public sector 

consist of various service schemes

CAPABILITY DEVELOPMENT & DIGITAL 
KNOWLEDGE

Level : Novice and Competent

DIGITAL SKILL DEVELOPMENT
Level: Proficient and Expert

DIGITAL COMPETENCIES DEVELOPMENT
(INDIVIDUAL)

MyDigital
I7-Target 1

(DLC)

MyDigital
I7-Target 2

(Digital 
Literacy)

MyDigital
I6-Target 1

(DGCCR 
Certified 
Trainer)
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DGCCR Impact 
Study

DIGITAL GOVERNMENT COMPETENCY DEVELOPMENT (DGCD)



PUBLIC SECTOR E-LEARNING (EPSA)

“Learning Anytime Anywhere”



PUBLIC SECTOR E-LEARNING (EPSA)

27
Categories

195
Courses

Agriculture
Auditing
Communication and Negotiation
Economics
Education
Enforcement
Engineering
Ethics and Integrity
Finance
Health
Human Resource Management
ICT
Islamic Religion Matters
Land Management
Language
Law
Leadership
Policy and Governance
Project Management
Quality Management
Research
Security
Self-development
Standard and Document Control



PUBLIC SECTOR E-LEARNING (EPSA) KEY FEATURES

PERSONALISATION

Content is designed for users to adapt their learning style for a more effective 
learning outcome. Keywords are tagged and embedded to identify levels of 
learning or grade. Relevant content are identified and collected to provide public 
servants accessibility in order to increase usage.

GAMIFICATION

Created to instill positive competitive spirit among users in two categories; 
individuals and government departments. Users can collect winner’s badges for 
annual acknowledgement by participating departments and agencies, 
respectively.

MASSIVE OPEN ONLINE COURSES

Department and agencies upload content on respective directories, but all EPSA 
users can access every available content. EPSA users can drop comments and 
interact with each other to encourage healthy discourse.

PUBLIC SERVICE DEPARTMENT



2019 2020 2021

Membership 38,244 102,787 38,219

Course Enrollment 380,686 1,129,093 718,925

Course Completion 292,878 825,576 549,779
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INTAN DIGITAL NEXUS COURSES



MICRO-LEARNING



PUBLIC SERVICE DEPARTMENT

COACHING PROGRAMMES

INTAN Coaching Circle (ICC) is a 
knowledge-sharing program 
about Coaching. The programme
features invited speakers who 
are experts in Coaching, locally 
and internationally. 

INTAN also organises an in-
house Coaching program for 
INTAN staff. Through this 
session, Coachee meets Coach 
to achieve Coachee’s agenda.

INTAN offers Coaching sessions managed by Coaches who have obtained Certified Professional Coach (CPC) 
certification and are recognised by the International Association of Coaching (IAC)

This workshop exposes participants 
to Coaching and the basic 
competencies of Coaching. 
Participants would be able to handle 
Coaching sessions at their own 
workplaces after undergoing this 
workshop. 

COACHING FOR LEADERS 
WORKSHOP (CFL)

INTAN COACHING CIRCLE (ICC) COACHING FOR INTAN STAFF



PricewaterhouseCoopers 
Associates Sdn. Bhd

Petroliam Nasional Berhad
(PETRONAS)

KPMG Malaysia

Paynet Network 
Malaysia Bhd.

AirAsia Group Bhd. Nestle Malaysia Bhd.

Telekom Malaysia 
Berhad (TM)

Malaysia Airport 
Holdings Bhd.

World Bank Group

PROGRAMME 
STRUCTURE

✅

✅

✅

CROSS-FERTILISATION PROGRAMME (PCF)

An attachment programme for
middle-level managers for a
duration of 1 - 2 years at the
private companies, semi-
government organisations and
international organisations
aimed to:
• adopt best practices and

excellent work culture
• strengthen public-private

collaboration
• develop competent officers

who embrace life-long
learning

Lotus’s Malaysia

Huawei Malaysia

PARTICIPATING 
COMPANIES/

AGENCIES

Razak School of 
Government



ANNUAL 
PROGRAMMES01

CUSTOMISED 
PROGRAMMES

02

OTHERS03

INTERNATIONAL 

COLLABORATION

BILATERAL

MULTILATERAL

TRILATERAL

SENIOR EXECUTIVE DEVELOPMENT 
PROGRAMME (SEDP)

LEADERSHIP DEVELOPMENT 
PROGRAMME (LDP)

MALAYSIAN TECHNICAL COOPERATION 
PROGRAMME (MTCP)

ATTACHMENT 
PROGRAMMES

BENCHMARKING VISITS

STUDY VISIT

JOINT-SEMINAR

A CUSTOMISED TRAINING PROGRAMMES
FOR THE INTERNATIONAL AGENCIES

TEN (10) FIELDS OF INTEREST
• Public Policy & Administration
• Project Management
• Management Development
• Leadership Development
• Ethics & Integrity in Public Service

• Train the Trainers
• Public Finance
• Economic Planning & Management
• ICT Management & Innovation
• Sustainable Development Goals

INTERNATIONAL COLLABORATION

PUBLIC SERVICE DEPARTMENT



RUSSIA

Public Policy and Administration in Malaysia’s Perspective
The Russian Presidential Academy of National Economy and Public Administration (RANEPA)

UNITED NATIONS

Evaluating Public Policy in Malaysia’s Perspective
The African Institute For Economic Development and Planning (IDEP) 

18 African Countries

Public Financial Management in Malaysia’s Perspective 
The National Institute of Financial Management (NIFM)

Public Financial Management in Malaysia’s Perspective
The Institute of Public Finance (IPF)

INDIA

BANGLADESH

UZBEKISTAN

Project & Portfolio Management in Malaysia’s Perspective
The Republican Graduate School of Business Management (RGSBM), under the National 

Agency of Project Management under the President of the Republic of Uzbekistan

A Customised Virtual Seminar Series 1/2020

on Public Service Delivery And Current Management Topics  
The Academy of Public Administration (APA)

Under The President of The Republic Of Uzbekistan

CUSTOMISED PROGRAMMES BY INTAN

PUBLIC SERVICE DEPARTMENT



ATTACHMENT 

PROGRAMMES 2022
(JCAP, BMCC, KGAP)

Government

officers attachment 

programmes at 

Private Companies 

/ Government 

Agencies abroad

Physical / face-to-

face programmes 

abroad

15 participants for 

each programme

Japanese Company 

Attachment 

Program 

(JCAP)

British Company 

Attachment 

Program 

(BMCC)

Korean 

Government 

Attachment 

Program 

(KGAP)

One-month attachment programme 

at private companies operated in 

Japan:

27 September – 28 October 2022

In collaboration with the

Embassy of Japan in Malaysia

3-week attachment programme at 

private companies operated in the 

United Kingdom:

23 August - 5 October 2022

In collaboration with the 

British Malaysia Chamber of 

Commerce

One-month attachment programme 

at various government agencies in 

the Republic of Korea:

11 September – 12 October 2022

In collaboration with the National 

Human Resources Development 

Institute (NHI)

Inaugural KGAP begins 

in 2022 and this 

programme will be 

continued next year

ATTACHMENT PROGRAMMES

PUBLIC SERVICE DEPARTMENT



The upskilling and reskilling of civil servants will be continuously undertaken to ensure they keep abreast with advancements in 
technology. 

Human Resource Management Information System (HRMIS) will be enhanced with a sub-module on talent repository that 
incorporates the skills and expertise of civil servants. Through this system, ministries and agencies will be able to select 
suitable talent for specific tasks. 

Digital culture will be inculcated in the early stages of a civil servant’s career, while change management initiatives will be 
introduced to increase knowledge, skills and use of digital services. 

PUBLIC SERVICE DEPARTMENT

Cross-fertilization programmes between public and private sector personnel will be expanded to broaden knowledge-sharing 
and develop subject matter experts. 

12th MALAYSIA PLAN – STRATEGIC & FUTURE DIRECTION

In order to develop and nurture personnel in specialised areas, customised training and secondment programmes will be 
provided to enhance exposure and enable these personnel to acquire technical skills in the relevant areas. 

Training programmes will be customised based on the required capabilities and competencies identified under the DGCCR 
framework. 



Thank you

PUBLIC SERVICE DEPARTMENT

Research, Planning and Policy Division
Public Service Department
Level 12, Block C1, Complex C
Federal Government Administrative Centre
62510 W.P. PUTRAJAYA, MALAYSIA

Facebook.com/JabatanPerkhidmatanAwam

Twitter.com/jpagov

Instagram.com/jpa2day

Youtube.com/JabatanPerkhidmatanAwam


