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Abstract. In today‟s business environment, talent has become the potentially powerful source of 

competitive advantage. It is the fundamental building block to creating an organization which is capable of 

learning, innovating and changing, as well as executing new processes. It has been said that, talent 

management include the additional management processes and opportunities put in place for people in the 

organization that are considered to be talented. This paper intends to present a guide for racers to drive their 

companies by extending their success on the race tracks into business. This piece of work is based on the 

information gathered through in-depth interviews with three business owners that are also active racers. In 

the course of the interview, feedbacks regarding benchmarking through talent in motorsports and businesses 

were sought. The importance of talent management as seen through the prism of how top performers in 

motorsports have succeeded in driving their business while still producing impressive results on the race 

tracks was established in this study. 
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1. Introduction  

The future of motorsports particularly in two wheels championships is developing at a steady rate that 

provides rooms for improvement especially through research and development. This sport is a reflection of 

the Malaysian youth development policy which serves as a platform to nurture talent, skill and 

professionalism. In motorsports, winning is the absolute aim for every racer who are diverse in age and talent. 

The following are the young talents (29 years and below) in current motorsports arena representing Malaysia 

at international events: Hafizh Syahrin Abdullah participates in Moto2 World Championship; Azlan Shah 

Kamaruzaman in MFJ Superbike All Japan Road Race Championship; Mohamad Zamri Baba in Asia Road 

Race Championship, Mohd Emir Firdaus Hasan in Suzuka 8-hour Endurance Road Race and Mohd. 

Habibullah Mohd. Salleh in FIM Supermoto World Championship. These racers contribute to the 

phenomenon inside tracks. Just like other sports, motorsport is now a huge industry comprising other non-

sport sectors such as technical/engineering, event management, marketing, broadcasting, insurance, 

merchandise, tourism as well as food and beverages.   

2. Literature Review 

This section presents the background of benchmarking and talent from relevant previous studies. It 

should assist readers to develop an understanding of benchmarking and talent with respect to sports and 

business. 

2.1. Benchmarking in Business 

Benchmarking is accepted worldwide as a tool of continuous improvement [1]. Alstete [2], Carpinetti 

and de Melo [3] highlighted the importance of understanding “benchmarking” and its effects on a business. 

Even as Zairi [4] comprehends function of benchmarking guarantees that knowledge is gained across areas. 

Then again, application of the tool in managing processes ensures the sustainability of an organization in the 

business arena [5].  
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It is necessary to benchmark global industry standards including a look into the best practices at the team, 

work-group, and organizational level [6], [7]. More so, Fernandez et. al [8] constructed case studies that 

draw attention to the importance of holistic approach to organizational comparison instead of focusing on 

particular parts in an organization. Furthermore, Rothenberg et. al [9] highlighted that respective 

organizations should put emphasis on different approaches to benchmarking depending upon regulatory 

context and company strategy.  

Chung [10] mentioned the areas with the widest discrepancies in maturity of practices that are closely 

related to talents include human resource development and management, quality and operational results as 

well as customer focus and satisfaction. In fact, Cassell et. al [11] stressed on the need to increase awareness 

of the importance of human resource in organizations. In addition, the role of human resource was the most 

influential factor on benchmarking adoption, followed by top management commitment [12]. There is high 

level of influence of management in managing people with unique knowledge and skills [13].  

2.2. Talents in Sports and Business  

There is no single or universal contemporary definition of „„talent‟‟ in any one language. Likewise, there 

are different organizational perspectives on talent [13]. According to Ashton and Morton [14], the role of 

talent has been widely acknowledged and renewed significance has been attached to the management of 

talent. On top of that, a study by Powell and Lubitsh [15] found that different perspectives of talents were 

often present in varying degrees even within the same organization. Thus, talent is critical due to its role in 

catalyzing the pursuit of excellence which is the commitment to do and be the best all aimed towards 

personal growth and attainment of individual maximum potential [16],[17].  

Stuart-Kotze and Dunn [18] agreed that talent is not just about having the brainpower, the knowledge, 

the experience, the skill or the mental and physical characteristics to do something correctly, it is also about 

the ability to do something different or at a higher order of difficulty and complexity in the future. Whilst 

Ingham et. al [19] opined that in order to develop strategic capability, potential employers of choice need to 

ensure they clarify the requirements for their talent program including the success criteria to be used to 

measure their program„s contribution. In addition, these measurements should be able to stand up to 

comparisons in the industry and with the best practice of other organizations [20]. 

There are needs for future research within the broad topics of talent management to enable investigation 

of concepts that cut across multiple functions and organizations within a supply chain [21]. This review not 

only shows us the link that exists between these two mediums but it also indicate that the link is a healthy 

one [22]. The research found that there are areas in which business leaders can learn lessons from sport, 

especially in terms of change and staff development [23]. From the literature that is available, and reviewed 

to date, many organizations are currently using the style and methods of coaching an athlete, and are utilizing 

similar tactics that occur in the sport in their own company‟s operational management style [22].  

Businesses largely compete on the basis of available talent, competency and capability [24]. The 

business needs are derived from the business model and competitive issues such as business strategy, growth, 

innovation, customers, costs, international, people and diversification [14]. In fact, Eskildsen and Nussler [25] 

also suggested that employers are fighting to get talented workers and get connected [26] in order to maintain 

a prosperous business because there are needs of field expertise in an organization [13].  

On the other hand, Harris et. al [27] argued that different skills are needed for sports and business as well 

as applying different strategies aimed at improving their competitive positions. Even to obtain a consistent 

performance from employees and players would be quite an accomplishment at certain times [28]. De 

Bosscher et. al [29] proposed the fifth pillar that stressed on important aspect of athletic career support and 

post career.  

Realizing the importance of motorsports to the nation, it is best if it has a structured talent development 

program that encompasses selection till post career paths. Therefore, the authors aimed to achieve these 

objectives through this paper by: comparing the theories and the practices of talent management in 

motorsports; and exploring the relationship of talent management and businesses in Malaysia. 

3. Methodology 
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The authors required different types of information that qualitative studies can provide which is rich in 

detail. Thus, the information was gathered through in-depth interviews as an interpretative approach with 

three business owners who are also active racers. The profile of the respondents shows that their average 

duration of being racers is fifteen years. Interviews were conducted at their own premises that lasted for an 

average of one hour. A recorder was used to facilitate the interviews as well as comprehensive notes of the 

answers. The results of each interview were transcribed immediately after each session. Initially, to 

crystallize the responses, further analysis using NVivo software mainly involved the data with the aim of 

identifying and classifying feedbacks regarding the above-mentioned objectives. 

4. Findings and Discussion 

The results of interviews and its discussion will be elaborated by points taken from the interviewees‟ 

statements that are related to their talent in motorsports and their involvement in business. It began with their 

responses on the understanding the preparation before they started up their business. The next points are on 

their choices in post racer career; the impacts on their businesses and involvement in races nowadays.  

Table 1: Career path 

Response Interviewee 

The racer‟s direction in Malaysia is still unclear because that of European countries is much more ahead 

and still evolving. Therefore, those who have the talent will have bright future in the sports. We should 

do the same thing by focusing on grooming these young talents. 

3 

From the above response, the interviewee commented an ambiguous career path from early involvement 

until post career as a racer. He stressed that as the start up; a racer should be on board in pocket bike 

competitions as early as five years old to be on tracks. Early age exposure promised an elongated way for 

them in creates their success from one level to another swiftly.  

Table 2: Individual vision, passion and qualities 

Response Interviewee 

Ya, we go races to get sponsors or just to promote our business only. By we will consider the level of 

events. 

1 

Stop racing? We will know when we should stop getting involved in races. We will know how far we 

can go. Then, we will decide when to stop. Motorsports is a big thing. 

1 

To involve in races is our hobby nowadays. If we don‟t try out the bikes in our outlet, how can we sell 

it? A way to market bikes from our shop. If we don‟t have this advantage, who is going to believe us? 

1 

I own this workshop since 2007. Prepare my own bike and for…involve in races with the company‟s 

name. 

2 

Thank you to Allah … I own this workshop since 2006 until 2009. In fact, you still can find me on 

tracks actively, some at the national level and Asia. I learned a lot, seen much…saw opportunities in 

this sport. This industry is expanding. I am still active in races this year. 

3 

For me, we can do business in everything. It is the same for other type of sports. But in motorsports, it 

is related to business related motorsports. For instance, if a team gets involve in sponsorship program, it 

is related to business too due to financial budget…be able to increase the team‟s fund. 

3 

As for me, it depends on the particular individual. Everyone should be determine and be consistent in 

work. Never be lazy. If these attitudes are in the mind of a racer, all that the racer needs to have in 

addition include courage, patience and high motivation. If he continues to have these values in himself, 

if he‟s in a business or anything that he plan to do, with Allah‟s willing, he will be able to succeed. 

3 

Referring to the interviewee‟s reaction on individual vision, passion and qualities, their involvement in 

business might be based on their experiences only; without attending any specific formal courses on how to 

conduct a business and to manage it. It is more about survival instead of conscious thoughts on expanding it. 

In fact, they had high expectations on external funds or investments incorporation to move forward. In fact, 

the interviewees are still involved in races due to passion and to bring out the businesses names in the arena. 

Although they are active racers, they might consider levels of events and type of bikes used in competitions 

due to different requirements and different fees they have to pay to the race events‟ organizers. To 

summarize the above responses, there are limited individual visions, passion and qualities that is not enough 

to promise sustainability of a racer from track to business. 
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Table 3: Business networks 

Response Interviewee 

I was exposed to motorsports business from 1996 until 2005. I started to know dealers that supported 

races by giving their stuff to racers like me. I got to get close with a dealer from Cheras, Selangor. He 

offered me a job after I stopped as a full time racer. My work was on sales, to promote products. I 

worked with that dealer for five years. Then, had a thought to try it myself, started to pen my own 

business. This business is here since 2005 till now. Thank you, Allah. I‟m still with my business. I‟m 

still thinking on expanding it. Currently, I‟m a panel for Malaysian Post, CIMB Bank. 

1 

In order to stay in business, having mechanical expertise is not enough. Can‟t go any further if do not 

plan to complement it with knowledge on marketing and management. In fact, I‟m taking my chances 

to learn more about it too. 

1 

Usually, the racer will open a business that is related to motorsports after their glory time because I 

know this area better. 

2 

Like I‟ve said before, whenever we get involve in motorsports, we tend to own a business related to 

motorsports. There are more opportunities there…with my experiences in bikes services or adjusting it 

or finding new and young talents could be best business opportunities. In management…could be 

adapted in my own business. 

3 

It seemed that the interviewees were exposed to business at early age although in race events as 

presented in the above table. A large amount of time spent by participated in events play roles in shaping 

their business mindset by mingling around and extending networks among racers, business owners as well as 

investors. They managed to make full use of their networks among racers and sponsors in order to get 

advices and projects in business although they promised different expectations as well as perceptions among 

participants. 

Table 4: Recruitment, selection and knowledge transfer 

Response Interviewee 

In post career, some of us will only focus on the mechanical by being a team technician or engineer.  

Some of the racers will race almost their entire youth, and be a part of racers‟ management team; 

including own team. Like a mentor to young racers. 

1 

Majority got involved in business related to motorsports when they stopped racing. They involve with 

motorsports since they left secondary school hence they have acquired years of experiences in that area. 

Therefore, they are still work closely with motorsports after they retire. 

3 

With my experiences in bikes services or adjusting it or finding new and young talents could be best 

business opportunities. In management…could be adapted in my own business. 

3 

Recruitment and selection for new and young talents based on individual effort; senior racers particularly 

(Table 4). Experience has shown that that a team requires a balance of young and experienced players. By 

being a mentor, direct knowledge transfer occurs because of their know-how in that respective sport.  

Table 5: Customer and business impact 

Response Interviewee 

It is good if riders are involved in this type of business. Customers will trust us more because of our 

names and experiences. That trust will give us more advantages than others that do not have the same 

track records. 

1 

We give the best advice if they come to enquire about their bikes. 

His reputation as an excellent racer has impacts on his business particularly concerning customer 

relationship (Table 5). The respective interviewee was able to clearly explain how a bike will perform in 

relation to the rider‟s appearance such as size and weight as well as the details of suitable bike drawing from 

his own knowledge and skills in past events.  

Table 6: Collaboration with local universities 

Response Interviewee 

At the moment...there is no potential collaboration because we do not have the right contact. Usually, 

we depend on ourselves and experiences only. 

3 

Referring to the above response, there was none or low numbers of collaboration with local universities 

either for business, management and technical aspects. In addition, there are rooms for mismatch of 
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expectations as a result of constraints on finances plus the limitation of company‟s size. The interviewee 

realized that volume of sales in the business influence the degree of expertise participation from local 

universities. 

As the prior responses clearly illustrate, business owners possess a number of core qualities, but in 

different measures. Some issues that came to light are pointed out including the influence of talent 

development, managing and benchmarking its capabilities at the organizational as well as at the national 

level. To summarize, the common features as shown in the findings include the following. 

 Ambiguous career path from early involvement until post career as a racer.  

 Limited individual visions, passion and qualities that is not enough to promise sustainability of a racer from 

track to business.  

 Business networks promised different expectations as well as perceptions among participants. 

 Recruitment, selection and knowledge transfer involve talents versus experiences.  

 Customer and business impact; race results been measured for individual and team performance; in 

business figures in sales been measured for the same reasons too.   

 Low collaboration with local universities either for business, management and technical aspects.  

Therefore, there is need to increase motorsports events with increasing research efforts as the challenges 

of benchmarking are quite diverse, complex, and unsettling [6]. 

5. Conclusion 

The scope of opportunities in motorsports is massive. While many businesses start with human resource, 

customer relationship management, supply chain and finance, the reality is that it is possible for an 

organization to be embarked from the success in other areas. Thus, the business owners‟ role will be to act as 

catalyst to enhance the output from bikes production. They could also support the research and development 

activities to produce good bikes with good features in term of performance and durability. On the basis of the 

authors‟ understanding of the progressively multifaceted activities of this industry in conjunction with other 

potential significant findings from this study, much attention needs to be focused on the opportunities of this 

sport. More so, some issues demand immediate actions from Malaysia Youth and Sports Ministry, 

independent organizations such as Motorsports Association of Malaysia (MAM), Automobile Association of 

Malaysia (AAM) and Sepang International Circuit (SIC); which will influence policy making and practices 

inside the track. The scope of this research interest might help to set the boundaries for forthcoming studies. 

The study is based on interviews with a small sample of active riders. In order to develop the research further, 

a more extensive sample is required. 
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