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Abstract

Most of the studies on talent management have focused on aspects of talent attraction, talent development,
talent succession, talent retention within the corporate world. Very less attention has been paid to determine the
effect of these aspects in non-profit organizations by practioners and academia. Knowing the effect of above
mentioned areas in non-profit organizations can help non-profit organizations in the area of skill development,
career growth, job satisfaction and other related parameters. Thus, the main aim of this study is to find the
current practices of talent attraction, talent development, talent succession, talent retention in non-profit
organizations which if are present there can help to achieve the work force satisfaction. A qualitative study will
be undertaken to explore the perception of talents about the talent management practices in non-profit

organizations.

Keywords: Talent management, Talent retention, Ngo’s, Talent development, succession, gender, Talent

attraction, compensation, Klang Valley, Malaysia

Introduction

The existing practices and ideas of talent
management are a response towards a survey
released by McKinsey and company by the title of
‘The War on Talent’. The survey conducted by this
organization displayed the strategic importance of
talent management in this aggressive business
atmosphere (McKinsey & Company, 2001). Talent
can be defined in many ways and one of them is
that the employees who are being retained at the
cost of others and are offered strategic and
important roles in company for future growth and to
remain competitive in the market. There is a huge
increase in the discussion about talent management
in human resource management and development
literature (Stahl et al., 2007; Collings et al., 2011).
Talent management is a group of ideas and practices
utilized in organizations (CIPD, 2011; McDonnell
et al., 2010). Talent management mainly refers to
attraction, selection, development and managing
workforce in a collective and strategic manner
(Scullion & Collings, 2011). Many researchers have
done work in the area of Talent Management and
although there is no consensus between researchers
and academia, some of the views about talent
management are seen as the proper and close
placement of business strategy and work culture of

an organization. These are the main facets of talent
management (Farndale et al.,, 2010; Kim &
Scullion, 2011). Even though there is interest in the
area of talent management, the output of research is
still low in quantity while the idea of talent
management is not so new (Burbach & Royle,
2010). The latest works conducted in the field came
up with a decision that the lack of proper definition
and consensus on talent management has resulted in
less understanding and low quantity of research
(Mellahi & Collings, 2010; Collings & Scullion,
2009; Lewis & Heckman, 2006). Due to rise in the
awareness of talent management implications, more
academic research is currently gaining momentum.
Since last seventeen years the literature of talent
management is gaining momentum and it is
currently on the forefront of organizational success
and excellence (Gallardo-Gallardo, Dries &
Gonzélez-Cruz 2013). As per the 14" annual survey
of PricewaterhouseCoopers (PWC), there is
shortage of talent according to the majority of CEOs
(66%) and it will hamper the growth of companies.
To be sure of success the companies use Talent
management to solve their complexities and
uncertainties (Nilsson & Ellstrom, 2012). Talent for
various organizations across the spectrum has
gained very large strategic importance. The survey
conducted by McKinsey has revealed that there are
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more than 75 percent of corporate top management
is concerned about shortage in talent pool resources.
The research by Deloitte has suggested that the
main concern of more than 87 percent of human
resource managers and directors is retention top
talent in an organization. There are various scholars
who have suggested a 70:20:10 proportion strategy
whereas, 70 percent of development occurs through
number of work experiences and activities; 20
percent via relationship building among the team
and 10 percent in form of formal developmental
courses and activities (Wilson, 2011).

For organizations around the world, talent
management of highly efficient and employees with
high potential to do well is of increasing strategic
importance (Tymon et al., 2010; Vaiman, 2010).
The ways to identify the talent and to form a
conceptual and theoretical Skelton based on its
factors was undertaken by Makela et al (2010). The
decision-makers and the elements which affect the
path of decisions concerning talent management
have received huge importance. The new
improvements to talent management have been
made by Makeld et al (2010) and Mellahi &
Collings (2010). These studies have specifically
aimed at exploring talent management in corporate
world. Little attention has been given to explore the
perception of talents themselves and their inclusion
in non-profit organization’s talent pool. From the
perspective of the organization, this is important,
because one way to assess the value of a talent
program is to explore whether it contributes to the
employees’, volunteers in organizational
commitment and engagement which in turn could
increase talent retention within the organization.
Along this line some research has explored talent
retention strategies which are limited to corporate
sector only (Hausknecht et al 2009, Steel et al
2002). However, the area of talent management and
its processes suffer from lack of empirical evidence
in academic research (Lewis and Heckman 2006).
The facts and reasons behind why decision makers
act in a certain way have not received much
attention from the academia as well as practioners
(Mellahi & Collings 2010). Even less research has
been aimed at the specific process of forming talent
pools especially in non-profit organizations. This
study thus aims to minimize this research gap by
exploring the perception of talents about the talent

management practices in non-profit organizations.
A qualitative study was undertaken to address this
problem. Non-profit organizations take part in a
vital role in global GDP and its economic potency is
extraordinarily apparent. As per The Independent
Sector, non-profits add for 5.5% of the gross
domestic product for United States of America
which is equivalent to 805 billion dollars. John
Hopkins University in 2012 displayed a report
which showed that the non-profit organizations in
2010 employed 10.7 million people. This is
equivalent to 10.1 percent of the overall employees
in the United States alone. The John Hopkins
University report also points out that non-profit
organizations have a certain resistance in economic
downturns than that of for-profit organizations.
Therefore, the significance of this study will have
practical implications. This research will find out
the current practices of talent management in non-
profit organizations and will enhance the need for
talent attraction, retention, development and
corresponding practices in nonprofit organizations.

The aim of this study was to find out the current
practices of talent management and related
parameters having direct influence on the same.
This was an exploratory study to discover what is
happening in the nonprofit organizations in Klang
Valley, Malaysia, which is an area that constitutes
the capital city Kuala Lumpur and some
surrounding areas. The next section will be
composed of literature review, following section
will be research methodology, followed by data
findings and last but not least will be conclusion.

Previous Research

There are various definitions of talent and talent
management but despite these understandings there
is lack of consensus on its basic meaning (Lewis &
Heckman, 2006) and the precise definition of talent
and its management is still somewhat vague
(Christensen & Rog, 2008). One of the way for
understanding talent and talent management from
the perspective of various researchers is have right
number of people at the right place at the right time
with the right set of skills and level of motivation
are Dbasic elements for talent management
(Stephenson & Pandit, 2008). One of the way to
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define talent may be certain people used by
organizations for gaining and maintaining
competitive advantage (Collings & Mellahi, 2009;
Tarigue & Schuler, 2010) and increasing
performance of an organization (Nijs et al., 2014).
The other way to define talent can be seen as the
abilities developed thoroughly in an individual and
they utilize these abilities in the activities they
adore, discover significant and in what they want to
spend their energy. By virtue of it a person can
function better in one or more human resource
functions. These individuals are better performing
than their peers with similar age, experience or
education and are more reliable and consistent (Nijs
et al., 2014). Talent management is not a modern
idea (Patton, 1967), but the research of talent
management is inadequate (Burbach & Royle, 2010,
Collings & Mellahi, 2009). It is evident that
research in this area is insufficient, so it is clear to
see that NGO’s have been abandoned by
researchers of talent management. Similarly, the
talent management can be defined in number of
ways; one of them is collection of processes that
aims to vividly support corporate strategy (Bethke-
Langenegger, Mahler & staffelbach, 2011). The
chartered institute of personal development (CIPD)
describes talent management as premeditated
attraction, employment, growth and retention of
employees with high potential who are valued by
the organization for certain value (CIPD, 2009, p.2).
Talent management is considered a tactical
instrument to achieve success of an organization
(Scullion & Collings, 2011) and to remain
competitive in international market (Harris, Craig &
Light, 2011). Talent management in an organization
clinches to the processes of attracting, developing,
retaining the best employees in an appropriate
position (Stahl et al., 2007).

Talent Attraction

The attraction of talent in an organization is one of
the fundamental countenance in displaying
competence and reliable competitive advantage.
The core values and the perspective of a potential
employee are the key factors which determine the
attraction of talent. The function of an organization
is a basic point in attraction talent. In other words,
we can say that the brand value of an organization
will also vastly influence the efforts of talent

attraction. If the perceived band value of an
organization is high the efforts and money spent
toward the attraction of talents is less and vice
versa. This idea of brand value is supported and
believed by many researchers (lles et al., 2010). The
attraction of talents can be viewed in terms external
and internal talent and the influx of external talent
in an organization is directly proportional to brand
value (Glen, 2007). The selection of right talents via
ingenious selection requirements offers human
resources to attract the eligible and desired people
for the required work (Pruis, 2011). As per various
scholar and researchers the two key necessities for
talent management are attraction and retention of
desired workforce (lles et al., 2010). Thus, the
initial phase that talent management practices
require is a talent pool, which may compromise of
both external and internal talent. Thus, employer
brand and employee segmentation are two key
things in attraction of talents (lles et al., 2010). The
psychological factor of increased morale when
associated with reputed organizations which makes
them feel respected and they perceive power to
themselves (Glen, 2007). Majority of top
organizations around the globe recruit people all the
time in search of talent they desire and require. It
means that whenever they find a talented person
they hire regardless of the need for a new employee
or not. This helps these organizations to remain at
top and to gain new competitive advantage
(chambers et al., 1998).

Talent Development

It is a surprising fact that there is a minute research
being done in the area of talent development and the
literature which explains the capacity and sets
margins of perception (Cohn et al., 2005; Younger
& Cleemann, 2010; Cook, 2010). However, it is
recognized that talent development speaks as a vital
part of talent development (Scullion & Collings,
2011; CIPD, 2011). Thus, for an organization to
reach high potential and performance development
of talents is required. It is evident that this
minuscule research is being conducted in corporate
sector and no attention has been paid to nonprofit
sector. However, development of talents should be
linked with additional learning and development of
an employee. Talent development is useful for
organizations as well as employee. The

http://www.ijmsbr.com

Page 3



http://www.ijmsbr.com/

International Journal of Management Sciences and Business Research, Sep-2017 ISSN (2226-8235) Vol-6, Issue 9

organizations should concentrate on both formal
and informal learning for talent development
(Areigat, 2010). Talent development concentrates
on the processes of planning, selection and
implementation of strategies related to development
of whole talent pool within the organization. These
processes will help the organization to fulfill its
current and future goals. It will also help an
organization to meets its talents requirements for
future (Garavan, Carbery & Rock, 2012). There are
various ways to impart development within the
talent pool of an organization. Classic talent
development methods like training are vastly
effective at inducing various skills with the
employees inside and organization workplace
(Lahti, 1999; Hirsh, 2009). The talent development
within an organization focuses on the needs of an
organization with utmost priority (Pruis, 2011).
Succession

The talent succession is a vital practice that saves
time, money and effort for the search of talent
outside the organization. Succession also enhances
the repercussion of reengineering and at the same
time it helps to maintain the diverse talent pool
within an organization (Wolfe, 1996). Succession of
talent in wvarious organizations has different
definitions as per needs and strategies. Therefore,
the organizations can practice talent management as
per their needs (Hor et al., 2010). The question that
will arise in near future for management is concern
of society and lack of availability of internal talent
within organizations (Rothwell, 2010). The main
aim for the practices of succession is developing
and modeling of leadership in an organization (Hor
et al., 2010). The policy of an organization to secure
its future in terms of leadership requirements will
lead to growth and maintaining competitive edge in
the market (Hills, 2009). One of the elements for
lack of leadership options available in organizations
is less concentration on succession. Organizations
consider the succession as separate thing from talent
management and it takes responsibility away talent
managers (Groves, 2007). There are five vital
policies that help in proper succession and its
planning. Leadership assessment using 3C’s, talent
planning, mixed development, mentoring/coaching
and having a vision about succession (Hills, 2009).
Succession of talent is key ingredient to keep the

organizational culture alive and take it forward
(Rothwell, 2010).

Talent Retention

In the world of fierce competition retention of
workforce has become a vital strategic characteristic
for organizations. Retention of talented employee
has the same importance as attracting the same.
This will help organizations to achieve their short
and long-term objectives (Mehta, Kurbetti, &
Dhankhar, 2014). The factors which influences the
retention of workforce in the opinion of employees
are career progression, independence in work place,
experience etc. All of these factors uplift the morale
of employees and help and organization to align
their talent management practice in line with
employee retention (Kroon & Freese 2013). There
are more than twenty-four factors which influence
the talent retention. Some of them are work culture,
compensation, work life balance etc (Mehta,
Kurbetti, & Dhankhar, 2014). The one vital reason
for employees to stay in the current organizations is
succession (Bagga, 2013). Talent management and
retention practices of successful organizations are
vital factor to uphold their superiority and
leadership in the market. Retention of employees is
factor which leads to customer satisfaction and
loyalty in service sector (Devi, 2009).
Compensation

There are number of factors which take away an
employee from the current workplace and of the
main element for that is dissatisfaction with
compensation and benefits (Bhatnagar, 2007). Thus,
for improved talent management practices
organizations must pay competitive salary, good
working conditions, cooperative teams etc. (Devi,
2009). The scholars from various varieties of areas
have debated for long over the issue of
compensation and its effect. They have studied the
behavior of top management in this regard
(summarized in Finkelstein, Hambrick & Cannella,
2009). The various studies have suggested that the
salary of an employee affects the performance of an
employee and in context the performance of an
organization (Devers et al., 2008). Pay scale is an
important factor in talent management and practices
for an organization. It helps an organization to
retain and grow its talent internally. The payment or
compensation can have variety of methods to
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distribute it. Some of them are pay for job, pay for
person, pay for skill etc (Shields et al., 2015).
Global Talent Management

Global talent management is becoming an area of
attention for academia as well as practioners. The
area of global talent management is still in its
infancy yet, it has caught the eye of many over past
decades  (Collings, 2011). Global talent
management and its strategic objectives have been
discovered in recent past (Scullion, Collings, &
Caligiuri, 2010; Stahl et al., 2012; Tarique &
Schuler, 2010). The mobility of international
employees is key factor in the success of mega
corporations and organizations (McDonnell,
Lamare, Gunnigle, & Lavelle, 2010; Sparrow, 2007;
Stahl et al., 2012). The practice of global talent
management is more focused on employees
possessing high potential, performance or with high
degree of human capital through the organization
(Stahl et al.,, 2012). Across the global major
organizations are in a continuous battle for the
quality and quantity of talent to boost their
operations and other functions in an organization
(Farndale, Scullion, & Sparrow, 2010; Hartmann,
Fiesel, & Schober, 2010). The global talent
management is having various phases and it starts
with identification of positions of significant
importance, then identification of talent pool and
issuing the suitable position for the selected
candidates (Mellahi & Collings, 2010). There are
various studies suggesting that the workforce with
global or international experience have capacity for
completion of assignments with greater efficiency
in comparison to those with only local experience
(Mékela, 2007).

Gender and Talent Management

The existing Talent management debate highlights
the significance of background considerations
(Minbaeva & Collings, 2013; Sparrow et al., 2014).
It is being noticed that the freedom of work is
discriminative between male and females even in
western countries. There is a stigma attached to
female gender in workplace (Hewlett & Rashid,
2010). The cultural values and undeveloped social
security of various places presents itself as
hindrance especially for females in taking up a
career path which is more social and independent
(Schinnenburg & Adam, 2013). One of the
standards of competition is job performance, ability

and contribution lead to better career succession.
The other system is growth of ideas and seen as an
elite talent helps them to be better and progress
organizations objectives (Ng et al., 2005). The
various studies came with the notion that female
talent goes unnoticed in comparison to males of
same organization which respect to these systems in
place (Cabrera, 2009). One of key elements for this
gender bias comes from role stereotype which is
placed in favour of male career positioning
(Schinnenburg et al., 2014). Industrial revolution
has play a vital role in this bias, whereas, males
have been given the role to be public and productive
in contrast to females as secretive and reproductive.
This stereotyping has made way for sexism and
career is seen synonym with male thing
(Schneidhofer et al., 2010). The study by Heilman
gives a picture that value of female career and their
performance in organizations in devalued (Heilman,
2001). The gender bias is in favour of males and
they are being selected in organization even if they
are less qualified in competition with a female
colleague (Vance & McNulty, 2014). In some Asian
culture the presence of strong role descriptions the
bias is more as compared to in west. These cultural
things help male of society feel superior to the
female counterparts (Vance & McNulty, 2014). The
day to day experiences and developmental work in
an organization shapes the behavior patterns. It also
develops the identity of workforce in particular
industry for example, the reducing number of
female in engineering (Nelson & Irwin, 2014).
From last two decade’s a noticeable difference has
emerged, there is a huge gap in demand and supply
of talents in majority of organizations especially in
developed countries markets (Stahl et al., 2007).

Research Method

This paper has channeled its focus towards what is
really happening in the organizations within the
Klang valley. The qualitative approach was used to
uncover the practices of Talent management in
Klang valley Malaysia. The top management of
these nonprofit organizations were the respondents
of this research. The empirical data was collected
from the unstructured interviews organized with the
top management of six nonprofit organizations in
Klang valley. The interview protocol was used to
collect the data from respondents. The interview
protocol consisted of the items which were helpful

http://www.ijmsbr.com

Page 5



http://www.ijmsbr.com/

International Journal of Management Sciences and Business Research, Sep-2017 ISSN (2226-8235) Vol-6, Issue 9

to determine the practice of Talent Management in
nonprofit  organizations. The correctness of
information planned to be incorporated during the
research has significant importance for the validity
and reliability of the research undertaken (Saunders,
Lewis & Thornhill 2009).

Data Analysis

The initial stage was of data analysis was
compilation of data by transcription of interviews in
chronological manner. The second step is division
of data as per various themes generated and more
importantly as per the objectives of research. The
third step is reassembling of data as per objectives
of study as well as certain common themes in the
data set. The next is of interpretation where in the
researcher has decoded the comments by various
NGO’s. At the end there has to be conclusion. It
provided the overview of data collected in a glance

The concept of Talent Management by NGOs

NGO1 believes that the talent management is
acquiring, developing and retaining highly skilled
employees and on the same way of perception the
main step in talent management is how we approach
the talent and develop a mutual connection with
them and minimizing the communication gap is
notion of talent management for NGO2. NGOS5 is
also thinking on same lines as they believe that the
accesses to elite human resource talent pool that
will help them gain competitive advantage and
fulfill the organizational needs. They believe that
talent management will help their organization to
enhance its brand value and on those lines, have
better  financial position to achieve the
organizational goals. NGO6 is of the belief that
talent management is about development of talent
so that they can create a team of best talent
available to achieve organizational goals. They also
consider talent management as a science that will
help them to attract and recruit the talent they desire
and require to full their short term and long-term
goals. While as, NGO3 believes that talent
management is about to know employee of an
organization. On top of knowing their employees
NGO4 think it is obliged to understand the attitude
and needs of their workforce. From the above
discussion’s the author can determine that these
organizations have some vague or generic idea

about talent management but as the author has also
discussed the other vital parameters of talent
management, which helps to get a clearer picture.
The author had taken these parameters and
organization in an organized manner. First of all,
the author has discussed about the talent attraction
in these organizations. NGO1 is responsive in their
recruiting process. While they do not have any strict
guidelines for hiring the organization maintains
industry wide standard for the same. Along the
same line in NGO2 their organization maintains
industry wide standards while hiring employees.
The organization has a mixture of reactive and
proactive policy for hiring. It depends on the
financial position of organization as well as
upcoming projects. They also believe that the
majority of NGO’s do not have any standard
operating procedure but they have developed over
the time and hire employees accordingly. NGO5 is
an organization that has some specific guidelines to
attract and hire new talent available in the talent
pool. They believe that whoever is inducted in the
organization is more of a family rather than
employees. They hire talent for both short and long
terms durations depending on projects and
employees. So, there is no particular time or need
when they hire. NGO6 has standard policies in
recruiting but with certain shifts coming to industry
and the nature of its disruption. They often take the
path of creative approach standard while recruiting.
On the contrary NGO2 they do not have any set of
guidelines or industry wide standards for recruiting.
They only hire people when they need them for a
specific period of time. But they like to see the
commitment of people before hiring, even after they
join them. This is an important parameter for the
organization. Along the same lines NGO3 at the
moment does not have any standard policy for
recruiting but they have some criteria for the same.
By virtue of these criteria’s they try to attract right
kind of people to work for their organization. The
organization has a responsive policy while hiring
i.e. they hire only on need basis. At the moment,
they do not follow the industry wide standards
while looking for potential employees from the
existing talent pool. The second parameter was
about to see the understanding of talent
management and to discuss what these
organizations believe about development. From
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NGOL1 the author found out that the development of
employees in their organization is considered as an
important aspect for them. They provide not only
the professional development but personal
development as well. While believing that
development of employees is best for both parties
involved. NGO2 believes that the development of
employees is important for both employer and
employee. They let the employees know that there
are trainings happening at various locations and let
them apply for themselves. As they are still in their
initial phases of growth they do not offer financial
support for the training and development courses. In
NGO3 they offer training and development
programs for their employees. They highly
recommend and prioritize new employees in their
organization for training and development courses
and programs. They believe that development of
employees is an important practice. They try to
make their employees an all-rounder. They try to
provide new skills so that employees can act in a
multi-functional role and emerge as leaders. They
believe that the training and development is equally
important for an organization as it is for employees.
Motivation is one of the key challenges to keep
employees at same passion of working with them as
same as when they started. They try to develop
common vision and mission for a particular project
so that employees feel more of responsibility rather
than just working for money. The NGO5 believes
that the development of their workforce is an
important aspect for their organization as they
provide training to everyone at the organization
from time to time for skill development and to
realign them to their vision and mission. In the case
of NGO 4 and 6 they think talent development for
them is an Invest in the right people and they can
automate their operations for a long time. They
provide training and development courses to their
employees if needed by them. The next parameter
to evaluate is the understanding of talent
management by these organizations is talent
retention. NGO2 believes that they do not think that
employee retention is an important practice because
if their employees get a better opportunity
elsewhere they should go and develop themselves
and later on if want to rejoin them they are
welcome. NGO3 thinks retention of employees is
not a useful practice. They believe you cannot make

people stay and work for you when they want to
leave for one reason or other. They do not pay any
attention to retention of employees. On contrary
NGO 4, 5 and 6 value the retention of talent. They
believe that the employee retention is a very useful
practice in their organizations. Retention of
employees is always beneficial to the organization
as it enhances the roles and skills of the members of
the organization and develops organizations. They
try to keep their employees close as in this industry
it is very important to have employees for long
durations of time. This helps these organizations to
keep focus of their real job which is to help the
society. While as these two group of organizations
have opposing notions about the talent retention the
organization number is neutral about the retention
of its employees. The organization does not put
effort in this practice. While having neutral view
about retention of talent in the organization but they
like taking time out to and listen to their employees
is an important core value for them.

Valuing Talent Management in the Workplace

The term value has different value for many people
at personal level but at organizational level there are
some common values or organizational values for
them. In this discussion’s the author has explored
the value of talent management in the nonprofit
organizations the author interviewed. NGO1
believes that talent management is every
organization’s investments. They also think that the
talent management is beneficial for an organization
if they know how to do it properly. Otherwise,
developed employees will venture for Dbetter
opportunities outside. NGO 2 and 3 on the same
lines believe that Talent management is a very
important scope that NGO’s have to look into. They
need to appreciate and look into the real perspective
of talent management. It is a very important practice
so that they can know their employees so that they
can do right work for them. Talent management
practices should be a standard in every kind of
industry and organization, so that they can get better
results on current and future projects and
assignments. NGO5 thinks that talent management
streamlines and clarifies the needs and goals of an
organization and this is essential for success. They
believe that talent management is important in this
competitive world as well as it surely improves the
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performance and enhances the goals and vision of
an organization. NGO6 has notion that talent
management  will  definitely improve their
organization. Talent management is helpful for both
employee and employer and can generate a good
data about the new trends in the market. NGO 4 has
somewhat different ideas about talent management
when compared to above mentioned organizations.
They believe that it may help the organization but
they are not sure as it is under developed area and
needs to develop more research and practioners.
They also think talent management is not yet too
reliable and it needs to get more mature. The value
of talent management can also be determined
indirectly by measurement of other parameters like
compensation of workforce and global talent
management. The findings about the compensation
of talent are discussed under the heading of valuing
talent management in workplace. The reason for
this is the talented workforce will continue working
for you if only they receive what they deserve. So if
the organizations fail to do that the talent will leave
them and indirectly the author has said that they do
not care about the talent management practices.
NGOL1 does offer regular bonuses and increments
for the talented employees, but at the same time
they do not maintain industry wide standards of
compensation. NGO2 along the same lines only
provide an accepted amount of salary to their
employees besides that there is no other type of
compensation for their employees. They do not
have enough provisions to have industry wide
standards of compensation. Similarly, NGO 3 and 5
believes that the main thing in compensation is that
they provide experience other than salary which is
more important than monetary benefits. They
believe that the experiences they offer while an
employee is in their workforce are very unique and
help the employees to improve their quality of live
by its virtue. They offer a decent salary to their
employees. They also mentioned that NGO’s face
financial problems and they are unable to offer
bonuses and other perks to them. They do not
follow the industry wide standards in terms of
compensation. While NGO 4 and 6 have different
practices in the area of compensation at the same
time these organizations have some of exciting
ways to compensate their employees. Some of them
are stock options, bonuses, flexible work-hours and

extended holidays for newlyweds and parents etc.
They also compensate their employees by offering
monetary gifts to them during their respective
festive seasons. They also have annual performance
appraisal for their employees. There is a rating
system for that in these organizations. It provides
competitiveness within these organizations as well
as with competing NGO’s as well. They believe that
compensation in nonprofit industry should be very
competitive so that more people are attracted
toward this work.  These organizations have
industry wide standards for compensation as they
think it is an important practice. The second
parameter the author has measured in this arena of
valuing talent is also discussed. The importance of
this parameter is that due wvast and brisk
developments in the world, we are forming a global
village. Due to various agreements between various
countries boundaries are becoming irrelevant. The
mobility of talent is greater than ever before. Many
young talents are migrating in search of better
opportunities and this trend is on rise. This mega
trend has helped majority of organization for
example, Apple as its CEO Steve Jobs was a son of
a migrant. So, this trend cannot and should not be
neglected. The organizations that were interviewed
had similar beliefs about the global talent
management. All of them were on the same pattern
of thinking, as they believed that diverse workforce
make their organizations more efficient and a
desires workplace. They believed that it is a
necessary practice to gain competitive edge over
competing organizations as well as to gain different
perspective  about  various  issues.  These
organizations are keen on implementing the global
talent management practices but due to various
reasons they cannot do the desired. The common
problems faced by these organizations in this regard
are language barrier, cultural barriers and more
importantly the tedious and unreliable immigration
policies and practices. Therefore, they are unable to
implement global talent management.

Gender and Talent Management

The talent pool available at present is scares; it
cannot fulfill the needs of organization across the
globe. The talent can be any one regardless of their
gender as already discussed in the literature review.
There are various patriarchal practices in developed
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as well as developing countries. These obsolete
ideologies are creating various issues for females in
workplace. The author went to discover the ideas
about gender and talent management in various
organizations. To the author’s surprise the findings
were astonishing and on head on with what rest of
world believes and does. These nonprofit
organizations are open minded as well as just in
their practices related to gender. All of these
nonprofit organizations believe that talent does not
depend on the gender of a person. The author found
out that these organizations do not indulge in any
kind of sexism. While most of the top management
interviewed were females themselves. It also
displays the validity of these statements related to
gender and talent management. While all of these
organizations categorically declined any
involvement in gender bias in their respective
organizations but NGO4 prefer female staff because
of their dedication and NGO6 have some issues in
succession of females in the hierarchy. These
findings are unique and exemplary. The Malaysian
nonprofit organizations should be role model for
various organizations across the world especially
Muslim world in the gender and talent management
related practices.

Talent Management as a Viable Practice

Talent management is the need of hour for all
organizations including nonprofit organizations
around the world. The practice of talent
management provides solutions current human
resources issues with better results. There are
various elements that compose the talent
management and its practices. In order to make
talent management successful and viable in
nonprofit organizations they should implement it in
gradual manner. The first and most important
practice which nonprofit organizations should
implement is talent attraction. Many organizations
have proved that talent management is an important
practice in this competitive world. The talent
attraction will help the whole sector of nonprofits as
attraction will make this area a lucrative career
option. The nonprofit sector will grow and the rest
of phases can be gradually implemented which are
not already present there. The response for validity
and usability of talent management by all of these
NGO’s was in favour of it. These nonprofit
organizations believe that talent management is way

to go for all of industry. They believed that it is vital
for them to gain competitive advantage. They
believe that talent management will help them in
automation of their operations. Talent management
for them is also a necessary tool for them to stay
afloat and live in future as per the general consensus
among these organizations. These organizations
believe that there is huge need for talent in
nonprofits organizations across the globe as
humanitarian vows are increasing day by day. They
think the Government in Malaysia should take an
active part in the funding of nonprofit organizations
so that they can survive and implement talent
management  practices in  their  respective
organizations. These organizations believe that the
talent management is a viable practice for
nonprofits sector.

Discussion

As the author discovered the current practices of
talent management in  various  nonprofit
organizations in Klang Valley and the author has
reached to a conclusion that there is some vague
idea about talent management within these
organizations. This study was an expletory research
in the area of talent management in nonprofit
organizations situated in Klang Valley Malaysia.
The author went on a journey to find out the notions
and practices of talent management in various
nonprofit organizations. Some of the parameters to
find out the practices of talent management were
talent attraction, talent development, talent
retention, compensation, global talent management
and gender and talent management. The author
found out that the nonprofits organizations in klang
valley have some vague idea about talent and talent
management. The author found out that the top
management of these organizations also realizes the
importance of talent management practices in their
respective organizations. As the literature review
guide’s, us through this process and shows us that
talent attraction is the initial phase in the
implementation of talent management practices in
an organization. The author came to find out that
these organizations have no or minimal attention
and practice towards the attraction of talents. Talent
development is considered as vital and beneficial
practices for employee as well as employer by these
nonprofit organizations. These organizations lay
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great emphasis toward the talent development
practices. Each of these organizations has
developed a unique strategy for the developmental
process of employees. In the aspect of talent
retention there are variety of opinions and practices
in each of these organizations. Therefore, the author
has said that there is consensus and proper
knowledge about that importance of talent retention
in  respective organizations. These nonprofit
organizations were not too keen to share the details
of salary packages and other monetary and non-
monetary benefits they offer to their employees.
These organizations also believe that the
international employee can help them to achieve
their target with greater efficiency but the language
barrier along with the unreliable immigration
department were the main obstacle to hire
international employees.  These organizations
believe that anyone can have the desired set of skills
they require regardless of their gender. So, they do
not indulge in the gender based discrimination in
any of human resource or talent management
elements. After conducting this brief study, the
author believes that there is still lot of uncharted
territory in the field of talent management
especially in the perspective of nonprofit
organizations. This study opens the door to this area
and there is scope of wvarious findings and
improvements which will have practical as well as
theoretical implications.

Conclusion

As the author came across various nonprofit
organizations in Klang valley, many facts and
practices of these organizations in regards of talent
management was discovered. It is clear that there is
a basic idea of talent management in these
organizations, but at the same time it is also clear
that they do not have any academic or proper
knowledge from a course or a workshop, rather it is
general perspective and common-sense ideas
regarding talent management. After going through
long interviews and discussion with various top
management personnel of these organization, the
author has suggested few changes and
improvements in current practices. Some of the
suggestions based on through review of previous
work done in the area of talent management. The
top management of nonprofit organizations should

first of all get the proper overview of talent
management and its various aspects. So, the author
recommends that they should attend talent
management courses and workshops. The key
element for any process is its initiation. Here the
author saw that there is no attraction, which is
supposedly to be its initial phase. The author
recommended that these nonprofits hire an external
consultant for the policy development of talent
attraction. This can be helpful for all of
organizations as they are recruiting talent from
grassroots level and it will be more economical for
them to start these practices. As in the area of talent
development, these organizations have respectable
level of talent development practices. The author
has recommended that these organizations should
have a fixed time in year for training and
development of their employees. Most of these
organizations do not believe in talent retention. The
author has also suggested that they should practices
certain level of retention for best employees.
Otherwise due high employee turnover the
organizations can be manipulated and suffer
economic loss. So, retention policies need to be
developed in these organizations. Compensation is
one of the key factors which influence both
employee and employer. The author has discovered
that due to below standard compensations in
majority of nonprofit organizations is a common
practice. The author would like to recommend here
that the compensation should be adequate or if the
organization is going through economic difficulties
they can offer them non-monetary benefits, which
can be equally beneficial for employees as well the
organization. As we know that the world is
becoming a global village and boundaries are
becoming more and more irrelevant. There are
many cooperation zones evolving such as European
union (EU), Association of South East Asian
Nations(ASEAN), Brazil, Russia, India, China and
South Africa (BRICS), Group of Twenty (G20) etc.
we need to recognize the importance of recruiting
international employees to get perspectives of how
the culture of those particular countries work. As
the author came across these NGO’s they do not
prefer to employ foreign talent even if they are
more qualified and experienced. This is mainly due
to the immigration laws of Malaysia, which are
obsolete and hamper the practices of global talent
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management. This has created a problem for local
organization as well as the economy of the country.
The author has suggested that various organizations
should come together and form a union and take a
legal route to abolish the current practices of
immigration in the country. The other reason the
author found out in the way of global talent
management is language barrier. The author
suggests that organizations should make it
compulsory for their employees to be efficient in
English and communicate in English at the
workplace. This will help the organization as well
as employee. Organization will be able start
ventures in developed countries and employees will
be more employable. This will also help Malaysia
to grow in terms of investment and business
startups. More and more people from rest of the
world will come to Malaysia for business as they
did in Singapore. All of the organizations
mentioned that they do not have gender bias
practice. This is the bright side of the various
organizations for treating both the genders equally.
So, the author has recommended them to keep
doing what they are doing in terms of gender related
issues.
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