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1. Academic Focus and Research Rationale
1.1 Topic of Research/ Title 
The Influence of Talent Management (TM) in Enhancing the Organisational Performance, in the Non-profit Sector.
 Case Study: The United Nations World Food Programme

1.2 Context/Background 
Globalisation and the growing worldwide rivalry have made organisations more aware of the importance of having loyal, skilled and knowledgeable workers, which are the key to competitive advantage (Sheehan, 2012a). In this case, organisations need to develop strategies to attract, retain, develop and manage talent internationally, where Talent management (TM) has proven to be an imperative strategic issue.
According to Armstrong (2014), Talent is what individuals need to have in order to perform well in their roles. They make a difference to organisational performance through their direct contributions and they have the potential to make a significant input in the future (Tansley et al. 2007, p8). Therefore, TM goals are to find, obtain, retain and develop those talented individuals.
In the humanitarian sector, where non-profit organisations are pressured to become more efficient and effective, introducing TM into the culture and budgets of non-profits is an essential step as they are not only competing with non-profits, but also with the private sector in the in the global market. Thus, non-profits need to focus on the culture, growth and development. According to Chertavian (2013), most non-profits are able to attract talent by their purpose, but find it difficult to develop and keep talent. Therefore, non-profits need to have an attractive culture, great leaders, and sustained strategies for growth and development to respond to future demand in the global marketplace. Cheese et al., (2008), argues that managing talent is all about building a capability in putting the right talent in the right place at the right time to allow the organisation to reach its present strategic goals and to be ready for the upcoming challenges or opportunities. However, to be prepared for the future, employees need to have the essential skills to function at a global level, as it is vital to both the organisation’s performance and the development of personnel. According to McKinsey report (2018),  performance management is all about aligning employees’ goals to the organisation’s objectives and therefore, organisations need to invest in coaching leaders of the organisation to achieve the desired outcomes (Hancock et al 2018, P4). 
Leaders are accountable for the development and the recognition of talent as they work directly with personnel on performance matters, progress needs and potential successors. Hence, HR can deliver the tools and systems, but leaders need to correctly use those systems to attract, retain, develop and evaluate talent (Trudel 2011).TM is more than a trendy word, but it is a progressive method, which can increase the firm's performance, flexibility and gives its management the tools to plan for change and development (Sinclair 2014). However, management needs to understand that in order to have effective TM strategies; it needs to find ways to engage its employees and to give them the chance to influence the strategic process, where they become more responsible and highly motivated. 
 
1.3 Motivation and TM in the United Nations:
In the non-profit /humanitarian sector with missions such as human rights, political stability, food security and health & education development. The UN has an inspiring and challenging vision, mission, and value statement that can serve as an influential motivational instrument to form a committed and involved workforce. According to Stewart (2012), employee involvement is about creating the ultimate environment where employees understand the direction of the organisation, work together to move the mission/ purpose forward and share the responsibility for the success of the organisation. The result will be a highly effective, dynamic, achievement-oriented organisation. For the UN this could be also a challenge to keep a global workforce engaged with employees placed in various regions and often in hazardous locations. Therefore, it is essential to try to attract, develop and retain highly skilled and experienced employees and keeping them motivated by nurturing a culture of employee engagement ( CIPD 2015), where employees believe in the purpose of the mission, which can enhance workers retention (Brown et al. 2016, Deloitte).
Also, engaging / involving short-term staff and volunteers in the organisation will have a greater effect on the morale, where employees will respond rapidly, flexibly and efficiently to organisational main concerns and emergencies (Lockwood, 2007), especially as environmental forces ( e.g.: emergency, crisis and political factors) are part of the challenges that can face the humanitarian workforce in the UN. Therefore, an engaged workforce can go beyond their job description by flexibly arranging their roles in a way in which it fits the changing work environment (Bakker and Leiter, 2010).

1.4 Theories and best practices:
[image: ]Talent  can be   defined  by using different  approaches;  while the first approach  takes account of all  the people in the  organisation, the other approach  assesses talent on the basis of strength, competencies, giftedness, high potential, and high performance (Meyers et al., 2013). For the UN it is important to focus on the right talent that can make a difference to the organisation’s performance. Therefore, the organisation needs to find the appropriate tools and best practices to translate its views on talent based on the strategic direction and to link it to its performance. The study will use theories such as the “9 box grid” to identify talent within an organisation based on current performance and future potential. The 9 box grid below has two dimensions to represent performance and potential.  Normally, the horizontal dimension has three levels of performance and the vertical dimension has three levels of potential. This can help Managers in the organisation to make a decision based on where each staff member is located and therefore, assess the organisations’ talent to support future resource planning, training and development needs, and provide greater focus to motivate and engage talent within the organisation (Yarnall & Lucy 2015).
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1.5 Justification
Wide-ranging studies have focussed on the association between TM and enhanced performance (Cappelli, 2008; Sheehan, 2012a; Collings and Mellahi, 2009). TM has been the centre of the literature of HR specialisations, including HR Development (HRD), succession planning, and organisational learning, where the majority of scholars  highlighted the value of talent as an obvious source of competitive advantage and critical for organisational success (Beechler & Woodward 2009; Iles, Chuai & Preece 2010; Sheehan, 2012a). Yet, only a limited number of studies analysed the impact of TM on organisational performance (Bethke-Langenegger 2012, Kehinde 2012), where it seems to be lacking empirical evidence of the relationship between TM and organisational performance (Boudreau & Ramstad 2005; Bethke-Langenegger 2012; GallardoGallardo, Dries & Gonzalez-Cruz 2013). As scholars argued that evaluating and documenting the effect of TM can be challenging due to the numerous ways to define organisational performance (Bethke-Langenegger 2012), as there are different methods of measuring performance  such as financial gains, operational success, customer satisfaction, employee satisfaction and retention (Tangen, 2005). On the other hand, most of the researches conducted on TM are related to the private and for-profit sector and only a few have touched on the topic of TM in the non-profit/ humanitarian sector. Therefore, we found a gap in the literature when it comes to emphasising on the importance of having TM strategies in the non- profit sector. Both Non-profit and for-profit organisations have acknowledged the fact that in order to meet the organisational challenges and strategies at any point in time, talent is an important factor in this regard (Gebelein, 2006). Therefore, the research will focus on the below:
1.6 Research Aim & Objectives:
Aim: To evaluate the importance of having TM strategies in the non-profit sector in order to identify the influences, which could contribute to the success of the organisation and enhance Performance.
Objectives:  
· To recognise the need to have TM strategies in the non-profit sector.
· To assess the influences of employee motivation/ satisfaction on employee performance and how it will affect TM strategic decisions.
· To understand the role of leadership in attracting, managing and retaining talent
· To evaluate the TM strategies in the non-profit sector by identifying challenges or opportunities and to make recommendations to improve the TM strategies in the organisation in order to add value and enhance Performance. 
1.7 Research questions:
1.	What are the effects of having TM strategies in the non-profit sector and why TM strategies are important for the success of organisations? 
2.	What are the challenges and opportunities of the current TM strategies in the UN WFP and what are the TM strategies the UN needs to develop or adapt to add value and enhance the organisation’s Performance?
3. How we can measure the organisation’s performance by assessing the effects of employee motivation/ satisfaction on the organisation’s TM strategies?
4.	How management can take the lead to improve TM strategies?

2. Research Philosophy:
The research philosophy is all about the development of knowledge by creating a system of assumptions and believes (Saunders et al. 2016, p124). There are five main research philosophies: positivism, pragmatism, interpretivism, post-modernism and critical realism. For the purpose of this research, the researcher assumes that to answer the research question and meet the research aim and objectives, adopting the Interpretivism Philosophy will be the most appropriate approach for the study and therefore, qualitative data will be collected through interviews. The interpretivist philosophy specifies that the researcher should know about the variances among human in relation to their roles as the social actors (Saunders et al., 2012, p.116). Therefore, this will help to generally understand the human experience in definite situations or settings. In addition to the positive impact, the qualitative approach can have on to the research approach in terms of flexibility and interactively engaging with participants to discover their inner experiences and opinions about the subject (Maxwell 2012). 

3. Research Paradigm and Method 
The researcher would rely on a single case study research of the selected organisation (United Nations World Food Programme), where the primary data will be obtained from conducting interviews with key actors in the organisation. This could help the researcher to develop an in-depth analysis of the subject with a view to understanding the problem from the viewpoint of the contributors (Yin 2013). In addition, secondary data will be obtained from publications, textbooks, reports, books, websites, journals, manuals, case studies or any other related services.
4. Data Collection
The researcher will design a semi-structured questionnaire to use when conducting interviews (face to face or online) with key actors in the selected organisation (UN WFP) i.e. top management, department’s heads, executives and Human Resource Directors. This will help the researcher to find out their views about the overall trends in relation to the subject, in order to identify the main challenges facing the organisation when implementing TM strategies and policies. In addition, to reporting on selected contributors feedback as well as their expectations & experiences with regard to TM Practices. The researcher will also list out suggestions for overall improvement for organisational effective performance by providing TM processes that can be useful to the workforces and the organisation itself. According to Kvale (2009), a semi-structured interview offers evidence from the contributors’ own individual insights, this will provide us with more valid and consistent information related to our objectives, and therefore, it will reinforce the result and conclusion (Saunders et al 2012).

5. Methods of Data Analysis
The researcher will analyse the interviews and the outcomes using content analyses approach because it allows for quantitative analysis of initial qualitative data in the subject areas of HRM and Strategic Management (Duriau et al 2007). Then, the researcher will present a deep insight into the existing practices in the selected organisation. In addition, to covering the strong points and weak links of the TM strategies as well as core competencies of the organisation. The researcher will evaluate & assess the current organisational performance based on the contributors’ overall awareness, prospects & satisfaction or dissatisfaction as offered by the TM practices of the organisation.

6. Limitations of the study:
The researcher might face challenges such as difficulty in retrieving information from the contributors, proper sample size to use, data collection methods and approval to use the organisation as a case study.
There are also some limitations in relation to the use of a case study approach and how well the case study can be connected to a larger context. According to Stake (1995), that external rationality and generalizability are often questioned in single case studies, since sampling is often small and distinctive. The risk that any case study results have a slim chance to be of value for external use. Therefore, the researcher needs to consider presenting adequate evidence, from the observed information, reinforced by literature and theory within the study area.
The research results might not be generalizable to all non-profit and humanitarian organisations because of the differences in the regulatory framework in different regions or countries. In addition to the differences in TM strategies and HR policies and procedures embraced by the firm. Also, the variance in leadership and managerial styles adopted by the organisation. 




7. Ethical Considerations:
The research will involve coordination and collaboration between different individuals with varied standards; therefore, it is ethical to conduct the study with a high degree of honesty, accountability, fairness and mutual respect. The researcher will adhere to the University’s ‘Research Ethics and Integrity Code of Practice and the selected organisation’s Ethical guidelines which are related to the data sharing policies, copyright, anonymity, protection and confidentiality rules (Bell & Bryman, 2007, Saunders et al, 2012). The researcher will also present the results in an unbiased, fair and objective manner; demonstrating transparency and open communication at all times.

8. Resource and Time management
Time management is vital when writing a dissertation. Therefore, it is essential to plan, schedule, and make goals to manage effectively the research project. According to Gritter (2011), planning ahead, prioritising tasks, setting goals, scheduling and using calendars are important in time management. However, external situations beyond our control could affect the timeline of submitting the research. Therefore, the researcher needs to make some contingency planning to deal with any emergencies or unplanned conditions. The researcher plans to submit the final project the first half of July (2019) with an intention to complete the project well in advance of the deadline. 
The following Gantt-Chart displays the main activities with the related dates/ timelines.

9. Appendix:
[image: ]Gantt Chart for the Dissertation 
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