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ABSTRACT

This study investigates the effect of talent management practices on employee retention at Community-Based Organizations (CBOs) in Karen State, Myanmar. The research examines the impact of five key talent management dimensions recruitment and selection, training, performance management, reward structure, and career management on employees’ retention within CBOs and Ethnic Health Organizations (EHOs) operating in conflict-affected areas. A quantitative research design is employed and data are collected from 399 employees using a convenience sampling method with structured questionnaires based on a 5-point Likert scale. Reliability tests, descriptive statistics, and multiple regression analysis are conducted using SPSS to analyze the collected data. The results of the regression analysis reveal that all five talent management practices have a statistically significant and positive impact on employee retention. Among these factors, career management emerges as the most influential determinant, followed by reward structure, performance management, recruitment and selection and training. These findings suggest that CBOs should prioritize structured career development pathways, equitable reward systems, and transparent performance management to strengthen workforce stability in resource-constrained and conflict-affected environments.
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[bookmark: _Toc231919699]CHAPTER I
[bookmark: _Toc231919700]INTRODUCTION

In recent years, international non-governmental organizations (INGOs) and community-based organizations (CBOs) have become essential actors in delivering health and social services in conflict-affected and hard-to-reach areas of Myanmar, particularly in Karen State. These organizations rely heavily on human resources (HR) to implement humanitarian, health, and development programs. However, maintaining a skilled and committed workforce remains a significant challenge. With the expansion of humanitarian activities and increased competition for qualified professionals, the ability to attract, develop, and retain talented employees has become a strategic priority (Alsaif et al., 2022).
Human resource management (HRM) has evolved from a traditional administrative function into a strategic partner in organizational sustainability. The concept of HR talent refers to employees who possess unique skills, experience, and commitment that contribute to achieving organizational goals. Effective talent management involves identifying, developing, and retaining such employees through supportive work environments, leadership opportunities, and capacity-building programs (Sureka et al., 2021). HRM is the strategic practice of recruiting, developing, and managing an organization's workforce. Its primary goal is to align employee performance with overarching business objectives while ensuring a safe, compliant, and supportive workplace culture. In humanitarian contexts, where staff often face insecurity, limited resources, and high workloads, talent management practices play a crucial role in sustaining service delivery (Hella & Sander, 2020).
Employee retention is an organization's ability to keep its employees over time, which is achieved through strategies aimed at reducing turnover. Key retention strategies include offering competitive compensation and benefits, fostering a positive workplace culture, providing opportunities for professional development and growth, and promoting work-life balance (Urme, 2023). Effective retention benefits a company by reducing replacement costs and creating a more experienced, stable workforce. Employee retention is important because it lowers costs, improves productivity and customer satisfaction, and strengthens company culture and reputation (Narayanan et al., 2019). High retention rates lead to more engaged employees who are familiar with company processes, contributing to higher morale and profitability.
Among local health organizations, CBOs such as BMA, MTC, BPWT, and KDHW operate as primary service providers in Karen State. These organizations depend on limited funding and external aid, yet their role in supporting community health systems is vital. Retaining experienced staff in such organizations is increasingly difficult due to financial constraints, limited career development opportunities, and external migration of skilled workers. Therefore, understanding the relationship between talent management practices and employee retention within CBOs is essential for strengthening human resource capacity and ensuring the continuity of community-based health services in Myanmar.

1.1	Background of the Study
HRM focuses on the effective use of human capital to achieve organizational objectives through recruitment, development, performance management, and motivation. In the non-profit and humanitarian sector, HRM must adapt to unique operational challenges such as donor dependency, high turnover, and psychosocial stress among staff (Chung, & Sparrow, 2024). Human Resources Management (HRM) also contributes to shaping organizational culture by establishing fair employment practices, encouraging staff participation, and creating inclusive work environments. In humanitarian and community-based organizations, HRM supports the development of local leadership and enhances workforce resilience in challenging field conditions. Moreover, it ensures that human resources are aligned with ethical standards and community-centered goals, promoting accountability and sustainability in operations (Manekar, 2024).
Talent management (TM) is a strategic approach aimed at attracting, developing, and retaining high-performing employees. TM includes succession planning, leadership development, and training initiatives that align workforce capabilities with organizational goals (Dalahmeh, 2020). In resource-constrained CBOs, applying TM frameworks can increase staff commitment and improve program performance. In addition, TM plays a vital role in identifying potential leaders within the organization and preparing them for future responsibilities. By focusing on skills development and knowledge transfer, TM ensures that institutional capacity is strengthened even in times of transition. For non-profit and community-based organizations, this process not only builds staff competence but also reduces the risks associated with dependency on external expertise.
Talent management practices such as employee engagement, training, recognition, and fair compensation have been found to significantly influence staff motivation and retention (Adesina & Egbuta, 2025). Studies indicate that organizations implementing structured TM systems experience higher retention and stronger organizational culture (Kine et al., 2023). Effective HRM through structured recruitment, continuous training, performance management, motivation, and recognition can significantly enhance employee commitment and retention (Suriati et al., 2024). 
For CBOs, integrating these practices into HR policies could improve long-term workforce stability. Furthermore, effective TM practices help to foster innovation and collaboration within diverse teams. Regular feedback systems, mentorship opportunities, and professional growth pathways encourage employees to take ownership of their roles and align personal goals with organizational missions. Such approaches are particularly valuable in community-based contexts, where strong interpersonal relationships and shared purpose drive the success of social and health programs (Louis , 2024).
Employee retention refers to an organization’s ability to maintain its workforce over time. In the development and health sector, retaining skilled staff reduces recruitment costs, enhances service continuity, and improves institutional memory (Elsafty & Oraby, 2020). High turnover, on the other hand, disrupts program delivery and weakens community trust. In the context of humanitarian and community-based organizations, employee retention is closely tied to workplace satisfaction, fair incentives, and career development opportunities. Providing psychosocial support, recognizing staff contributions, and fostering a sense of belonging can significantly improve retention rates. Sustained retention efforts also ensure knowledge continuity and strengthen institutional learning over time.
CBOs play a central role in providing essential health services, particularly in ethnic-controlled and conflict-affected regions where government access is limited. Organizations such as KDHW, BMA, BPWT, and MTC operate community clinics, train health workers, and coordinate with INGOs to address health needs. Despite their essential contributions, CBOs often lack systematic HRM and TM frameworks, resulting in retention challenges and dependency on short-term donor-funded projects.

[bookmark: _Toc231919701]1.2	Problem Statement of the Study
Employee retention has become a critical issue for CBOs in Myanmar due to funding uncertainty, limited staff incentives, and migration of skilled workers to INGOs or abroad. Retaining competent employees ensures program continuity, quality of care, and organizational learning. However, few studies have explored how talent management practices affect employee retention in CBOs operating under fragile conditions. 
Employee retention is vital for ensuring the quality and consistency of health and social services, as it supports organizational learning, preserves institutional memory, and maintains community trust. Despite its importance, limited empirical evidence exists regarding how talent management practices influence retention within Myanmar’s CBOs, especially those operating in fragile and conflict-affected contexts.
 Talent management practices represent a comprehensive approach to recruiting, developing, and retaining employees with the competencies and commitment necessary to achieve organizational goals. In humanitarian and non-profit contexts, talent management goes beyond standard HR processes by focusing on long-term staff development, motivation, and alignment with organizational missions. For CBOs in Myanmar, the application of talent management is particularly relevant because financial incentives are often limited, and intrinsic motivation becomes a key determinant of staff retention. Effective talent management strategies such as career progression opportunities, mentorship, leadership development, and performance-based recognition can strengthen employees’ sense of purpose and belonging within the organization.
Research in the broader non-profit and humanitarian sectors has shown that organizations with well-structured TM systems report higher levels of employee engagement, reduced turnover rates, and enhanced organizational performance (Cascio & Boudreau, 2021; Zhao et al., 2023). Moreover, the introduction of transparent appraisal systems, succession planning, and professional development opportunities enables employees to visualize long-term career paths within their organizations. In the context of CBOs, where operational constraints and workload stress are prevalent, talent management plays an even more significant role in fostering resilience and job satisfaction. Therefore, developing tailored talent management frameworks that reflect the realities of CBO operations could be instrumental in addressing the current retention crisis and ensuring sustainable service delivery in under-resourced settings.
CBOs are essential actors in Myanmar’s health and development landscape, especially in ethnic-controlled and conflict-affected areas where government health services are limited or absent. Organizations such as the Karen Department of Health and Welfare (KDHW), Burma Medical Association (BMA), Mae Tao Clinic (MTC), and Back Pack Health Worker Team (BPWT) deliver critical primary healthcare, disease prevention, and emergency response services to marginalized communities. Their operations are deeply rooted in local participation, cultural sensitivity, and trust-based relationships that international agencies often find challenging to establish.
Despite their vital role, CBOs frequently face institutional and financial challenges that undermine their capacity to sustain human resources. Funding volatility, dependence on short-term donor projects, and inadequate HRM structures result in unstable employment conditions. The lack of competitive compensation and professional development opportunities further accelerates staff turnover. When experienced personnel leave, it disrupts health service delivery, weakens community relationships, and increases the workload on remaining staff. Hence, strengthening CBOs’ human resource capacity is not only an administrative concern but a strategic priority for improving health system resilience and community well-being.
The integration of talent management practices into CBO operations is increasingly recognized as a key strategy for addressing retention challenges. In the context of Myanmar’s CBOs, TM can serve as a transformative tool for building staff commitment, enhancing performance, and developing leadership from within. Talent Management encourages organizations to invest in their workforce through training, mentorship, and performance recognition practices that contribute to both individual and institutional growth. For instance, initiatives that emphasize participatory management and capacity building not only improve staff satisfaction but also foster a sense of ownership and accountability among employees.
Moreover, effective talent management implementation supports knowledge preservation through internal succession planning, ensuring that organizational experience and technical expertise are passed on even amid staff turnovers. By cultivating local leaders and strengthening internal capacity, CBOs can enhance their self-reliance and reduce dependency on external actors. Additionally, talent management practices contribute to a stronger organizational culture, where employees perceive their work as meaningful and aligned with collective community goals.
The lack of empirical research focusing on CBOs in Karen State represents a significant research gap. Investigating how TM practices influence retention among organizations such as KDHW, BMA, MTC, and BPWT can contribute to evidence-based HRM strategies, enhance sustainability, and inform future capacity-building initiatives for local health organizations in Myanmar. Therefore, this study aims to examine the talent management practices and employee retention of CBOs in Karen State.


[bookmark: _Toc231919702]1.3 	Research Objectives 
	Research objectives of this study are;
(1) 	To identify the talent management practices of Community-Based Organizations in Karen State
(2) 	To examine the effect of talent management practices on employee retention at Community-Based Organizations in Karen State and
(3) 	To explore the most influencing talent management practice on employee retention at Community-Based Organizations in Karen State.

[bookmark: _Toc231919703]1.4    	Research Questions 
Research questions of this study are;
(1) 	What are the talent management practices provided by Community-Based Organizations in Karen State?
(2) 	What is the effect of talent management practices on employee retention at Community-Based Organizations in Karen State? and
(3) 	Which is the most influencing talent management practice on employee retention at Community-Based Organizations in Karen State?

[bookmark: _Toc231919704]1.5	Scope of the Study
This study focuses on exploring the relationship between talent management practices and employee retention within Community-Based Organizations (CBOs) and one Ethnic Health Organization (EHO) operating in Karen State, Myanmar. The theoretical scope of this study is grounded in talent management theory and human resource management principles, which emphasize the strategic role of human capital in achieving organizational effectiveness. The research applies these theoretical perspectives to assess how talent management practices influence employee retention within local humanitarian and community health organizations in fragile contexts.
The organizational scope of the study includes employees from selected organizations such as the Karen Department of Health and Welfare (KDHW), which serves as an Ethnic Health Organization (EHO), and other Community-Based Organizations (CBOs) such as the Burma Medical Association (BMA), Backpack Health Worker Team (BPHWT), and Mae Tao Clinic (MTC). These organizations are key health and social service providers in conflict-affected and hard-to-reach areas of Karen State. They depend heavily on a committed workforce to sustain their services despite limited funding, operational challenges, and human resource constraints.
This study is conducted among CBO and EHO employees to examine the extent to which their organizations apply talent management practices and how these influence on retention. 

[bookmark: _Toc231919705]1.6	Justification of the Study
This study is highly relevant to both the academic field and the practical management of Community-Based Organizations (CBOs) and Ethnic Health Organizations (EHOs). From an academic perspective, the research contributes to the growing body of literature on human resource management and employee retention in non-profit and humanitarian sectors. Previous studies have mainly focused on international NGOs, with limited research addressing the workforce dynamics of local CBOs and EHOs in Myanmar. By examining organizations in Karen State, this study provides new insights into how talent management systems operate in resource-limited and conflict-affected environments, thereby filling an important research gap.
From an organizational perspective, the findings will offer practical guidance to local organizations seeking to strengthen their human resource systems. Understanding which talent management practices, such as employee development, engagement, and recognition, most strongly influence staff retention can help managers design effective HR strategies and capacity-building programs. Improved retention contributes directly to program continuity, organizational learning, and enhanced service quality for local communities.
In addition, the study is useful for donor agencies and partner institutions by providing evidence-based recommendations on workforce support and sustainability. Strengthening talent development systems can help reduce turnover, increase staff motivation, and ensure that humanitarian and health programs are delivered effectively.

1.7	Organization of the Study 
This study is structured to provide a systematic and comprehensive examination of the effect of talent management practices on employee retention at Community-Based Organizations in Karen State. It begins with Chapter (1), which introduces the research problem, objectives, and scope, while defining key concepts and establishing the significance of the study in the context of CBOs operating in conflict-affected areas of Myanmar.
A thorough review of existing literature is conducted in Chapter (2) to identify theoretical frameworks, trends, and gaps in knowledge related to talent management and employee retention, forming the foundation for the research. The methodology employed in Chapter (3) is then explained, detailing the research design, data collection methods, sampling techniques, and analysis procedures, while ensuring reliability, validity, and ethical considerations.
The collected data are analysed and interpreted in Chapter (4) to uncover patterns, relationships, and insights regarding the effect of talent management practices, including recruitment and selection, training, performance management, reward structure, and career management, on employee retention in CBOs. Finally, the study presents conclusions in Chapter (5) based on the findings, provides practical recommendations for strengthening talent management in CBOs, and discusses limitations and directions for future research. This organization ensures a logical flow from the identification of the research problem to the presentation of actionable insights, enabling a clear and coherent understanding of the study's objectives and outcomes.
The chapter arrangement also facilitates the integration of theoretical perspectives with empirical findings, enabling a comprehensive understanding of the research topic. Through this structure, readers can follow the progression of the study from conceptual foundations to practical implications, ensuring transparency and coherence throughout the research process.


CHAPTER II
LITERATURE REVIEW

This chapter reviews the theoretical and empirical literature related to human resource management, talent management practices, and employee retention. It provides the conceptual foundation for understanding how structured human resource practices influence workforce stability in organizations. The review draws on recent studies published after 2021 to ensure that the discussion reflects current academic and practical developments. Particular attention is given to talent management practices as strategic mechanisms for improving employee outcomes. The chapter also explains the theoretical perspectives underpinning the relationships among the study variables. In addition, it synthesizes findings from previous empirical research to identify consistent patterns and existing research gaps. The final section highlights the relevance of these studies to Community-Based Organizations (CBOs) operating in challenging and resource-constrained environments.

2.1 	Human Resource Management
Human Resource Management (HRM) refers to the systematic approach organizations use to manage employees in a way that aligns workforce capabilities with strategic objectives. Contemporary HRM emphasizes not only administrative efficiency but also the development of human capital as a source of competitive advantage. According to Armstrong and Taylor (2023), HRM integrates recruitment, training, performance management, and compensation into a coordinated system that supports long-term organizational sustainability. 
The Resource-Based View (RBV) theory suggests that employees’ skills and knowledge constitute valuable and inimitable resources that can enhance organizational performance. From this perspective, effective HRM practices strengthen internal capabilities and create sustainable value. In nonprofit and community-based settings, HRM also plays a stabilizing role by fostering employee commitment in environments where financial incentives may be limited. Therefore, HRM provides the broader framework within which talent management practices are structured and implemented.

Recent research has reinforced the strategic importance of HRM in shaping employee attitudes and behaviours. A study by  found that integrated HRM systems significantly improved employee engagement and reduced turnover intention across service-sector organizations. Similarly, Nguyen and Pham (2023) reported that organizations adopting strategic HRM practices experienced stronger organizational commitment among employees. These findings highlight the importance of aligning HR policies with organizational goals and employee expectations. The Social Exchange Theory further explains that when organizations invest in fair and supportive HR practices, employees reciprocate with loyalty and improved performance. In community-based organizations, where resources are often limited, effective HRM becomes essential for maintaining workforce stability. Consequently, understanding HRM provides a necessary foundation for examining specific talent management practices in this study.
In addition, HRM contributes to organizational resilience by ensuring that employees possess the skills required to adapt to changing conditions. Post-2021 studies emphasize the role of HRM in crisis management and workforce sustainability. For example, Rahman et al. (2022) observed that organizations with structured HR systems were better able to retain employees during periods of uncertainty. Effective HRM also promotes fairness, transparency, and accountability, which strengthen employee trust. In remote regions such as Karen State, HRM practices must address contextual challenges including limited infrastructure and professional development opportunities. By creating supportive work environments, HRM enhances both employee satisfaction and retention. Thus, HRM serves as the strategic backbone that supports talent management initiatives examined in this research.
Human resource management has increasingly been recognized as a critical determinant of organizational sustainability, particularly in nonprofit and humanitarian sectors. Unlike profit-oriented organizations, community-based organizations often rely on limited resources and donor support, making effective workforce management essential for maintaining program continuity. Recent literature emphasizes that HRM contributes not only to employee performance but also to organizational adaptability, especially in environments characterized by uncertainty and operational constraints. Through effective workforce planning, employee support mechanisms, and capacity-building initiatives, HRM enables organizations to strengthen institutional resilience and sustain service delivery over time. This broader perspective highlights the strategic role of HRM in fostering both organizational effectiveness and workforce stability.
2.2 	Talent Management Practices
Talent management practices refer to coordinated organizational efforts to attract, develop, motivate, and retain high-performing employees. Unlike traditional HR activities, talent management adopts a long-term and strategic perspective focused on building a sustainable workforce pipeline. Collings et al. (2022) defined talent management as a systematic process that identifies key positions and ensures the availability of competent individuals to fill them. Human capital theory supports this view by emphasizing investment in employees’ knowledge and skills as drivers of productivity and organizational success. In recent years, organizations have increasingly recognized talent as a critical asset, particularly in knowledge-intensive and nonprofit sectors. Effective talent management enhances employee engagement, strengthens succession planning, and supports institutional continuity. As a result, it is closely linked to positive employee outcomes, including retention.
Empirical evidence demonstrates that structured talent management practices significantly influence organizational performance and employee attitudes. Mensah (2022) reported that comprehensive talent management systems improved employee satisfaction and reduced voluntary turnover in African nonprofit organizations. Likewise,  found a strong positive relationship between talent development initiatives and employee commitment in Southeast Asian organizations. Talent management is not limited to corporate environments but is equally relevant to community-based institutions. The Ability–Motivation–Opportunity (AMO) framework further explains that employees perform effectively when organizations provide the necessary skills, incentives, and opportunities. Talent management practices directly support these three components, thereby enhancing workforce stability. Therefore, examining individual dimensions of talent management is essential for understanding their collective impact on retention.
In the context of CBOs, talent management must address practical constraints such as limited budgets and high employee mobility. Despite these challenges, structured talent strategies can create meaningful career experiences for employees. Studies conducted after 2021 highlight that even modest investments in employee development can significantly influence retention outcomes. Moreover, talent management contributes to organizational legitimacy and trust by promoting fairness and transparency. As nonprofit organizations increasingly compete for skilled workers, effective talent practices become essential for long-term sustainability. The present study therefore investigates recruitment and selection, training, performance management, reward structure, and career management as key dimensions of talent management.
Contemporary talent management literature also emphasizes the importance of creating an employee value proposition that encourages individuals to remain engaged and committed to organizational goals. Beyond attracting skilled employees, organizations are increasingly expected to provide meaningful work experiences, opportunities for learning, and supportive leadership environments. In nonprofit settings, where financial rewards may be limited, employees often derive motivation from opportunities to contribute to social impact and community development. Therefore, talent management practices should be viewed as an integrated system that aligns organizational objectives with employee aspirations, ultimately supporting both workforce sustainability and organizational performance.

2.2.1 	Recruitment and Selection
Recruitment and selection represent the initial stages of talent management and are critical for ensuring organizational effectiveness. Recruitment involves attracting qualified applicants, while selection focuses on choosing individuals who best match job requirements and organizational values. According to Breaugh (2022), transparent and competency-based recruitment systems improve job-person fit and reduce early turnover. Person–Organization Fit Theory further explains that alignment between individual values and organizational culture enhances job satisfaction and commitment. When recruitment processes are perceived as fair, employees develop trust in the organization from the outset. Recent studies emphasize the importance of structured interviews and merit-based selection criteria. In community-based organizations, effective recruitment ensures that limited resources are invested in capable and committed employees.
Recruitment quality directly influences subsequent employee attitudes. Poor recruitment decisions, on the other hand, may result in dissatisfaction and early resignation. Therefore, recruitment and selection serve as foundational elements in building a stable workforce. found that transparent hiring practices significantly reduced turnover intention in nonprofit organizations. Similarly, enhanced employee engagement and long-term commitment. These findings indicate that recruitment quality directly influences subsequent employee attitudes. Poor recruitment decisions, on the other hand, may result in dissatisfaction and early resignation. Therefore, recruitment and selection serve as foundational elements in building a stable workforce. Lim and Tan (2022) reported that structured selection procedures enhanced employee engagement and long-term commitment. These findings indicate that recruitment quality directly influences subsequent employee attitudes. Poor recruitment decisions, on the other hand, may result in dissatisfaction and early resignation. Therefore, recruitment and selection serve as foundational elements in building a stable workforce.
In remote regions, recruitment may be constrained by limited access to qualified candidates. However, adopting fair and competency-based processes can still improve organizational credibility. Clear communication of job expectations also reduces mismatched expectations and dissatisfaction. Digital recruitment platforms have expanded access to talent pools, even in rural areas. By prioritizing fairness and transparency, organizations can strengthen employee trust and loyalty. Consequently, recruitment and selection play a significant role in supporting employee retention within CBOs.
The effectiveness of recruitment and selection extends beyond filling vacant positions. It also influences employees’ perceptions of organizational fairness and professionalism. Research suggests that transparent communication throughout the recruitment process helps establish positive expectations and strengthens organizational credibility among prospective employees. In addition, providing realistic information about job responsibilities and working conditions can reduce mismatches between employee expectations and actual experiences. Such practices contribute to higher levels of job satisfaction and increase the likelihood that employees will remain with the organization over time.

2.2.2 	Training
Training refers to planned activities designed to enhance employees’ knowledge, skills, and competencies. It prepares individuals to perform current tasks effectively while equipping them for future responsibilities. According to Noe and Kodwani (2022), continuous training fosters adaptability and innovation in dynamic work environments. Human capital theory emphasizes that investment in employee development increases productivity and organizational value. Training programs may include workshops, mentoring, online learning, and on-the-job coaching. Employees who receive regular development opportunities often perceive higher organizational support. This perception strengthens commitment and reduces turnover intention.
Recent empirical evidence supports the link between training and retention. A study by predicted employee loyalty in nonprofit institutions. Likewise, Chen et al. (2022) found that skill development initiatives enhanced job satisfaction and decreased voluntary turnover. These findings suggest that training contributes not only to performance improvement but also to workforce stability. Employees tend to remain in organizations that invest in their professional growth. Consequently, training functions as a strategic retention tool. Rahman and Akter (2023) revealed that training opportunities significantly predicted employee loyalty in nonprofit institutions. 
In community-based organizations, training may address both technical and contextual competencies. Employees working in remote areas often require specialized skills to manage local challenges effectively. Even low-cost training initiatives, such as peer learning and mentorship, can produce meaningful outcomes. By fostering continuous learning, organizations enhance both employee capability and commitment. Thus, training remains a central component of talent management practices influencing retention.
Training also contributes to organizational learning by facilitating the transfer of knowledge and best practices among employees. In community-based organizations, where operational experience often develops through field-based activities, opportunities for peer learning and mentorship can be particularly valuable. Such approaches enable organizations to preserve institutional knowledge while strengthening employee competencies. Moreover, employees who perceive that their organizations invest in their professional development are more likely to develop a stronger sense of commitment and organizational attachment. Consequently, training serves not only as a mechanism for improving performance but also as a strategy for enhancing workforce stability.

2.2.3 	Performance Management
Performance management refers to the systematic process of setting performance expectations, monitoring progress, and providing feedback. It ensures alignment between individual contributions and organizational objectives. Aguinis (2023) emphasized that effective performance management systems enhance accountability and motivation. Goal-Setting Theory further explains that clear and measurable objectives improve employee performance. Regular feedback and fair evaluation procedures strengthen trust between supervisors and employees. Transparent appraisal systems also reduce perceptions of bias and inequality.
Constructive feedback and fair evaluations significantly improved organizational commitment. Similarly, Park and Kim (2023) reported that performance-based appraisal systems reduced turnover intention among nonprofit employees. These findings highlight the motivational function of structured performance management. Employees are more likely to remain when they perceive evaluation processes as supportive rather than punitive.
In community-based organizations, performance management systems may need adaptation to local contexts. Limited managerial capacity can hinder systematic evaluation processes. Nevertheless, even simple feedback mechanisms can enhance clarity and engagement. Research indicates that developmental appraisals, rather than purely administrative ones, contribute more strongly to retention outcomes. By identifying high-performing employees and supporting their growth, organizations foster long-term commitment. Therefore, performance management remains an essential element of talent management practices.
Recent approaches to performance management emphasize continuous feedback and employee development rather than solely focusing on annual evaluations. Development-oriented performance management encourages regular communication between supervisors and employees, allowing challenges and development needs to be addressed promptly. Such interactions promote trust, strengthen working relationships, and improve employee engagement. In nonprofit organizations, where employees frequently encounter complex and unpredictable work environments, constructive feedback can help reinforce motivation and support professional growth. Therefore, performance management contributes to retention by creating a supportive framework for employee development and achievement.

2.2.4 	Reward Structure
Reward structure refers to the combination of financial and non-financial incentives provided to employees in exchange for their contributions. Financial rewards include salaries, bonuses, and allowances, while non-financial rewards involve recognition and career opportunities. Equity theory explains that employees compare their rewards with those of others to assess fairness. When compensation is perceived as equitable, employees demonstrate higher satisfaction and loyalty. Contemporary research emphasizes the importance of aligning rewards with performance outcomes.
Otoo and Mishra (2022) found that competitive compensation significantly reduced turnover intention in nonprofit organizations. Similarly,  observed that recognition programs enhanced employee motivation and commitment. These findings indicate that both monetary and non-monetary rewards contribute to workforce stability. Employees are less likely to leave when they feel valued and fairly compensated.
In CBOs, financial limitations may restrict salary competitiveness. However, non-financial rewards such as recognition and flexible work arrangements can still enhance satisfaction. Meaningful recognition often has a strong psychological impact on employees. By aligning rewards with contributions, organizations reinforce positive performance behaviors. Consequently, reward structure plays a vital role in supporting employee retention.
The effectiveness of reward structures depends not only on the level of compensation but also on employees’ perceptions of fairness and appreciation. Non-financial rewards, including recognition, professional development opportunities, and participation in decision-making processes, can significantly influence employee motivation. Research indicates that employees who feel valued by their organizations are more likely to demonstrate commitment and loyalty. For organizations with limited financial resources, implementing meaningful recognition practices can provide an effective alternative for strengthening employee engagement and retention.

2.2.5 	Career Management
Career management involves structured efforts to support employees’ long-term professional growth within the organization. It includes succession planning, promotion pathways, and career counseling initiatives. Career construction theory suggests that individuals seek meaningful progression and professional identity development. When organizations provide advancement opportunities, employees are more likely to remain committed. Clear career pathways also reduce uncertainty about future prospects.
Succession planning reduced turnover intention in nonprofit institutions. These findings underscore the importance of long-term development strategies. Employees tend to stay where they perceive growth opportunities. found that career advancement opportunities significantly predicted employee loyalty. Likewise, reported that succession planning reduced turnover intention in nonprofit institutions. These findings underscore the importance of long-term development strategies. Employees tend to stay where they perceive growth opportunities. Torres and Mejia (2023) reported that succession planning reduced turnover intention in nonprofit institutions. These findings underscore the importance of long-term development strategies. Employees tend to stay where they perceive growth opportunities.
In community-based organizations, hierarchical advancement may be limited. However, horizontal development and skill expansion can still support career satisfaction. Even small organizations can promote internal mobility and learning opportunities. By supporting career aspirations, organizations strengthen commitment and retention. Therefore, career management remains a critical dimension of talent management practices.
Career management is particularly important in organizations seeking to retain talented employees over extended periods. Employees are more likely to remain when they perceive opportunities for growth, learning, and increased responsibility. Although community-based organizations may have limited hierarchical structures, career development can still occur through expanded roles, leadership opportunities, and specialized technical assignments. These alternative forms of progression allow employees to build competencies and gain professional satisfaction while continuing to contribute to organizational objectives. As a result, career management supports both individual development and organizational sustainability.

2.3 	Employee Retention
Employee retention refers to an organization’s ability to maintain a stable workforce over time. It reflects the effectiveness of HR and talent management practices in preventing voluntary turnover. Organizational commitment theory suggests that employees remain when they develop emotional attachment and a sense of obligation toward the organization. High retention reduces recruitment costs and preserves institutional knowledge. In nonprofit settings, retention is particularly important due to limited financial resources.
Recent literature emphasizes the multidimensional nature of retention. A study by  found that job satisfaction, leadership support, and career opportunities significantly influenced retention. Similarly, Bibi et al. (2023) reported that talent management practices positively predicted employee loyalty in developing countries. These findings demonstrate that retention is influenced by integrated organizational strategies.
In community-based organizations, retention challenges may arise from limited compensation and remote working conditions. Nevertheless, supportive management and development opportunities can mitigate turnover risks. Employees who perceive fairness, growth, and recognition are more likely to remain. Therefore, examining these relationships within CBOs in Karen State contributes valuable insights to existing literature.
Employee retention is increasingly recognized as a strategic indicator of organizational health and effectiveness. High retention rates often reflect positive workplace experiences, effective leadership, and supportive organizational cultures. Conversely, persistent turnover may signal underlying challenges related to management practices, employee engagement, or workplace conditions. For nonprofit organizations, employee retention has particular importance because staff departures can disrupt program implementation, weaken community relationships, and reduce institutional memory.
The literature also highlighted that employee retention is influenced by both organizational and individual factors. Organizational factors include leadership quality, development opportunities, reward systems, and workplace culture, while individual factors may include career aspirations, personal circumstances, and job expectations. Although organizations cannot control all factors affecting retention, they can create conditions that encourage employees to remain committed and engaged. Consequently, retention should be viewed as a multidimensional outcome resulting from the interaction of various human resource and talent management practices.
Employee retention also refers to the organizational strategies used to reduce turnover, keep top talent engaged, and foster long-term loyalty. It is a critical metric for maintaining productivity, preserving institutional knowledge, and avoiding the high financial costs associated with recruiting and training replacement hires. Employee retention is widely regarded as an indicator of organizational effectiveness because it reflects the quality of workplace experiences and management practices (Aristiani & Nasution, 2026). High retention rates contribute to organizational stability by preserving institutional knowledge, reducing recruitment costs, and strengthening relationships among employees and stakeholders. In community-based organizations, continuity of personnel is particularly important because long-term employees often possess contextual knowledge and community trust that are difficult to replace. Consequently, retention should be viewed as both a human resource outcome and a strategic organizational objective that supports sustainable service delivery.

2.4	Empirical Studies
Recent empirical studies have examined the relationship between talent management practices and various employee outcomes across different organizational contexts. Zar (2024) investigated the effect of talent management practices (independent variable) on Employee Satisfaction (dependent variable) in nonprofit organizations in Myanmar. The study employed a quantitative research design and collected data from employees using structured questionnaires. Multiple regression analysis was conducted to test the relationships between recruitment and selection, training and development, performance management, reward systems, and employee satisfaction. The findings indicated that training and fair reward structures had the strongest positive influence on employee satisfaction, while transparent recruitment practices also showed a significant relationship. 
Ahmed and Rahman (2022) examined the relationship between talent management practices (independent variable) and employee retention (dependent variable) in private service organizations in Bangladesh. The researchers adopted a cross-sectional survey method and analyzed the data using structural equation modeling. Their findings revealed that career development opportunities and performance appraisal systems significantly predicted employee retention. Training programs were also found to enhance organizational commitment, which indirectly influenced retention. 
Ibrahim and Daniel (2023) explored the impact of talent development practices (independent variable) on organizational commitment and turnover intention (dependent variables) in Southeast Asian nonprofit institutions. Using quantitative data collected from over 300 respondents, the study applied regression analysis to determine significant predictors. The findings demonstrated that continuous professional development and supportive performance feedback positively influenced organizational commitment. In contrast, inadequate reward systems increased employees’ intention to leave. 
Otoo and Mishra (2022) investigated the relationship between compensation management practices (independent variable) and employee retention (dependent variable) in nonprofit organizations in Ghana. The study utilized a survey design and applied correlation and regression analyses. Results indicated that both financial and non-financial rewards significantly reduced turnover intention. Recognition programs were found to have a strong psychological impact on employee loyalty, particularly in resource-constrained settings. The researchers highlighted that equitable reward distribution enhanced perceptions of fairness and trust. 
Torres and Mejia (2023) examined career management and succession planning practices (independent variables) in relation to employee retention (dependent variable) in Latin American nonprofit organizations. The researchers adopted a quantitative approach and analyzed responses using multiple regression analysis. Their findings revealed that clear promotion pathways and internal mobility opportunities significantly improved retention rates. Employees who perceived long-term career prospects within the organization were less likely to consider external employment opportunities. 
A review of the empirical studies demonstrates several consistent patterns. First, talent management practices generally exhibit positive relationships with employee attitudes, organizational commitment, and retention outcomes. Second, training and development opportunities frequently emerge as strong predictors of employee satisfaction and long-term commitment. Third, reward systems and career development opportunities play important roles in reducing turnover intention and strengthening organizational attachment. 
Despite these consistent findings, significant gaps remain in the literature. Most studies have been conducted in corporate environments or large nonprofit organizations, while relatively limited research has focused on community-based organizations operating in fragile and conflict-affected settings. Furthermore, previous studies often examine individual talent management dimensions separately rather than considering their combined influence on retention. These gaps provide a strong rationale for the present study, which investigates multiple talent management practices simultaneously within Community-Based Organizations in Karen State.

[bookmark: _Toc231919706]2.5	Conceptual Framework of the Study
This study is based on the understanding that effective talent management practices play a vital role in influencing employee retention, especially within Community-Based Organizations that often operate in challenging environments with limited resources. The conceptual framework presented in this proposal illustrates how specific talent management practices function as the independent variables that shape the dependent variable employee retention.
The conceptual framework is developed based on the theoretical perspectives and empirical evidence reviewed in this chapter. Previous studies consistently indicate that talent management practices influence employee attitudes, motivation, organizational commitment, and retention outcomes. Therefore, recruitment and selection, training, performance management, reward structure, and career management are proposed as key determinants of employee retention within Community-Based Organizations in Karen State.
Figure (2.1) Conceptual Framework of the Study
Talent Management Practices
Recruitment and Selection

Training


Employee Retention
Performance Management

Reward Structure


Career Management



Source: Own Compilation based on Previous Studies (2025)

According to the conceptual framework, independent variables are talent management practices, and the dependent variable is employee retention. Talent management practices include recruitment and selection, training, performance management, reward structure, and career management.
	


CHAPTER III
RESEARCH METHODOLOGY
          
This chapter explained the research methodology used to examine the relationship between talent management practices and employee retention in Community-Based Organizations (CBOs) in Karen State. A quantitative and descriptive research design was applied to collect and analyze numerical data from a sample of 399 employees selected through convenience sampling. Data were gathered using structured questionnaires and supported by relevant secondary sources. Statistical analyses, including reliability testing, descriptive statistics, and multiple regression analysis, were conducted using SPSS to ensure the validity and significance of the findings while maintaining ethical research standards.

[bookmark: _Toc231919707]3.1 	Research Design 
Research design refers to the plan or framework that guides the researcher in collecting, measuring, and analyzing data systematically (Susilawati et al., 2025). It provided direction for the entire study and ensured that the research objectives were addressed appropriately. Research method refers to the specific techniques and procedures that were used to gather and analyze data. In general, research methods can be classified into quantitative, qualitative, and mixed methods. Quantitative research focuses on numerical data and statistical analysis; qualitative research emphasizes understanding experiences and meanings through non-numerical data; while mixed methods combine both approaches to provide a more comprehensive understanding of the research problem.
A quantitative research design is used, as the study seeks to measure the relationship between talent management practices and employee retention numerically. Quantitative methods allow systematic comparisons across respondents and will help identify patterns and relationships (Creswell & Creswell, 2023). 
Research approaches are commonly categorized as exploratory, explanatory, and descriptive. Exploratory research is used when limited information is available about a phenomenon. Explanatory research seeks to examine cause-and-effect relationships between variables. Descriptive research focuses on describing the current situation or characteristics of a population without manipulating variables (Saunders et al., 2023). The study adopts a descriptive research approach, suitable for examining current talent management practices and their effects without manipulating organizational conditions.
Furthermore, this research design establishes a clear analytical pathway by treating talent management practices as a multidimensional construct rather than a single, monolithic entity. By breaking down the independent variable into discrete operational categories namely strategic recruitment, capacity building frameworks, supportive supervision, and physical workplace security the design allows for a fine-grained evaluation of which specific organizational levers yield the highest impact on staff loyalty.
To safeguard the internal validity of this quantitative model, the design actively controls for potential confounding factors, including organizational size, structural variations across the four target CBOs, and the shifting intensity of regional security challenges. By maintaining these strict design controls, the study ensures that any identified variances in employee retention can be confidently attributed to actual human resource interventions rather than external environmental noise or institutional anomalies.

3.2	Population and Sampling
The target population of this study comprised approximately 200,000 employees working in Community-Based Organizations (CBOs) across Karen State. This population estimate was based on available workforce information from local organizational records and demographic reports. Given the large size and geographical dispersion of the population, it was necessary to determine an appropriate sample size to ensure that the findings were manageable and meaningful.
The sample size was calculated using Yamane’s (1973) formula:

Where:
N= 200,000 (Population)
e = 0.05



This study targets approximately 399 respondents. 
A convenience sampling method was applied in this study. Convenience sampling is a non-probability sampling technique in which participants are selected based on their availability and willingness to take part in the study.
Due to the dispersed and remote nature of CBOs in the region, convenience sampling was employed, which was appropriate given accessibility limitations. This sampling approach also allowed the researcher to reach participants who were most readily available while still capturing diverse organizational contexts. Although it did not offer the same level of representativeness as probability sampling, it remained practical for studies conducted in hard-to-access areas.
Due to the dispersed and remote nature of CBOs in the region, convenience sampling is employed, which is appropriate given accessibility limitations. This sampling approach also allows the researcher to reach participants who are most readily available while still capturing diverse organizational contexts. Although it does not offer the same level of representativeness as probability sampling, it remains practical for studies conducted in hard-to-access areas.
To maintain the statistical power of the probability sample amid the highly volatile operational realities of the border region, a comprehensive non-response mitigation and replacement protocol is embedded within the sampling design. In the event that a randomly selected healthcare worker or coordinator is unreachable, displaced, or declines to participate due to heavy operational workloads, a systematic matching replacement strategy is executed. Replacement candidates are drawn at random from the identical institutional stratum and demographic band to ensure that the structural proportions of the sample remain mathematically intact. 
Furthermore, to address the risk of incomplete data structures, questionnaires that return with more than fifteen percent of missing values will be systematically excluded from the final analysis pool. This strict threshold guarantees that the final dataset represents a clean, fully realized cross-section of the workforce, preserving the mathematical integrity required to generalize the findings across the wider network of ethnic health providers.

[bookmark: _Toc231919708]3.3 	Data Collection Method 
This study utilized both primary and secondary data sources. Primary data were collected directly from respondents, while secondary data were obtained from existing documents and published materials.            
[bookmark: _Toc231919709]		This study uses both primary and secondary data. Primary data are collected through a structured questionnaire, designed to capture standardized responses on talent management practices and employee retention. 
	The questionnaire includes variables on recruitment and selection, training and development, performance appraisal, compensation, career planning, and perceived retention outcomes. The questionnaires is distributed both physically and digitally (via Google Forms), depending on the accessibility of employees and the locations of CBOs across Karen State. This approach will allow the researcher to reach participants in remote areas while ensuring the data collected is consistent and suitable for quantitative analysis. Secondary data are collected from organizational documents, policy reports, government publications, relevant research studies, and credible online sources. These data will help provide contextual understanding, support questionnaire development, and assist in interpreting the study findings. 

[bookmark: _Toc231919710]3.4 	Data Analysis Method 
The collected data is coded and analysed using standard statistical techniques (SPSS). A reliability test is conducted to assess the internal consistency of the survey scales. Descriptive statistics is summarized participant characteristics and provide an overview of talent management practices and perceived employee retention levels. Multiple regression analysis is applied to test the influence of talent management practices on employee retention. This analysis is identified which practices have the greatest effect while controlling for other variables and provides insights into which strategies are most effective for sustaining the workforce in remote and border-area CBOs. In addition, the analysis will help highlight any unexpected patterns that may guide future organizational policy adjustments.
Prior to executing the primary regression models within SPSS, a rigorous data cleaning and screening phase are conducted to identify any data entry anomalies, outliers, or missing values. Extreme multivariate outliers will be detected and managed using Mahalanobis distance calculations (p < 0.001) to prevent isolated extreme scores from skewing the final regression coefficients. For missing data points that fall below the fifteen percent exclusion threshold, a mean substitution or expectation-maximization algorithm will be applied to maintain sample completeness. By systematically addressing these underlying statistical assumptions and ensuring the dataset satisfies all mathematical prerequisites, the final inferential outputs provide an accurate, unbiased model of how talent management predicts retention within community-run health networks.

3.4.1 	Reliability Test
Reliability refers to the consistency of a measurement instrument (Andersson et al., 2025). In this study, Cronbach’s Alpha was used to assess the internal consistency of the questionnaire items. A coefficient value of 0.70 or higher was considered acceptable for confirming reliability.

3.4.2 	Descriptive Statistics
Descriptive statistics such as mean, frequency, percentage, and standard deviation were used to summarize the data. Frequencies and percentages described demographic characteristics, while mean and standard deviation measured the central tendency and variability of responses. Mean interpretation followed the guideline suggested by Best (1977) to classify the level of responses.

3.4.3 	Regression Analysis
Multiple regression analysis is conducted to determine the relationship between independent variables (talent management practices) and the dependent variable (employee retention). The significance level was set at 0.05 to determine statistical significance.

3.5 	Ethical Consideration
Ethical considerations are carefully observed throughout the research process. Participation in the study was voluntary, and respondents were informed about the purpose of the research before completing the questionnaire. Informed consent was obtained from all participants.
Confidentiality and anonymity are strictly maintained. Respondents are not required to provide personal identifying information, and the data collected are used solely for academic purposes. Participants are informed that they have the right to withdraw from the study at any time without any negative consequences. All collected data are stored securely and were accessible only to the researcher.


CHAPTER IV
ANALYSIS OF THE EFFECT OF TALENT MANAGEMENT PRACTICES ON EMPLOYEE RETENTION AT COMMUNITY-BASED ORGANIZATIONS IN KAREN STATE

This chapter presents the analysis and interpretation of data collected to examine the effect of talent management practices on employee retention at Community-Based Organizations (CBOs) in Karen State. The analysis is conducted in accordance with the research objectives and research questions outlined in the previous chapters. Data obtained from the structured questionnaire survey were systematically coded and analysed using SPSS to generate meaningful and statistically reliable insights. 
Both descriptive and inferential statistical techniques are applied to analyse respondents’ demographic characteristics and to evaluate the relationships between the independent variables such as recruitment and selection, training, performance management, reward structure, and career management and the dependent variable of employee retention. The findings of reliability analysis, descriptive statistics, and multiple regression analysis are presented and discussed in detail in this chapter, forming the empirical basis for the conclusions and recommendations presented in Chapter (5).

4.1	Demographic Characteristics of Respondents
This section presents the demographic characteristics of the 399 respondents who participated in the survey for this study. Demographic analysis is essential to provide an overall profile of the respondents and to understand the background of employees working in Community-Based Organizations in Karen State. The demographic variables analysed in this study include gender, marital status, age, education level, position, working experience, and monthly salary. 
The data are analysed using descriptive statistical techniques such as frequency and percentage to summarize the respondents’ profiles. Understanding the demographic characteristics of respondents contributes to a better interpretation of employees’ perceptions and behaviours toward their organizations, and these findings serve as a contextual foundation for the subsequent analysis of talent management practices and employee retention.
	Sr. No.
	Gender
	No. of Respondents
	Percentage

	1.
	Male
	163
	40.9

	2.
	Female
	236
	59.1

	Total
	399
	100.0


4.1.1	Gender of the Respondents
	Gender is classified into male and female. The distribution of respondents by gender is presented in Table (4.1).

Table (4.1) Gender Statistics
Source: Survey Data (2026)

As shown in Table 4.1, out of a total of 399 respondents, 163 respondents (40.9%) were male, while 236 respondents (59.1%) were female. This indicates that female respondents formed the majority of the sample, reflecting a higher representation of women among staff in Community-Based Organizations in Karen State. This finding is consistent with broader trends in the health and social development sectors in Myanmar, where women constitute a significant proportion of the community health workforce.
The higher proportion of female respondents may reflect the nature of CBO work, which often involves community engagement, health education, and caregiving roles that are predominantly carried out by women. It may also indicate that women in Karen State are increasingly taking on professional roles within local organizations. Understanding the gender distribution of respondents is important for designing gender-responsive human resource strategies, particularly around talent management practices that may differentially affect male and female employees in terms of career development, work-life balance, and organizational commitment.
	
4.1.2	Marital Status of the Respondents
Marital status is classified as single or married. The analytical result is presented in Table (4.2).


Table (4.2) Marital Status Statistics
	Sr. No.
	Marital Status
	No. of Respondents
	Percentage

	1.
	Single
	164
	41.1

	2.
	Married
	235
	58.9

	Total
	399
	100.0


Source: Survey Data (2026)
The majority of respondents were married (235 respondents, 58.9%), while 164 respondents (41.1%) were single, as shown in Table (4.2). The predominance of married respondents suggests that a significant portion of CBO employees have family responsibilities that may influence their retention decisions. Married employees may value organizational stability, predictable working conditions, and comprehensive benefits packages more than their single counterparts, as these factors directly affect their ability to meet family obligations.
This demographic finding has important implications for talent management in CBOs. Organizations may need to give particular attention to reward structures and career development opportunities that account for the needs of married employees, including fair compensation, maternity and paternity support, and flexible working arrangements. Retention strategies that support work-life balance may be especially effective for this group, as employees with family commitments are more likely to remain in organizations that demonstrate care for their overall well-being beyond the workplace.

4.1.3	Age of the Respondents
Age was classified into five groups. The analytical results are presented in Table (4.3).
Table (4.3) Age Statistics
	[bookmark: _Hlk67782536]Sr. No.
	Age (Years)
	No. of Respondents
	Percentage

	[bookmark: _Hlk68726262]1.
	25 and below
	27
	6.8

	2.
	26 - 35
	208
	52.1

	3.
	36 - 45
	112
	28.1

	4.
	46 - 55
	50
	12.5

	5.
	Above 55
	2
	.5

	Total
	399
	100.0


Source: Survey Data (2026)
Most respondents fell within the 26–35 years age group (208 respondents, 52.1%), followed by the 36-45 years group (112 respondents, 28.1%), the 46–55 years group (50 respondents, 12.5%), respondents aged 25 and below (27 respondents, 6.8%), and those above 55 years (2 respondents, 0.5%) as shown in Table 4.3. The predominance of younger and mid-career employees reflects the age profile typical of the humanitarian and community health workforce in Karen State.
This age distribution suggests that CBOs rely heavily on a young and relatively early-career workforce, making talent management particularly critical for long-term retention. Younger employees in the 26-35 age group are often at an active career-building stage and may be more susceptible to turnover if career development opportunities, recognition, and competitive compensation are not adequately provided. Organizations must therefore design targeted strategies that appeal to the career aspirations and motivational drivers of this dominant age cohort to prevent talent loss and sustain institutional capacity.

[bookmark: _Hlk215658476]4.1.4	Education Level of the Respondents
Education level was classified into four categories. The analytical result is presented in Table (4.4).

Table (4.4) Education Level Statistics
	[bookmark: _Hlk67827688]Sr. No.
	Education Level
	No. of Respondents
	Percentage

	1.
	High School
	194
	48.6

	2.
	Undergraduate
	25
	6.3

	3.
	Bachelor’s degree	
	122
	30.6

	4.
	Master’s degree
	58
	14.5

	Total
	399
	100.0


Source: Survey Data (2026)

The largest group of respondents held a high school qualification (194 respondents, 48.6%), followed by bachelor’s degree holders (122 respondents, 30.6%), master’s degree holders (58 respondents, 14.5%), and undergraduates (25 respondents, 6.3%), as shown in Table 4.4. The significant proportion of high school graduates reflects the educational context of community health workers in Karen State, many of whom are recruited from local communities and trained on the job. This distribution is consistent with the operational model of CBOs, which rely on community-based health workers and field staff who may not hold advanced academic qualifications but possess valuable practical experience.
The variation in educational backgrounds has important implications for talent management, particularly for training and performance management. Organizations must design training programs that are accessible and relevant across diverse educational levels, ensuring that both field-level community health workers and more formally educated professional staff receive appropriate capacity-building support. Career management systems should also acknowledge and reward non-formal experience and community knowledge, which are highly valued assets in conflict-affected and hard-to-reach settings.

4.1.5	Position of the Respondents
Respondents were classified by their position within their respective organizations. The distribution is presented in Table (4.5).

Table (4.5) Position Statistics
	Sr. No.
	Position
	No. of Respondents
	Percentage

	1.
	Admin & HR
	15
	3.8

	2.
	Finance
	9
	2.3

	3.
	Operation (Log/Phar)	
	59
	14.8

	4.
	Program/Project
	260
	65.2

	5.
	Seniors/Higher Leaders
	56
	14.0

	Total
	399
	100.0


Source: Survey Data (2026)

The respondents were employed in Program/Project roles (260 respondents, 65.2%), followed by Operation (Logistics/Pharmacy) staff (59 respondents, 14.8%), Senior/Higher Leaders (56 respondents, 14.0%), Admin & HR staff (15 respondents, 3.8%), and Finance staff (9 respondents, 2.3%), as presented in 4.5. The dominance of program and project staff reflects the mission-driven nature of CBOs, where the bulk of the workforce is directly engaged in service delivery, community health programming, and field operations.
The results across positions highlight the need for talent management practices that are tailored to the different functional roles within CBOs. Program and project staff, who represent the largest category, are closest to the communities served and are critical to organizational effectiveness. Their retention depends on meaningful work, regular supervision, and recognition of their contributions. Senior and leadership staff, while smaller in number, play a vital role in organizational continuity and knowledge transfer, making career management and succession planning particularly important for this group.

4.1.6	Working Experiences of the Respondents
Working experience was classified into five categories. The analytical result is presented in Table (4.6).

Table (4.6) Working Experience Statistics
	Sr. No.
	Age (Years)
	No. of Respondents
	Percentage

	1.
	Less than 1 year
	3
	.8

	2.
	1 - 3
	111
	27.8

	3.
	4 - 6
	135
	33.8

	4.
	7 - 9
	45
	11.3

	5.
	Over 9
	105
	26.3

	Total
	399
	100.0


Source: Survey Data (2026)

The largest group of respondents had 4 to 6 years of working experience (135 respondents, 33.8%), followed by 1 to 3 years (111 respondents, 27.8%), over 9 years (105 respondents, 26.3%), 7 to 9 years (45 respondents, 11.3%), and less than 1 year (3 respondents, 0.8%), as shown in Table 4.6. The analytical result indicates that CBOs in Karen State have a relatively experienced workforce, with more than 37% of respondents having served for 7 or more years.
This finding suggests a core of long-serving employees who have demonstrated sustained commitment to their organizations despite the challenges of working in conflict-affected areas. Retaining such experienced staff is particularly valuable for institutional memory, mentorship, and the continuity of community relationships. At the same time, the significant proportion of staff with 1 to 6 years of experience represents a critical cohort that organizations need to engage actively with career development and recognition programs to prevent mid-career departures and ensure the pipeline of experienced staff is maintained.

4.1.6	Monthly Salary of the Respondents 
Monthly salary was classified into six income brackets measured in Myanmar Kyat (MMK). The result is presented in Table (4.7).

Table (4.7) Monthly Salary Statistics
	Sr. No.
	Monthly Salary (Kyats)
	No. of Respondents
	Percentage

	1
	300,000 and below
	203
	50.9

	2
	300,001 – 600,000
	29
	7.3

	3
	600,001 – 900,000
	22
	5.5

	4
	900,0001 – 1,200,000
	34
	8.5

	5
	1,200,01 – 1,500,000
	21
	5.3

	6
	Above 1,500,000
	90
	22.6

	Total
	399
	100.0


Source: Survey Data (2026)

The majority of respondents earned 300,000 MMK or below per month (203 respondents, 50.9%), followed by those earning above 1,500,000 MMK (90 respondents, 22.6%), as shown in Table 4.7. The remaining respondents were distributed across middle-income brackets. The concentration of respondents in the lowest salary bracket is consistent with the financial constraints commonly experienced by CBOs and community health workers in Karen State, where limited donor funding restricts compensation levels.
The income distribution has significant implications for reward structure as a talent management practice. When more than half of the workforce earns the minimum income level, financial incentives alone may be insufficient to drive retention. This underscores the importance of non-monetary rewards such as recognition, meaningful work, professional development opportunities, and a supportive organizational culture. The presence of a group earning above 1,500,000 MMK, likely senior leadership and specialized professional staff, also indicates income disparity that organizations should manage carefully to avoid perceptions of inequity that could negatively affect morale and retention.
4.2 	Reliability Analysis of the Variables 
Reliability analysis was conducted to assess the internal consistency of the measurement items used in the questionnaire. Cronbach's Alpha coefficient was employed to evaluate the reliability of each variable. Results of the reliability test are shown in Table (4.8).

Table (4.8) Reliability Analysis
	[bookmark: _Hlk71229549]Sr. No.
	Variables
	No. of item
	Cronbach Alpha

	1
	Recruitment and Selection
	5
	.899

	2
	Training
	5
	.942

	3
	Performance Management
	5
	.873

	4
	Reward Structure
	5
	.890

	5
	Career Management
	5
	.771

	6
	Employee Retention
	5
	.780


Source: Survey Data (2026)

The results of the reliability analysis are presented in Table 4.8. All six variables exhibit good to excellent reliability, with Cronbach’s Alpha values ranging from 0.771 to 0.942. Specifically, training achieved the highest reliability coefficient of 0.942, followed by recruitment and selection (0.899), reward structure (0.890), performance management (0.873), employee retention (0.780), and career management (0.771). All values exceed the acceptable threshold of 0.70, confirming that the measurement scales used in this study are reliable and internally consistent.
The high Cronbach’s Alpha values across all variables indicated that the questionnaire items consistently measure the intended constructs. This confirms that the instrument was a reliable tool for examining talent management practices and employee retention in CBOs in Karen State. The strong reliability across all dimensions provides confidence in the accuracy and validity of the subsequent descriptive and regression analyses. These results are also consistent with previous studies examining similar constructs in organizational behaviour and HRM research.

4.3 	Descriptive Analysis of Talent Management and Employee Retention
The section showed the descriptive statistical analysis of the five talent management practice variables and the dependent variable of employee retention. The analysis was based on responses collected through the structured questionnaire and aims to provide a clear understanding of respondents’ perceptions regarding the current implementation of talent management practices in their organizations and their intentions to remain. Mean scores were interpreted using Best’s (1977) classification: scores between 2.61 and 3.40 reflect a moderate level, while scores between 3.41 and 4.20 reflect a high level of agreement.

4.3.1	Recruitment and Selection
Recruitment and selection are described as the processes through which organizations attract, identify, and choose employees whose skills, values, and experience align with organizational needs and culture. In the context of CBOs, effective recruitment ensures that limited human resources are invested in individuals who are both competent and committed to the organization’s mission.

Table (4.9) Descriptive Analysis of Recruitment and Selection
	Sr. No.
	Statements
	Mean Value
	Std.
Deviation

	1
	My organization recruits staff whose skills match job requirements.
	3.29
	1.129

	2
	Recruitment and selection processes are fair and transparent.
	3.21
	1.032

	3
	Staff are selected to roles that match their skills and experience.
	3.17
	1.047

	4
	Job vacancies are clearly communicated to eligible candidates.
	2.85
	.918

	5
	When possible, internal staff are considered for new roles.
	3.28
	1.101

	Overall Mean
	3.16
	


[bookmark: _Hlk199754064]Source: Survey Data (2026)

The descriptive statistics for recruitment and selection are presented in Table 4.9. The overall mean of 3.16 indicates a moderate level of agreement, according to Best’s (1977) criteria. Statement 1, “My organization recruits staff whose skills match job requirements,” recorded the highest mean value of 3.29, indicating that respondents moderately agreed that their organizations make competency-relevant hiring decisions. Statement 4, “Job vacancies are clearly communicated to eligible candidates,” recorded the lowest mean of 2.85, suggesting that communication about job openings may be inconsistent or limited, particularly in remote field locations.
The relatively low standard deviations across items indicate that respondents share broadly similar perceptions of recruitment practices within their organizations. The moderate overall mean suggests that while basic recruitment structures are in place, there remains room for improvement in areas such as vacancy communication, selection transparency, and internal mobility. Strengthening these dimensions of recruitment could improve employees’ perceptions of fairness and organizational support, which are foundational to long-term commitment and retention. CBOs should consider establishing clear and accessible vacancy communication systems and formalizing competency-based selection criteria to improve this dimension of talent management.

4.3.2	Training
Training is presented as structured organizational activities designed to enhance employees’ knowledge, skills, and competencies. In CBOs, training is particularly critical as employees are often deployed in demanding field environments where technical and interpersonal skills directly affect the quality of the service delivery.

Table (4.10) Descriptive Analysis of Training
	Sr. No.
	Statements
	Mean Value
	Std.
Deviation

	1
	My organization provides training to help me perform my job effectively.
	3.72
	.864

	2
	Training programs improve my professional skills and knowledge.
	3.80
	.809

	3
	Training opportunities are relevant to my job responsibilities.
	3.78
	.789

	4
	Training opportunities encourage me to continue working in this organization.
	3.78
	.865

	5
	The organization supports participation in training when resources allow.
	3.83
	.728

	Overall Mean
	3.78
	


Source: Survey Data (2026)

The descriptive statistics for training were presented in Table (4.10). The overall mean of 3.78 indicates a high level of agreement, according to Best’s (1977) criteria. Statement 5, “The organization supports participation in training when resources allow,” recorded the highest mean of 3.83, while Statement 1, “My organization provides training to help me perform my job effectively,” recorded the lowest mean of 3.72. Despite being the lowest, this value still falls within the high agreement range.
The consistently high mean scores across all training items indicated that respondents perceive training as one of the strongest areas of talent management practice in their organizations. The low standard deviations suggested considerable consensus among respondents, reflecting a shared positive experience of training provision. 
These findings were encouraging and suggest that CBOs were investing meaningfully in employee development. Given that training also emerged as a significant predictor of retention in the regression analysis, sustaining and expanding training programs, including mentorship, peer learning, and skills-based workshops relevant to field operations, should remain a strategic priority for CBO managers and donors.

4.3.3	Performance Management
Performance management is represented by the systematic process of guiding, monitoring, and evaluating employee performance within the organization. In CBOs, effective performance management helps ensure that staff contributions are aligned with organizational objectives and that employees receive the constructive feedback needed to grow professionally.

Table (4.11) Descriptive Analysis of Performance Management
	Sr. No.
	Statements
	Mean Value
	Std.
Deviation

	1
	My supervisor provides clear guidance on performance expectations.
	3.32
	.936

	2
	I receive feedback that helps me improve my work performance.
	3.13
	1.141

	3
	Performance discussions are conducted fairly and respectfully.
	2.94
	1.092

	4
	My work contributions are recognized by my supervisor.
	3.43
	.967

	5
	Performance outcomes are linked to learning or development opportunities.
	3.15
	1.072

	Overall Mean
	3.20
	


Source: Survey Data (2026)

The descriptive statistics for performance management were presented in Table 4.11. The overall mean of 3.20 indicates a moderate level of agreement. Statement 4, “My work contributions are recognized by my supervisor,” recorded the highest mean of 3.43, while Statement 3, “Performance discussions are conducted fairly and respectfully,” recorded the lowest mean of 2.94. The higher standard deviations for Statements 2, 3, and 5 suggest greater variability in respondents’ perceptions of feedback quality and the linkage between performance outcomes and development opportunities.
The moderate overall mean indicates that performance management remains an area with significant room for improvement in CBOs. While supervisory recognition appears relatively strong, the quality of feedback and the fairness of performance discussions are perceived less positively. These gaps may reflect the limited management training available to supervisors in resource-constrained organizations. Investing in supervisory capacity building, establishing structured appraisal systems, and creating clear linkages between performance outcomes and development opportunities could significantly improve employees’ perceptions of performance management and, consequently, their intention to remain with the organization.

4.3.4	Reward Structure
Reward structure was referred to the combination of financial and non-financial incentives provided by the organization to employees. In CBOs, where salary competitiveness is often constrained by donor funding, the design of equitable and meaningful reward systems is a critical lever for motivating and retaining staff.



Table (4.12) Descriptive Analysis of Reward Structure
	Sr. No.
	Statements
	Mean Value
	Std.
Deviation

	1
	I feel the compensation I receive is fair considering organizational resources.
	3.12
	1.021

	2
	Rewards and recognition are fairly distributed among staff.
	2.84
	1.035

	3
	Good performance is recognized by the organization.
	3.04
	1.007

	4
	Non-monetary recognition (e.g., appreciation, responsibility, trust) is provided.
	2.91
	1.011

	5
	The benefits offered meet my basic work-related needs.
	3.14
	.978

	Overall Mean
	3.01
	


Source: Survey Data (2026)

The descriptive statistics for reward structure are presented in Table 4.12. The overall mean of 3.01 indicates a moderate level of agreement. Statement 5, “The benefits offered meet my basic work-related needs,” recorded the highest mean of 3.14, while Statement 2, “Rewards and recognition are fairly distributed among staff,” recorded the lowest mean of 2.84. The relatively consistent standard deviations across items suggest that respondents share broadly similar perceptions of reward practices, with moderate variability.
Despite being one of the lowest-rated talent management dimensions overall, reward structure emerged as one of the strongest predictors of employee retention in the regression analysis (Beta = 0.317). This finding suggested that even modest improvements in the perceived fairness and adequacy of rewards can significantly affect employees’ intentions to remain. CBOs should therefore invest in transparent reward communication, equitable distribution of recognition, and creative non-monetary incentive programs. Given the salary constraints common to donor-funded organizations, non-monetary approaches such as certificates of appreciation, increased responsibility, public recognition, and flexible work policies may offer cost-effective strategies for enhancing the perceived value of the reward structure.


4.3.5	Career Management
Career management involves structured organizational efforts to support employees’ long-term professional growth, including succession planning, promotion pathways, and development opportunities. In CBOs, career management is essential for motivating employees to invest in their roles and build long-term commitment to the organization.

Table (4.13) Descriptive Analysis of Career Management
	Sr. No.
	Statements
	Mean Value
	Std.
Deviation

	1
	The organization provides opportunities to develop my career.
	3.77
	.728

	2
	I understand how I can grow professionally within this organization.
	3.34
	1.004

	3
	My supervisor supports my career development.
	3.15
	1.077

	4
	Opportunities for increased responsibility or leadership are communicated clearly.
	3.42
	.974

	5
	The organization helps me develop leadership or specialized skills.
	2.91
	.953

	Overall Mean
	3.32
	


Source: Survey Data (2026)

The descriptive statistics for career management are presented in Table (4.13). The overall mean of 3.32 indicates a moderate level of agreement. Statement 1, “The organization provides opportunities to develop my career,” recorded the highest mean of 3.77, while Statement 5, “The organization helps me develop leadership or specialized skills,” recorded the lowest mean of 2.91. The higher standard deviations for Statements 2, 3, and 4 suggest greater variability in respondents’ perceptions of career growth clarity and supervisory support for development.
Career management emerged as the strongest predictor of employee retention in the regression analysis (Beta = 0.310). This finding highlights the critical importance of visible and accessible career development pathways for sustaining employee commitment in CBOs. While the organization’s overall provision of career opportunities is viewed positively, clearer communication of leadership development pathways and greater supervisor involvement in career planning are areas that warrant attention. Organizations should invest in individualized career development plans, internal mentorship programs, and leadership pipelines that give employees a clear vision of how they can grow professionally within the CBO context.
The comparatively low score on the item concerning the development of leadership or specialized skills deserves particular attention. Leadership development is a long-term investment that benefits not only individual employees but also organizational sustainability through the cultivation of internal talent pipelines. In CBOs where external recruitment is constrained by geography, conflict, and limited applicant pools, building leadership from within is often the most viable strategy for ensuring management continuity. Systematic investment in leadership development programs, including structured mentorship, management training, and delegation of meaningful decision-making authority, can address this gap and significantly strengthen both career management perceptions and retention outcomes.

4.3.6	Employee Retention
Employee retention reflects the degree to which respondents intend to continue their employment with their current organization and the extent to which they feel emotionally committed to remaining. This is the dependent variable of the study.

Table (4.14) Descriptive Analysis of Employee Retention
	Sr. No.
	Statements
	Mean Value
	Std.
Deviation

	1
	I intend to continue working with this organization.
	3.90
	.702

	2
	I plan to remain with this organization for the foreseeable future.
	3.58
	.864

	3
	I would recommend this organization as a good place to work.
	3.63
	.840

	4
	I feel emotionally attached to this organization.
	3.67
	.754

	5
	Leaving this organization would be difficult for me.
	3.47
	.826

	Overall Mean
	3.65
	


Source: Survey Data (2026)

The descriptive statistics for employee retention are presented in Table (4.14). The overall mean of 3.65 indicates a high level of employee retention intention among respondents, according to Best’s (1977) criteria. Statement 1, “I intend to continue working with this organization,” recorded the highest mean of 3.90, while Statement 5, “Leaving this organization would be difficult for me,” recorded the lowest mean of 3.47. The relatively low standard deviations across all items suggest consistent responses, indicating that employees broadly share a positive orientation toward remaining in their organizations.
The high overall retention mean is an encouraging finding, suggesting that CBO employees in Karen State have a strong sense of commitment and intention to remain despite the challenging working conditions. This finding aligns with research suggesting that employees in mission-driven organizations often derive intrinsic motivation from the meaningfulness of their work, which contributes to organizational attachment and retention. However, the moderate scores on items related to future plans and the difficulty of leaving suggest that retention should not be taken for granted, and organizations must continue investing in talent management practices that reinforce employees’ sense of value, belonging, and professional growth.
The emotional attachment score (mean = 3.67) and the recommendation score (mean = 3.63) are particularly meaningful indicators of organizational health. High emotional attachment suggests that employees identify with the organization's mission and values, which is a powerful and durable form of commitment that goes beyond transactional employment. The willingness of employees to recommend the organization as a good workplace is also an indicator of organizational reputation and employer brand strength. CBOs should nurture these dimensions of retention by maintaining a strong organizational culture, recognizing employee contributions publicly, and ensuring that the mission and values of the organization are communicated and lived consistently at all levels of management.

[bookmark: _Hlk210585729]4.4 	Analysis on the Effect of Talent Management on Employee Retention
This section presents the results of the multiple regression analysis conducted to examine the individual and combined effect of talent management practices on employee retention at Community-Based Organizations in Karen State. The analysis includes Model Summary, ANOVA, and Coefficients tables, which together provide a comprehensive picture of the statistical relationships among the study variables.
The Model Summary presents the overall fit of the regression model, including the multiple correlation coefficient (R), coefficient of determination (R²), adjusted R², and the standard error of the estimate.

Table (4.15) Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.712a
	.507
	.501
	.41199

	a. Predictors: (Constant), Career Management, Training, Recruitment and Selection, Performance Management, Reward Structure


Source: Survey Data (2026)

As shown in Table (4.15), the model summary indicates a moderate to strong positive relationship between the talent management practice variables and employee retention, as reflected by the multiple correlation coefficient (R) value of 0.712. The R-squared value of 0.507 indicates that 50.7% of the variance in employee retention is explained by the combined effect of the five talent management practices. The Adjusted R Square value of 0.501 confirms the robustness of the model, showing only a marginal difference from the R Square value, which suggests minimal overestimation due to the number of predictors. The standard error of the estimate of 0.41199 indicates reasonable precision in the model’s predictions.
These results demonstrate that recruitment and selection, training, performance management, reward structure, and career management collectively make a substantial contribution to explaining employee retention outcomes in CBOs. The remaining 49.3% of variance may be attributable to other factors not captured in this study, such as organizational culture, leadership style, job satisfaction, or external labor market conditions. These findings provide a strong empirical foundation for examining the individual contributions of each talent management practice in the coefficient analysis that follows.
The R value of 0.712 indicates a strong multiple correlation, confirming that the collective set of talent management practices selected for this study constitutes a theoretically coherent and empirically validated predictive model. This level of explanatory power is consistent with similar studies in the nonprofit and humanitarian sector. The model therefore offers a reliable and practically applicable framework for CBO managers seeking to improve workforce stability through targeted human resource interventions. The Analysis of Variance (ANOVA) is conducted to assess the overall statistical significance of the regression model as shown in Table (4.16).

Table (4.16) ANOVA
	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	68.549
	5
	13.710
	80.772
	.000b

	
	Residual
	66.706
	393
	.170
	
	

	
	Total
	135.255
	398
	
	
	

	a. Dependent Variable: Employee Retention

	b. Predictors: (Constant), Career Management, Training, Recruitment and Selection, Performance Management, Reward Structure


Source: Survey Data (2026)

The ANOVA results presented in Table (4.16) show that the regression sum of squares is 68.549, while the residual sum of squares is 66.706, with a total sum of squares of 135.255. The model has five degrees of freedom for regression and 393 degrees of freedom for residuals. The mean square for regression is 13.710, compared to a much smaller mean square of 0.170 for residuals. The F-value of 80.772 is extremely high, and the corresponding significance value (p = 0.000) is well below the conventional threshold of 0.05.
This result confirms that the regression model is statistically significant at the 0.05 level, indicating that the five talent management practices — recruitment and selection, training, performance management, reward structure, and career management — jointly have a significant effect on employee retention in CBOs in Karen State. The ANOVA findings therefore support the suitability of the regression model and confirm that the selected independent variables significantly explain variations in employee retention. These results provide a strong basis for interpreting the individual regression coefficients and hypothesis testing in the following section.
The ratio of the regression mean square (13.710) to the residual mean square (0.170) results in the high F-value of 80.772, which confirms that the variance explained by the model is far greater than the variance attributable to random error. This high F-ratio is a strong indicator of model quality and reflects the theoretical coherence of the talent management framework applied in this study. The ANOVA result therefore reinforces the conclusion that the five selected talent management dimensions are meaningful and significant predictors of employee retention within the specific organizational context of CBOs operating in Karen State. 
The regression coefficients table presents the individual contribution of each talent management practice variable to the prediction of employee retention, including the unstandardized coefficients (B), standardized beta coefficients (β), t-values, and significance levels.

Table (4.17) Regression Coefficients
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.554
	.124
	
	12.513
	.000

	
	Recruitment and Selection
	.159
	.038
	.241
	4.135
	.000

	
	Training
	.169
	.034
	.212
	5.002
	.000

	
	Performance Management
	.179
	.036
	.261
	4.943
	.000

	
	Reward Structure
	.220
	.040
	.317
	5.531
	.000

	
	Career Management
	.262
	.043
	.310
	6.035
	.000

	a. Dependent Variable: Employee Retention


Source: Survey Data (2026)

The regression results presented in Table 4.17 show that all five talent management practice variables have a statistically significant positive effect on employee retention. The constant value of 1.554 is statistically significant (p = 0.000), indicating the baseline level of retention in the absence of the independent variables.
Recruitment and selection show a positive and statistically significant influence on employee retention, with an unstandardized coefficient (B) of 0.159, a standardized beta value of 0.241, and a significance level of p = 0.000. This indicates that improvement in recruitment practices — such as transparent hiring, competency-based selection, and internal promotion consideration is associated with higher employee retention. When employees perceive that they were selected fairly and placed in roles that match their abilities, they are more likely to develop a sense of organizational fit and commitment.
Training has a positive and significant impact on employee retention, with a coefficient value of 0.169, a beta value of 0.212, and a significance level of p = 0.000. This finding is consistent with human capital theory and confirms that providing relevant, job-specific, and consistent training programs enhances employees’ attachment to the organization and their intention to remain. Employees who experience meaningful professional development through their organization are more likely to view it as invested in their growth, strengthening their organizational commitment.
Performance management shows a positive and significant effect on retention, with a coefficient of 0.179, a beta value of 0.261, and a p-value of 0.000. Clear performance expectations, fair evaluations, and constructive feedback significantly contribute to employees’ perception of organizational support. When employees feel that their contributions are recognized and evaluated fairly, their satisfaction and loyalty are strengthened, reducing turnover intention.
Reward structure has a positive and significant effect on employee retention, with an unstandardized coefficient of 0.220, a standardized beta of 0.317, and a p-value of 0.000. This result confirms that both financial and non-financial reward systems play a critical role in retaining employees. In the context of CBOs, where financial compensation may be constrained, the equitable distribution of rewards and the provision of meaningful non-monetary recognition appear to be especially important retention drivers.
Career management emerges as one of the strongest predictors of employee retention, with the highest unstandardized coefficient of 0.262, a standardized beta value of 0.310, and a highly significant p-value of 0.000. This result underscores the importance of career development pathways, leadership opportunities, and long-term professional growth in sustaining employee commitment. Employees who can envision a future within their organization through promotion, expanded responsibilities, or skill development are significantly more likely to remain.
Based on the regression results, the estimated regression equation for employee retention is expressed as follows:
Employee Retention = 1.554 + 0.159 Recruitment and Selection + 0.169 Training + 0.179 Performance Management + 0.220 Reward Structure + 0.262 Career Management
Overall, the findings confirm that all five talent management practices recruitment and selection, training, performance management, reward structure, and career management have a significant positive impact on employee retention. Reward structure and career management emerged as the two strongest predictors, followed by performance management, recruitment and selection, and training. These results provide robust empirical evidence that investing in comprehensive and well-structured talent management systems can meaningfully enhance workforce stability in Community-Based Organizations (CBOs) operating in Karen State.



CHAPTER V
CONCLUSION

This chapter presents the conclusions drawn from the study on the effect of talent management practices on employee retention at Community-Based Organizations in Karen State. The chapter begins with a comprehensive discussion of findings from the demographic analysis, descriptive statistics, and multiple regression analysis. It then provides practical suggestions and recommendations for CBO managers, policymakers, and donor agencies based on the empirical evidence. Finally, directions for future research are outlined to build on the contributions of this study and address remaining gaps in the literature.

5.1 	Findings and Discussion
This study investigated the effect of talent management practices on employee retention among Community-Based Organizations (CBOs) in Karen State, Myanmar. The five talent management dimensions examined were recruitment and selection, training, performance management, reward structure, and career management. Using a structured questionnaire administered to 399 employees and supported by secondary data, the study aimed to identify the talent management factors that most significantly influence retention. Analytical techniques employed included reliability testing, descriptive statistics, and multiple regression analysis using SPSS.
The demographic findings reveal that the majority of respondents were female, which is consistent with the predominantly female composition of community health workforces across Southeast Asia. The majority were married and fell within the 26–35 years age group, indicating a young, mid-career workforce with family responsibilities that may influence their retention-related decision-making. In terms of education, the largest group held high school qualifications, followed by bachelor degree holders, reflecting the diverse educational backgrounds typical of CBO staff, which range from field health workers to program managers. Program and project staff dominated the occupational distribution, reinforcing the service delivery mission of these organizations.
Regarding working experience, the most common range was 4 to 6 years, with a significant proportion having over 9 years of service, suggesting a core of long-serving employees whose knowledge and community relationships are invaluable institutional assets. The income distribution showed that more than half of respondents earned 300,000 MMK or below, confirming the salary constraints prevalent in CBO contexts and highlighting the importance of non-monetary talent management approaches.
The descriptive analysis of talent management practices revealed that training received the highest mean score, followed by career management, recruitment and selection, performance management, and reward structure. These findings suggest that employees perceive training as the most consistently delivered talent management practice in their organizations, while reward structure is perceived as the most underdeveloped area. The high mean score for employee retention indicates that respondents have a generally positive intention to remain in their organizations, which is a promising baseline for further talent management investment.
The results of the multiple regression analysis confirm that all five talent management practices have a statistically significant positive effect on employee retention. The model explained the variance in employee retention, demonstrating that the selected independent variables together account for a substantial portion of employees’ retention behaviours. Among all predictors, reward structure and career management emerged as the two most influential factors, followed by performance management, recruitment and selection, and training. 
The significance of reward structure as a predictor is particularly noteworthy given the salary constraints commonly found in donor-funded CBOs. This finding suggests that employees are sensitive not only to financial compensation but also to the fairness and equity of reward distribution and the quality of non-monetary recognition they receive. The strong influence of career management aligns with Career Construction Theory, which posits that employees are more likely to remain in organizations where they can perceive a meaningful and achievable professional trajectory. For CBOs operating in conflict-affected areas such as Karen State, this implies that investing in career development conversations, internal promotion pathways, and leadership pipelines is not a luxury but a strategic necessity.
Performance management also proved to be a significant driver of retention, reinforcing the importance of constructive supervision, fair appraisal, and recognition of contributions in fostering employee commitment. Recruitment and selection, while the second-lowest predictor, nonetheless significantly influence retention by establishing organizational fit and trust from the outset of the employment relationship. Training, though recording the lowest beta coefficient, remains a significant contributor that reinforces employees perceived organizational investment. Collectively, these findings confirm that a holistic approach to talent management one that addresses all five dimensions simultaneously, is most effective for sustaining employee retention in CBO settings.

5.2 	Suggestions and Recommendations
Based on the findings of this study on the effect of talent management practices on employee retention at Community-Based Organizations in Karen State, several practical suggestions and recommendations are proposed for CBO managers, human resource practitioners, policymakers, and donor agencies.
The Community-Based Organizations (CBOs) should prioritize strengthening their career management systems. Given that career management emerged as one of the two strongest predictors of employee retention, organizations should invest in creating clear, transparent, and accessible career development pathways for all staff levels. This includes developing formal succession plans, establishing mentorship programs that pair junior staff with experienced leaders, and communicating promotion criteria and leadership opportunities clearly to all employees. Even in organizations with flat hierarchical structures, lateral development opportunities such as expanded responsibilities, project leadership roles, and specialization pathways can provide meaningful career progression.
The organizations should improve the equity and transparency of their reward structures. While financial compensation may remain constrained by donor funding cycles, CBOs can significantly enhance the perceived fairness and value of rewards through non-monetary approaches. These may include formal recognition programs such as staff appreciation events, certificates of achievement, and acknowledgment in organizational communications. Organizations should also review their compensation scales to ensure fairness relative to similar roles in the sector and communicate benefit packages clearly and consistently to all staff.
Furthermore, the performance management systems should be strengthened and made more developmental in orientation. Organizations are encouraged to invest in supervisory capacity building to ensure that line managers can conduct constructive performance conversations, provide actionable feedback, and link appraisal outcomes to learning and career opportunities. Establishing regular one-on-one supervision sessions, peer feedback mechanisms, and clear performance frameworks will help create a culture of accountability and mutual support that reinforces employee commitment.
Moreover, the recruitment and selection processes should be formalized and made more transparent, particularly in terms of vacancy communication and internal mobility. Organizations should implement standardized selection criteria based on competencies relevant to CBO work, ensure that job vacancies are communicated through accessible channels for all eligible candidates including field-based staff, and consider internal promotion as a deliberate retention and motivation strategy. Transparent and merit-based recruitment practices signal organizational integrity and fairness, which are foundational to long-term employee trust.
In addition, the organizations should maintain and expand their training programs as a cornerstone of talent management. Given the high perceptions of training quality and its significant effect on retention, CBOs should continue to invest in diverse, relevant, and accessible learning opportunities for all staff. This includes technical training for field health workers, management and leadership training for program staff, and digital or distance-based learning options that can reach staff in remote locations. Training should be treated as a long-term investment in both individual and organizational capacity.
Therefore, the donor agencies and strategic partners should align their funding mechanisms to support long-term talent management capacity building in CBOs. Short-term project funding cycles often prevent organizations from building sustainable HR systems. Supporting multi-year funding arrangements that include specific line items for staff development, reward enhancement, and HR system strengthening would enable CBOs to address retention challenges more systematically and sustainably. These recommendations, if implemented together, would contribute to a healthier, more stable workforce capable of sustaining community health services in Karen State over the long term.
5.3 	Needs for Further Research
While this study provides valuable empirical insights into the effect of talent management practices on employee retention in CBOs in Karen State, several areas require further investigation to deepen understanding and support evidence-based HR practice in the sector.
First, future research should expand the sample size and geographic scope of the study. This research focused on CBOs in Karen State, and while the findings offer relevant insights, expanding to other conflict-affected regions of Myanmar including Kayah, Shan, Chin, and Kachin States would enable comparative analysis and strengthen the generalizability of the findings across diverse ethnic and organizational contexts.
Second, future studies should explore additional variables that may influence employee retention in CBO settings. Factors such as organizational culture, transformational leadership, psychosocial support, job satisfaction, work-life balance, and external labor market dynamics were not included in this study but may play significant roles. Including these variables in future models could increase the explained variance and provide a more holistic understanding of retention in humanitarian and development organizations.
Third, a longitudinal study design would provide valuable insights into how talent management practices and their effect on retention evolve over time. As CBOs adapt to changing funding environments, conflict dynamics, and workforce composition, tracking changes in both talent management implementation and retention outcomes over multiple time points would reveal patterns and causal mechanisms not captured in cross-sectional designs.
Fourth, qualitative or mixed-methods studies are recommended to complement the quantitative findings of this research. In-depth interviews with CBO employees and managers would help illuminate the contextual factors, organizational narratives, and individual motivations that shape retention decisions in ways that survey data alone cannot fully capture. Mixed-methods approaches could provide a richer, more nuanced understanding of how talent management practices are experienced by different staff groups within CBOs.
Fifth, future research could examine the moderating roles of demographic variables such as gender, age, education level, and working experience on the relationship between talent management practices and employee retention. This study found significant demographic diversity among respondents, and understanding how talent management practices differentially affect various staff groups would enable organizations to design more targeted and effective retention strategies.
Finally, comparative studies across different types of humanitarian and development organizations including international NGOs, local NGOs, and government health departments would provide insights into how organizational type and funding structure moderate the effectiveness of talent management practices in influencing retention. Such studies would be particularly valuable for informing partnership and capacity-building strategies between local CBOs and their international counterparts in Myanmar.
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APPENDIX (A)
QUESTIONNAIRE

EFFECT OF TALENT MANAGEMENT PRACTICES ON EMPLOYEE RETENTION AT COMMUNITY-BASED ORGANIZATIONS IN KAREN STATE

Respected Sir / Madam,
I am pleased to inform you that I am a student at Swiss School of Business Research pursuing a degree in Master in Business Administration (MBA). As partial fulfilment of my degree, I am conducting research on "Effect of Talent Management Practices on Employee Retention at Community-Based Organizations in Karen State." I assure you that this is purely academic research and participation in this study is voluntary.
Please note that any information you provide will be treated confidentially. Your assistance will be highly appreciated. Thank you for your cooperation.

Yours faithfully,
Naw Theʼ Phyu
SSBR/2025/MBA 210678

SECTION A: DEMOGRAPHIC PROFILE OF RESPONDENT
Please tick (√) the appropriate answer.

1. Gender
  ☐ Male
  ☐ Female

2. Marital Status
  ☐ Single
  ☐ Married
  ☐ Divorced
  ☐ Widow

3. Age (Years)
  ☐ 20 ≤ 25 Years
  ☐ 26 – 35 Years
  ☐ 36 – 45 Years
  ☐ 46 – 55 Years
  ☐ Above 55 Years

4. Education Level
  ☐ High School
  ☐ Undergraduate
  ☐ Bachelor Degree
  ☐ Master Degree
  ☐ PhD Degree
  ☐ Others: Please Specify: _______________________

5. Position
  ☐ Admin & HR
  ☐ Finance
  ☐ Operation (Logistics / Pharmacy)
  ☐ Program / Project
  ☐ Seniors / Higher Leaders

6. Working Experience (Years)
  ☐ Less than 1 year
  ☐ 1 – 3 years
  ☐ 4 – 6 years
  ☐ 7 – 9 years
  ☐ Over 9 years



7. Monthly Salary (Kyat)
  ☐ ≤ 300,000
  ☐ 300,001 – 600,000
  ☐ 600,001 – 900,000
  ☐ 900,001 – 1,200,000
  ☐ 1,200,001 – 1,500,000
  ☐ Over 1,500,000







SECTION B: TALENT MANAGEMENT PRACTICES
Please indicate the response that best fits your level of agreement or disagreement with each statement by ticking (√) the appropriate box, based on the following scale: (1= Strongly Disagree, 2= Disagree, 3 = Neutral, 4 = Agree, 5= Strongly Agree)

Recruitment and Selection
	Sr. No.
	Statement
	1
	2
	3
	4
	5

	1.
	My organization recruits staff whose skills match job requirements.
	
	
	
	
	

	2.
	Recruitment and selection processes are fair and transparent.
	
	
	
	
	

	3.
	Staff are selected to roles that match their skills and experience.
	
	
	
	
	

	4.
	Job vacancies are clearly communicated to eligible candidates.
	
	
	
	
	

	5.
	When possible, internal staff are considered for new roles.
	
	
	
	
	



Training
	Sr. No.
	Statement
	1
	2
	3
	4
	5

	1.
	My organization provides training to help me perform my job effectively.
	
	
	
	
	

	2.
	Training programs improve my professional skills and knowledge.
	
	
	
	
	

	3.
	Training opportunities are relevant to my job responsibilities.
	
	
	
	
	

	4.
	Training opportunities encourage me to continue working in this organization.
	
	
	
	
	

	5.
	The organization supports participation in training when resources allow.
	
	
	
	
	



Performance Management
	Sr. No.
	Statement
	1
	2
	3
	4
	5

	1.
	My supervisor provides clear guidance on performance expectations.
	
	
	
	
	

	2.
	I receive feedback that helps me improve my work performance.
	
	
	
	
	

	3.
	Performance discussions are conducted fairly and respectfully.
	
	
	
	
	

	4.
	My work contributions are recognized by my supervisor.
	
	
	
	
	

	5.
	Performance outcomes are linked to learning or development opportunities.
	
	
	
	
	



Reward Structure
	Sr. No.
	Statement
	1
	2
	3
	4
	5

	1.
	I feel the compensation I receive is fair considering organizational resources.
	
	
	
	
	

	2.
	Rewards and recognition are fairly distributed among staff.
	
	
	
	
	

	3.
	Good performance is recognized by the organization.
	
	
	
	
	

	4.
	Non-monetary recognition (e.g., appreciation, responsibility, trust) is provided.
	
	
	
	
	

	5.
	The benefits offered meet my basic work-related needs.
	
	
	
	
	



Career Management
	Sr. No.
	Statement
	1
	2
	3
	4
	5

	1.
	The organization provides opportunities to develop my career.
	
	
	
	
	

	2.
	I understand how I can grow professionally within this organization.
	
	
	
	
	

	3.
	My supervisor supports my career development.
	
	
	
	
	

	4.
	Opportunities for increased responsibility or leadership are communicated clearly.
	
	
	
	
	

	5.
	The organization helps me develop leadership or specialized skills.
	
	
	
	
	





SECTION C: EMPLOYEE RETENTION
Please indicate the response that best fits your level of agreement or disagreement with each statement by ticking (√) the appropriate box, based on the following scale: (1= Strongly Disagree, 2= Disagree, 3 = Neutral, 4 = Agree, 5= Strongly Agree)

	Sr. No.
	Statement
	1
	2
	3
	4
	5

	1.
	I intend to continue working with this organization.
	
	
	
	
	

	2.
	I plan to remain with this organization for the foreseeable future.
	
	
	
	
	

	3.
	I would recommend this organization as a good place to work.
	
	
	
	
	

	4.
	I feel emotionally attached to this organization.
	
	
	
	
	

	5.
	Leaving this organization would be difficult for me.
	
	
	
	
	



Thank you for your participation!


APPENDIX (B)
SPSS Output


	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.712a
	.507
	.501
	.41199

	a. Predictors: (Constant), CM, Training, RnS, PM, RS




	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	68.549
	5
	13.710
	80.772
	.000b

	
	Residual
	66.706
	393
	.170
	
	

	
	Total
	135.255
	398
	
	
	

	a. Dependent Variable: ER

	b. Predictors: (Constant), CM, Training, RnS, PM, RS




	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.554
	.124
	
	12.513
	.000

	
	RnS
	.159
	.038
	.241
	4.135
	.000

	
	Training
	.169
	.034
	.212
	5.002
	.000

	
	PM
	-.179
	.036
	-.261
	-4.943
	.000

	
	RS
	.220
	.040
	.317
	5.531
	.000

	
	CM
	.262
	.043
	.310
	6.035
	.000

	a. Dependent Variable: ER
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