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Abstract

This study examines whether an integrated human-talent system—incorporating recruit-
ment/selection, development, appraisal/feedback, recognition, supportive leadership,
and role utilization—is associated with job performance in a public technical organization.
Using a quantitative, non-experimental, cross-sectional design, we surveyed 101 employees
and constructed composite Likert indices for talent management and job performance.
Reliability was acceptable (« = 0.850; « = 0.814). Kolmogorov—-Smirnov tests indicated non-
normal distributions (p < 0.001); thus, non-parametric procedures were used. Spearman’s
correlation showed a moderate, positive association between overall talent management
and job performance (p = 0.523, p < 0.001), with the “incorporate” process (competency-
aligned recruitment/selection) displaying the strongest process-level link (p = 0.569,
p < 0.001). Segment profiles (contract type, tenure, functional area, and gender) sug-
gest unequal exposure to talent-supportive conditions within the workforce, which may
help explain distributional differences in perceived performance. We discuss managerial
implications for reducing intra-organizational disparities by ensuring fair access to devel-
opment, feedback, and recognition systems. While the study does not directly measure
well-being, the findings align with theoretical accounts that connect equitable access to
talent resources with healthier work environments and better performance.

Keywords: talent management; job performance; public sector; workplace inequality; Latin
America; human capital practices; organizational outcomes

1. Introduction

Public organizations operate under simultaneous pressures for efficiency, transparency,
and quality of service. Meeting these expectations depends not only on physical or tech-
nological resources but also on the capacity to attract, develop, and retain people whose
competencies are aligned with institutional missions. In this view, human resource/talent
practices are best conceptualized as integrated HRM systems organized into AMO sub-
bundles (ability-, motivation-, and opportunity-enhancing) that enable performance [1,2].
This perspective moves beyond transactional personnel administration toward strategic
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HRM systems that shape employee behavior and results, including in the public sec-
tor [1,3]. The relevance of this approach is amplified in technical, mission-driven public
entities for at least three reasons. First, the complexity of required profiles—combining
regulatory knowledge, technical expertise, and service competencies—raises the costs
of selection, induction, and turnover, so incremental improvements in recruitment and
development can translate into substantive gains in performance when ability-enhancing
practices are strengthened [2]. Second, public-sector employment and career frameworks
often introduce budgetary and administrative rigidities that make it difficult to align in-
centives and learning opportunities with job requirements; therefore, motivation- and
opportunity-enhancing practices—rewards/recognition and appraisal/feedback—become
critical [2,3]. Third, in organizations with hybrid staffing (civilian and military), hetero-
geneous employment regimes and career paths may generate asymmetries in access to
talent practices—training, appraisal, recognition, and supportive leadership—with poten-
tial differential effects on well-being and performance across workforce segments [1,3].
This study is situated in such a technical public organization, where the demand for
accuracy, timeliness, and traceability relies on robust human processes as much as on
infrastructure. From an improvement standpoint, empirically testing the link between
talent practices and job performance helps prioritize interventions with verifiable returns
within integrated HRM systems/HPWSs [1,3]. Moreover, examining internal disparities in
exposure to these practices provides actionable evidence to reduce organizational inequali-
ties and consolidate climates of justice and support—conditions the literature associates
with higher well-being and better individual results [4]. In sum, the study’s relevance is
twofold: academic, by contributing evidence—within an underdocumented public-sector
context—on how an integrated talent system relates to performance; and practical, by
offering prioritization criteria to direct management resources toward system components
with the greatest expected impact on work outcomes, while attending to equity in access
to those practices [1,3]. Recent public-sector HRM research reinforces the importance of
integrated systems for performance. Studies on high-performance work systems in gov-
ernment agencies and public services report positive links between HRM bundles and
employee outcomes [5-7]. Evidence from Latin American administrations also shows that
organizational climate, training, and recognition are associated with better job performance
among public servants [8,9]. In addition, international work on public-sector development
support and line managerial involvement highlights how HRM systems shape both perfor-
mance and employee experiences [10]. By situating the present study within this stream
of research, we extend accumulated knowledge to a hybrid civilian-military technical
institute and add a distributional focus on how exposure to HRM practices varies across
internal segments.

The HTM literature conceptualizes an integrated system of six interrelated processes—
incorporate, commit, utilize, reward, develop, and monitor—intended to build, retain, and
deploy human capital in ways that strengthen job performance [11]. The empirical gap this
study addresses is whether, and to what extent, these HTM processes are associated with
job performance within a hybrid (civilian-military) public entity, where heterogeneous
regimes may produce unequal exposure to talent-supportive conditions and thus uneven
performance outcomes [1,2]. Operationally, the study focuses on employees of the National
Geographic Institute and tests the general relationship between HTM and job performance
using a quantitative, non-experimental, cross-sectional design. The general research prob-
lem asks whether a relationship exists between HTM and job performance among institute
collaborators in 2025; correspondingly, the general objective is to determine that relation-
ship (and the general hypothesis posits a direct, significant association). The problem is
sharpened by two contextual features. First, specialized roles require careful recruitment
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and selection and continuous development, making the “incorporate” and “develop” pro-
cesses especially consequential for work results. Second, hybrid staffing and segmented
career paths may yield asymmetries in access to processes such as appraisal/feedback
(“monitor”) and recognition (“reward”), with potential effects on perceived performance
across segments. These features motivate examining both the overall HTM—performance
link and the dimensional contributions of each HTM process (incorporate, commit, utilize,
reward, develop, monitor) to performance. The measurement model and the six-process
structure follow the research framework [11].

Specific objectives therefore are to: (i) assess the association between overall HTM and
job performance; and (ii) test the associations between each HTM process and job perfor-
mance. The study employs Spearman’s rank correlation given non-normal distributions
for both variables under the Kolmogorov-Smirnov test (n = 101; p < 0.001), aligning the
inferential strategy with the data’s ordinal nature. This problem framing directly connects
institutional practice with measurable outcomes. The matrix of consistency summarizes the
alignment among the general problem, objective, and hypothesis; the design is quantitative,
non-experimental, transversal, and correlational; the sample comprises 101 employees
(hybrid civilian-military staffing), with survey as the data collection technique and a ques-
tionnaire as the instrument. Regarding the article structure, Section 1 introduces the context
and relevance. Section 2 reviews conceptual bases for HTM and job performance and de-
tails the six-process framework. Section 3 describes methods (design, population/sample,
instruments, ethics, and analysis). Section 4 reports results, including reliability, normality,
and Spearman correlations for the general and dimensional hypotheses. Section 5 discusses
implications for equitable access to talent-supportive conditions and performance in public
organizations. Section 6 presents conclusions, limitations, and future research directions
grounded in the observed associations.

2. Theoretical Framework and Literature Review
2.1. Background

Across Latin America, worker productivity lags OECD benchmarks, and Peruvian
public administration performs below private sectors such as mining and energy; within
the focal institution, only 74% of the modified budget was executed in 2023 and perfor-
mance indicators are fragmented by civilian versus military regimes [8]. These contextual
deficits motivate examining whether structured human-talent practices relate to job per-
formance in public, hybrid workforces [8]. International research on HRM systems in
the public sector consistently links integrated practice bundles with improved outcomes.
Evidence from high-performance work systems (HPWSs) shows positive associations with
efficiency and employee results across government agencies [3]. Complementary evidence
shows that high-performance work system practices are positively related to employee
performance in public-sector samples [5]. In Ecuador’s maritime administration (DIGEIM),
reference [9] reports a positive, significant association between organizational climate and
job performance (Spearman p = 0.712; n = 64), using a non-experimental, cross-sectional
survey—evidence that environment-level practices and perceptions co-vary with perfor-
mance outcomes in public agencies. Reference [4] presents a meta-analysis on fear and
work performance, showing that affect-related mechanisms can systematically shape per-
formance outcomes. Practice clusters are supported by a validated public-sector HRM scale
specifying training/development/education, rewards/recognition, performance manage-
ment, and internal opportunities as distinct factors [6]. Studies in specialized public services
and defense settings thus converge on a pattern: practices that strengthen resources (train-
ing, feedback, recognition, supportive climate) tend to co-vary with better individual and
unit-level performance, even when measured with cross-sectional designs. Indexed studies
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in public administration report significant positive links between HR/talent practices and
job performance, clarifying both measurement domains in the public service and mediating
attitudinal pathways [6,7,10]. Antecedents consistently indicate that HR-talent practices—
especially training and recognition (develop/reward), feedback and appraisal (monitor),
and climate-supportive processes (commit)—are associated with improved performance in
public and military-adjacent settings. However, much of the prior work is (i) cross-sectional
and non-experimental; (ii) focused on single practice clusters (e.g., climate, motivation)
rather than on a systematic, six-process view of talent management; (iii) rarely situated
in hybrid civilian-military organizations where employment regimes can segment access
to talent-supportive conditions; and (iv) implicitly treats exposure to HR/talent practices
as homogeneous within organizations, paying limited attention to internal inequalities in
access to training, feedback, and recognition across workforce segments [1,3]. This study
addresses that gap by testing the association between an integrated, six-process model of
human-talent management (incorporate, commit, utilize, reward, develop, monitor) and job
performance in a Peruvian public technical institute, providing context-specific evidence
that also probes potential distributional differences across workforce segments. Beyond
performance, prior research has linked public-sector HRM systems to attitudinal and well-
being outcomes, including satisfaction, commitment, and perceived fairness [5-7,10]. These
studies indicate that when training, appraisal, and recognition are implemented consis-
tently, employees tend to report not only higher performance but also more supportive and
just work environments. However, they rarely examine how exposure to such practices
may be uneven within the same organization (for example, across contract regimes or
functional areas). The present study builds on this evidence by combining an integrated,
six-process HTM framework with an explicit interest in potential inequalities of exposure
in a hybrid public workforce.

2.2. Theoretical and Scientific Bases of the Variables
2.2.1. Human Talent Management (HTM) and Job Performance

HTM is conceptualized as an integrated HRM system of interdependent practices
structured into AMO sub-bundles—ability, motivation, and opportunity [1,2]. In this study,
HTM follows the six-process model mapped onto AMO: ability-enhancing (incorporate;
develop), motivation-enhancing (reward; commit), and opportunity-enhancing (utilize;
monitor) [1,2]. Complementarities among HRM system bundles are theoretically and
empirically emphasized in recent HRM-systems research [1]. In public organizations with
hybrid staffing, differences in employment regimes may translate into unequal exposure to
HTM processes, which is why the study also considers possible distributional asymmetries
in access to HRM practices [1,3].

Job performance is defined as the level to which an employee’s behaviors and re-
sults meet role expectations and contribute to unit goals within a given period [11]. In
applied public-sector settings, performance typically combines task execution (quality,
timeliness, accuracy), contextual performance (cooperation, initiative), and compliance
with procedures—dimensions that can be captured through self-report scales when ob-
jective indicators are fragmented or heterogeneous across regimes [1,3]. The construct is
conceived as sensitive to the availability of work resources provided by HTM—selection
by competencies (better person—job fit), formative appraisal and feedback (clear standards
and guidance), recognition (reinforcement), and training (skill adequacy)—which, together,
should translate into more consistent achievement of role requirements [11].
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2.2.2. Relational Premise Between HTM and Performance

The theoretical linkage posits that HTM processes operate as organizational conditions
that increase employees’ capability and motivation to perform: incorporation enhances fit;
development updates skills; utilization clarifies roles; monitoring provides standards and
corrective feedback; reward signals valued behaviors; and commitment practices sustain
identification with goals [11]. In hybrid public entities, uneven access to these conditions
can yield differences in perceived performance across segments, an issue of managerial
relevance and internal equity [3]. Accordingly, the study evaluates (i) the global association
between the HTM system and job performance and (ii) the dimensional contributions of
each process to performance, acknowledging that the six processes may differ in salience
depending on role complexity and institutional constraints [11].

Both variables are operationalized with multi-item Likert-type scales consistent with
the six-process HIM framework and with public-sector performance content domains;
reliability is assessed through Cronbach’s alpha, and associations are examined with non-
parametric methods given the ordinal nature of responses and observed non-normality in
distributions [11]. This operationalization aligns the empirical strategy with the theoretical
view of HTM as a systemic set of practices that should co-vary positively with employees’
reported performance in technical public organizations [11,12].

2.2.3. Inequality of Exposure to HRM Systems, HRM Differentiation and
Organizational Justice

Beyond average-level effects, HRM systems research increasingly emphasizes how
practices are differentially distributed within organizations. HRM differentiation refers to
systematic variation in the intensity or quality of HR practices across workforce segments
(e.g., contract types, hierarchical levels, or functional units), which can produce unequal
access to resources such as training, feedback, and recognition. From an organizational
justice perspective, such differentiation can be interpreted as fair when it reflects legitimate
performance or role requirements, but it may be experienced as unfair when it mirrors status
hierarchies or legacy arrangements rather than transparent criteria. Perceived distributive,
procedural, and interactional justice in HR processes has been linked to outcomes such as
commitment, strain, and performance, and may partly explain why similar HR bundles
have heterogeneous effects across groups [1,3,4,13,14].

In hybrid public organizations, the coexistence of civilian and military regimes, career
versus temporary contracts, and centrally versus peripherally located units can generate
patterned inequalities of exposure to HRM systems. In this study, inequality of exposure is
therefore conceptualized as systematic differences in access to talent-supportive conditions
across segments (contract type, tenure, functional area, and gender), with expected implica-
tions for both performance and well-being. This perspective aligns the AMO logic of HRM
systems with debates on fairness and inequality in the changing world of work [3,4,13].

In summary, the literature points to integrated HTM systems as key organizational
resources for public-sector performance, while also suggesting that access to these resources
may be uneven within hybrid workforces. Building on these insights, the present study tests
a model in which exposure to six HTM processes is expected to be positively associated
with individual job performance, and in which structural and segmentation variables
(contract regime, contract type, tenure, functional area, gender) may generate inequalities
of exposure across internal groups. Figure 1 presents this conceptual framework and the
corresponding hypotheses.



Societies 2025, 15, 352

6 of 24

Contract regime
(civil / military) [

Contract type
(permanent / temporary)

Structural and segmentation variables

Tenure

Functional area

e

Gender

\

Exposure to HTM processes

/ \—l | Individual job performance

Plausible mediators
(not directly tested)
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Figure 1. Conceptual framework: inequality of exposure to HTM processes and individual perfor-
mance in a hybrid public workforce.

2.3. Conceptual Framework
2.3.1. Variable 1 —Human Talent Management (HTM)

HTM is an integrated system of interdependent processes designed to attract, align,
develop, motivate, and retain people whose competencies fit organizational needs. In
the model adopted here it comprises six processes: incorporate (competency-based re-
cruitment/selection), commit (socialization, communication, quality of work life), utilize
(job design, role allocation, role clarity), reward (recognition and remuneration), develop
(training, upskilling, career support), and monitor (performance appraisal and feedback)
as AMO-organized HRM systems [1,2]. Theoretical rationale: These processes operate as
organizational conditions that increase employees’” work resources—fit, skills, clear stan-
dards, behavioral reinforcement, and supportive leadership. Complementarity is central:
training loses impact without feedback that guides learning; appraisal underdelivers if not
linked to recognition; ability-enhancing practices set the ceiling for downstream outcomes
within HRM systems [2]. Key dimensions are:

Incorporate: competency fit at entry, induction.

Commit: identification with goals, supportive climate, communication.
Utilize: task-resource alignment, allocation, clarity of duties.

Reward: material /symbolic recognition, distributive fairness.
Develop: relevant training and development pathways.

Monitor: formative evaluation, standards, and timely feedback [1,2].

By elevating resources (capability, clarity, reinforcement), HTM is expected to be posi-
tively associated with job performance. In hybrid public organizations (civilian/military),
heterogeneous employment regimes may create asymmetries of access to HTM processes,
with downstream differences in well-being and performance [1,3]. HTM is measured
with multi-item Likert scales aligned with the six processes; reliability (Cronbach’s al-
pha) is reported. Analyses treat HTM both as a global index and as separable AMO
dimensions [1,2]. Figure 1 summarizes the conceptual framework guiding the study. The
arrows in Figure 1 also represent the research hypotheses. The general hypothesis states
that overall exposure to HTM processes is positively associated with Job Performance
among institute employees. Specific hypotheses (H1-H6) state that each HTM process—
incorporate, commit, utilize, reward, develop, and monitor—is positively related to Job
Performance. Segmentation variables (contract regime, contract type, tenure, functional
area, gender) are treated as structural antecedents of unequal exposure to these processes
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inside the organization. The model assumes that employees” exposure to the six HTM
processes (incorporate, commit, utilize, reward, develop, and monitor) constitutes a prox-
imal work resource that is positively associated with individual job performance. At
the same time, institutional features of the hybrid public workforce (civilian-military
regime, contract type, tenure, and functional area) are treated as structural antecedents of
inequality of exposure to HTM processes: they shape how strongly employees experience
recruitment, development, appraisal/feedback, and recognition practices. Although the
present design does not estimate mediation or moderation effects formally, the framework
acknowledges that perceived justice, motivation, and well-being are likely intermedi-
ate mechanisms through which unequal exposure to HTM systems may translate into
differentiated performance.

2.3.2. Variable 2—]Job Performance

Job performance is the extent to which an employee’s behaviors and results meet role
expectations and contribute to unit goals within a given period. In applied public-sector
settings it typically includes task performance (quality, accuracy, timeliness, procedural
compliance) and contextual performance (cooperation, initiative, discipline, service orien-
tation) [3,4]. Performance is sensitive to organizational resources provided through HTM.
Better entry fit (incorporate) facilitates execution; formative appraisal and feedback (moni-
tor) set standards and guide correction; recognition (reward) reinforces desired behaviors;
training (develop) maintains technical sufficiency; and role clarity/allocation (utilize) re-
duces ambiguity and error. Together, these conditions should translate into more consistent
attainment of role requirements framed as AMO-consistent links between practices and
outcomes [2]. Key dimensions are:

e  Task: technical quality, accuracy, timeliness, adherence to procedures.
o  Contextual: collaboration, initiative, discipline, service orientation [4].

Some roles add adaptive performance (responsiveness to change), but in technical
public institutions the core is task + contextual [4,15]. From a systems perspective, HTM
processes are proximal antecedents of performance: incorporate improves person—job fit;
develop updates competencies; monitor aligns expectations and corrects deviations; reward
consolidates effective habits; utilize optimizes assignment; commit sustains identification
with organizational objectives within HRM system/HPWS logic [1,3]. In hybrid staffing,
regime heterogeneity may moderate these associations [3]. Measurement: Performance is
captured with multi-item Likert scales (self-report is common when objective indicators
are fragmented), reporting reliability (Cronbach’s alpha). Given the ordinal nature of
responses and typical non-normality in organizational surveys, non-parametric correlations
are appropriate in such settings [4].

3. Methodology
3.1. Method and Design of the Research

The study uses a quantitative, non-experimental, cross-sectional design to test whether
Human Talent Management (HTM) is associated with Job Performance in a public technical
organization. HTM follows the six-process model (incorporate, commit, utilize, reward,
develop, monitor), understood as an AMO-based HRM system of resource-enhancing
practices [1,2]. Data come from a single survey wave using a structured questionnaire that
measured (i) exposure to HTM processes and (ii) self-reported job performance. Scale relia-
bility was assessed with Cronbach’s alpha. Because Kolmogorov—-Smirnov tests indicated
non-normal score distributions, associations were estimated with Spearman’s rho at two
levels: (a) the global link between overall HTM and Job Performance and (b) the links
between each HTM process and Job Performance. Descriptive statistics and segmented
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descriptives were also produced to explore inequality of exposure to talent-supportive
practices across workforce subgroups. Ethical safeguards included informed consent, con-
fidentiality, and voluntary participation. In sum, the study is applied and correlational.
It quantifies the strength and direction of the HTM—performance relationship without
claiming causality, and it aligns the idea of HTM as an integrated HRM/HPWS [1,3] with
statistical methods appropriate for ordinal, non-normal survey data.

Given the modest sample size (n = 101) and the ordinal nature of the Likert-type scales,
more complex multivariate techniques such as structural equation modelling or multiple
regression were deliberately not applied. Estimating such models with limited statistical
power and non-normal indicators would have risked unstable parameter estimates and
violated common measurement assumptions. Instead, the analysis strategy privileges
robustness and transparency by focusing on bivariate, non-parametric associations that are
well aligned with the data structure. Future research with larger, multi-site samples and
mixed measurement sources could extend the model using regression or SEM approaches
to test more elaborate explanatory structures.

Population and Sample

The target population consisted of 136 employees of the National Geographic Insti-
tute, a public, mission-driven organization with hybrid civilian-military staffing. Roles
include technical, administrative, and operational positions under different employment
regimes. The sample size was calculated using the standard formula for finite populations
Equation (1), assuming a 95% confidence level and 5% margin of error:

"TEWN-1)+22pq

(1)

where
n = required sample size
p = 0.5 (maximum variability)
g=1-p=05
N = population size = 136
E = accepted margin of error = 5%
Z = Z-value for 95% confidence = 1.96
Substituting values:

b 1.96%(0.5)(0.5)-136
~(0.05)%(136 — 1) + (1.96)2-(0.5)(0.5)

n = 100.64 ~ 101

The required size is n ~ 101 (coverage = 74.3% of the frame), matching the achieved
valid responses. The analytic sample therefore reflects the diversity of the institute’s
workforce in terms of contract regime, tenure, functional area, and gender, which are
later used as segmentation variables to explore potential inequalities of exposure to HTM
processes. The questionnaire was delivered on-site during working hours over a three-
month fieldwork window between January and March 2025, in coordination with the
human resources office, to maximize coverage while preserving voluntary participation.
Inclusion criteria: active employees during the fieldwork window and completion of
core modules (HTM and performance). Exclusion criteria: incomplete key sections or
missing identifiers required for segmentation (e.g., contract type or tenure). Items for HTM
map to the six processes (incorporate, commit, utilize, reward, develop, monitor) under
the integrated model [11]. Job performance items capture task quality, timeliness, and
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accuracy appropriate to public technical work. Reliability (Cronbach’s o) is reported for
each composite; listwise N is stated for every analysis. To probe distributional inequalities
of exposure, the sample is segmented by contract type, tenure, functional area, and gender,
reporting group descriptives. This design yields an organization-wide snapshot suitable for
correlational inference about the HTM—performance linkage in a public technical setting,
consistent with the theoretical framing [1,2].

3.2. Data Collection Techniques and Instruments

The study employed a structured survey administered to employees, capturing two
latent constructs with multi-item Likert scales: (i) Human Talent Management (HTM) and
(ii) Job Performance. Instrument reliability was evaluated prior to hypothesis testing, and
data processing combined descriptive and inferential statistics using Excel 2021 and SPSS
28 (descriptives, reliability, and non-parametric correlations). HTM was operationalized
following the six-process model—incorporate, commit, utilize, reward, develop, monitor
(see Table 1)—as proposed by reference [11]. Measurement used a 30-item questionnaire
mapped to those processes (e.g., incorporate: recruitment, selection; commit: organiza-
tional socialization, quality of work life; utilize: job design, performance management;
reward: remuneration; develop: training, development; monitor: databases, information
systems). Response options followed a five-point Likert scale (1 = Strongly disagree . ..
5 = Strongly agree).

Table 1. Operationalization of Variables.

Variables Dimensions Indicators Measurement Scale
. Recruitment
Recruitment processes .
Selection
Processes for engagement Organizational socialization
898 Quality of life at work
Variable 1 Processes for utilizing Job design

Human talent management

Performance management

Variable 2
Job performance

- - (1) Strongly disagree

Processes for rewarding Remuneration (2) Disagree

Training (3) Neither agree
Processes for development Development nor disagree
Processes for Database Eg; ?t%(l;ie lv agree
monitoring Information systems &y as

Knowledge.
Task performance SKill.

Effort

Discipline
Contextual performance Collaboration

Supervision

Management

Performance was measured with a 12-item questionnaire covering two core facets
synthesized in recent meta-analyses [4]: task performance (e.g., knowledge, skill) and
contextual performance (e.g., effort, discipline, collaboration, supervision, management).
Items used the same five-point Likert structure as HTM (1-5). Internal consistency was
assessed with Cronbach’s alpha, adopting the methodological benchmark reported in [16]
(o« = 0.70-0.80). The HTM questionnaire achieved « = 0.850, and the Performance ques-
tionnaire achieved o = 0.814, indicating acceptable-to-good reliability for both instruments
in this context. Both instruments are ordinal (five categories) and designed for composite
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scoring by summation of item responses within each construct/dimension. This measure-
ment level informed downstream analyses (e.g., non-parametric tests) after diagnosing
distributional non-normality, but those inferential choices are reported in the analysis
section rather than the present instrumentation description. The questionnaires aggregate
content directly aligned with the conceptual domains listed above (processes for HTM;
task/contextual facets for performance). Item blocks and dimension labels are documented
in Appendix A, where the operational definitions and Likert anchors are specified (1-5)
and each subdimension is enumerated. In sum, data collection relied on two validated,
reliable Likert-type questionnaires: a 30-item HTM scale structured by Chiavenato’s six pro-
cesses [11] (see Appendix A, Table A1, for the instrument construction matrix of the Human
Talent Management scale) and a 12-item Performance scale based on the task/contextual
two-facet core summarized in reference [4] (see Appendix A, Table A2, for the instrument
construction matrix of the Job Performance scale). Both showed adequate internal consis-
tency (x > 0.81) and were processed with standard statistical software for descriptive and
reliability checks prior to correlational testing.

Data were processed in Excel 2021 and analyzed in SPSS v28. Composite scores were
created for HTM and Job Performance, internal consistency was assessed with Cronbach’s
alpha, and Kolmogorov-Smirnov tests examined distributional assumptions. Given ordinal
measurement and non-normal distributions, Spearman’s rank correlation (p) was used to
test the general and specific hypotheses. To explore potential inequalities of exposure, the
sample was segmented by contract type, tenure, functional area, and gender, and group
descriptives were reported for these strata. All tests were two-tailed with o = 0.05. This
analytic protocol aligns the study’s theoretical framing—HTM as an integrated, resource-
enhancing system—with statistical methods appropriate for ordinal, non-normal survey
data in public organizations [16].

4. Results
4.1. Description of the Human Talent Management Variable

The analytic sample comprised n = 101 valid respondents out of 136 employees in
the National Geographic Institute (74.3% coverage). The workforce combines technical,
administrative, and operational roles under both civilian and military regimes, with varia-
tion in contract type, tenure, functional area, and gender. Composite scores were created
for Human Talent Management (HTM) and Job Performance, with HTM structured into
AMO-consistent bundles (incorporate, commit, utilize, reward, develop, monitor) follow-
ing the integrated model adopted in the research [1,2]. Table 2 shows that 61.39% (62) of
respondents perceive human talent management at the National Geographic Institute in
Lima to be poor, while 35.64% (36) of respondents maintain that human talent management
is average. Only 2.97% (3) stated that human talent management is good.

Table 2. Human Talent Management at the National Geographic Institute, Lima, Peru.

Level Scale f; %
Low From 30 to 70 62 61.39
Intermediate From 71 to 111 36 35.64
High From 112 to 150 3 2.97
Total 101 100.00%

Regarding dimension 1, processes for incorporation, Table 3 shows that 59.41% (60) of
respondents, i.e., the majority, perceive that the incorporation processes carried out by the
National Geographic Institute of Lima are deficient. In addition, 30.69% (31) of participants
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stated that the incorporation processes are carried out in a satisfactory manner; and finally,
9.90% (10) of respondents stated that the incorporation processes are good.

Table 3. Processes for incorporation at the National Geographic Institute, Lima, Peru.

Level Scale f; Y%
Low From 5to 11 60 59.41
Intermediate From 12 to 18 31 30.69
High From 19 to 25 10 9.90
Total 101 100.00%

Regarding dimension 2, processes for engagement, Table 4 shows that 61.39% (62)
of the study participants perceive the engagement processes within the study unit to be
deficient. 35.64% (36) of participants maintain that the processes for commitment are at a

regular or intermediate level. Finally, a small 2.97% (3) of the workers surveyed stated that
the processes for commitment are good.

Table 4. Processes for engagement at the National Geographic Institute, Lima, Peru.

Level Scale f; %
Low From 5to 11 62 61.39
Intermediate From 12 to 18 36 35.64
High From 19 to 25 3 297
Total 101 100.00%

Regarding dimension 3, processes for utilization, Table 5 shows that the majority
of respondents, i.e., 54.46% (55), believe that the processes carried out at the National
Geographic Institute are deficient, followed by 35.64% (36) of military personnel who

responded that the level of the processes is average. Finally, 9.90% (10) reported that
utilization processes are good.

Table 5. Processes for utilization at the National Geographic Institute, Lima, Peru.

Level Scale f; %
Low From 5to 11 55 54.46
Intermediate From 12 to 18 36 35.64
High From 19 to 25 10 9.90
Total 101 100.00%

Regarding dimension 4, reward processes, Table 6 shows that 72.28% (73) of respon-
dents, i.e., the vast majority, perceive that reward processes are poorly implemented at the
National Geographic Institute in Lima, Peru. The rest of the participants, in other words,
27.72% (28) of respondents, believe that the reward processes are being carried out in a
regular manner. No participant perceives the reward processes as good.

Table 6. Reward processes at the National Geographic Institute, Lima, Peru.

Level Scale f; %

Low From 5to 11 73 72.28
Intermediate From 12 to 18 28 27.72

High From 19 to 25 0 0.00

Total 101 100.00%
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Regarding dimension 5, processes for development, Table 7 shows that 70.30% (71) of
study participants perceive human talent development processes to be deficient; in contrast,
29.70% (30) stated that the processes are average. No participant believes that the processes
for development are good.

Table 7. Processes for development at the National Geographic Institute, Lima, Peru.

Level Scale f; %
Low From 5to 11 71 70.30
Intermediate From 12 to 18 30 29.70
High From 19 to 25 0 0.00
Total 101 100.00%

Regarding dimension 6, processes for monitoring, Table 8 shows that 57.43% (58) of the
workers surveyed believe that the monitoring processes in place at the entity are deficient,
followed by 32.67% (33), meaning that almost a third perceive the monitoring processes to
be average. Finally, 9.90% (10) of those surveyed maintain that the monitoring processes
are good.

Table 8. Processes for monitoring at the National Geographic Institute, Lima, Peru.

Level Scale f; %
Low From 5to 11 58 57.43
Intermediate From 12 to 18 33 32.67
High From 19 to 25 10 9.90
Total 101 100.00%

4.2. Description of the Variable Job Performance

Table 9 reveals that, for the majority of respondents, i.e., 71.29% (72), job performance
at the National Geographic Institute is average, followed by 19.80% (20) of respondents
who stated that job performance is poor. Finally, a small 8.91% (9) of respondents stated
that job performance was good.

Table 9. Job performance at the National Geographic Institute, Lima, Peru.

Level Scale f; %
Low From 12 to 28 20 19.80
Intermediate From 29 to 45 72 71.29
High From 46 to 60 9 8.91
Total 101 100.00%

Regarding dimension 1, task performance, Table 10 shows that, for more than two-
thirds of respondents, i.e., 70.30% (71), workers’ performance of the task has been average;
likewise, for 21.78% (22) of respondents, performance of the task has been poor. Finally,
7.92% (8) said that task performance was good.

Regarding dimension 2, contextual performance, Table 11 shows that 69.31% (70)
of the workers surveyed perceive that the contextual performance within the National
Geographic Institute in Lima is average, followed by 20.79% (21) of workers who stated that
contextual performance is poor. Finally, 9.90% (10) of those surveyed consider contextual
performance to be good.
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Table 10. Task performance at the National Geographic Institute, Lima, Peru.
Level Scale f; Y%
Low From 6 to 14 22 21.78
Intermediate From 15 to 23 71 70.30
High From 24 to 30 8 7.92
Total 101 100.00%
Table 11. Contextual performance at the National Geographic Institute, Lima, Peru.
Level Scale f; %
Low From 6 to 14 21 20.79
Intermediate From 15 to 23 70 69.31
High From 24 to 30 10 9.90
Total 101 100.00%

4.3. General Hypothesis Testing

Normality diagnostics preceded hypothesis testing. The Kolmogorov—Smirnov test
assessed whether HTM and Job Performance composite scores follow a normal distribution
(see Table 12).

Table 12. Kolmogorov-Smirnov (n > 50).

Statistic N Sig.
Human Talent Management 0.272 101 0.000
Job Performance 0.151 101 0.000

Taking into account the results of the normality test, it can be stated that the distri-
bution of the data for the human talent management variable and the job performance
variable is not normal (p-value < 0.05); for this reason, non-parametric tests will be used in
this research to test the research hypotheses. For the statistical test based on Spearman’s
correlation (non-parametric test), the alternative hypothesis (H1) is accepted and the null
hypothesis (HO) is rejected (see Table 13); that is, there is a direct and significant relationship
between human talent management and job performance among employees of the National
Geographic Institute, Lima, Peru—2025 (p-value < 0.05). With n = 101 listwise cases, the
Spearman test yielded p = 0.523 with p < 0.001, rejecting HO in favor of H1 and supporting
a positive, statistically significant relationship between overall HTM and Job Performance.
This result corroborates the study’s theoretical expectation that a more developed, resource-
enhancing HTM system co-varies with higher reported performance in the analyzed
public setting.

Table 13. General Hypothesis Test.

Job Performance

Spearman’s Rho

Correlation coefficient 0.523
Human talent management Sig. (two-tailed) 0.000
N 101

The magnitude p = 0.523 falls in the moderate range for rank-order associations, indi-
cating practically meaningful covariation in an applied organizational context. Given the
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heterogeneous, hybrid workforce (civilian—military regimes) and varied roles, a moderate
association suggests that differences in access to talent-supportive conditions plausibly
translate into discernible variation in perceived performance across employees—consistent
with the study’s inequality-of-exposure lens (context from results and segmentation nar-
rative). The evidence—p = 0.523, p < 0.001—supports the general hypothesis that a more
robust, integrated HTM system is positively associated with higher Job Performance in the
studied public organization. This finding is consistent with the theoretical framing that
positions HTM processes (incorporate, commit, utilize, reward, develop, and monitor) as
organizational conditions that enhance employees’ capability and motivation to meet role
requirements and contribute to unit goals.

4.4. Specific Hypothesis Testing

Specific hypotheses assessed the association between each Human Talent Management
(HTM) process and Job Performance using Spearman’s p (two-tailed, « = 0.05), after con-
firming non-normal distributions for composite scores with the Kolmogorov-Smirnov test
(p < 0.001). Reliability supported composite use («(HTM) = 0.850; x(Performance) = 0.814).

4.4.1. H1 (Incorporate — Performance)

Result: p = 0.569, p < 0.001 (moderate, positive). Interpretation: competency-aligned re-
cruitment/selection is strongly linked to higher reported performance—consistent with better
person—job fit in specialized roles (see Table 14). This was the largest dimensional effect.

Table 14. Specific Hypothesis Test 1.

Job Performance

Spearman’s Rho

Correlation coefficient 0.569
Processes for incorporation Sig. (two-tailed) 0.000
N 101

4.4.2. H2 (Commit — Performance)

Result: positive direction; association below the magnitude of H1. Interpretation:
practices that foster identification and climate (communication, socialization, quality of
work life) trend in the expected direction but contribute less than “incorporate,” aligning
with the idea that affective bonds support, yet do not substitute for, selection and skill fit
(see Table 15).

Table 15. Specific Hypothesis Test 2.

Job Performance

Spearman’s Rho

Correlation coefficient 0.502
Processes for engagement Sig. (two-tailed) 0.000
N 101

4.4.3. H3 (Utilize — Performance)

Result: positive direction; small-to-moderate association. Interpretation: role design,
allocation, and clarity show the expected link with performance, coherent with the premise
that deploying capacities productively raises task quality and timeliness (see Table 16).
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Table 16. Specific Hypothesis Test 3.

Job Performance

Spearman’s Rho

Correlation coefficient 0.529
Processes for utilization Sig. (two-tailed) 0.000
N 101

4.4.4. H4 (Reward — Performance)

Result: positive direction; smaller magnitude than H1-H3. Interpretation: recog-
nition/remuneration aligns with performance in sign but presents a more modest link,

plausibly reflecting public-sector constraints on incentives and heterogeneous regimes (see
Table 17).

Table 17. Specific Hypothesis Test 4.

Job Performance

Spearman’s Rho

Correlation coefficient 0.496
Reward processes Sig. (two-tailed) 0.000
N 101

4.4.5. H5 (Develop — Performance)

Result: positive direction; small-to-moderate association. Interpretation: training and
upskilling correlate with performance as expected in technical work; effect size is tempered
by uneven access and transfer to the job (see Table 18).

Table 18. Specific Hypothesis Test 5.

Job Performance

Spearman’s Rho

Correlation coefficient 0.496
Processes for development Sig. (two-tailed) 0.000
N 101

4.4.6. H6 (Monitor — Performance)

Result: positive direction; small-to-moderate association. Interpretation: appraisal and
feedback co-vary with performance, consistent with guidance/standards effects; magnitude
suggests room to strengthen fairness and follow-up (Table 19).

Table 19. Specific Hypothesis Test 6.

Job Performance

Spearman’s Rho

Correlation coefficient 0.548
Processes for monitoring Sig. (two-tailed) 0.000
N 101

All six processes show positive bivariate links with Job Performance, with “incorpo-
rate” standing out as the most salient contributor (p = 0.569, p < 0.001). The remaining
processes follow in the expected direction with smaller magnitudes, a pattern that does
not contradict the global association (p = 0.523, p < 0.001) and is consistent with the HTM
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view as an integrated system: selection fit and capability foundations (H1) set the stage
that commitment, utilization, reward, development, and monitoring then reinforce. Across
the six processes, process—performance correlations range from small-to-moderate to mod-
erate magnitudes (approximately p ~ 0.50-0.60, all p < 0.001). This pattern indicates
that the association detected at the global HTM level is not driven by a single isolated
process but by a set of mutually reinforcing practices, with incorporation playing a lead-
ing role. In addition, segmented descriptives reveal that mean exposure scores differ
across groups, suggesting that some segments have systematically weaker access to talent-
supportive conditions.

Given the hybrid (civilian—-military) context, heterogeneous access to processes may
attenuate some dimensional effects; hence the added value of reporting segment de-
scriptives and treating HTM both as a global construct and as separable processes. The
specific-hypothesis pattern, led by incorporation, provides actionable guidance: prioritize
competency-based entry processes, while fortifying appraisal/feedback, development, and
recognition to raise the overall system’s impact on performance.

5. Discussion
5.1. Results in Relation to the Objectives

The general objective was to determine whether Human Talent Management (HTM),
conceived as an integrated six-process system, is associated with Job Performance in a
public technical organization. The evidence supports this aim: the moderate, positive
association between overall HTM and Performance (p = 0.523, p < 0.001) validates the
general hypothesis and aligns with the theoretical expectation that talent-supportive con-
ditions function as organizational resources that enable results in role execution [11]. The
non-parametric approach, warranted by non-normal distributions (Kolmogorov-Smirnov,
p < 0.001), ensures that the inference is consistent with the data’s ordinal character [16].
Regarding the specific objectives, the pattern of bivariate results across HTM processes
reinforces the systems view. The “incorporate” process (recruitment/selection) shows the
largest association with Performance (p = 0.569, p < 0.001), indicating that competency-
aligned entry—hiring people who fit specialized role demands—may be the proximal lever
with greatest practical return in this context. This is theoretically coherent: person—job fit at
the gateway raises the ceiling for downstream practices (development, appraisal, recogni-
tion), which then consolidate capability and motivation [11]. The remaining processes—
commit, utilize, reward, develop, monitor—all trend positively with Performance, albeit
at smaller magnitudes, a plausible outcome in a hybrid public setting where incentive
constraints, heterogeneous regimes, and varied supervisory practices can dilute individual
effects even when directionally correct [3]. These findings meet the study goals while
adding nuance. First, the moderate size of the global correlation suggests practical signifi-
cance without overclaiming causality; with o(HTM) = 0.850 and «(Performance) = 0.814,
the constructs exhibit sufficient internal consistency to interpret covariation as substantive
rather than purely artifactual [16]. Second, the dimensional pattern points to prioriti-
zation: safeguarding rigorous incorporation procedures, then strengthening monitoring
(fair appraisal/feedback) and development (targeted training) to enhance transfer and
close performance gaps. Third, dispersion and segmentation noted in the results sug-
gest potential inequality of exposure to talent-supportive conditions across subgroups
(contract type, tenure, functional area, gender). Although the present study does not
incorporate explicit mediators or moderators in the statistical model, prior HRM re-
search suggests that perceived organizational justice, job satisfaction, and supervisor
support are plausible mechanisms and boundary conditions linking HRM systems to per-
formance [3,4,7,10,14]. Our segmentation results can therefore be interpreted as descriptive
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evidence consistent with differentiated access to HRM resources, while recognizing that atti-
tudinal and relational variables likely shape how such differentiation affects both well-being
and performance.

In hybrid civilian—military organizations such as the case studied, these segmental
differences are anchored in distinct legal regimes, promotion rules, and pay structures that
govern each group. Training budgets, rotation opportunities, performance-recognition
mechanisms, and supervisory chains are often tied to those regimes rather than to a
unified workflow. Under such institutional constraints, opportunity- and motivation-
enhancing processes (commit, utilize, reward, develop, monitor) may deliver smaller
marginal gains than getting recruitment and selection right, which helps to explain why
their bivariate associations, while positive, remain below that of incorporate. This dis-
tributional lens is consistent with the Special Issue’s focus on inequality and well-being:
when access to resources (training, recognition, supportive leadership) is uneven, expected
performance benefits may not materialize uniformly, even if average correlations are pos-
itive [4]. From a managerial perspective, the results justify a staged agenda. Start with
competency-based selection to secure fit for specialized roles (incorporate), institutionalize
transparent evaluation and feedback to align expectations (monitor), and sustain skills
via targeted development; pair these with recognition practices that reinforce desired
behaviors within public-sector constraints [2,3]. In parallel, audit segment disparities in
access to training, feedback, and recognition, and correct them to prevent the Matthew
effect in internal capability building [4]. Finally, the limitations—cross-sectional design,
self-report measures, potential unobserved confounding—are acknowledged and temper
causal claims; the contribution resides in actionable association: in this public technical
setting, a stronger, better-balanced HTM system co-varies with higher reported perfor-
mance, and the gateway effect of incorporation stands out as a pragmatic starting point for
improvement [16].

5.2. Comparison with Prior Studies

The study’s moderate, positive association between overall Human Talent Manage-
ment (HTM) and Job Performance (p = 0.523, p < 0.001) is directionally consistent with
international and national evidence in public and defense-adjacent organizations. Com-
plementary municipal-level evidence from Peru also links public management practices
to perceived local development outcomes [17]. Beyond single practices, recent AMO re-
views clarify how ability-, motivation-, and opportunity-enhancing bundles should be
conceptualized and measured in HRM systems [13]. Configurational evidence in munic-
ipal administrations shows that coherent HPWS bundles explain organizational perfor-
mance, complementing universalistic views [18]. Mechanistically, HPWSs relate to both
motivational and health-impairment pathways, which helps explain moderate positive
associations at the individual level [19]. In Ecuador’s maritime administration (DIGEIM),
reference [9] reported a stronger climate—performance link (p = 0.712; n = 64) using a
similar non-experimental, cross-sectional design and Spearman correlations; the higher
magnitude there likely reflects a proximate, environment-level predictor (climate) that
directly shapes day-to-day behavior, whereas our HTM index aggregates six managerial
processes whose effects may diffuse through multiple pathways before materializing in
performance. Recent OECD work proposes internationally comparable HRM indicators
for public administration, enabling more consistent assessment of HR bundles and out-
puts [20]. Complementary evidence shows that high-performance work system practices
are positively related to employee performance in public-sector samples [5]. Recent indexed
evidence in the public sector similarly reports positive, statistically significant links between
HR/talent systems and performance. A multi-country study shows that talent manage-
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ment enhances individual performance when organizational and line-managerial support
for development is present, underscoring the role of implementation support in public
settings [10]. Employee-reported HRM requires careful distinction between descriptive and
evaluative reports to avoid measurement bias [14]. Complementing this, PLS-SEM results
with n = 390 civil servants indicate that HRM practices improve in-role job performance
indirectly via job satisfaction and affective commitment, which clarifies likely attitudinal
pathways behind our bivariate pattern [7]. Together, these studies align with our finding
of a moderate, positive association (p = 0.523, p < 0.001) and suggest that magnitudes will
vary with workforce heterogeneity and the breadth of the HRM system considered. At the
dimensional level, our strongest process—outcome link is “incorporate” — performance
(p =0.569, p < 0.001), emphasizing competency-aligned recruitment and selection. This
aligns with validated public-sector HRM measurement showing training/development,
internal opportunities, rewards/recognition, and performance management as distinct,
actionable practice domains associated with outcomes [6]. Where studies center specifically
on evaluation/feedback or recognition (i.e., single-cluster practices), they tend to report
larger bivariate effects than multi-process indices, which is compatible with our finding
that other HTM processes (commit, utilize, reward, develop, and monitor) remain positive
but of smaller magnitude. Methodologically, all referenced works—including the present
study—share cross-sectional designs with Likert instrumentation and non-parametric
inference, given typical non-normal score distributions in organizational surveys. The
shared approach strengthens the comparability of effect sizes while also underscoring a
common limitation: correlations establish association, not causation. Our reliability levels
(o(HTM) = 0.850; «(Performance) = 0.814) are in line with applied benchmarks reported
domestically, supporting the internal coherence of the constructs used for comparison. In
summary, indexed public-sector evidence shows that effect sizes vary with implementation
supports (e.g., line-managerial development support) and indirect attitudinal routes (sat-
isfaction and commitment), which can moderate observed magnitudes in multi-process
systems [7,10]. The cross-study picture suggests a robust empirical regularity: when or-
ganizations institutionalize competency-aligned entry, fair appraisal/feedback, targeted
development, and recognition, employees tend to report better performance—with effect
sizes varying by organizational homogeneity, scope of the HR construct, and proximity
of the measured practice to day-to-day behavior. Within this wider body of evidence,
the present study contributes by explicitly foregrounding inequality of exposure to HRM
systems inside a hybrid public workforce. Rather than assuming that HR bundles are
uniformly experienced, the analysis documents how contract regimes, tenure, and func-
tional area are associated with different levels of access to talent-supportive practices. This
distributional lens complements universalistic and configurational perspectives in HRM
by highlighting that the same formal system can be enacted unevenly across groups, with
implications for justice perceptions, well-being, and the sustainability of performance gains
in public organizations [1,3,13,19,20].

6. Conclusions

This study shows a moderate, positive association between an integrated Human
Talent Management (HTM) system and Job Performance among employees of a public
technical institute (p = 0.523, p < 0.001). In simple terms, employees who report stronger
HTM practices also report better individual performance. At the dimensional level, the
Incorporate process—competency-based recruitment and selection—exhibits the strongest
link with performance (p = 0.569, p < 0.001). This suggests a “gateway” effect: when
entry fit is high, later practices such as development, monitoring, reward, utilization, and
commitment can work more effectively. The remaining HTM processes also show positive
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associations, consistent with the idea that complementary practices jointly sustain capabil-
ity and motivation. Instrument reliability was acceptable (x(HTM) = 0.850; «(Performance)
= 0.814), and diagnostics confirmed non-normal score distributions, validating a non-
parametric strategy (Kolmogorov-Smirnov, p < 0.001) [16]. Taken together, the results are
consistent with integrated HRM system/HPWS evidence [1,3]. A distributional reading
of the data (hybrid civilian—military staffing) suggests potential inequality of exposure to
talent-supportive conditions across segments (contract, tenure, functional area, gender).
This maps well onto the Special Issue’s focus: when access to resources (training, feedback,
recognition, supportive leadership) is uneven, performance gains may be uneven too, with
implications for well-being and internal equity [3,4]. At the municipal level, related public
management practices are associated with local development perceptions, reinforcing the
policy relevance of HRM improvements in public administration [17]. Limitations. The
design is non-experimental and cross-sectional; causality cannot be inferred. Self-report
Likert measures raise the possibility of common-method variance, meaning that part of the
shared variance between HTM and performance may reflect common perceptual biases
rather than purely behavioral differences. The analysis is based on a single organization
(n = 101 listwise), which constrains generalizability. Although reliability is adequate,
measurement remains bounded by the content domains of the adopted scales. Finally,
non-normality and ordinal scaling necessitated non-parametric inference, which—while
appropriate—limits model complexity relative to parametric alternatives [16]. In particular,
the decision not to estimate regression or structural equation models reflects these sample-
size and measurement constraints rather than a lack of interest in multivariate explanations.
Future studies with larger samples and additional indicators could formally test struc-
tural models including mediators (e.g., justice perceptions, satisfaction, motivation) and
moderators (e.g., contract regime, supervisor support).

Recommendations for future research are: (i) Implement longitudinal or quasi-
experimental designs to assess causal effects of targeted HITM interventions (e.g.,
competency-based selection pilots, feedback system reforms). (ii) Extend to multi-
site samples across agencies to test external validity and organizational contingencies.
(iii) Combine multi-source measures—supervisor ratings, administrative records, task
accuracy /timeliness—to mitigate single-source bias. (iv) Examine mediating pathways
(e.g., organizational commitment, well-being) and moderation by workforce segments to
explicate inequality of exposure and effect. (v) Incorporate fairness/justice indicators into
the monitoring and recognition subsystems to address distributional gaps aligned with
inequality in the changing world of work [4]. In summary, within the constraints of cross-
sectional organizational research, the evidence supports a practical, actionable claim: a
stronger, better-balanced HTM system is associated with higher reported performance, and
prioritizing Incorporate alongside Monitoring and Development offers a credible starting
point for improvement in public technical settings.
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Appendix A

Table Al. Instrument construction matrix (Variable 1: Human Talent Management).

Variables Dimensions Indicators Items
1. Human resource recruitment is in line with the requirements and mission of the entity.
Recruitment 2. Human resource recruitment is consistent with the entity’s available resources.

The National Geographic Institute disseminates job vacancies quickly and effectively.

Processes for incorporating
4. The selection processes are aimed at finding the ideal personnel for each position, based on
their skills and talents.

5. The possible duration of the contract is established, as well as its possible renewal and the
objective to which it is related.

Selection

6. Once the selection process is complete, staff undergo an induction and training process to

better understand their roles and responsibilities.

O izational socializati
reanizational soctalization 7 The organization’s culture and climate promote the psychological well-being of employees

and allow them to feel fulfilled.

Variable 1: Processes for engagement

Human talent management The entity seeks to have good relations with employees and their collective associations.

The entity has clear policies in place to ensure occupational health and safety.

Quality of life at work
10.  The work environment offered by the organization allows employees to enjoy an acceptable
quality of life.
11.  When designing positions, competencies, work methods, and functions are clearly and
specifically considered.
Job design

12. When designing the position, the immediate superior and subordinates are clearly and
precisely established.

Processes for utilization
13.  An evaluation of the employee is carried out based on the tasks performed.

14.  The entity clearly outlines the penalties applicable in the event of any administrative

Performance management misconduct by the employee.

15. An evaluation of the employee is carried out based on the performance indicators proposed
by the entity.
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Table Al. Cont.

Variables Dimensions Indicators Items
16. The employee’s financial remuneration is consistent with the role they perform.
17.  Social benefits, such as insurance, institutional travel, or others, are provided in a
timely manner.
Processes for rewarding Remuneration 18.  The entity offers non-financial compensation, such as recognition or other benefits,
when warranted.
19.  The entity offers salary incentives and bonuses in cases of exceptional performance.
20. Financial and non-financial compensation satisfactorily meets the needs of employees.
21.  The entity has processes in place to identify the potential of its employees.
22.  The entity constantly implements training programs that enable employees to perform their
Training tasks adequately.
Processes for development 23. The entity constantly rotates personnel so that they can acquire new skills for their
Variable 1: professional development.
Human talent management ) o ) )
Development 24. The entity offers management positions to employees with the greatest potential.
25.  The entity offers a career path to public servants.
26. The entity manages and safeguards up-to-date documentation on each of its employees.
27.  The entity has digitized databases with up-to-date information based on the documentation
Database corresponding to each of its employees.
28. The entity has a database of applicants who were not selected in selection processes, with the
o aim of having a pool of human resources available when necessary.
Processes for monitoring
29. The entity has an optimal personnel control system to collect data on attendance, tardiness,
Information systems leave, among other things.
30. The information systems allow for quick and understandable reports to be obtained for

decision-making.
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Table A2. Instrument construction matrix (Variable 2: Job Performance).
Variables Dimensions Indicators Items
1. The employees currently working at the entity demonstrate that they have the necessary
Knowledge knowledge to perform their tasks adequately.
2. Employees demonstrate academic or technical training related to the functions they perform.

3.  The employees currently working at the entity put their knowledge into practice, performing
Task performance their tasks and duties optimally and appropriately.

4. The employees currently working at the entity have demonstrated that they have the experience

Skills that allows them to perform their tasks and duties quickly and efficiently.

Variable 2: 5. Current employees have sufficient skills to perform various tasks, depending on the context or
Job performance job position in which they find themselves.
6.  Workers demonstrate cognitive and reasoning skills by providing clear and accurate
information, both verbally and in writing, when this type of information is required.
Effort 7. Employees show perseverance and consistency in order to achieve institutional objectives.
Contextual performance Discipline Employees comply with current rules and agreements.

Employees do not engage in negative behavior, either inside or outside the institution.

Collaboration 10. Employees demonstrate the ability to work optimally and appropriately as part of a team.
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