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(UCV), Peru. Faculty of Economic Sciences. The main objective of the study was to determine the relationship between human talent management
jhgarciada@ucvvirtual.edu.pe (correspondence) and job performance, using as contextual analysis the workers of the Interregional clinic in the city of
Bagua, Peru, 2023. The main methodological approach was quantitative, relational and non-
experimental design. The population consisted of 14 collaborators. Specifically, the main technique used
was the survey. The results showed that human talent management is 35.7% accurate (medium level)
and job performance is 57.2% (high level), also the correlation between the variables was 0.71, being in
a high and positive correlation and the p-value was 0.004, that is enough statistical significance.
Therefore the conclusion is that both variables are correlated, confirming the hypothesis of the study.
Finally, some practical recommendations are pointed out based on the results.
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RESUMO

O principal objetivo do estudo foi determinar a relacdo entre a gestdo de talentos humanos e o
desempenho no trabalho, usando como anélise contextual os trabalhadores da clinica inter-regional na
cidade de Bagua, Peru, 2023. A principal abordagem metodolégica foi quantitativa, relacional e de
desenho ndo experimental. A populacdo foi composta por 14 colaboradores. Especificamente, a
principal técnica utilizada foi a pesquisa. Os resultados mostraram que a gestéo de talentos humanos
tem 35,7% de precisdo (nivel médio) e o desempenho no trabalho tem 57,2% (nivel alto). Além disso, a
correlagdo entre as variaveis foi de 0,71, sendo uma correlacdo alta e positiva, e o valor de p foi de
0,004, ou seja, significancia estatistica suficiente. Portanto, a conclusdo é que ambas as variaveis estdo
correlacionadas, confirmando a hipdtese do estudo. Por fim, algumas recomendacdes praticas séo
apontadas com base nos resultados
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El objetivo principal del estudio fue determinar la relacién entre la gestion del talento humano vy el
desempefio laboral, utilizando como analisis contextual a los trabajadores de la clinica Interregional de
la ciudad de Bagua, Per(, 2023. El enfoque metodoldgico principal fue cuantitativo, relacional y de
disefio no experimental. La poblacién estuvo constituida por 14 colaboradores. Especificamente, la
principal técnica utilizada fue la encuesta. Los resultados mostraron que la gestion del talento humano

ARTICLE INFORMATIONS tiene una precisién de 35,7% (nivel medio) y el desempefio laboral de 57,2% (nivel alto), asimismo la
Science-Metrix Classification (Domain): correlacién entre las variables fue de 0,71, encontrandose en una correlacién alta y positiva y el valor p
Economic & Social Sciences fue de 0,004, es decir suficiente significancia estadistica. Por lo tanto la conclusién es que ambas
Main topic: variables estan correlacionadas, confirmando la hipdtesis del estudio. Por Ultimo, se sefialan algunas
Human talent management and job recomendaciones practicas basadas en los resultados
performance
Main practical implications:

Optimize human talent strategies for Palabras clave: Talento, trabajadores, desempefio, gestion humana, eficacia.

heightened job performance, particularly
relevant for healthcare institutions. Extend
lessons to diverse sectors, fostering
organizational effectiveness, employee
satisfaction, and productivity.
Originality/value:

This study introduces ground-breaking
evidence, revealing a notable correlation
between human talent management and job
performance in Peru's healthcare landscape in
2023. Offers unique insights, contributing
significantly to organizational enhancement
across diverse contexts.
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INTRODUCTION

Globally, human talent management in the year 2019, only developed countries have an adequate score in terms of
human talent management in its three evaluation contexts: Investment and development measurement on national talent
fostered by the economy, attraction based on talent retention at the country level, and preparation quality of skills and
competence in the country. (The World Economic Forum, 2019). For Kozjek & Franca (2020) in Slovenia, highlights the
importance of the staff for the business conglomerate in terms of achieving its purposes. In Ecuador, he considers that in
order to achieve the objectives and success of the organization, there must be an efficient personnel management (Gapara,
2021).

It is the committed worker who gives the company the best performance (Mahmood et al., 2019). In the face of poor
labor performance is an actuator of low efficiency and profitability, therefore, on labor performance becomes a priority for
employers (De Clercq et al., 2019). Companies have the obligation to improve labor performance to strengthen their
competitiveness (Alvarez et al., 2018). On the other hand, Ho et al. (2021) reveals that companies have major drawbacks in
how to increase employee performance efficiently. In the world today, companies do not have the solvency to motivate them
to improve their performance (Billings et al., 2021).

In the national context, Castro & Delgado (2020) mention that human talent management is deficient because it fails
to strengthen knowledge and identify the priorities of its collaborators. Management identifies talent, retains it, promotes its
training for improvement (Cubas et al.,, 2022). For Rojas et al. (2020), talent management 12.5% when hiring personnel does
not verify their capacity, knowledge and skills.

Regarding labor performance, Santillan & Saavedra (2021) in Moyobamba, the majority (60%) have a moderate level
of labor performance. The lack of labor performance in the company prevents it from growing; therefore, entrepreneurs
should pay special concern and attention to the performance of their workers (Bautista et al., 2020). For Lluncor et al. (2021)
reveals that all respondents had a poor performance, the vast majority said that they had no training by their entity.

In the local context, the Bagua International Clinic is a health care company with five years of service and is no
stranger to the weaknesses that prevail globally. The clinic has weaknesses such as not having adequate management in
terms of personnel recruitment; there is no mass dissemination of its calls for applications, which limits the level of applicants,
and its selection is made by personnel who are not specialists in these processes, so their choice is not always the best. In
terms of customer service, there are often problems with not having adequate customer service personnel, due to lack of
training and knowledge of procedures. There are no promotions, which is a limiting factor in the professional and
motivational development of its employees.

It is theoretically justified because through the theoretical construct it behaves with respect to the reality of the
company taken as the object of study, being of relevance for its results since it will lend itself to theoretical controversy.
Taking theories from Chiavenato (2009) and Matsuo (2019).

The methodological justification is supported by the efficiency according to the methodology adopted in the
research, making feasible and valid its conclusions and suggestions, in that sense the methodological accompaniment is in
the whole context of the inquiry, through the use of quantitative approach, association statistics, deductive methods. In
addition, its practical justification is focused through the evaluation of the association between the two variables of study,
which will be able to be known, to propose improvements to the studied entity, bringing it a range of benefits and valuable
suggestions for it to make its decisions. In its justification, but social, it is mentioned that the research will bring a series of
benefits by revealing the reality both for the companies of the health line, collaborators, researchers and interested people.

LITERATURE REVIEW

In Uganda take Obedgiu et al. (2022) research that aimed to link personnel management and employee performance
in state universities - Uganda. Quantitative, cross-sectional and correlational research. The results were verifiable as the
existence of association between variables (B = .430, p < .001). They concluded that there was association for the variables
and its effect is positive and significant.

In Lebanon Niu et al. (2021) in their inquiry substantiated by their objective on the association of human capital
management, retention and its dominance on employee performance. Quantitative research. Their results showed the
positive association of management, retention both with performance with 0.996 and 0.995 both with a sig. of 0.000. They
concluded that there is indeed a link between the variables studied, meaning that the more work on talent management
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programs, the higher the employee's performance and retention rate.

In Indonesia, the study of Sopiah et al. (2020) who investigated under the objective to determine the association of
personnel management and performance of healthcare employees in Indonesia - 2020 is collected. Research quantitative
method. It had by results that the association of Pyx 0.678 and sig. of 0.000 demonstrating its associativity between inquiry
variables. Having by conclusion, revealed that there was a positive influence of management on employee performance.

For Wassem et al. (2019) in Pakistan through their research whose purpose of the article was to examine the effects
of retention on employee capabilities, textile item. Quantitative inquiry, descriptive correlational level. Their results were that
the t-value and p-value show a significant association of retention and employee capability development (f = .093, p < .05, t
< 2.981). It was concluded that, employee retention is an indicator of improved capability development and is supportive of
management.

In Egypt we have Dahshan et al. (2018) with their inquiry supported by their objective to establish the effect of
personnel management and job performance in Shebin El-Kom nosocomios - Egypt, quantitative and correlational inquiry.
Their main findings they found was an association of 0.751 and a p of 0.000 of personnel management and employee
performance. They concluded that there was a 75.1% linkage between the variables in the hospital organization.

Bibi (2018) Article sought to examine the effect of human capital management practice on the performance of
medical service salaried employees in Pakistan. Fulfilling quantitative methodology and cross-sectional design. Their results
were that an association of 0.779, 0.081 and 0.834 a p < 0.05 was found between the components of people management
[recruitment and selection, mentoring and compensation] and job performance. It was concluded that there were binding
effects between the variables.

At the national level, Bravo & Calle (2022) in Jaén, for their thesis, set out to verify the link between personnel
management and labor effectiveness in a municipal institution in 2020. A descriptive correlational descriptive research work
of non-experimental design. Their results showed that human talent management and labor effectiveness have an average
level of 66.7% and 70% respectively, while in their hypothesis test through the Rho - Speraman test, their p-value was 0.000,
and 0.713 for associativity coefficient. Therefore, they concluded that there was a significant link for personnel management
with work efficiency.

For Garcia (2021) in Chiclayo, his thesis was based on his objective, which was to determine whether there is a link
between personnel management and labor performance in a hospital. This was a quantitative, correlational research. The
results showed that management and performance had an average level that ranged between 35.6% for the first variable and
60% for the second, but the level of association between management and job performance was 0.167 and a sig. of 0.000.
This concluded that the dimension of integration of people is associated with job performance with a positive association of
0.667.

In Pucallpa Saldafia (2021) thesis whose purpose was to analyze the link between personnel management and
teachers' performance in the UGEL of Coronel Portillo year 2021. It was a quantitative, basic, relational, non-experimental
design research. It had a significance of 0.046, being lower than 0.05, therefore an association was found. Concluding that
personnel management is significantly associated with work capacity and job performance.

In Huancayo De la Cruz & Torres (2020) with their thesis whose purpose was to determine if there was a
correspondence between personnel administration and job performance in Caja Huancayo 2020. Their thesis was elaborated
under the typology of applied research and for its level they chose the correlational. Her results showed that the tau b is
t=0.660 and a sig. of 0.000, indicating that there was a moderate dependence of talent management with the magnitude of
employee training and development. Their conclusion was that there was an association between personnel management
and employee training and development.

In Chiclayo we have Monteza (2020) thesis whose purpose was to promote a human capital management plan to
improve labor performance in the Judiciary of Chiclayo - 2019. The research had a quantitative approach, of descriptive-
correlational typology. Its results determined that performance is significantly associated according to the sig. of 0.000 and
the Rho Spearman coefficient of 0.77. Therefore, it was concluded that job performance was related to talent management
and that its performance dimension was also associated with talent management.

At the local level, we have Medina (2021), a master's degree research conducted in Bagua Grande, with an objective
in which he tried to decree the linking of people management and labor performance in the Sub-Regional Sub-Management,
Utcubamba, 2022. Basic, quantitative and non-experimental research. It was found that the talent management variable had a
regular level of 46.67% and while performance was also at a regular level with 41.67%, while the Spearman relationship was
0.483 with a significance level of 0.001, and also of the first variable with the competencies dimension was 0.249 and a sig of
0.055. Therefore, it was concluded that there was an effective connection of the variables studied in the entity.
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Human talent management is defined as the grouping of policies and practices essential for the management of
administrative circumstances related to human resources, such as the phases of recruitment, selection, training, remuneration
and valuation (Chiavenato, 2009).

According to Chiavenato (2009) the dimensions are: The integration of people, refers to the integration of new
workers to the company, for this it is necessary to have in hands an integration plan with the purpose that the new member
finds the tools and the appropriate environment to be integrated quickly both in their learning and their commitment from
the first moment, this is also called recruitment of personnel through selection processes. Its indicators are: recruitment and
selection. The organization of people, this dimension is the way the company makes its divisions on the essential
requirements for its operation, through job designs and evaluations of the subjects that perform the work within these. Its
indicators are: job design and performance evaluation (Chiavenato, 2009).

The rewarding of people, all kinds of recognition is well seen everywhere by individuals, they make them feel valued
for their work, this makes rewarding and recognizing makes them feel satisfied and manages to stimulate in a productive
way, these rewards can be as fair wages, benefits, bonuses and others. The indicators are: remuneration and incentives
(Muhammad, 2022)

The development of people, this process is linked to the development of capabilities through continuous
improvement with a view to achieving better professionals and people. Indicators: development and admiration of
knowledge (Li, 2022)

The retention of people, this dimension deals with the way workers are retained for long periods in the company,
through ways of attracting talents, developing satisfactory psychological conditions and appropriate climates for them to
perform their activities in the best possible way, with order, discipline, excellent personal relationships and risk forecasts,
among others. Indicators: quality of life and employee relations (Fiirstenberg et al., 2021).

The auditing of people, this factor is aligned to the evaluation of the policies and practices of the personnel in the
organization with the purpose of decreeing the faults and that it prospers the continuous progress by means of the
recommendations to get to obtain the efficiency, effectiveness and enterprise effectiveness. For this it is necessary to have an
information base and means of verification of the results. Its indicators: data management and administrative information
systems (Burghardt & Moller, 2023)

Job performance is the full compliance of the tasks in the company, it is variable from worker to worker subject to
certain situations ranging from their effort, their ability, skill and the way they see their tasks performed by each one of them
(Matsuo, 2019).

According to Robbins & Judge (2013), they mention the following dimensions of job performance: Work capability is
the result of the worker's interaction with his or her work, i.e, how good a worker is in the present, in the near future, and
how capable he or she is to do his or her job or work with respect to work demands and health and mental resources
(Anbazhagan et al,, 2016). Also Robbins & Judge (2013) those attitudes that the worker performs in his or her work based on
his or her experience, having skills and abilities as indicators.

Job performance, in this dimension, contemplates the involvement of the employee as part of an organization, which
allows him/her to grow effectively, through an effort of their own that will acquire knowledge to achieve their social and
professional welfare. It has as indicators commitments, responsibilities (Robbins & Judge, 2013).

Effectiveness is the correct way of doing things, that is, the development of activities within its area in order to
achieve the objectives proposed by the company. Its indicators are: Capacity and compliance (Pokojski et al., 2022).

The employee profile is measured based on his or her behavior, characteristics and individual experiences that the
employee has in the company, this behavior is subject to different factors ranging from age, gender and even the form of
identification that he or she has with the company. Training and experience are indicators (Udayar et al., 2020).

METHODS

The type of inquiry was basic, according to Naupas et al. (2018) mentions that basic inquiries are developed in order
to discover new knowledge and are the basis for applied and technological research. These inquiries serve in the social
environment. For its approach was quantitative, Research works with quantitative approach are those that use numerical
analysis, statistical analysis of instruments using computer programs, to derive to their results (Hernandez et al., 2014). It had
a correlational level, the inquiries with this level seek the behavior of one variable on the other, there is no independent or
dependent variable (Hernandez et al., 2014).
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The hypothetical deductive method is that inquiry that starts from a hypothesis supported by theoretical
development, which, following a series of logical rules of deduction, leads to new conclusions and empirical prognoses, which
will be subjected to verifications (Clavijo, et al., 2014). Non-experimental design, because the elements to be studied will not
be manipulated in any way, i.e., they will be examined in their natural context (Hernandez et al., 2014). Cross-sectional, its
particularity of these studies is that they are conducted at a single moment or instance, with no follow-up (Hernandez et al.,
2014).

The main methodological technique for raising the data, was the survey, commonly used for quantitative inquiries.
According to Arias (2020), it is a technique widely used since it allows taking valuable information that allows solving the
problem or the hypothesis. was the questionnaire, a primary instrument in the interrogation techniques, its formulation must
meet certain criteria ranging from the wording to its location in the context of the questionnaire (Arias, 2020). In the inquiry
there are 40 items divided into 24 for the first variable and 16 for the second, shown in Annex 3.

It is the grouping of specific situations limited in scope from which the sample will be drawn (Arias, 2020). It consisted
of 14 workers from the Interregional Clinic in the city of Bagua 2023. The census sample is when all the elements of the
population of a phenomenon to be studied are taken because it is considered small (Lopez & Fachelli, 2015). In this case, the
sample consisted of 14 workers. There was no specific sampling since it was a census sampling since it will constitute the
entire population. The company Clinica Interregional in the city of Bagua 2023 was asked for the necessary permissions to
conduct the research directed to the representative (Annex 4), then a theoretical inquiry was made on the variables of reliable
sources. Data collection was done through the survey technique and under the questionnaire instrument that allowed solving
the objectives and hypotheses.

For this method we worked with SPSS V26 statistical software, and also with Microsoft Excel, obtaining tabulated
data, which were obtained from the questionnaires. The descriptive analysis was carried out, which constituted the processing
and organization of the data by levels, which made it possible to reflect them in figures and/or tables as appropriate. Next,
we continued with the inferential statistical analysis, which consisted of applying Pearson's statistical method. This statistic
consisted in seeing the association between the variables, allowing to solve the hypotheses of the study, being.

RESULTS AND DISCUSSION

In the following section, we present the outcomes of our investigation, shedding light on the correlation between
human talent management and job performance in the healthcare sector of Bagua, Peru, 2023:

Table 1 Human talent management in the Interregional clinic

Level N %
Low 5 35.7%
Medium 5 35.7%
High 4 28.6%
Total 14 100.0%

Note: As shown in Table 1 on the analysis of the first human talent management variable in the interregional clinic in the city of Bagua in the year 2023,
35.7% (5) consider it to be at a low and medium level, but 28.6% (4) consider it to be at a high level.

Table 2 Job performance at the Interregional clinic

Level N %
Low 3 21.4%
Medium 3 21.4%
High 8 57.2%
Total 14 100.0%

Note: Table 2 shows that 21.4% (3) considered that the job performance in the interregional clinic in the city of Bagua is at a low and medium level, but
57.2% (8) considered it to be at a high level.
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Table 3 Normality test

Shapiro-Wilk

Statistician gl Sig.
Human talent management .950 14 .557
Job performance .881 14 .060

Note: In the analysis shown in the table it can be observed that the sig. level is greater than 0.05 for both variables, therefore, it can be inferred that the data
distribution analyzed is normal, therefore, the inferential statistic to be applied will be Pearson's statistic.

Table 4 Human talent management and job performance

Human talent

Variables Description Job performance
management
Pearson correlation 1 T127
H | . .
uman talent Sig. (bilateral) .004
management
N 14 14
Pearson correlation 712" 1
Job performance Sig. (bilateral) .004
N 14 14

Note: Table 4 shows the existence of a significant link between human talent management and job performance in the Interregional clinic in the city of
Bagua 2023. The Pearson correlation was Pearson correlation was 0.712 being in the range of high and positive correlation, its sig. was 0.004 is much lower
than 0.05 affirming the relationship according to the hypothesis initially stated (that both variables had a relationship).

Table 5 Human talent and labor capacity management

Human talent

Variables Description Labor capacity
management
Pearson correlation 1 639
Human talent Sig. (bilateral) 001
management
N 14 14
Pearson correlation 639 1
Labor capacity Sig. (bilateral) .001
N 14 14

Note: Table 5 shows the existence of a significant link between human talent management and labor capacity in the Interregional clinic in the city of Bagua
2023. Such that the Pearson correlation was 0.639 being in the range of high and positive correlation, in the verification of the sig. it was 0.014, being lower
than 0.05, thus affirming the relationship initially proposed for the first specific hypothesis, that the first variable did have a relationship with the labor
capacity dimension.

Table 6 Human talent management and labor development

Human talent

Variables Description Job performance
management
Pearson correlation 1 657"
Human talent Sig. (bilateral) 011
management
N 14 14
Pearson correlation 657" 1
Job performance Sig. (bilateral) 011
N 14 14

Note: Table 6 shows the existence of a significant link between human talent management and labor performance in the Interregional clinic in the city of
Bagua 2023. According to the Pearson's correlation found was 0.657 being in the range of high and positive correlation. Furthermore, its sig. was 0.011 being
lower than 0.05 affirming the relationship according to the second specific hypothesis initially raised about the link of variable 1 on labor performance.
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Table 7 Human talent management and labor effectiveness

Human talent

Variables Description Labor efficiency
management
Pearson correlation 1 581
Human talent Sig. (bilateral) 029
management
N 14 14
Pearson correlation 581" 1
Labor efficiency Sig. (bilateral) .029
N 14 14

Note: Table 10 shows the existence of a significant link between the first variable and the profile of the
collaborators in the Interregional clinic in the city of Bagua 2023. Pearson's correlation was 0.537, being in the
range of moderate and positive correlation. In addition, its sig. was 0.029 being in a range lower than 0.05,
therefore the fourth specific hypothesis can be affirmed.

Table 8 Human talent management and the profile of collaborators in the workforce

Human talent

Variables Description Employee profiles

management
Pearson correlation 1 537"
H | . .
uman talent Sig. (bilateral) .048
management
N 14 14
Pearson correlation 537" 1
Employee profiles Sig. (bilateral) .048
N 14 14

Note: Table 8 shows the existence of a significant link between the first variable and the profile of the collaborators in the Interregional clinic in the city of
Bagua 2023. Pearson's correlation was 0.537, being in the range of moderate and positive correlation. In addition, its sig. was 0.029 being in a range lower
than 0.05, therefore the fourth specific hypothesis can be affirmed.

The main purpose of the research was to determine the relationship between human talent management and the job
performance of the employees of the Interregional clinic in the city of Bagua 2023. In the survey, the descriptive results were
that for the variable of human talent management in the interregional clinic in the city of Bagua in the year 2023, 35.7% (5)
considered it to be at a medium level. Regarding labor performance in the interregional clinic in the city of Bagua in 2023, it
was considered to be at a high level according to the level of responses of 57.2% (8).

As for the inferential results, the existence of a significant link between human talent management and job
performance in the Interregional clinic in the city of Bagua 2023 was demonstrated, according to Pearson's correlation
coefficient of 0.712, which is in the range of high and positive correlation, and its sig. was 0.004, which is less than 0.05.

As for the descriptive results found, they are almost similar to those found by the researchers Garcia and Medina, but
for both cases they stated that the two variables were under the same status, according to Garcia (2021) obtained results that
management and performance had an average level that ranged between 35.6% for the first variable and 60% for the second.
In the same situation for Medina (2021) he found that the talent management variable had a regular level 46.67% and while
performance was also at a regular level with 41.67%. This shows that there are differences between results in terms of
performance, which shows the variability of the situations according to the company under study.

In the inferential findings show that the variables are highly linked which shows that it is of importance in any
company, as they are repetitive in the multiple studies found, for sample we take Niu et al. (2021) their results showed the
positive association between talent management, retention both with performance with 0.996 and 0.995 both with a sig. of
0.000. Also Obedgiu et al. (2022) found similar results where they proved the existence of association between variables
according to p = 430, p < .001. Concluding that if there was association for human talent management variables its effect is
positive and significant. Sopiah et al. (2020) their results that Pyx association 0.678 and sig. of 0.000 demonstrating their
associativity between inquiry variables. In conclusion, they showed that there was a positive influence of management on
performance. So had Dahshan et al. (2018) found the association of 0.751 and a p value of 0.000 between talent management
on performance. Concluding that there was a 75.1% linkage between the variables in the hospital organization. and likewise
had Bibi (2018) who found an association of 0.779, 0.081 and 0.834 a p < 0.05 between the components of talent
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management [recruitment and selection, mentoring and compensation] and job performance. The conclusion was that there
were binding effects between the variables. The contrastation shows that both variables are linked, i.e. the effects of one will
have repercussions on the other, so that both positions must be treated with great care to obtain favorable results for the
company-worker.

Regarding the first specific purpose of determining the relationship between human talent management and labor
capacity in the workers of the Interregional clinic in the city of Bagua 2023.

The descriptive findings corresponding to the work capacity dimension of the job performance variable showed that
43% (6) of the respondents indicated that they were at an average level.

The inferential findings showed the existence of a significant link between human talent management and work
capacity in the Interregional clinic in the city of Bagua 2023, according to Pearson's correlation coefficient of 0.639, which is in
the range of high and positive correlation, and its sig. was 0.014, which is less than 0.05.

Work capacity is very important for any company, so it has to be managed in an appropriate way in terms of human
talent management, since it is showing that it has an impact on the worker's work capacity. Therefore, these results are similar
to those shown by Saldafia (2021) who stated that his results were of 0.046 significance, being less than 0.05, thus finding an
association between talent management and labor capacity. Similarly, Wassem et al. (2019) results showed that the t-value
and p-value show a significant association between retention and development of employee capabilities (B = .093, p < .05, t
< 2.981). It was concluded that, employee retention is an indicator of improved capability development and is supportive of
management. Both authors agree on the value that should be placed on the employee so that he/she feels secure and shows
all his/her capabilities in favor of the company and his/her professional development.

Regarding the second specific purpose of determining the relationship between human talent management and
labor performance in the workers of the Interregional clinic in the city of Bagua 2023.

The descriptive findings corresponding to the job performance dimension of the performance variable showed that
50% (7) of the respondents indicated that they were at a high level.

As for the inferential findings on the second specific purpose, the existence of a significant link between human
talent management and labor performance in the Interregional clinic in the city of Bagua 2023 was demonstrated. According
to Pearson's correlation coefficient was 0.657 being in the range of high and positive correlation, also its sig. was 0.011 being
lower than 0.05.

The results show that for the company a good or bad management will have an impact on the labor performance of
the worker, which makes the result important and shows it for the company to take into account, as found by Monteza (2020)
who determined that personnel management is significantly associated with performance according to the sig. of 0.000 and
the Rho Spearman coefficient of 0.77, therefore concluding that the labor performance dimension was associated with talent
management.

Regarding the third specific purpose of determining the relationship between human talent management and the
effectiveness of the workers of the Interregional clinic in the city of Bagua 2023.

The descriptive findings corresponding to the work effectiveness dimension of the performance variable showed that
71% (10) of the respondents indicated that it was at an average level.

As for the inferential findings on the third specific purpose, the existence of a significant link between human talent
management and labor effectiveness in the Interregional clinic in the city of Bagua 2023 was demonstrated. According to
Pearson's correlation coefficient was 0.581 being in the range of moderate and positive correlation, also its sig. was 0.029
being lower than 0.05.

Effectiveness is what is sought from a worker, therefore, working from management to be able to have effective
workers is a challenge for the company that must be assumed from the first moment in which this very important resource is
available. This result is contrasted with what Bravo & Calle (2022) found through the hypothesis test by means of the Rho -
Spearman, resulting in a p value of 0.000, and 0.713 for the associativity coefficient. Therefore, they concluded that there was
a significant link between management and work effectiveness.

With regard to the fourth specific purpose of determining the relationship between human talent management and
the profile of the workers of the Interregional clinic in the city of Bagua 2023.

The descriptive findings corresponding to the work effectiveness dimension of the performance variable showed that
43% (6) of the respondents indicated that it was at an average level.

As for the inferential findings on the fourth specific purpose, the existence of a significant link between human talent
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management and the profile of collaborators in the Interregional clinic in the city of Bagua 2023 was demonstrated.
According to Pearson's correlation coefficient was 0.537 being in the range of moderate and positive correlation, also its sig.
was 0.048 being lower than 0.05.

This situation coincides with what was found in Huancayo De la Cruz & Torres (2020) where their results showed that
the tau b is t=0.660 and a sig. of 0.000, indicating that there was a moderate dependence between the talent management
variable and the worker training and development dimension (profile). Their conclusion was that there was an association
between talent management and employee profile. A worker's profile is important for recruiters because it contains his or her
level of training and experience, which are valuable requirements for companies that are always looking for well-trained
workers with optimal experience for the position they are applying for, hence its relevance to good talent management at the
time of recruitment.

FINAL CONSIDERATIONS

First, it was concluded that there was indeed a relationship between human talent management and job performance
in the workers of the Interregional clinic in the city of Bagua 2023, since the level of significance was 0.004 being lower than
0.05, corroborating the existence of a relationship according to the hypothesis proposed at the beginning of the research. In
addition, it could be seen that the variable was located at a medium level with 35.7%.

Secondly, it was observed that there was a relationship between human talent management and work capacity in the
workers of the Interregional clinic in the city of Bagua 2023, since the level of significance was 0.014 being lower than 0.05,
corroborating the existence of a relationship according to the specific hypothesis 1 initially proposed. Also its level of capacity
was located at a high level with 43%.

At once, it was determined that there was a relationship between human talent management and labor performance
(commitment and responsibility) in the workers of the Interregional clinic in the city of Bagua 2023, since the significance
level was 0.011 being lower than 0.05, affirming the existence of a relationship according to the specific hypothesis 2 stated.
Similarly, it was found that the performance was at a high level with 50%.

In that order, it was detected that there was a relationship between human talent management and effectiveness in
the workers of the Interregional clinic in the city of Bagua 2023, since the level of significance was 0.029, being lower than
0.05, affirming the existence of a relationship according to specific hypothesis 3.

Finally, it was concluded that there was a relationship between human talent management and the profile of the
collaborators of the Interregional clinic in the city of Bagua 2023, since the level of significance was 0.048 being lower than
0.05, affirming the existence of a relationship according to the specific hypothesis 4 initially proposed. Likewise, it was found
that the efficacy was located at a medium level with 43%.

RECOMMENDATIONS

It is recommended that the company and the department of human talent management in the clinic take into
account the results obtained, its management should be oriented to be optimal, improve all the guidelines selected for this
variable: ranging from integration, organization, rewarding, development, retention of people and adaptation in an efficient
and humane manner so that its results have an impact on the company as well as on the personal and professional level of
the worker, therefore this area should be staffed with efficient knowledge personnel to promote good job performance.

On the other hand, it would be desirable for human talent management to work on the management of the worker's
capacity, that is to say, to improve it through training, coaching, training that allows the worker to flow optimally in their work
in the company and their own development.

Thus, it is highly recommended that human talent management work as an example in terms of commitment and
responsibility, that is to say that they comply with what they offer to the new employee, show commitment in respecting their
remuneration, incentivize them through rewards for achievements, retain the good worker among others and thus allow
workers to imitate this good reference. Also, a good path for improvements would be that human talent management
evaluate the level of effectiveness (capacity and compliance) of workers through a training program, in order to give them
equal opportunities to face their work and measurement.

Finally, it is advisable that human talent management within its recruitment program take into account the level of
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profile that the applicant has for the specific area of work, i.e. the requirement of the position must be well defined under
clear and precise requirements so that at the time of selection you can be sure that you are choosing the right people.
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