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ORIGINAL

ABSTRACT
Introduction: When a company lacks an explicit management model, its organizational philosophy, human talent practices and job 
performance tend to operate separately. The problem is sharper in unstable economies such as Venezuela. The aim was to identify the 
elements that an organizational management model should include to strengthen the job performance of human talent in a Venezuelan 
food company. Methods: Qualitative, interpretive study using a hermeneutic-phenomenological method in a food company in Aragua 
State. Three purposively selected managers were interviewed in depth, and participant observation was conducted. Data were categorized, 
structured, contrasted with theory and triangulated. Results: Three categories emerged: competency-based hiring policies; staff training 
and updating; and performance, motivation and professional growth. Written job profiles exist, but two informants reported that they 
are not always applied in hiring. Training was perceived differently depending on the informant’s position, and all three called for conti-
nuous evaluation, feedback and non-monetary recognition. Conclusions: The proposed model is built on a documented organizational 
philosophy and has four dimensions: competency-based hiring, continuous training, performance management, and motivation and 
labor relations. Leadership and communication cut across all four. The model is reviewed annually, with quarterly follow-up.
Keywords: organizational management; human talent; job performance; competency-based management; qualitative research

RESUMEN
Introducción: Cuando una empresa no cuenta con un modelo de gestión explícito, la filosofía organizacional, las prácticas de talento 
humano y el desempeño laboral tienden a funcionar por separado. El problema se agrava en economías inestables como la venezolana. 
El propósito del estudio fue develar los elementos que debe considerar un modelo de gestión organizacional para fortalecer el desem-
peño laboral del talento humano en una empresa venezolana de alimentos. Métodos: Estudio cualitativo, interpretativo, con método 
fenomenológico-hermenéutico, realizado en una empresa de alimentos del estado Aragua. Se entrevistó en profundidad a tres directi-
vos seleccionados de forma intencional y se hizo observación participante. La información se categorizó, se estructuró, se contrastó con 
la teoría y se trianguló. Resultados: Emergieron tres categorías: políticas de ingreso por competencias; formación y actualización del 
personal; y desempeño, motivación y crecimiento profesional. Los perfiles de cargo existen por escrito, pero dos informantes señalaron 
que no siempre se aplican al contratar. La formación se percibió de modo distinto según el cargo del informante, y hubo coincidencia 
en pedir evaluación continua, retroalimentación y reconocimiento no monetario. Conclusiones: El modelo propuesto toma como eje 
la filosofía organizacional documentada y se organiza en cuatro dimensiones: incorporación por competencias, formación continua, 
gestión del desempeño, y motivación y relaciones laborales. El liderazgo y la comunicación atraviesan las cuatro. El modelo se revisa 
cada año, con seguimiento trimestral.
Palabras clave: gestión organizacional; talento humano; desempeño laboral; gestión por competencias; investigación cualitativa
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INTRODUCTION

In the business sphere, organizational management is understood as the process that arti-
culates strategy, structure, and people so that daily activities contribute to achieving the organi-
zation’s objectives. Within this process, job performance, defined as the effectiveness with which 
the worker fulfills assigned responsibilities and contributes to common goals, depends on their 
competencies and on the conditions that the organization provides to develop them. In this sense, 
human talent practices do not operate uniformly, since the context conditions their emergence, 
meaning, and implementation[1].

Regarding regional evidence, various studies conducted in Latin America have documen-
ted the relationship between human talent management and performance. In one Ecuadorian 
university, with a sample of 163 workers, 3 dimensions significantly associated with organizational 
performance were identified: recruitment and retention, development, and evaluation and impro-
vement [2]. Likewise, in health services in the region, this relationship has been examined through 
non-experimental designs [3]. On the other hand, a recent systematic review indicates that human 
resource management is positively linked to satisfaction, commitment, and performance, although 
it can also generate adverse effects such as burnout, so that leadership and worker well-being act 
as mediators of this relationship [4].

From a theoretical perspective, four areas of human talent management are relevant to this 
study. First, competency-based management in personnel recruitment, whose empirical basis 
indicates that structured procedures based on job content have greater predictive validity for 
performance [5]. Second, on-the-job training, whose effectiveness depends on needs assessment, 
instructional design, and the transfer of what is learned to the job [6]. Third, performance mana-
gement, in which the frequency of feedback is associated with better individual outcomes [7]. 
Fourth, motivation, explained by self-determination theory based on the satisfaction of the needs 
for autonomy, competence, and relatedness [8].

It is important to highlight that a large part of the available evidence comes from quanti-
tative designs that measure associations between variables but provide scarce information on 
how managers interpret management practices and make decisions about them. Likewise, in the 
Venezuelan case, productive organizations operate under conditions of high economic instability 
and within a regulatory framework, the Organic Law on Labor, Workers and Working Women 
(LOTTT), which specifically regulates labor relations, collective bargaining, and union participation 
[9]. These conditions confer particularities on personnel entry, training, and retention that are not 
always captured in management models developed in other contexts.

In relation to the study setting, the company is engaged in food production in Aragua State. 
Through an exploratory interview with the Human Talent Coordination, it was found that the or-
ganization had explicitly defined its mission, vision, and structure, but did not have a document 
integrating its values, objectives, and strategies. Likewise, it was determined that the company 
had not conducted a diagnosis of its organizational situation and that the dissemination of the 
institutional philosophy was limited to entry induction, with no subsequent processes aimed at 
staff well-being.

Consequently, the absence of an explicit management model affected personnel’s deci-
sion-making, as they lacked a frame of reference regarding the appropriate procedures in the di-
fferent situations of organizational dynamics. For the above reasons, the purpose of the study was 
to unveil the elements that an organizational management model oriented toward strengthening 
and promoting the job performance of the human talent of said company should consider, based 
on the interpretation of those who manage it.

METHODS 
Design

Given the nature of the purpose, one qualitative study with an interpretive approach was de-
veloped, based on the phenomenological-hermeneutic method. This method aims to understand 
the meaning that subjects attribute to their experience, through a circular movement between 
the parts of the discourse and its totality, in which the researcher makes explicit their own assump-
tions[10]. In this sense, the fieldwork was conducted during the year 2025 and was organized into 
four phases: documentary review; approach to the setting through observation and interaction 
with the informants; recognition of the assumptions of the researchers and the informants; and 
theoretical interpretation of the findings.
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Setting and key informants
Regarding the setting, it was a large Venezuelan food company located in Aragua State, 

whose staff is grouped into 3 levels: daily payroll, employees, and high level. For the selection of 
informants, an intentional criterion was applied, with the following requirements: hold a mana-
gerial position with decision-making capacity over personnel management, have at least 10 years 
of service in the company, and possess postgraduate training.

According to these criteria, the following participated: the general director (I1), a mechanical 
engineer with a master’s degree and 22 years of service; the plant manager (I2), an industrial engi-
neer with a master’s degree in management and 15 years of service; and the human talent manager 
(I3), an administrator with a master’s degree in personnel development and 12 years of service. It 
is important to highlight that sample sufficiency was assessed according to the criterion of “infor-
mation power”, which justifies a reduced number of participants when the purpose is specific, the 
informants possess dense knowledge of the phenomenon, and the analytical dialogue is solid[11].

Data collection techniques
For data collection, a semi-structured in-depth interview was applied, with a script of 6 ques-

tions referring to the competencies used in the recruitment of daily payroll personnel, employees, 
and high-level staff; the application of job profiles; the training and development plans; the infor-
mant’s participation in their planning; performance-oriented strategies; and the convenience of 
incorporating new strategies and their frequency. Likewise, non-covert participant observation 
was conducted at the company’s facilities, in order to contrast the informants’ discourse with 
observable practices.

Analysis of the information
Regarding processing, the interviews were transcribed and numbered by lines for each infor-

mant. The analysis followed four successive procedures. First, categorization, through the coding 
of units of meaning and their grouping into categories. Second, structuring, to integrate the ca-
tegories into a network of relationships. Third, contrasting, through the confrontation of findings 
with theoretical referents. Fourth, triangulation among informants, observation, and institutional 
documentation.

It should be noted that transparency of the analytical process and reflexivity of the resear-
chers were sought as quality criteria[12]. Likewise, since the three participants held managerial 
positions, triangulation was used to mitigate the bias inherent in interviews with organizational 
elites, in which discourse tends to reproduce the institutional version of events[13].

ETHICAL CONSIDERATIONS
Regarding ethical aspects, the study had the academic endorsement of the Universidad 

Nacional Experimental de los Llanos Centrales «Rómulo Gallegos». The three informants signed an 
informed consent form after receiving information about the purpose of the study, the voluntary 
nature of their participation, and the exclusively academic use of the information. Likewise, codes 
(I1, I2, and I3) were assigned to preserve the confidentiality of the participants, and the company 
name was omitted.

RESULTS

First, three categories emerged from the categorization process: competency-based admis-
sion policies; staff training and updating; and performance, motivation, and professional growth. 
Table 1 summarizes the emerging subcategories and the position of each informant.

Competency-based admission policies
Regarding this category, the informants agreed that the company has formal entry criteria, althou-

gh they disagreed about their application. I3 described a catalog of competencies differentiated by level 
of responsibility: for the daily payroll, technical competencies, industrial safety, teamwork, and compliance 
with quality standards; for employees, planning, motivation, management of technological tools, assertive 
communication, and service orientation; and for the high level, strategic leadership, decision-making under 
pressure, business vision, and change management.
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Table 1. Categories, subcategories, and position of key informants

Category Emerging subcategories Position of the informants

Competency-based admission policies
Competency catalog by level; job 

profile; entry factors; entry through 
union agreement

I3: current catalog and profiles. I1 and 
I2: the profile is not always applied in 

practice.

Personnel training and updating
Training plans; legal updates; 

administrative procedure; study 
funding

I2 and I3: technical and postgraduate 
plans. I1: no written procedure or 

periodic training.

Performance, motivation, and professional 
growth

Continuous evaluation; feedback 
from multiple sources; recognition; 
organizational climate; professional 

growth

They agree on innovating; they 
propose a quarterly frequency and an 

annual review.

Note: I1 = general director; I2 = plant manager; I3 = human talent manager. Source: own elaboration.

Similarly, I3 indicated that each position has a “job profile” that stipulates the required aca-
demic knowledge and attitudinal competencies, although I3 acknowledged the need for these 
competencies “not to remain only on paper in the job manual, but to be lived in daily performance.” 
In turn, I2 considered that the human talent area evaluates competencies and profiles, especially 
in operational positions; however, I2 noted that in recruitment “there is no filter as such,” since 
workers without full mastery of the subject matter enter, as well as others through agreements 
between the union and the employer.

In contrast, I1 stated that in practice neither the profile nor competencies are considered to 
evaluate personnel entry, even though they acknowledged the existence of pre-established proto-
cols and criteria. In this sense, a gap is interpreted between the competency-based management 
prescribed in the company’s documents and that exercised in hiring decisions, a gap that widens 
in the entry pathways derived from collective hiring.

Personnel Training and Updating
Regarding training, the informants’ perceptions varied according to their position in the 

structure. I3, as head of the human capital area with access to the identification of training needs, 
reported “robust” technical training plans for daily payroll personnel, focused on machinery ope-
ration and on the International Organization for Standardization (ISO) standards, as well as legal, 
administrative, and leadership updates for employees and managers. Likewise, they mentioned 
their participation in planning workshops on the LOTTT, conflict prevention, and improvement of 
the organizational climate.

For their part, I2 confirmed the existence of these plans, affirmed having participated in 90 
% of the training activities promoted by Human Talent Management, and highlighted the funding 
of master’s studies and diploma programs, as well as the granting of permits for fourth- and fif-
th-level training. By contrast, I1 indicated that there is no written procedure or formal requirement 
for permanent updating and that, beyond the mandatory occupational safety courses, the only 
training activity in which they participated took place 6 years earlier.

It is important to highlight that I1 and I2 agreed to propose training activities on a quarterly 
basis. In the case of I1, the proposal included establishing alliances with external institutions, such 
as the Fire Department, Civil Protection, and the National Institute for Prevention, Occupational 
Health and Safety (INPSASEL), to develop courses and workshops in different areas of knowledge.

Performance, motivation, and professional growth
Regarding the third category, I3 rated the current strategies as “solid and traditional,” focused 

on operability, and raised the need to innovate in response to environmental changes through 
“continuous evaluation and 360° feedback,” as well as “recognition programs that are not only mo-
netary, but also emotional.” Likewise, I3 proposed an annual review of the strategies with quarterly 
monitoring to adjust tactics according to the performance observed in the plant.

On the other hand, I2 linked periodic staff updating to the reduction of weaknesses and to 
achievement motivation, and noted that learning processes must keep pace with knowledge in-
novation. In contrast, I1 warned of the absence of professional growth strategies, a situation that, 
in their view, places staff at a disadvantage in the face of the demands of the current context.
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Proposed organizational management model
Based on the structuring of the categories, the model presented in Figure 1 was configured. 

Its guiding axis is the explicit organizational philosophy, which integrates the mission, vision, va-
lues, and objectives into a document disseminated on a permanent basis rather than only during 
induction. Around this axis, 4 operational dimensions, 2 cross-cutting components, and a review 
cycle are articulated.

In this sense, the first dimension, competency-based incorporation, makes job profiles tra-
ceable across all entry pathways, including those derived from collective bargaining. The second, 
continuous training, is based on the identification of needs and a written quarterly plan, with inte-
rinstitutional alliances and support for postgraduate study. The third, performance management, 
is based on continuous assessment and feedback from multiple sources. The fourth, motivation, 
recognition, and labor relations, combines non-monetary recognition, professional growth, and 
conflict prevention.

Similarly, leadership and communication act as cross-cutting components across the 4 di-
mensions, and the whole is adjusted through an annual review cycle with quarterly monitoring. 
Table 2 details, for each component, the proposed actions, their frequency, and the responsible 
body.

Figure 1. Organizational management model to strengthen the job performance of human talent.

Source: Own elaboration based on the findings.
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Table 2. Model components, proposed actions, frequency, and responsible parties.

Component Proposed actions Periodicity Responsible

Guiding axis: organizational 
philosophy

Document the mission, vision, values, 
and objectives; disseminate them 

during induction, on bulletin boards, 
and in area meetings

Annual (update) General Directorate

D1. Incorporation by 
competencies

Apply the job profile and structured 
interview across all entry pathways, 

including collective hiring
At each admission Human Talent Management

D2. Continuing education

Identify needs, prepare a written 
plan, establish interinstitutional 

partnerships, and fund postgraduate 
studies

Quarterly Human Talent Management 
and Plant Management

D3. Performance management
Evaluate continuously, apply feedback 

from multiple sources, and define 
indicators by job level

Quarterly (monitoring) 
and annual (evaluation)

Supervisors and Human 
Talent Management

D4. Motivation, recognition, 
and labor relations

Implement non-monetary recognition 
and conduct workshops on the LOTTT 

and conflict prevention
Quarterly Human Talent Management

Cross-cutting: leadership and 
communication

Train supervisors in leadership and 
establish internal communication 

channels
Semiannual General Management

Note: LOTTT = Organic Law on Labor, Workers and Working Women. Source: Own elaboration.

DISCUSSION

In general terms, the findings indicate that the main obstacle to performance is located in 
the weak articulation of existing management instruments and in their unequal appropriation 
within the organization. In this sense, the divergence among the informants coincides with that 
described in a qualitative study with 31 participants in Brazilian public universities, in which ma-
nagers and teams perceived the same human resources practices differently[14]. Consequently, 
the proposed model puts a common organizational philosophy before the incorporation of new 
practices, in accordance with the contextual nature of talent management[1].

With respect to staff recruitment, the discrepancy between the prescribed profile and actual 
hiring has direct implications for performance, because structured procedures based on job con-
tent, such as the structured interview, are among the most valid predictors in personnel selection[5]. 
It is important to note that, in the Venezuelan context, part of recruitment is channeled through 
agreements with the union organization within the framework of the LOTTT[9]. Consequently, the 
dimension of competency-based incorporation is formulated as a transparency criterion that also 
applies to such recruitment, in order to verify the fit between the worker and the position, without 
replacing what has been agreed upon in collective bargaining.

Similarly, heterogeneous perceptions of training suggest that the existence of plans does not 
guarantee their effect on performance. Evidence on workplace learning indicates that the effecti-
veness of training depends on its design, the prior identification of needs, and the conditions that 
favor the transfer of learning to the position [6]. Therefore, the model proposes a written plan, with 
defined periodicity and assigned responsibilities, which responds to the absence of procedures 
identified by I1 and to the quarterly frequency suggested by 2 of the informants.

In relation to performance management, the demand for continuous evaluation and fee-
dback is supported by a field study conducted in various organizations, according to which a hi-
gher frequency of feedback is associated with better performance and greater satisfaction, with 
no evidence of a point of decline in higher frequencies[7]. Likewise, the feedback from multiple 
sources proposed by I3 allows us to contrast the supervisor’s assessment with that of peers and 
collaborators, which is consistent with the divergence of perceptions found in this study.

With respect to motivation, the non-monetary recognition proposed by I3 is based on self-de-
termination theory, which assigns a central role to the satisfaction of the needs for autonomy, 
competence, and relatedness in intrinsic motivation[8]. Similarly, recognition has been shown to 
increase the meaning attributed to work and the employee’s behavioral involvement[15]. In Latin 
America, a review of 60 studies places the implementation of the so-called “emotional salary” at 
an intermediate level and identifies recognition and growth as two of its components[16], which 
is consistent with the funding of studies described by I2.

https://doi.org/10.62486/ei202690
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On the other hand, the transversal nature attributed to leadership and communication is 
supported by the accumulated evidence on the effectiveness of transformational leadership [17]. 
In this sense, in a study with 845 employees in the hotel sector, the effect of this leadership style 
on performance was mediated in part by the commitment of the worker [18], and in another study 
its relationship with job satisfaction occurred through the climate of labor relations [19]. Likewise, 
in a Mexican manufacturing company, a correlation of 0.797 was observed between organizational 
climate and work performance [20]. These results justify the inclusion of conflict prevention and 
labor relations in the fourth dimension of the model.

Regarding the limitations, the study relied on 3 management-level informants and therefore 
does not capture the perspectives of day-to-day payroll personnel or employees, whose interpre-
tations of the same practices could differ [14]. Similarly, the model is a proposal derived from the 
interpretation of the findings and has not been empirically validated. Therefore, future research 
should incorporate workers from different levels, submit the model to expert judgment, and eva-
luate its application using performance indicators.

CONCLUSIONS

In summary, the company studied has human talent management components, such as 
the competency catalog, job profiles, and training plans; however, these components lack explicit 
integration and are perceived unevenly according to the hierarchical level of the person descri-
bing them. Likewise, the gap between what is prescribed and what is practiced is concentrated 
in personnel entry and in the periodicity of training.

Consequently, the elements that the organizational management model must consider are 
a documented and disseminated organizational philosophy as a guiding axis; competency-based 
incorporation with traceable criteria; planned continuous training; performance management ba-
sed on continuous assessment and feedback; and motivation, recognition, and attention to labor 
relations. It is important to highlight that leadership and communication operate as cross-cutting 
components and that the model is adjusted through an annual review cycle with quarterly mo-
nitoring. Finally, validation of the model with workers at all levels constitutes the step prior to its 
application in the company.
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