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Abstract

This article presents the results obtained from a quantitative study with a cross-sectional-retrospective design, using the
INHUMAPS scale, on a sample of 555 employees from various Colombian companies, based on inferential analyses that
revealed associations between personal, organizational, and work variables and innovative human management prac-
tices. The results indicate that retention is the process most closely linked to innovative human resource management

practices (D2 = 34771, X* = 53.83; p = 0.00), given that it is the variable with the highest number of associations,

(32)
mainly personal associations with level of education, organizational associations with the sector in which the companies
are located, and work associations with the type of contract, conditions that generate motivation and satisfaction. The
overall results indicate that work-related variables, such as type of contract, are an important condition for PIGH, as they

appear repeatedly and significantly in connection with engagement, attraction, and development.

Keywords: Human resource management, attraction, retention, development, compensation, family conciliation, work
conciliation.

El Proceso de Retencion: Un Factor para Promover
Condiciones de Trabajo Innovadoras en los Empleados de las
Organizaciones Colombianas

Resumen

Este articulo presenta los resultados obtenidos de un estudio cuantitativo con diseno transversal-retrospectivo, utili-
zando la escala INHUMAPS, en una muestra de 555 empleados de diversas empresas colombianas, basado en anlisis
inferenciales que revelaron asociaciones entre variables personales, organizacionales y laborales y practicas innovadoras
de gestion humana. Los resultados indican que la retencion es el proceso més estrechamente vinculado a las practicas
innovadoras de gestién de recursos humanos (D2 = 347,71, X* (= 5383 p = 0,00), dado que es la variable con mayor
numero de asociaciones, principalmente asociaciones personales con el nivel de educacidn, asociaciones organizacio-
nales con el sector en el que se encuentran las empresas y asociaciones laborales con el tipo de contrato, condiciones
que generan motivacién y satisfaccion. Los resultados generales indican que las variables relacionadas con el trabajo,
como el tipo de contrato, son una condicién importante para el PIGH, ya que aparecen de forma repetida y significativa
en relacion con el compromiso, la atraccion y el desarrollo.

Palabras clave: Gestion de recurso humano, atraccion, retencion, desarrollo, compensacion, conciliacién familiar,
conciliacion laboral.
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Introduction

ORGANIZATIONS SEEKING to maintain
their success and stand out from the competition
recognize that retaining human talent is a key
strategy. Retaining talented, high-performing
employees not only ensures operational continuity,
but also contributes to the development of innova-
tion capacity, which in turn promotes the growth
and continuous improvement of the organization.
Therefore, the loss of these employees can be
costly, both in financial terms, due to the resour-
ces invested in the selection, hiring, and training
of new employees, and in terms of intellectual
capital and team motivation (Gonzales, 2009). In
this sense, this premise is based on the Employee
Experience Model proposed by Jacob Morgan
(2017), which suggests that high-performance
organizations manage the employee experience
through intentionality and design in three key
environments: the physical environment, i.e., the
space where the employee works; the technological
environment, which refers to the tools and systems
that employees use to perform their work; and the
cultural environment, which is made up of values,
leadership, work climate, sense of belonging and
inclusion, and organizational structure.

Upon reviewing the scientific literature about
innovative human management practices in orga-
nizations, studies were found, as that by Arévalo et
al, (2017), which sought to analyze the innovative
human management practices (1HmP) that contri-
bute to the business strategy of micro-enterprises,
especially the component of human capital of
the productive framework in Ocafa, Santander.
Their findings indicate that it is fundamental for
the success of any organization to be clear about
the scope of responsibilities, decision-making,
communication, and team work skills, as well as
the performance assessment to have indicators of
efficiency, productivity, responsibility, trust, and
sense of belonging with the organizations.

A study by Hom et al,, (2017) highlights the
importance of retaining human talent when stating
that turnover of collaborators can have important

DEPARTAMENTO DE PSICOLOGIA FACULTAD DE CIENCIAS HUMANAS

LUZ ADRIANA RUBIO, NANCY LORENA AGUDELO GOMEZ

negative consequences for organizations, given
that it can affect productivity and the quality of
service, as well as increase operational costs. Thus,
retention of talent is fundamental to maintain
the distinctive organizational capacity within an
increasingly competitive, dynamic, and globalized
commercial setting. According to Allen et al,,
(2010) effective strategies to retain talent include
offering professional development opportunities,
creating a positive work environment, providing
attractive compensation, and fostering a healthy
balance between work and personal life. These
practices improve satisfaction and engagement
by collaborators, besides enhancing the sense of
belonging toward the organization.

Ghosh et al., (2013) —in turn— propose that
retention practices, as the development of conti-
nuous formation opportunities and job promotion,
increase the human talent’s motivation and enga-
gement, which improves their psychological and
emotional well-being. Collaborators who perceive
growth opportunities within the organization show
greater job satisfaction and lower propensity to
experience stress, a common factor that can lead
to the decision to abandon the organization.

A way to conceive human management is
through processes denominated according to
the organization’s divisional level, among which
the following stand out: attraction, retention,
and development of human talent. Attraction is
constituted as the search for new collaborators
in the labor market, through recruitment and
hiring strategies, through the working conditions
offered, reflected in contracts, remunerations, and
appealing wellness programs in which candidates
and collaborators conduct a favorable subjective
appraisal of the corporate reputation image, which
moves interest in applying to job market offers
(Blanch et al., 2003). This practice is important
for organizations that conceive individuals as their
main differentiating factor, which is why they
employ marketing strategies to be appealing to
future talents who seek better job opportunities
(Salanova, et al. 1996).
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Retention refers to the positive working
conditions provided by the organization for colla-
borators to be motivated and committed with its
purposes, while satisfying their personal, family,
and social needs, maintaining high performance
levels, given that collaborators expect from their
work environment the possibility to improve their
wellbeing and quality of life, strengthen their so-
cial skills, develop their potentialities, and obtain
growth opportunities. Activities derived from
this process become a challenge for organizations
when recognizing the importance of individuals
to develop the business strategy (Gonzales, 2009).

Development is defined as the set of actions
aimed at strengthening the skills and capabilities of
collaborators in an organization through formation
strategies, training, performance management, and
job promotion opportunities; bearing in mind the
need to have highly qualified human talent willing
to assume the constant challenges confronting
organizations within a dynamic and competitive
environment (Garavan et al., 2012). In addition,
itis ratified that this process is important because
its management enables an inclusive personalized
system built by and for people, that goes beyond
specific interventions, and integrates more global
elements related with formation, the professional
and labor development, individual training, and
learning in benefit of the organization’s human
talent (Rezaei, 2018).

Innovation in human management processes
implies creating new work scenarios from the
diversity and possibilities of development that
denote options towards transformation, managing
perceptions and emotions that allow articulating
subjective construction with aspects from the orga-
nizational culture, integrating experiences, permit-
ting participation from the voices of collaborators,
who, based on what they build collectively, can
contribute to the design, improvements or inno-
vations in the organizational processes (Manucci,
2009). To achieve this, it is required to change from
the rigid to the flexible, from the homogenous to
the heterogenous, from the standardized to the
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diverse, and from the objective to the subjective;

a conception that denotes management systems

focused on the human, vision configured as the

organization’s innovative strategy, which allows
it to be seen in the environment as a privileged
place to work.

The foregoing challenge in human manage-
ment motivated the construction of the Innovative
Human Management Practices Scale (INHUMAPs),
given that the search of the scientific literature
identified the lack of measurement tools of macro-
human management processes in Colombian and
Latin American organizations, from a study by
Rubio et al., (2022). This review found a challenge
of special interest in the research setting, which is
having measurement tools with valid, reliable, and
objective psychometric properties to diagnose the
development levels of organizational management
to identify its improvement opportunities and, thus,
strengthen their strategies, processes, and practices
that allow their achieving both individual and co-
llective objectives aimed at reaching organizational
success (Lopez et al,, 2017). This was a quantitative
study with cross-sectional-retrospective design,
given that it worked with data collected by applying
the INHUMAPS (Rubio et al., 2022).

Due to the aforementioned, this research
sought to answer the following question: what
is the type of association among personal, labor,
and organizational factors and innovative human
management practices in a sample of employees
of Colombian organizations?

Based on the literature review and the ob-
jectives set out, the following hypotheses are
formulated to specify the expected relationships
between the study variables:

o Hypothesis 1: Personal variables (age, gender,
level of education, and marital status) are
expected to be significantly associated with
innovative human management practices
(tHMP). In particular, it is hypothesized that
higher levels of education and older age
among employees will be positively related
to a higher perception of 1HPM.
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«  Hypothesis 2: It is expected that work varia-
bles (position, level, area, length of experience,
and length of service) will show a significant
association with 1HP. It is postulated that a
higher hierarchical level and greater work
experience will correlate positively with
the implementation and perception of 1HP,
especially those related to retention and
development.

o Hypothesis 3: Organizational variables (type
of company, size, and sector) are expected
to be significantly associated with HrPPs. It
is hypothesized that larger companies and
those located in highly competitive sectors
will implement HRPPs to a greater extent,
given that these practices are crucial for
retaining and attracting talent in dynamic

environments.

Material and Methods

This work conducted a quantitative study
with cross-sectional-retrospective design, given
that it worked with data gathered from applying
the iINHUMAPs (Rubio et al., 2022). This study
took innovative human management practices as
dependent variable and considered personal, labor,
and organizational factors as independent variables.

Population and Sample

The work used a non-probability sampling by
opportunity (Hernandez et al., 2018) comprised
of 555 workers from different organizations in
the country, which had the following as inclusion
criteria: adults, job contract with the organization
of at least six months, at the moment of the appli-
cation, and representing Colombian organizations
from the following regions: Amazonian, Andean,
Caribbean, Insular, Orinoquia, Pacific.

Instrument

The Innovative Human Management Prac-
tices Scale (INHUMAPS) was designed based on
the results obtained in a narrative-type document
review study of publications in Latin America,
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which aimed to identify innovative practices in
human management used in attraction, retention,
and development processes. The relevance of the
scale lies in the fact

that its application makes it possible to iden-
tify the level of implementation of human mana-
gement practices related to: employer branding,
recruitment 4.0, fuzzy logic techniques, strategic
early selection for critical and innovative profiles,
remote working and teleworking, idiosyncratic
contracts, strategic remuneration, attractive com-
pensation, work-life balance, work and leisure time,
happiness management, flexible organizational
structures, a culture of leaders for talent mana-
gement, interactive psychoeducational strategies,
a culture of learning, cultural dimensions in
performance evaluation, technological tools for
evaluation, inplacement and career plans, and
diversity and inclusion.

After internal validation, the instrument
consisted of 14 items, with a Likert-type rating
scale, as follows: 5 (Strongly agree), the organization
has implemented successful human management
practices related to the aspects determined in each
item; 4 (Partially agree), the human management
practice is implemented in the organization you
represent but requires improvements to achieve
full execution ; 3 (Neither agree nor disagree),
the organization has considered the possibility of
implementing the human management practice,
but is currently only working on its implementa-
tion ; 2 (Partially disagree) the organization has
considered the possibility of implementing the
human management practice, but currently no
actions have been taken to implement it ; and 1
(disagree), the possibility of initiating this human
management practice in the organization has not
been considered.

This means that each rating has a behavioral
operationalization, so that participants can locate
their response according to what each level repre-
sents in terms of the implementation of human
management practices (Rubio et al. 2024). The
test has controlled digitization for its use and is
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currently in version 1.0. Its application is unlimited
in time so that each evaluator can determine
the level according to the affirmative question.
It is important to mention that its preliminary
version obtained a w = 0.91, which places it in an
excellent reliability range, where the items as a
whole measure the main construct of innovative
human management practices in the processes of
attraction, retention, and development.

Procedure

The work began by reviewing the results of
the scale, which is composed of two sections; the
first gathers socio-labor data from the participants
and the second collects the innovative human ma-
nagement practices, derived from the attraction,
retention, and development processes.

Inferential analysis was performed, which
presented correlations associating the independent
variables, like personal factors: age, sex, level of study,
marital status; labor factors: position, level, area of
location, time of work experience, time of tenure
in the position; and organizational factors: type of
company, size, and sector of location; as well as the
dependent variables corresponding to the innovative
human management practices represented in hiring,
attraction, retention, and development.

Thereafter, analyses were made bearing in
mind an explanatory model of ordinal regression
with the study variables. The analyses were coded
and processed with the R statistical software. From
these analyses, it was possible to understand what
personal, labor, and organizational variables are
related with the human management practices,
permitting focused knowledge of the research topic.

Ethical Aspects

The study was based on the ethical principles
established by Law 1090 of 2006 and Resolution
8430 of 1993, and was classified as minimal risk.
Explicit informed consent was obtained digitally
from all 555 participants, ensuring their voluntary
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and anonymous participation. The research proto-
col was approved by the Research Ethics Committee
of the Faculty of Humanities and Education at
Alexander von Humboldt University, ensuring
compliance with ethical standards. To safeguard
the confidentiality and protection of personal and
organizational data, the information was treated
in a coded and globalized manner through a se-
condary database, and its analysis was performed
using R statistical software, ensuring the security
and anonymity of all data

Results

ACCORDING WITH the research question,
the results will be described, presenting inferential
statistical analyses in two levels: first, account for
the relation existing among the personal, labor,
and organizational factors with innovative human
management practices in the hiring attraction,
retention, and development processes and, se-
condly, an ordinal regression model that permits
explaining what independent variables are related
with the innovative human management practices.

Degree of Association Among Personal,
Labor, and Organizational Factors with
Innovative Human Management Practices
The results are aimed at evidencing asso-
ciations among the innovative human manage-
ment practices (THMP) articulated to attraction,
retention, and development macro-processes
with personal factors (age, gender, level of study,
and marital status); socio-labor factors (level of
position, contract type, and time since hiring); and
organizational factors (economic sector, region,
and city). Within the framework of these results,
significant associations are highlighted between
the 1HMP represented in the macro-retention
process and factors ranging from the personal,
those that mediate the work relationship and the
characteristics of the organization.
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Table 1
Association of personal factors with ihmp

Personal
Variable Gender Age Level of study

X? dl p X2 DI p X? di P
Hiring 1.51 2.00 0.47 2.34 2.00 0.31 10.80 12.00 0.55
Attraction 3.84 2.00 0.15 8.52 8.00 0.38 13.38 12.00 0.34
Retention 3.44 2.00 0.18 4.74 8.00 0.78 22.24 12.00 0.03
Development  0.66 2.00 0.72 12.47 8.00 0.55 16.04 12.00 0.19
Total 2.34 2.00 0.31 10.51 8.00 0.23 16.98 12.00 0.15

Note: X2: chi square value; dI: degrees of freedom; p: significance. Elaborated by the authors

Table 2
Association of organizational factors with iHmp

Organizational
Variable Sector Region City

X? DI p X? di P X2 dl P
Hiring 42.51 20.00 0.00 9.24 8.00 0.32 37.84 36.00 0.39
Attraction 26.30 20.00 0.16 8.10 8.00 0.42 49.49 36.00 0.07
Retention 32.75 20.00 0.04 15.24 8.00 0.05 53.99 36.00 0.03
Development  44.22 20.00 0.00 15.61 8.00 0.05 51.57 36.00 0.04
Total 42.16 20.00 0.00 13.49 8.00 0.10 44.63 36.00 0.15

Note: X2: chi square value; dI: degrees of freedom; p: significance. Elaborated by the authors

Table 3

Association of socio-labor factors with iHmp

Socio-labor
Variable Level Contract Hiring

x? dl p x? di p be dl p
Hiring 10.72 10.00 0.38 10.22 6.00 0.12 7.22 10.00 0.70
Attraction 8.76 10.00 0.55 24.18 6.00 0.00 4.79 10.00 0.90
Retention 11.79 10.00 0.30 16.11 6.00 0.01 9.82 10.00 0.46
Development  9.50 10.00 0.49 17.94 6.00 0.00 16.78 10.00 0.08
Total 1.86 10.00 1.00 14.90 6.00 0.02 12.82 10.00 0.23

Note: X2: chi square value; dI: degrees of freedom,; p: significance. Elaborated by the authors.

DEPARTAMENTO DE PSICOLOGIA FACULTAD DE CIENCIAS HUMANAS UNIVERSIDAD NACIONAL DE COLOMBIA



THE RETENTION PROCESS: A FACTOR TO PROMOTE INNOVATIVE WORK CONDITIONS... 151

Based on the previous results, the first signifi-
cantassociation is evidenced between the innovative
human management practice of retention (IHMP-R)
and level of study, using the X*test = (22.24) (12)
= 0.03; the second 1HMP-R association with region
where the participants work, using the X* test =
(15.24) (8) = 0.05; the third association between the
1HMP-R and the city where they worked, using the
X test = (53.99) (36) = 0.03; the fourth association
between the tHMP-R and the type of contract, using
the X test = (16.11) (6) = 0.01; and the fifth associa-
tion between the iHMP-R and the economic sector,
using the X* test = (32.75) (20) = 0.04.

In addition, two significant associations have
been found between the IHMP represented in de-
velopment macro-process with the region where
they worked, which used the X* test= (15.61) (8)
= 0.05; and between the tHMP and the city where
they worked, using the X* test = (51.57) (36) = 0.04.

According to the results, the macro-retention
process is that with the highest number of asso-
ciations with the factors that determine a worker’s
personal characteristics, the conditions that frame
the work relationship, and the organization’s dy-
namics. This becomes a key factor to comprehend
the permanence of collaborators in a work context,
which provides guarantees to satisfy their needs and
personal and professional expectations, generating

Table 4

Predictive factors related with the iHmp

a positive appraisal of the organization’s processes
and operation, which yields as a result collaborators
committed and satisfied with their work.

Predictive Factors Related with the IHMP
The results are aimed at evidencing which of
the variables in the personal factors (age, gender,
level of study, and marital status); socio-labor
factors (level of position, contract type, and time
since hired); and organizational factors (econo-
mic sector, region and city) explain with greater
precision the relation with the 1HMP of hiring,
attraction, retention, and development.

Within the framework of these results, diverse
predictive factors have been found related signi-
ficantly with the 1HMP; in that sense, the ordinal
regression model indicates a relation between the
hiring practice and the variable type of contract,
evidenced with the X? test ) = 3577; P = 0.003;
moreover, it was found that the attraction practice
is related with labor, organizational, and personal
variables, as type of contract, city and gender, res-
pectively, characteristic supported with the X* test
(a= 51.76; p = 0.001. The development practice is
related with the labor, organizational, and personal
variables, like type of contract, sector, city, region,
and time; an aspect evidenced with the X* test o0

)
=84.39 p = 0.001.

Sector Model Log-likelihood d-2 Chi-square dl Sig.
Hiring Intersection only ~ 240.453
Type of contract
Final 204.682 35.771 13 < 0.001
Type of contract  Model Log-likelihood d-2 Chi-square dl Sig.
Attraction City Intersection only ~ 380.236
Gender Final 328.476 51.76 22 < 0.001
City Model Log-likelihood d-2 Chi-square dl Sig.
Retention Sector Intersection only ~ 401.543
Region Final 347.712 53.831 32 0.009
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Type of contract

Sector Model Log-likelihood d-2 Chi-square dl Sig.
Development City

Region Intersection only ~ 831.253

Time Final 746.854 84.399 40 < 0.001

Note: dI: degrees of freedom,; sig: significance level. Source: elaborated by the authors

The balance of overall results indicates that the
labor variables, like type of contract, is an impor-
tant condition for the 1HMP, given that it emerges
repeatedly and significantly with hiring, attraction,
and development. Similarly, the organizational
variables of city and region also gain relevance for
the tHMP because they appear with high signifi-
cance in attraction, retention, and development.
These variables denote an important aspect to bear
in mind for the comprehension and intervention
in innovation in human management processes.

Discussion

The tHMP move organizations to enhance
their capabilities to implement actions articulated
to the employee’s work life cycle under optimal
conditions to bring about positive thoughts and
evaluations that generate satisfaction, motivation,
engagement, and fulfillment of their expectations
and, thus, manage to remain involved with the
organization. Upon finding the tHMP as challen-
ging to identify them, the INHUMAPS was created
to measure them. It focused on practices asso-
ciated to attraction, retention, and development
processes, which has a content validity exercise
and pre-piloting.

The statistical results show in first instance
that the 1HMP that configure retention are those
with the highest associations with the personal,
labor, and organizational factors. This refers to the
fact that the retention process is operationalized
under favorable conditions of the work context so
that collaborators are motivated and committed to
the organization’s purposes, while satisfying their
personal, family, and social needs, where they

DEPARTAMENTO DE PSICOLOGIA FACULTAD DE CIENCIAS HUMANAS

maintain high levels of performance, engagement,
and permanence in the organization. Among the
retention practices, there are strategic retribution,
attractive compensation, family conciliation, work
and leisure time, happiness management, flexi-
ble organizational structures, and the culture of
positive leaders for talent management (Bosch
& Hernandez, 2020; MacLennan & Vouga, 2018;
Malluk, 2018; Souza et al., 2019).

Retention processes are closely linked to
meeting employee needs, which affects job mo-
tivation, defined as a psychological process that
mobilizes and directs employee behavior, in this
case, to remain connected to the organization.
Retention and motivation constructs are closely
related and influence each other in a bidirectional
and positive way. Therefore, an effective retention
strategy generates motivation among employees,
and motivated human talent is highly likely to
remain with the company. By implementing re-
tention practices focused on motivation, organi-
zations can create workplaces where employees
are satisfied, committed, and productive. This is
where Morgan’s (2017) postulates make sense,
arguing that intentional investment in the three
environments creates a deeper emotional connec-
tion and a sense of belonging when enhanced by
the cultural environment. An environment that
facilitates technology and fosters a culture of
autonomy and experimentation drives creativity.
Positive experiences generate internal promoters
who enhance the company’s reputation and attract
high-quality talent.

The personal variable of level of study and
the 1HMP that configure retention have high
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relationship, given that people with higher edu-
cation levels tend to have high engagement with
their work, which generates job satisfaction and
lower intention to change jobs. In addition, indi-
viduals with qualified profiles transfer skills and
knowledge to achieve high work and organizational
performance, which encourages the company
to invest in its human capital. Talents with hig-
her levels of study are also perceived as career
potential; therefore, organizations implement
retention strategies to maintain their motivation
and permanence.

The organizational variable analyzed accor-
ding to criteria of region, city where they work
and the economic sector to which the company
where they work belongs are determining factors.
In this aspect, capital cities and regions with greater
economic impact, which have a high probability of
investing in programs and plans aimed at the well-
being and quality of life of human talent through
innovative practices generate positive implications
in the collaborators for their motivation and en-
gagement in the organization. Foregoing refers to
the fact that greater motivation and satisfaction
increases their desire to remain in the organization
and, therefore, generates their retention.

Regarding the labor variable type of contract,
refers to compliance with the working conditions
offered by the organization, reflected in contracts,
stability, remunerations, and attractive well-being
programs, where collaborators make positive
subjective assessments (Blanch et al., 2003). This
stimulates their permanence and trust with the
organization that reinforces their bond, sense of
belonging, and work involvement. This practice
is important for organizations that see people as
their main differentiating factor, which is why they
use brand-promotion strategies in the media to
attract and summon talents with qualified profiles
that are looking for better work opportunities.

Opverall, retention refers to positive working
conditions offered by the organization for colla-
borators to be motivated and committed with its
purposes, while satisfying their personal, family,
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and social needs, where they maintain high per-
formance levels, given that collaborators expect
from their work environment the possibility to
improve their wellbeing and quality of life, stren-
gthen their social skills, develop the potentialities,
and obtain growth opportunities and stability.
Activities derived from this process become a
challenge for organizations, upon recognizing the
importance people have to develop the business
strategy (Gonzalez , 2009).

The regression model reveals the hierarchy
regarding the innovative human management
practices and the study variables, scenario, which
when fulfilled permit retaining the human talent.
In the first place, there is the labor variable of type
of contract that is an important condition for the
IHMP by being related with those of hiring, attrac-
tion, and development. Definitely, the conditions
that framework hiring generate in the setting the
possibility of attracting highly qualified candidates,
increasing morale and job commitment, rapid
adaptation to the changing labor world and, hence,
minimization of personnel turnover.

Likewise, the organizational variables of city
and region denote a key factor because they emerge
with high significance in the 1HMP of attraction,
retention, and development. The foregoing indica-
tes that the sectors of greater development and of
high socio-economic incidence offer high wages,
a highly attractive aspect for talents, given that
the better the living conditions, the greater the
job opportunities and access to diverse activities,
both work-related and personal, which generate
achievement and satisfaction. The diversity and
multiculturalism that can be present in certain
central regions of the country can be attractive.
Mobility, transference, and changes strengthen
learning and exchange and, thereby, development
and security conditions of the environment for
the talents and their families. The prior factors are
relevant points to understand the iHMP and their
relations, which configure a challenge to mobilize
significant transformations within the entrepreneu-
rial context and its human management practices.

PP. 144-156



154

In general terms it is important to mention
that a scale design process related to a construct of
organizational innovation represents an ongoing
challenge, given that the concept of innovation can
have different meanings and changes according
to the context of action and type of company. It
is a notion that can be relative and depends on
aspects as the environment, organizational needs
and expectations, and the conceptions of the hu-
man management leader. On the other hand, the
multidimensional nature that shapes the construct
of practices must be continuously updated to
correspond to the dynamics of the world of work
and, specifically, to human management processes,
which can be changing and globalized.

The results of this study confirm that inno-
vative human management practices (IHMPs),
especially those associated with retention, are
significantly linked to personal, work, and orga-
nizational variables. Factors as employees’ level of
education, type of contract, and company location
are decisive for the perception of IHMPs, generating
a positive impact on motivation and commitment.
For future research, it is recommended to adopt
longitudinal designs and qualitative methodo-
logies that delve deeper into causality and the
subjective experience of employees. In addition,
it would be relevant to analyze the phenomenon
in various economic sectors to identify specific
practices and evaluate the direct impact of 1HP
on productivity and organizational performance
metrics, which would provide a solid argument
for their implementation.

Conclusions

When organizations implement innovative
human management practices focused on attrac-
tion, retention, and development processes, they
manage to mark a distinctive factor in the setting
where they develop. This is a strategic vision of
people management, which requires conceiving
the human factor as a key aspect to achieve cor-
porate objectives, through strategies that manage
thoughts, emotions, and behaviors of the talent

DEPARTAMENTO DE PSICOLOGIA FACULTAD DE CIENCIAS HUMANAS

LUZ ADRIANA RUBIO, NANCY LORENA AGUDELO GOMEZ

towards a vision shared by all the members of
the organization. It is understood as a dynamic
of congruence between formal goals and what
is experienced in the reality of the organization.
According with the results of the human talent
attraction, retention, and development processes,
greater association was found by the retention
process with personal, labor, and organizational
factors, which agrees with the current vision of
strategic people management, which offers at-
tractive working conditions for new talents in the
market. Increasingly, organizations are interested
in developing practices that promote positive
subjective experiences by collaborators toward
their work and, thus, achieve engagement and
high job performance for long periods of time.
The results show that retention of human
talent was the process with the most associations
with personal, labor, and organizational factors.
Retention of human talent, understood as a process
that seeks to increase motivation and job satisfac-
tion, through practices of strategic retribution,
attractive compensation, family conciliation, work
and leisure time, happiness management, flexible
organizational structures, culture of leaders for
talent management. These practices are associated
mainly with personal factors, like level of study and
job performed, which permit access to better hiring
conditions with regards to wages, job promotions,
and opportunities of professional development.
Further, retention of human talent is associa-
ted significantly with the labor factor, with respect
to the type of contract. Generally, collaborators
with open-ended employment contracts usually
perceive greater job stability. An aspect that, ac-
cording to Salanova (2008), generates a sense of
trust in the future, psychological wellbeing, and
reduces stress, given that, under these conditions,
collaborators can set goals and fulfill their dreams at
personal, family, and professional levels (Salanova,
2010). Job stability is related with higher levels of
engagement and motivation because collaborators
who feel secure in their jobs are more willing to
invest time and dedication in their tasks; it is
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more likely that they participate in professional
development activities and improve their skills,
which —in turn— improves organizational pro-
ductivity and efficiency (Salanova, 2011).

Lastly, retention of human talent is signifi-
cantly associated with the organizational factor,
regarding its location sector. This result may be
related with better work conditions, given that
organizations from the industrial and commer-
cial sectors have specialized knowledge of their
business and important financial muscle, which
permits offering optimal work conditions for their
human talent, such as attractive compensation,
stability, wellbeing and quality of life, health and
security, continuous formation, performance
management, and job promotion.
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