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Abstract 

Leadership is a vital tool for preserving, managing and making the most of human capital in any organization. The 
objective of this study was to determine the relationship between organizational leadership and human capital management 
in the employees of the I.E.M. Micaela Bastidas, El Tambo, Huancayo, 2022. With a census sample of 46 collaborators who 
responded to two questionnaires validated by three experts and Cronbach's alpha coefficients of 0.945 and 0.944 that 
demonstrate high reliability. The relationship of leader knowledge, leader skills and leader charisma with human capital 
management was tested. The findings show that 34.80% of the respondents rated organizational leadership as low, 32.60% as 
medium and another 32.60% as high, while 34.80% rated human capital management as low, 32.60% as medium and another 
32.60% as high. Similarly, out of 100% of the organizational leadership variable, whatever its value, the human capital 
management variable is 34.8 % low; 32.6 % medium and 32.6 % high, which leads to the conclusion that there is a very strong 
positive correlation level between organizational leadership and human capital management (Spearman's Rho 0.842 and 
asymptotic bilateral significance 2,3310−13) with a significance level of 0.01. 
Keywords: Leadership, human capital, management, leader knowledge, leader skills, leader charisma. 
 

Introduction 

Understanding human resource management is crucial to exploiting any company's human capital; intellectual capital, 

technology, globalization, profitability through expansion and change, and human capital management must collaborate to 

create new skills in staff to address competitiveness issues (Rajput et al., 2021). 

Job performance is and has always been an absolute priority for all those involved in the labor field, since certain factors 

that affect the management of human resources have been identified through various researches, however, there are few studies 

that are related to work performance (Omotunde & Alegbeleye, 2021) and even fewer studies linking leadership to human 

capital management. 

This reality does not escape educational institutions, because in the knowledge society, high-quality educational institutions 

focus on knowledge and other competencies and skills of people, or on human capital, which today has become the most 

precious capital of an educational organization, since the creation and generation of new knowledge for the benefit of society is 

one of its main objectives (Accounts, 2018). 

In this sense, the education system in Peru has to have managerial leaders capable of performing their functions and 

dedicated to the community that surrounds the educational institution so that it is possible to train teachers and students to turn 

deficiencies into opportunities for achievement (Córdova et al., 2021), but it seems that this is difficult because, as he says, 

Caravedo (2011), Peru is a society in which the leader performs his role under a double code, since they originate through the 

construction of a communicative base with other members of the system, but to achieve this connection (here there is a 

contradiction), the leaders must be part of the double discourse, since the top management pressures them to present 

themselves to the subordinates and make promises of concern for the workers,  But the strategy is to get them to do the work 

and help achieve the objectives and then not comply with the offers, causing distrust and demotivation in the work they do, 

since the workers cannot make any claims just for themselves. 

For this reason, it is necessary to know what is the perception of the workers about the performance of the leaders, so that 

based on the results, relationships within the community are strengthened (Córdova et al., 2021). The fact that principals are in 

charge of the operation of the educational institution and facilitate the advancement and fulfillment of institutional goals is 

transcendent (Alcántara, 2018). The first step in the role of principals is to sensitize other actors – including parents – to the 

need for their participation, because, although it may seem utopian, this is achieved when the leader acts assertively in the 

performance of his leadership position, manifesting an attitude focused on commitment to the institution he leads (Córdova et 

al., 2021). 

Therefore, the objective of this study was to determine the relationship between organizational leadership and human 

capital management in the employees of the I.E.M. Micaela Bastidas, El Tambo, Huancayo, during the year 2022. 

Materials and Methods 
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The work was of a quantitative approach of the type applied with an exploratory character and aimed to determine the 

relationship between the knowledge of the leader, the skills of the leader and the charisma of the leader with the management 

of human capital in the collaborators of the I.E.M. Micaela Bastidas, El Tambo, Huancayo. 

Sample 

The sample for this work was census and consisted of 46 collaborators from the I.E.M. Micaela Bastidas, El Tambo, 

Huancayo. 

Tools 

To collect data effectively, the questionnaire method was used. Two questionnaires (on organizational leadership and 

human capital management) consisting of 24 items were used, in which five-point Likert scales were used: (1) Poor, (2) bad, 

(3) fair, (4) good, (5) very good. The questionnaires were administered personally to the respondents. 

For data analysis, the raw data were tabulated, taking into account the dimensions of each of the questionnaires. Once all 

the responses were collected, descriptive and inferential statistics were applied, and the hypothesis was tested using Spearman's 

Rho correlation. 

Results 

The results obtained from the descriptive statistics are described below: 

Table 1 shows that 34.80% of respondents rated leadership as low, 32.60% as medium, and 32.60% as high. In the 

knowledge dimension, 34.80% of respondents rated the leader's knowledge as low, 34.80% as medium, and 30.40% as high. In 

the skills dimension, 54.30% of respondents rated the leader's skills as low, 15.20% as medium, and 30.40% as high. Finally, 

in the charisma dimension, 41.30% of respondents rated the leader's charisma as low, 26.10% as medium and 32.60% as high. 

Board 1. Descriptiveresults of theorganizationalleadershipvariableanditsdimensions 

Dimensions 
Lowlevel Mediumlevel High level 

Frequency % Frequency % Frequency % 

OrganizationalLeadership 16 34,80 15 32,60 15 32,60 

Knowledge 16 34,80 16 34,80 14 30,40 

Skills 25 54,30 7 15,20 14 30,40 

Charisma 19 41,30 12 26,10 15 32,60 

Table 2 shows that 34.80% of respondents rated the Human Capital Management (HCM) variable as low, 32.60% as 

medium, and 32.60% as high. In the organizational management dimension, 34.80% of respondents rated it as low, 34.80% as 

medium, and 28.30% as high. In the performance evaluation dimension, 41.30% of respondents rated it as low, 30.40% as 

medium, and 28.30% as high. In the learning context dimension, 37.00% of respondents rated it as low, 32.60% as medium 

and 30.40% as high. Finally, in the organizational dynamics dimension, 43.50% of respondents rated the leader's charisma as 

low, 23.90% as medium, and 32.60% as high. 

Board 2. Descriptiveresults of thehumancapitalmanagement (HCM) variableanditsdimensions 

Dimensions 
Lowlevel Mediumlevel High level 

Frequency % Frequency % Frequency % 

HCG 16 34,80 15 32,60 15 32,60 

Organizational 

Management 
16 34,80 16 34,80 14 30,40 

Performanceappraisal 19 41,30 14 30,40 13 28,30 

Learning Context 17 37,00 15 32,60 14 30,40 

Organizational 

Dynamics 
20 43,50 11 23,90 15 32,60 

Board 3. Cross-Chart: Organizational Leadership vs Human Capital Management  

      Human Capital Management 
Total 
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Low 

Recount 15 1 0 16 

ExpectedCount 5,6 5,2 5,2 16,0 

% of total 32,6 % 2,2 % 0,0 % 34,8 % 

Middle 

Recount 1 10 4 15 

ExpectedCount 5,2 4,9 4,9 15,0 

% of total 2,2 % 21,7 % 8,7 % 32,6 % 

High 

Recount 0 4 11 15 

ExpectedCount 5,2 4,9 4,9 15,0 

% of total 0,0 % 8,7 % 23,9 % 32,6 % 

Total Recount 16 15 15 46 
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ExpectedCount 16,0 15,0 15,0 46,0 

% of total 34,8 % 32,6 % 32,6 % 100,0 % 

Table 3 shows the relationship between organizational leadership and human capital management in I.E.M. employees 

Micaela Bastidas, El Tambo, Huancayo, 2022; 34.8% of respondents responded that organizational leadership is low and of 

these, 32.6% mentioned that human capital management is low; 2.2% are medium and none are high. Similarly, 32.6% of 

respondents responded that organizational leadership is average, and of these, only 2.2% indicate that human capital 

management is low; 21.7% say it is medium and 8.7% say it is high. Finally, 32.6% mentioned that organizational leadership 

was high and of these, 8.7% indicated that it was medium and 23.9% mentioned that it was high. In conclusion, of the 100% of 

the organizational leadership variable, whatever its value, the human capital management variable is 34.8% low; 32.6% 

medium and 32.6% high. 

Table 4 shows the relationship between the knowledge of the leader and the management of human capital in the 

employees of the I.E.M. Micaela Bastidas, El Tambo, Huancayo, 2022; 34.8% of respondents responded that the leader's 

knowledge is low, and of these, 21.7% mentioned that human capital management is low; 4.3% are medium and 8.7% are high. 

Similarly, 34.8% of respondents responded that the leader's knowledge is average, and of these, only 6.5% indicated that 

human capital management is low; 13% say it is medium and another 15.2% say it is high. Finally, 30.4% mention that the 

leader's knowledge is high and of them only 6.5% consider that human capital management is low; 15.2% say it is medium and 

another 8.7% say it is high. In conclusion, of the 100% of the leader's knowledge dimension, whatever its value, the human 

capital management variable is 34.8% low; 32.6% medium and 32.6% high. 

Board 4. Cross-Chart: Leader Knowledge vs Human Capital Management 

      Human Capital Management 
Total 

      Low Middle High 
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Low 

Recount 10 2 4 16 

ExpectedCount 5,6 5,2 5,2 16,0 

% of total 21,7% 4,3% 8,7% 34,8% 

Middle 

Recount 3 6 7 16 

ExpectedCount 5,6 5,2 5,2 16,0 

% of total 6,5% 13,0% 15,2% 34,8% 

High 

Recount 3 7 4 14 

ExpectedCount 4,9 4,6 4,6 14,0 

% of total 6,5% 15,2% 8,7% 30,4% 

Total 

Recount 16 15 15 46 

ExpectedCount 16,0 15,0 15,0 46,0 

% of total 34,8% 32,6% 32,6% 100,0% 

Table 5 showstherelationshipbetweenleaderskillsandhumancapitalmanagement in theemployees of the I.E.M. 

MicaelaBastidas, El Tambo, Huancayo, 2022; 54.3% of therespondentsrespondedthattheleader'sskillsarelowand of these, 

34.8% mentionedthathumancapitalmanagement is low; 13% aremediumand 6.5% arehigh. Similarly, 15.2% of 

respondentsansweredthattheleader'sskillsareaverage, and of these, 13% indicatethatcapitaltalentmanagement is averageandonly 

2.2% that it is high. Finally, 30.4% mentionedthattheleader'sskillswerehighand of themonly 6.5% 

consideredthathumancapitalmanagementwasaverageand 23.9% mentionedthat it washigh. Inconclusion, of the 100% of 

theleader'sskillsdimension, whatevertheirvalue, thehumancapitalmanagementvariable is 34.8% low; 32.6% mediumand 32.6% 

high. 

Board 5. Cross-Chart: Leader Skills vs Human Capital Management 

      Human Capital Management 
Total 

      Low Middle High 
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Low 

Recount 16 6 3 25 

ExpectedCount 8,7 8,2 8,2 25,0 

% of total 34,8% 13,0% 6,5% 54,3% 

Middle 

Recount 0 6 1 7 

ExpectedCount 2,4 2,3 2,3 7,0 

% of total 0,0% 13,0% 2,2% 15,2% 

High 

Recount 0 3 11 14 

ExpectedCount 4,9 4,6 4,6 14,0 

% of total 0,0% 6,5% 23,9% 30,4% 

Total 

Recount 16 15 15 46 

ExpectedCount 16,0 15,0 15,0 46,0 

% of total 34,8% 32,6% 32,6% 100,0% 

Finally, Table 6 showstherelationshipbetweentheleader'scharismaandhumancapitalmanagement in theemployees of the 

I.E.M. MicaelaBastidas, El Tambo, Huancayo, 2022; Theresultsindicatethat 41.3% of therespondentsrespondedthatthecharisma 



JulcaMarcelo, Edson Hilmer; IngaPeña, Raúl2; Santos Bonilla, Kosset Nélida; VasquezArtica, Jessenia; BelzusarriPocomucha, Jeny Yolanda; Gonzales Cenzano, 
Carmen Rosa 

 

1396 

 

of theleader is lowand of these, 30.4% mentionedthatthemanagement of humancapital is lowand 10.9%. Similarly, 26.1% of 

respondentsrespondedthattheleader'scharisma is average, and of these, only 4.3% indicatethathumancapitalmanagement is low; 

15.2% say it is mediumand 6.5% say it is high. Finally, 32.6% mentionedthatthecharisma of theleader is highand of these, 

6.5% consideredthathumancapitalmanagementwasaverageand 26.1% mentionedthat it washigh. Inconclusion, of the 100% of 

theleader'scharismadimension, whateveritsvalue, thehumancapitalmanagementvariable is 34.8% low; 32.6% mediumand 

32.6% high. 

To test thehypothesesproposed, the data werepointedoutusinginferentialstatistics, theresults of whicharedescribedbelow: 

Board 6. Crosstab: Leader Charisma vs Human Capital Management 

      Human Capital Management 
Total 

      Low Middle High 
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Low 

Recount 14 5 0 19 

ExpectedCount 6,6 6,2 6,2 19,0 

% of total 30,4% 10,9% 0,0% 41,3% 

Middle 

Recount 2 7 3 12 

ExpectedCount 4,2 3,9 3,9 12,0 

% of total 4,3% 15,2% 6,5% 26,1% 

High 

Recount 0 3 12 15 

ExpectedCount 5,2 4,9 4,9 15,0 

% of total 0,0% 6,5% 26,1% 32,6% 

Total 

Recount 16 15 15 46 

ExpectedCount 16,0 15,0 15,0 46,0 

% of total 34,8% 32,6% 32,6% 100,0% 

Table 7 showsthatthere is a verystrongpositivecorrelation (0.842) 

betweenorganizationalleadershipandhumancapitalmanagement, determinedwith a confidencelevelof 99%. On theotherhand, the 

bilateral asymptoticsignificance of 2.3310−13 < 0.05indicatesthatthenullhypothesis is 

rejectedandtheresearcher'shypothesisthatmentionsthatthere is a 

relationshipbetweenorganizationalleadershipandhumancapitalmanagement in thecollaborators of the I.E.M. MicaelaBastidas, 

El Tambo, Huancayo, 2022, is accepted. 

Board 7. Spearman's Rho Correlation Between Organizational Leadership and Human Capital Management 

  Indicators OrganizationalLeadership 
Human Capital 

Management 

OrganizationalLeadership 

Correlationcoefficient 1,000 0,842** 

Bilateral asymptoticsignificance  2.3310−13 

N 46 46 

Human Capital Management 

Correlationcoefficient 0,842** 1,000 

Bilateral asymptoticsignificance 2.3310−13  

N 46 46 

**. Thecorrelation is significant at the 0.01 level (two-sided). 

Table 8 showsthatthere is a weakpositivecorrelation of 0.236 betweentheleader'sknowledgeandhumancapitalmanagement, 

determinedwith a confidencelevelof 95%. On theotherhand, the bilateral asymptoticsignificance of 0.236 > 0.05 

indicatesthattheresearcher'shypothesis is rejectedandthenullhypothesisthatmentionsthatthere is 

norelationshipbetweentheleader'sknowledgeandthemanagement of humancapital in thecollaborators of the I.E.M. 

MicaelaBastidas, El Tambo, Huancayo, 2022, is accepted. 

Board 8. Spearman'sRhoCorrelationBetweenLeader Knowledge and Human Capital Management 

  Indicators Knowledge of theLeader 
Human Capital 

Management 

Knowledge of theLeader 

Correlationcoefficient 1,000 0,236 

Bilateral asymptoticsignificance  0,114 

N 46 46 

Human Capital Management 

Correlationcoefficient 0,236 1,000 

Bilateral asymptoticsignificance 0,114  

N 46 46 

Table 9 showsthatthere is a considerablepositivecorrelation of 0.706 betweentheleader'sskillsandhumancapitalmanagement, 

determinedwith a confidencelevel of 99%. On theotherhand, the bilateral asymptoticsignificance of 4.1410−8 < 

0.05indicatesthatthenullhypothesis is rejectedandtheresearcher'shypothesisthatmentionsthatthere is a 

relationshipbetweentheskills of theleaderandthemanagement of humancapital in thecollaborators of the I.E.M. 

MicaelaBastidas, El Tambo, Huancayo, 2022 is accepted. 



Organizational leadership and human capital management in the collaborators of the I.E.M. Micaela Bastidas, El Tambo, Huancayo, 2022 

 

1397 

 

Board 9. Spearman's Rho Correlation Between Leader Skills and Human Capital Management  

  Indicators LeaderSkills 
Human Capital 

Management 

LeaderSkills 

Correlationcoefficient 1,000 0.706** 

Bilateral asymptoticsignificance  4.1410−8 

N 46 46 

Human Capital 

Management 

Correlationcoefficient 0.706** 1,000 

Bilateral asymptoticsignificance 4.1410−8 . 

N 46 46 

**. Thecorrelation is significant at the 0.01 level (two-sided). 

Table 10 showsthatthere is a verystrongpositivecorrelation of 0.803 

betweentheleader'scharismaandhumancapitalmanagement, determinedwith a confidencelevelof 99%. On theotherhand, the 

bilateral asymptoticsignificance of 1.9710 11−< 0.05indicatesthatthenullhypothesis is 

rejectedandtheresearcher'shypothesisthatmentionsthatthere is a relationshipbetweenthecharisma of theleaderandthemanagement 

of humancapital in thecollaborators of the I.E.M. MicaelaBastidas, El Tambo, Huancayo, 2022, is accepted. 

Discussions 

Leadershipandhumancapitalmanagementaretodaythecornerstoneandthecrucialstrategicfoundationforthesuccess of 

organizations, corporations, andinstitutions, since peoplearetheiracademiccapital, andtheir presence 

andactiveengagementputsthem on par withprocedures, infrastructure, andtechnology(Hualpa, 2014). 

Accordingtothepreviousanalysis, there is evidence of poorleadershipandpoormanagement of humancapital in stateentities, in 

contrasttoprivatecompanies, 

whichhaveclearlyidentifiedthatexcellenthumancapitalmanagementaddsvalueandgenerateschangethroughexampleandtrust, 

whilestateentitiesarehesitanttoabandoncomplexschemesrooted in publicservants. 

Board 10. Spearman's Rho Correlation Between Leader Charisma and Human Capital Management  

  Indicators Charisma of theleader 
Human Capital 

Management 

Charisma of theleader 

Correlationcoefficient 1,000 0.803** 

Bilateral asymptoticsignificance  1.9710−11 

N 46 46 

Human Capital 

Management 

Correlationcoefficient 0.803** 1,000 

Bilateral asymptoticsignificance 1.9710−11  

N 46 46 

**. Thecorrelation is significant at the 0.01 level (two-sided). 

 

That is why it is necessarytounderstandthatemployeesarethemostvaluableandonlyasset of anyorganization, because on 

manyoccasionsthe idea of "happy" employees is confusedwith "motivated" employees, which is whythedifferentways of 

motivatingemployeesmust be highlighted in ordertopromotetheproductivity of organizations in 

additiontoidentifyingthedimensionsthatdirectlyorindirectlyinfluenceemployeemotivation(Sabir, 2017)whichwouldleadto an 

adequatemanagement of humancapital. 

IfwecomparetheresultsfortheoverallobjectivewiththosereportedbySanjeevand Singh (2017) 

whoanalyzedthefactorsinfluencingtalentmanagement in Indian IT companiesandsoughttounderstandtheinfluence of 

thetalentmanagement model on thewayleadershipdevelopmentwasdetermined, they determinedtheexistence of a 

positivecorrelationbetweentalentmanagementandleadershipdevelopment, they could,  InthesameveinSadeli, 

(2012)whostudiedtheinfluence of leadership, talentmanagement, organizationalcultureandorganizationalsupport on 

employeeengagementandfoundthatleadershipbehaviorssignificantlyinfluencetalentmanagementpractices, fromthispoint of view 

it seemsthatthiscorrelation is inherentandappliestoalltypes of 

organizationsthathaveleadershipandhumancapitalmanagementrelationships at thesectorlevelThisfinding is alsocorroborated, 

forexample in a studycarriedout at theUniversity of Lima Belly & Bark (2021) At the p<0.01 level, 

transformationalleadershipandthedimensions of Human Talent Management weresignificantlycorrelated. Continuing in 

thesameveinMendoza (2019)Itshowsthatorganizationalleadershipandhumancapitalmanagementarepredominantlyexpressed at 

themiddlelevel, in thesameway it indicatesthatthere is a direct, moderatelysignificantcorrelationbetweenthese two variables, 

alsoCcala (2019)Itdeterminedthecorrelationbetweenleadershipstylesandhumanresourcemanagement, determiningtheexistence 

of a significantcorrelationbetweenbothvariables, in turn, with an applicationtobasiceducationZeña 

(2017)determinedtherelationshipbetweenhumancapitalmanagementandpedagogicalleadership, giventheproblems of 

theEducationalInstitution in terms of didacticresourcesandtheexercise of leadership, findingthatpedagogicalleadership is 

directlyandsignificantlyrelatedtohumancapitalmanagement, with a Spearman'scoefficient (rho=0.737) and a level of 

realsignificancelowerthanthetheoreticallevel of significance (p-value = 0.000 < 0.05),  Based on allthese data, it is 

possibletoaffirmthatleadershipandhumancapitalmanagementarecomplementaryactivitiesthataredeveloped in search of thewell-

being of organizations, but withoutneglectingthesatisfaction of thestaffandunderstandingthatcapitalmanagement is not 

onlyseekingsatisfaction, but alsoimpliesitscultivationandcareforbeingpart of theworkteam. 
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Fromanotherpoint of view, thisseemsconsistentwithwhat has beendescribedbyRajput et al. (2021)whereas it is 

essentialtounderstandthescience of humanresourcemanagement in ordertoharnessthehumancapital of anycompany, as 

intellectualcapital, technology, globalisation, profitabilitythroughgrowthandchangearethe main 

businessconcernsandforthispurposecompaniesmustcooperatetodevelopnewtalent,  Andhumanresourcemanagement is 

responsiblefordoingso. On theotherhand, it is not surprisingthatthere is a correlationbetweenthese two variables, since they 

arepart of theleadershipcompetencies(Botha, 2010)And it wasKrause (1998) He indicatedthattheprinciples of 

leadershipprovidethenecessaryfoundationstocarryoutpropermanagementusingcharacteristicssuch as knowledge, 

skillsandcharisma. 

Continuingwiththeprevious idea and as reportedbyotherresearchers, thiscorrelation of 

leadershipandhumancapitalmanagement can create a strongrelationshipbetweenemployees, theleaderandthecompany(André & 

Lantu, 2015)therefore, it must be understoodthatthisrelationshipturnsoutto be fruitful, beingabletohave an influence on 

thesustainability of an organization, as mentionedbyPantouvakisandVlachos (2020), whodiscoveredthattalent has a 

greaterimpact on sustainabilityperformancethan on leadership, in additiontothefactthat in 

themoderateorganizationalculturethere is a greatercorrelationbetweentalentandsustainability,  on 

therelationshipbetweenleadershipandsustainability. 

WithregardtoSpecificObjective 1 accordingtothestatementbyKrause, (1998)whichindicatesthatorganizationalleadership is 

an important element fortheproperfunctioningandmanagement of institutions, so they define it as the "set of componentsthat a 

person has tolead a group: knowledge, skillsandeveninnateconditions, such as charisma" (p. 93), soifthere is a 

correlationbetweenleadershipandhumancapitalmanagement,  One of thedimensions of 

leadershipmustalsocorrelatewithhumancapitalmanagement. Inaddition, knowledge is thefoundation of effectiveleadership, and 

it fallsintothreecategories: Fundamentalknowledgeconsists of learningthefundamentalprinciples of leadership; 

strategicknowledgeconsists of meetingtheneedsandobjectives of employeesandcompetitorsto plan 

activitiestoachievebusinessobjectives; andtacticalknowledge is 

aboutusingexperiencetoachieveresultsbyeffectivelyplanningwork, delegatingresponsibilities, reviewingperformance, 

andimprovingsystemsandprocesses(Krause, 1998). 

Inthissamecontext, when a person is in leadershipmode, they arethinkingabout an 

endgoalandthismusthaveclearobjectivesandmusthavethenecessaryknowledgetodirectthebehavior of theirleaderswell. 

Followers(Spain, 2019), which can also be contrasted in thestatements of Guevara (2017)whichindicatesthatleadership can be 

perfectedthroughtrainingortheacquisition of knowledge, statingthat a Human Talent Management Programme had a 

positiveinfluence, significantlyimprovingthemanagerialleadership of theparticipants; InadditionChung and Vásquez (2017) 

They determinedthattransformationalleadership (LTF) andtransactionalleadership (LTS) have a positiveinfluence on 

knowledgemanagement (KM), demonstratingthatthere is dependence on thetype of 

organizationalculturewithrespecttoknowledgemanagement, which in turn is influencedby LTS. 

Concludingthatorganizationalculture has no role in thecorrelation of LTF behaviorandknowledgemanagement; however, it 

doesintervene in thecorrelation of LTS andtheactivitiesthatarecarriedout as part of knowledgemanagement. 

WithregardtoSpecificObjective 2, thisrelationship has alsobeenveryimportant.littlestudiedunderthissamedenomination, but 

ifwedelve a littleintotheconceptprovidedbyKrause (1998)andDelgado y Delgado (2003), whichpointoutthattheskillsthat a 

leadermusthave, is nothingmorethantheonewho is formed as a result of a sum of concrete life experiencesandthedevelopment 

of someskillsthatareincreasinglyhelpinghimtoachieveandperfectthefunction of leader, forthis he 

musthaveinnateorachievedskillssuch as organizationalcommunication,  socialskillsandconflictmediation, sotheseskills can 

helpyouachieveresults, as pointedoutbyGonzáles, (2016) whoestablishedtherelationshipandcomparison of 

leadershipandjobperformance, establishing a correlationbetweenleadershipandjobperformance, but there is a 

significantnegativecorrelationbetween service qualityandjobperformance. 

Inanother sense, if it is consideredthattheleader'sskillsimprovethemanagement of humancapital, 

allowinghimtoobtainbetterresultsfrom his followers, he can findworksthatdeterminetherelationshipbetweenleadership, 

managementandworkperformance as indicatedRojas and Vilchez (2018)founda 

statisticallysignificantcorrelationbetweenhumantalentmanagement (HRM) andjobperformance. LikewiseSalt and Roses, (2018) 

A significantcorrelationwasfoundbetween Human Capital Management andJobPerformance. Inthisperspective, thestatements 

of Ortega (2017), whichindicatesthatalthoughthediscipline of leadershipstudies has had a lot of time to define itself, 

thepeoplewhowork in it seemunableto do so, since tothisdaythereareseveralperspectives on leadership, rangingfromthetheory 

of thegreatman, which is nowconsideredoutdated, tothetheory of "leadershipqualities",  closelyrelated, 

totransactionalandtransformationalleadershipapproaches. Thenthereareethical, servant, genuine, deliberate, 

andcollaborativemanagementpracticesandleadershipphilosophies, as well as 

practicalstrategiesfordevelopingsuccessfulleadersand, of course, newleadershipmodelsthathave not yet beendeveloped (Ortega, 

2017), and in manyworkstheleader'sskillshave not beenconsidered as an 

importantfactortotakeintoaccounttomeasuretheirperformanceand how it relatestomanagement of humancapital. 

Finally, forSpecificObjective 3; Inthiscase, noevidence has beenfoundfromstudiesthatmeasurethesevariables, but 

thedefinitionprovidedbyKrause, (1998)that it is inherent in leadershipsomeattitudessuch as charismaandthat it is 

supportedbyDelgado y Delgado (2003)thatcharisma is considered a crucial element of leadership, as businessleadersare not 

necessarilyendowedwithnaturalcharisma, but throughexperienceand self-development, they can 

transformcertaincharacteristicsinto a largedose of charisma, allowingthemtoexertrealinfluence on employeesand,  
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consequently, toachievetheobjectives of theentity. Thischarismamust be manifestedthroughthedegree of promotion of a 

healthyworkenvironment, theabilityto listen tosuggestions, thedegree of promotion of valuesandthedegree of fairtreatment at 

work, so it is plausibleto be analyzedbased on indicatorsthat can measurethesevariables, as 

carriedoutbyOmotundeandAlegbeleye (2021) whoinvestigatedtheworkperformance of 

librariansandtheircorrelationwithpractices of talentmanagement, findingthattherewas a 

positivecorrelationbetweentalentmanagementpracticesandlibrarians' jobperformance (r = 0.58; p <0.05) 

andconcludingthatthedevelopment of talentmanagementtasks had an effect on librarians' jobperformance, 

andforthistheleadermustuse his charisma in ordertohave a directimpact on theadequateperformance of theworkers. 

On theotherhand, a lack of charisma on thepart of theleader can evenleadstafftohidetheirknowledgeand not 

fullyfulfillthefunctionsentrustedtothem as they make it knownOubrich et al. (2021), investigating how leadershipstyle, 

organizationaldesign, andhumanresourcemanagementpracticesinfluencetheconcealment of knowledge, 

recommendingleaderstoestablishtherightbalancebetweenfairnessandcompetencetoreducetheconcealment of knowledge, an 

actthatdirectlythreatensthefulfillment of organizationalgoalsandobjectives. 

Another of theworker'sattitudesinducedonlybytheleader'slack of charisma can be manifested in thenon-

compliancewithrulesandjobsatisfaction, as they makeknownAdiguzel et al. (2020)examiningtheimpact of 

strategichumanresourcemanagementandservantleadership on norm-breakingworkerbehaviorsandjobsatisfaction. Data 

andanalyticsrevealthat in competitivecontexts, privatecompaniesfearlosingcustomers, 

sotheirstaffgoaboveandbeyondstandardprocessestoprotectthecompany'sinterests. Anothercase is shownbySparrow 

(2019)whoinvestigated two themesusingthehistoricalanalysis of talentmanagement: has thedisciplinefollowed a 

logicalgrowthand a process of increasingcoherence?, and has itsnarrativebeenideologicallyshaped? He 

citessixthemesthatguidedandenabledthefuturegrowth of thefield of talentmanagement. Itshows how several of 

theseconceptswererepackagedwiththeaddition of newconceptstocreate two conflictingnarratives: onefromthepoint of view of a 

star actorandtheotherfromtheperspective of humancapitalmanagement. Itexaminesthecriticismsandprogressiveissuesthatneedto 

be addressed in ordertoaddresstheseissues. Althoughtherehavebeenperiodicideologicalreinterpretations of talentmanagement, 

there has been a logical, progressive, problem-baseddevelopment of concepts in thearea in 

whichtoday'scriticalviewpointsmustnow fit. 

Conclusions 

Theteachersorcollaborators of an educationalinstitutionare in charge of supportinglearning, 

teachingandresearchbyprovidinghigh-qualityservicesforstudents, sothehumancapitalmanagementstrategy is 

directlyrelatedtotheleadership of theinstitution'smanagementand is 

vitaltoachievehighworkperformanceamongteachersandcollaborators. Inaddition, it is valuablefortheleaders of 

educationalinstitutionstobecomeaware of theimportance of humancapitalmanagementandforthis they 

musttakeintoconsiderationthattheknowledge, skillsandcharisma of theleaderarekeyfactors. 
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