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ABSTRACT Objective. This research was conducted with the purpose of describing

the efficiency of human talent management in the District Municipality Keywords: administration;
of Pillco Marca, Huanuco, 2025. Methods. A quantitative approach, a management; human talent;
non-experimental design, and a simple descriptive type were employed. efficiency; motivation.

The population was confirmed by administrative staff and officials, and a
questionnaire was applied to a sample of 80 participants. The instrument
was based on Huaytan Tucto (2021) and was structured into six dimensions:
organization and planning, training and personal development, evaluation
and results, communication, recognition and motivation, and support and
continuous improvement. The data were processed using SPSS version
26, applying descriptive statistics (mean and standard deviation) and
establishing an interpretation scale to determine the level of efficiency.
Results. The human talent management variable obtained an overall mean
of 3.49, placing it at the efficient level. The dimensions evaluated were
located in an efficient level and presented the following scores: organization
and planning (3.66), training and personal development (3.36), evaluation
and results (3.65), communication (3.57), recognition and motivation
(8.21), and support and continuous improvement (3.49). Conclusions.
Human talent management in the District Municipality of Pillco Marca is
classified as efficient.

RESUMEN Objetivo. La investigacion se realiza con la finalidad de describir la eficiencia

de la gestién del talento humano en la Municipalidad Distrital de Pillco Palabras clave: administracion;
Marca, Huanuco, 2025. Métodos. Se empled un enfoque cuantitativo, un gestion; talento humano;
disefio no experimental y el tipo descriptivo simple. La poblacién estuvo eficiencia; motivacion.

conformada por trabajadores administrativos y funcionarios, y se aplicé un
cuestionario a una muestra de 80 participantes. El instrumento se basé en
Huaytan Tucto (2021) y se estructurd en seis dimensiones: organizacion
y planificacién, capacitacion y desarrollo personal, evaluacién y resultados,
comunicacion, reconocimiento y motivacién, y apoyo y mejora continua.
Los datos fueron procesados en el programa SPSS versiéon 26, aplicando
estadisticos descriptivos (media y desviacién estandar) y estableciendo un
baremo de interpretacion para determinar el nivel de eficiencia. Resultados.
La variable de gestion del talento humano obtuvo una media general de 3.49,
ubicéndose en el nivel eficiente. Las dimensiones evaluadas se ubicaron
en el nivel eficiente y presentaron los siguientes puntajes: organizacién y
planificacion (3.66), capacitacion y desarrollo personal (3.36), evaluacién
y resultados (3.65), comunicacién (3.57), reconocimiento y motivacion
(3.21) y apoyo y mejora continua (3.49). Conclusiones. La gestion del
talento humano en la Municipalidad Distrital de Pillco Marca se clasifica
como eficiente.
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Efficiency of human resource management

INTRODUCTION

Human talent management represents a key element in
achieving efficiency and fulfilling institutional objectives,
as personnel are considered the most important
intangible resource. However, although its value is widely
recognized, the processes of human capital selection
and development in the public sector have gradually
evolved in response to the dynamics and needs of the
current environment.

Chiavenato (2017) states that human resource
management refers to the incorporation, development,
and optimization of employees’ capabilities to achieve
organizational objectives. In a Peruvian public institution,
Leén Aguilar and Villanueva Figueroa (2025) found
that talent management had a positive influence on job
performance. From a broader perspective, Jiang et al.
(2012) conducted a meta-analysis demonstrating that
human resource systems that include skill development,
motivation, and opportunities have positive effects
on key organizational outcomes related to human
capital and employee motivation. Similarly, Robbins
and Coulter (2018) indicate that, through the planning
and organizing process, objectives, responsibilities, and
resource coordination mechanisms can be identified.
Public employment management in Latin America
and the Caribbean continues to require institutional
capacities for attracting, developing, and strategically
managing the people who provide public services.
The Organisation for Economic Co-operation and
Development (OECD, 2024) recognizes the importance
of public employment management in the region for
the level of government practices. The OECD (2023)
calls for greater adaptability, learning, and mobility of
the public workforce. Therefore, professionalization,
competency development, and modernization of people
management are aspects that define the process of
improving institutional capacity.

In Peru, Castro Mori and Delgado Bardales (2020)
indicate that deliberate human talent management was
a positive indicator of job performance. They stated
that an effective talent management method included
training and performance incentives. According to
Huaytan Tucto (2021), the relationship between human
talent management and job performance in the District
Municipality of Castillo Grande, in the municipal sphere
of Hudnuco, is positive, with certain nuances. Similarly,
Huerta Soto (2023) found a high and significant positive
variation between public management modernization
and human talent management in the District
Municipality of Huaylas.

At the regional level, Astete Montalvo et al. (2024)
found a positive and significant association between
human talent management and service quality among
municipal officials in the Central Amazon region of
Ecuador. In Hudnuco, Rimas Castillo (2024) reported
a high and significant relationship between human
talent management and job competencies among
employees of the District Municipality of Luyando.
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Similarly, according to Durand Aquino (2024), human
talent management and employee engagement among
employees of the District Municipality of Castillo Grande
were also strengthened by the presence of a positive
relationship with staf enf training.

In the case of the District Municipality of Pillco Marca,
previous studies have documented issues related to
personnel management and service delivery. Cayco Nieto
and Palpan Valer (2021) identified difficulties related to
communication between newly hired employees and
more experienced staff. These obstacles negatively
affect organizational integration. For their part, Gabriel
Caldas (2025) studied human talent management
and the quality of services for older adults at the CIAM
of the District Municipality of Pillco Marca. These local
precedents justify specifically investigating human talent
management in this municipal institution.

Although studies on talent management in the
public sector are diverse, a gap can be identified in the
measurement of the efficiency of talent management
in district municipalities, where correlational and
comparative methods prevail. This study aims to
address this gap by describing the efficiency of talent
management in the District Municipality of Pillco Marca,
thereby providing empirical data that contribute to the
advancement of public administration theory.

The study is justified from a practical perspective,
as it will help identify the strengths and weaknesses of
the institution, which will serve as a basis for decision-
making and the formulation of local policies aimed
at developing personnel management and improving
service quality.

Thus, the present study is necessary to determine
the current level of effectiveness in human talent
management at the District Municipality of Pillco Marca.
The main objective is to provide proposals that will
contribute to improving institutional management and
the delivery of public services.

In this contex un talent management in the District
Municipality of Pillco Marca, Huanuco, 20257 To answer
this question, the objective was to describe the efficiency
of human talent management in theb municipality in
terms of organization and planning, training and personal
development, evaluation and results, communication,
recognition and motivation, and support and continuous
improvement. Thus, the study seeks to generate
evidence that will make it possible to identify strengths
and weaknesses in institutional management.

METHODS

Design and approach

The study employed a quantitative approach and a
non-experimental design, as the data were collected
at a single point in time in 2025, without deliberately
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manipulating the variable. According to Hernandez-
Sampieri et al. (2014), non-experimental designs allow
phenomena to be observed in their natural contexts for
subsequent analysis.

Population and sample

The study population consisted of all workers of
the District Municipality of Pillco Marca, Huanuco,
including both administrative staff and municipal
officials, who collectively represent the workforce on
which the efficiency of human talent management
was evaluated.

According to the Institutional Human Resources
Registry of the District Municipality of Pillco Marca
(2025), the total population consists of 160 workers,
of whom 20 are officials and 140 are administrative
staff.

Since the study aimed to assess the efficiency
of human talent management based on the direct
perceptions of the municipality’s administrative and
operational personnel, non-probability convenience
sampling was employed. This type of sampling was
appropriate because it allowed timely access to workers
who met the established criteria and were available
during the data collection period. Convenience sampling
is used when immediate and direct information about
the phenomenon under study is required, optimizing
time and resources without compromising the validity of
the data obtained.

Therefore, the final sample consisted of 80
participants, of whom 20 were officials and 60 were
administrative staff.

Inclusion criteria

The study included workers who met the following
conditions: administrative staff and officials actively
working at the District Municipality of Pillco Marca;
personnel with a minimum tenure of six months within
the institution; and participants who voluntarily agreed to
participate in the study.

Exclusion criteria

The following cases were excluded: workers who were
on leave, medical leave, or vacation during the data
collection period; personnel hired under temporary
arrangements or service contracts without a direct
administrative relationship; and workers who did not
agree to participate in the study.

Instrument

For data collection, a structured questionnaire consisting
of 18 items was used. It was designed to measure the
efficiency of human talent management in the District
Municipality of Pillco Marca, based on six key dimensions
of public management: organization and planning,
training and personal development, evaluation and
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results, communication, recognition and motivation, and
support and continuous improvement.

This instrument was selected because it allows for
the collection of direct and accurate perceptions from
personnel regarding internal institutional processes,
facilitating the identification of the actual level of
efficiency in human talent management.

The questionnaire used a five-point Likert-type
response scale: 1: strongly disagree, 2: disagree, 3:
neither agree nor disagree, 4: agree, and 5: strongly
agree.

Analysis of the measurement instrument:
Questionnaire

The questionnaire was subjected to an internal
consistency assessment to ensure the reliability of
the results. For this purpose, Cronbach’s alpha and
McDonald's omega coefficients were applied, both
of which are widely used in social and organizational
studies.

Validity and reliability

The validity and reliability of the instrument were
considered adequate, following the methodological
criteria proposed by Nunnally and Bernstein (1994),
who indicate that reliability coefficients of 0.70 or higher
can be considered acceptable for research purposes.
The questionnaire developed by Huaytan Tucto (2021),
adapted for this study, achieved a Cronbach's alpha
of 0.92 and a McDonald's omega of 0.911, values
that reflect a high level of internal consistency of the
instrument in the evaluated sample.

Ethical considerations

The present study complied with the ethical principles
established by the University of Huanuco and
international ethical standards for social research. Prior
to administering the questionnaire, participants were
informed about the objectives of the study, its academic
nature, and the exclusive use of the information for
scientific and statistical purposes. Each worker was
informed beforehand and expressed their voluntary
willingness to participate, with the freedom to withdraw
from the study at any time without any professional or
personal repercussions.

Procedure and analysis

For the interpretation of the results, an analysis scale
was developed based on the five-level Likert scale used
in the questionnaire, with the purpose of classifying the
level of efficiency of human talent management in the
District Municipality of Pillco Marca. This scale made it
possible to transform the mean values obtained using
SPSS v26 software into qualitative categories that
reflect the degree of efficiency observed across the
different dimensions evaluated.
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RESULTS

Table 1
Variable: management of human talent

Level according to

Dimension Average

the scale
Organization and planning 3.66 Efficient
gf\jgiggnigﬂtpers"”a' 336 Efficient
Evaluation and results 3.65 Efficient
Comunication 3.57 Efficient
Recognition and motivation 3.21 Efficient
Support and continuous 3.49 Efficient

improvement

Variable mean: 3.49.
Level according to the scale: efficient

The means obtained range from 3.21 to 3.66, with an
overall mean of 3.49.

The average values obtained show that the six
dimensions evaluated have scores within the “efficient”
level, evidencing consistency in the overall means.
Organization and planning, evaluation and results, and
communication recorded the highest scores within the
variable, whereas recognition and motivation presented
the lowest mean, although still within the same level
established by the scale.

Table 2
Dimension: organization and planificacion
Items N Min. Max. Mean 3:3?;?;:
p1 80 1 5 3.86 1.25
p2 80 1 5 3.63 1.02
p3 80 1 5 3.49 1.13

Dimension mean: 3.66.
Level according to the scale: efficient.

The findings show means ranging from 3.49 to 3.86,
with a dimensional mean of 3.66, reflecting higher values
within the observed range.

Table 3
Dimension: training and personal development
Items N Min. Max. Mean gtapd'f)rd
eviation
p4 80 1 5 3.35 1.09
p5 80 1 5 3.35 1.07
p6 80 1 5 3.39 1.00

Dimension mean: 3.36.
Level according to the scale: efficient.

The items present means ranging from 3.35 to 3.39,
with an overall mean of 3.36.

@ nhitps//doi.org/10.37711/rcie.2026.6.1.8

Alzamora-Garcia W, et al.

Table 4
Dimension: Evaluation and Results
Items N Min. Max. Mean gtapd:.;\rd
eviation
p7 80 1 5 3.61 1.05
p8 80 1 5 3.55 0.88
P9 80 1 5 3.80 0.96

Dimension mean: 3.65.
Level according to the scale: efficient.

The items present means ranging from 3.55 to 3.80,
with an overall mean of 3.65.

Table 5

Dimension: comunication
Items N Min. Max. Mean g;?,?;?or:
p10 80 1 5 359 0.99
p11 80 1 5 3.56 0.95
p12 80 2 5 3.56 0.85

Dimension mean: 3.57.
Level according to the scale: efficient.

The averages range from 3.56 to 3.59, with a
dimension mean of 3.57.

Table 6

Dimension: recognition y motivation
Items N Min. Max. Mean 3:?’?:1?;ﬁ
p13 80 1 5 3.15 1.07
p14 80 1 5 3.20 0.99
p15 80 1 5 3.29 0.96

Dimension mean: 3.21.
Level according to the scale: efficient.

The means range from 3.15 to 3.29, yielding an overall
mean of 3.21.

Table 7
Dimension: support and continue improvement
Items N Min. Max. Mean 3tapd§rd
eviation
p16 80 1 5 357 0.85
p17 80 1 5 3.42 0.91
p18 80 1 5 34.48 1.04

Dimension mean: 3.21.
Level according to the scale: efficient.

The findings indicate means ranging from 3.42 to
3.57, with an overall mean of 3.49.
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Interpretation

There is strong organization, effective communication, and strong recognition of
Objectives are met, although some aspects of motivation and development can be

Processes function partially, but there are weaknesses in motivation and

There are structural deficiencies, lack of planning, and low staff training.

;aczllz ?or the Analysis and Interpretation of Results According to the Likert Scale
gi:::;: Efficiency level Score range

5 Highly efficient .00 - 5.00 personnel.

4 Efficient 3.00-3.99 improved.

3 Neithiire?ffigiceiﬁ?t " 200-299 communication.

2 Inefficient 1.00 - 1.99

1 Totally inefficient 0.00-0.99

Disorganization and lack of leadership severely affect institutional performance.

Note. The scale was designed using a five-point Likert scale in the instrument adapted from Huaytan Tucto (2021). The ranges used to interpret the
means for classification in the present study were operationally defined by the researchers.

The descriptive analysis yielded the following mean
values: the means ranged from 3.15 to 3.86, with an
overall mean of 3.50 and an average standard deviation
of 1.00.

According to these values and the scale developed
based on the Likert scale, the efficiency level falls within
the efficient range.

The highest scores were observed in the dimensions
of organization, with a score of 3.86, and communication,
with a score of 3.80, which evidences acceptable
internal coordination. However, the lowest mean scores
were found in recognition, with 3.15, and motivation,
with 3.20, demonstrating deficiencies in recognition
mechanisms, incentives, and job satisfaction.

Thus, it is identified that the main problem of the
District Municipality of Pillco Marca is the lack of
implementation of personnel recognition and motivation
strategies, which directly affects the organizational
climate, job satisfaction, and overall efficiency of human
talent management. In addition, the results obtained
showed that, although there are advances in aspects of
internal organization, communication, and planning, the
dimensions of recognition, motivation, and professional
development presented lower scores, demonstrating
weaknesses in human resource management.

Likewise, the overall mean of 3.50 places the District
Municipality of Pillco Marca within the efficient range,
indicating that human talent management partially
meets institutional objectives but has not yet reached a
high level of efficiency. The analysis shows that internal
organization and communication have favorable results,
evidencing progress in coordination among areas and
clarity in the transmission of information. However,
the lowest values are found in motivation, recognition,
and training, indicating that personnel do not perceive
sufficient opportunities for growth or incentives for
their work efforts. This situation leads to a decrease in
institutional commitment and the efficiency of public
services, affecting the quality of service provided to
citizens.

Innovacion Empresarial. 2026; 6(1): 56-63

The findings showed efficient management, with
potential for improvement if mechanisms for continuous
training, performance evaluation, and incentive programs
are strengthened.

DISCUSSION

Human talent management variable

The mean of 3.49 for the human talent management
variable places it in the efficient category of the scale
used in this study. This demonstrates that human talent
management has a positive impact on the desired
outcomes at work. Leén Aguilar and Villanueva Figueroa
(2025) found that, in a Peruvian public institution,
human talent management was positively correlated
with job performance. Jiang et al. (2012) conducted
a meta-analysis showing how activities designed to
improve the skills, motivation, and participation of
participants/spectators strengthen human capital and
organizational motivation. In the municipal context of
Huanuco, Huaytan Tucto (2021) found a moderately
positive relationship between talent management and
job performance. These findings support the importance
of comprehensive personnel management, although
they do not support the assertion that an average of 3.00
or higher, by itself, constitutes a universal performance
standard. Therefore, the interpretation of the value of
3.49 should remain within the limits of the range defined
in this study.

Organization and planning dimension

The results show that the organization and planning
dimension achieved a mean of 3.66, thus placing it at
the efficient level of the study scale. This suggests
that employees perceive the definition of roles, the
implementation of appropriate procedures, and
coordination among the different sections. According to
Robbins and Coulter (2018), organization and planning
contribute to the achievement of different objectives, the
assignment of duties, and the creation of organizational
structures to ensure coordination among the different
sections of an organization. According to Huerta Soto
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(2023), in the municipal public sector, there is a strong
positive relationship between public management
modernization and talent management. The results
indicate a generally favorable perception of internal
organization. However, to establish the consolidation
of clear coordination and planning mechanisms, it is
necessary to maintain a favorable perception of internal
organization.

Training and personal development dimension

The results show that the participants rated training and
personal development as efficient, with a mean score of
3.36. According to Aguinis and Kraiger (2009), based on
a review of the literature, training and development can
benefit individuals, teams, and organizations as a whole,
provided that the components of needs assessment,
design, transfer, and evaluation are addressed. Durand
Aquino (2024) investigated the municipal context of
Hudnuco and found a positive relationship between
staff training and employee commitment in the District
Municipality of Castillo Grande. In addition, the OECD
(2023) focuses on the need to develop learning and
adaptation capacities in public sector services. Given
that the mean scores indicate a favorable perception,
it is important to strengthen the relevance of training
activities and maintain their momentum.

Evaluation and results dimension

The mean score for the evaluation and results dimension
is 3.65, placing it at the efficient level according to the
study’'s rubric. This indicates a favorable perception of
performance evaluation, fairness in evaluation, and its
positive impact on job performance. DeNisi and Murphy
(2017), in their analysis of a century of research on
performance appraisal and management, point out that
the processes involved in performance evaluation go
beyond assigning an appraisal rating. Evaluation serves a
purpose, and the various sources from which evaluations
are obtained justify a range of reactions and feedback.
This activity affects the usefulness of the evaluation.

According to Castro Mori and Delgado Bardales
(2020), at the national level, there is a positive
relationship between human talent management and
job performance. Therefore, the results of this dimension
indicate a positive operational foundation, and it will
be important to use evaluation results systematically
and continuously as a basis for providing feedback and
implementing corrective actions.

Communication dimension

The results indicate that the communication dimension
obtained a mean score of 3.57, placing it at the efficient
level according to the study's benchmark. Men (2014)
found that the more symmetrical internal communication
is and the more appropriate the communication channels
are, the greater employee satisfaction becomes. In
addition, Neves and Eisenberger (2012) identified that
management communication is related to perceived
organizational support and, through this, to performance.
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According to Cayco Nieto and Palpan Valer (2021),
in Pillco Marca, there are communication problems
affecting new employees when communicating with
higher-ranking employees. In light of this context,
the mean obtained in this study shows a relatively
positive perception. It is recommended that feedback,
participation, and two-way communication be improved.

Recognition and motivation dimension

The results indicate that the recognition and motivation
dimension obtained a mean score of 3.21, the lowest
of all dimensions, placing it at the efficient level. Brun
and Dugas (2008) described recognition as a human
resource practice involving various sources and practices
within the organization and, therefore, requiring explicit
and consistent management systems and mechanisms.
Similarly, Jiang et al. (2012) showed that human
resource motivation practices provide a mechanism
through which individual management is related to
organizational outcomes. In Hudnuco, Rimas Castillo
(2024) found positive relationships between personnel
talent management practices, including compensation
and job competencies. This mean score, therefore, calls
for a critical examination of reward and recognition
practices, incentives, and performance appraisal.

Support and continuous improvement dimension

The results show that the support and continuous
improvement dimension obtained a mean score of 3.49
and falls below the efficient level according to the study
scale. The OECD (2023) states that contemporary public
employment management requires learning, adaptation,
and mobility skills to manage changing environments.
Regarding municipal services, Astete Montalvo et al.
(2024) identified a positive and significant association
between talent management and service quality.
Concerning human talent management and performance
in public positions, Ledn Aguilar and Villanueva Figueroa
(2025) identified only positive correlations. These results
reveal the existence of institutional support conditions.
However, it is necessary to create a more systematic
and continuous system of training and organizational
development for improvement.

CONCLUSIONS

Considering that the process of selecting and forming
human capital was the initial phase of the management
cycle, it constitutes a critical element that conditions
the subsequent performance of personnel and the
effectiveness of all the dimensions evaluated. The
suitability of the incorporated profiles directly determined
the effectiveness of the dimensions of organization and
planning, training and personal development, evaluation
and results, communication, recognition and motivation,
and support and continuous improvement.

First, the human talent management variable reaches

an efficient level, with an overall mean of 3.49, reflecting
adequate administrative functioning. The dimensions

Innovacion Empresarial. 2026; 6(1): 56-63
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present means ranging from 3.21 to 3.66, denoting
stable performance in the District Municipality of Pillco
Marca according to the five-level Likert scale. This score
indicates that, although the institution fulfills its basic
functions and maintains stable operations, there are
still critical areas that limit the consolidation of highly
efficient management.

Second, the organization and planning dimension,
with a mean score of 3.66, is at the efficient level. This
result indicates that personnel perceive adequate clarity
of functions, institutional procedures that facilitate work,
and reasonable coordination among the areas. The
organizational structure allows for orderly and coherent
performance, sustaining institutional operations. Thus, it
is still necessary to strengthen certain interdepartmental
coordination mechanisms to ensure more integrated
planning and more consistent execution of internal
activities.

Third, the training and personal development
dimension reached a mean score of 3.36, considered
efficient. The results show that training is perceived
as functional, although with limited scope for
consolidating solid professional development. Although
there are opportunities for updating, these are not
always implemented continuously, which restricts the
modernization of job competencies. The municipality
needs to strengthen its training strategies to promote
continuous learning and improve personnel’s adaptation
to institutional needs.

Fourth, the evaluation and results dimension obtained
a mean score of 3.65, placing it at the efficient level.
Workers perceive that performance evaluation is
carried out fairly, contributes to job improvement, and
contributes to the achievement of institutional objectives.
This dimension reflects operational evaluation processes
that guide performance toward appropriate standards.
However, the strategic use of evaluation results can still
be strengthened to promote continuous improvement
and strengthen the performance culture.

Fifth, the communication dimension obtained a
mean score of 3.57 and reached the efficient level.
Personnel perceive that institutional information is
transmitted clearly and in a timely manner, and that
there are appropriate spaces for expressing opinions.
Communication channels allow for the effective flow
of information and promote internal coordination.
Nevertheless, feedback and participation mechanisms
can still be optimized to ensure that communication is
fully two-way and strengthens decision-making.

Sixth, the recognition and motivation dimension
obtained a mean score of 3.21, being the lowest within
the efficient level. The results indicate that personnel
perceive limited recognition and moderate incentives for
good performance, which affects job satisfaction and
institutional commitment. This dimension constitutes
a critical point, since the absence of incentives makes it
difficult to consolidate a motivating organizational culture.
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Seventh, the support and continuous improvement
dimension recorded a mean score of 3.49, also placing it
at the efficient level. The results show that the institution
provides adequate support for the fulfillment of functions
and promotes certain continuous improvement
mechanisms, although these have not yet been fully
consolidated. There is an institutional effort aimed at
modernization, but it is still necessary to expand technical
and methodological updating processes to strengthen
the quality of public service.

Finally, as future lines of research, future studies
on human talent management based on correlational
designs are proposed, which would allow the examination
of the relationships between human talent management
and job performance, job satisfaction, organizational
commitment, and public service quality. It would also
be appropriate to conduct studies comparing district
and provincial municipalities. Such studies should
also include research on the progression of human
resource management over time. This should include
the development of training, personal development, and
recognition and motivation systems, as these are the
dimensions with the lowest evaluations.

Based on all of the aforementioned, the following
recommendations are formulated:

« Implement systematic training programs aimed
at the development of job-related and personal
competencies.

- Design transparent performance evaluation
mechanisms that allow achievements and areas
for improvement to be recognized.

« Establish recognition and incentive strategies,
both economic and symbolic, that strengthen job
satisfaction and institutional commitment.

+ Promote a participatory organizational culture
in which workers are engaged with institutional
objectives and recognized as active agents in
improving public service.
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