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Abstract

The selection of personnel from the perspective of the labor organization and the candidate
predisposes the purpose of conferring to the institutional structure capable people who can meet
the appropriate profile to perform a job position and fulfill their functions optimally and can
contribute to the achievement of the objectives. objectives of an organizational entity. The aim of
this article was to carry out an analysis, based on the review of scientific publications, that would
allow, from a conceptual perspective, understand how both the organization and the candidates
perceive the personnel selection process. The descriptors in this review were personnel selection,
organization, candidates, and human talent management. For this purpose, scientific articles
in the Redalyc, Research Gate, Third Millennium Management, Scielo and Dialnet databases
were taken into account. All the publications previously went through inclusion and exclusion
criteria, finally selecting 51 articles to carry out the review work. It was concluded that an optimal
selection of personnel guarantees greater productivity and efficiency in the work, which supports
the effort in organizations to carry out an exhaustive filter of their personnel, taking into account
that eighty percent of failures in organizations are related to an inadequate selection process.
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Revision sistémica sobre la seleccion
del personal desde la perspectiva de la
organizacion laboral y del candidato

Resumen

La seleccion del personal desde la perspectiva de la organizacion laboral y el candidato
predispone el propoésito de conferir a la estructura institucional personas capaces que puedan
reunir el perfil adecuado para desempefiar un puesto laboral y cumplir sus funciones de forma
optima y pueda contribuir al logro de los objetivos de una entidad organizacional. El objetivo
del presente articulo fue realizar un analisis, a partir de la revision de publicaciones cientificas,
que permitiera desde una perspectiva conceptual, entender como perciben tanto la organizacion
como los candidatos el proceso de seleccion de personal. Los descriptores en esta revision fueron
la seleccion de personal, organizacion, candidatos y la gestion del talento humano. Para ello se
tomaron en cuenta articulos cientificos en las bases de datos Redalyc, Research Gate, Gestion
del tercer Milenio, Scielo y Dialnet. Todas las publicaciones previamente pasaron por criterios
de inclusion y exclusion, logrando seleccionar 51 articulos para realizar el trabajo de revision. Se
concluyod que, una 6ptima seleccion de personal garantiza mayor productividad y eficiencia en
las labores, lo que sustenta el esfuerzo en las organizaciones para realizar un filtro exhaustivo de
su personal, teniendo en cuenta que el ochenta por ciento de los fallos en las organizaciones se
relacionan con un proceso de seleccion inadecuado.

Palabras clave: Candidato; organizacion; reclutamiento; seleccion de personal; talento humano.

Introduction

The selection of people for a job
position in organizations is currently studied
continuously, since it is an essential process
for the recruitment of relevant personnel
based on human talent requirements. In
this way, when selecting the personnel, the
recruitment action is carried out through the
various organizational strategies to a potential
applicant for the most qualified and who meets
the expectations for the job function that he
will fulfill and is willing to grow with the
company (Valeriano, 2021; Bravo & Delgado,
2022; Chuchuca, Risco & Jaya, 2021).

Likewise, this variable has acquired a
notableroleinrecentdecades, due to the need for
companies to increase productivity, efficiency
in their processes and customer service, in
order to maintain their competitiveness in
the market, for which reason, they require
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strategies based on competencies, capacities
and skills to guarantee quality at work
(Orrala, 2019; Rivera-Garcia, 2019; Quispe,
2020). The selection of personnel represents
a fundamental organizational process,
which allows the identification of potential
labor collaborators, who will be capable of
executing a certain function in a company and
whose participation will be essential for the
development of activities in that organization.

In the field of human talent management,
it is also relevant to know, how to handle
aspects related to unfavorable situations; on
the one hand, organizations due to the various
and continuous changes are forced to carry
out those processes, such as recruitment and
selection of personnel in this way, to avoid
economic declines, instability or economic
crisis. This makes organizations hire better
employees to fill the positions or the area in
which they need more support, and that adjust
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to the needs of the company (Martinez &
Vargas, 2019; Paredes et al., 2020; Rodriguez-
Sanchez & Calcerrada-Serrano, 2020).

Likewise, they emphasize that, for a
good selection process, it is necessary to know
and carry out the different evaluation tests of
the personnel, having a clear and precise idea
about the abilities and profile of the applicant,
therefore minimizing future risks that affect the
functions and the organizational development
(Castro et al., 2021; Prieto & Chamorro, 2022).

On the other hand, when candidates
join organizations, they contribute with
new ideas and obtain from their employers,
from professional achievements to personal
fulfillment; above all, they gain experience
becoming a possible potential candidate
for any other company. There is no doubt
that the human potential in organizations
is extremely important, because through
the organizations the candidate develops
his skills, commitment and empowerment,
therefore, the personnel selection process
for candidates will always be an opportunity
for something new (Melo, 2018; Paredes et
al., 2020; Ramos, 2020).

The selection has to be based on criteria
established by the organization, that will
meet their objectives and future functionality.
Consequently, it is important that candidates
develop certain skills in their job profile, since
this will guarantee them more and better job
opportunities (Muiloz, 2021).

With these definitions it can be
understood that, for organizations, the selection
of personnel guarantees greater productivity
and benefits, while for the candidate a
greater professional growth, consequently
a better quality of life. The development of
the selection of personnel adequately within
the business sector, is supported by stages
and techniques, where through established
levels it leads to an evaluation of the various
characteristics and aptitudes needed, as well
as determining the requirements and, on
that basis, making decisions that will finally
benefit the organization. For this, the person
in charge of the interview of the applicants
for an organizational position, must have the
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necessary knowledge, in order to avoid some
type of failure in the process.

However, for both parties, the selection
of personnel is constantly evolving, since
companies are developing multiple innovative
market strategies and, on the other hand,
candidates adapting to new market changes,
so that they can function in positions that
arise as a result of the demands of the context
(Aguilera, Nahuat & Badillo, 2019; Saldaiia et
al., 2021; Bravo & Delgado, 2022). For this
reason, organizations are focused on attracting
and retaining human talent with special
abilities and skills, through implementations,
professional  labor  updates such as
workshops, cooperative projects, in order to
enhance organizational productivity and the
achievement of the objectives set towards a
stable position in the market (Heredia-Galvez
et al., 2020; Quifiones, 2022).

In the same way, it is important to
have a personnel selection model, that
allows the effective recruitment of suitable
personnel and, that also meets the criteria
that the organization currently requests. The
model will serve so that, in future personnel
selections, the job profile of the applicants
will be related to the institutional vision and
mission, thus avoiding that the applicants
access a job position, without the requested
requirements or that they can be selected, due
to some internal institutional influence, which
would lead to difficulties and compromising
situations in the future, putting the entity’s
image at risk (Demirci & Kilic, 2019; Poggi &
Macias, 2022; Leyva-Lopez et al., 2022).

It is important to consider that the
recruitment of personnel, is based on specific
labor criteria in terms of the profile of the
applicants, so that the most qualified can
be incorporated into a certain institutional
function that will benefit the organizational
development of the company (Campion,
Campion & Campion, 2019; Rezzani,
Caputo & Cortese, 2020; Anggraini, 2023).
The transparent perception of organizational
recruitment, will strengthen the confidence
and security of an adequate selection, without
interests or preferences towards any of the
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applicants, which will also reinforce the
institutional image (Torres-Florez, Godoy-
Gonzalez & Gallardo-Lichaa, 2019; Bolafios-
Cer6n, 2020; Coronel, 2022; Benitez &
Hernandez, 2023).

Personnel recruitment strategies must
include effective measures, that demonstrate
organizational dynamism in the processes of
incorporating collaborators, since it is not a
functional review, but, on the contrary, involves
socio-emotional aspects and medium-term job
expectations. and long-term on the part of the
applicants (Carbonell et al., 2020; Rivero &
Araque, 2022; Yudanto & Drahen, 2023).

For candidates, the selection process
consists of meeting the expectations of a
position, approving certain criteria on current
market conditions and demands, however, for
organizations, the selection process consists of
finding profiles with special knowledge and
skills for each job. Therefore, for the human
talent management area, the ideal candidate
for a position represents a difficult task to
execute during the recruitment, evaluation,
classification, selection processes and, finally,
their integration into the human team through
the recruitment process (Torres-Florez,
Velasquez-Diaz &  Hernandez-Gonzélez,
2020; Leon, 2020; Gonzalez & Cruz, 2021).
Likewise, this process allows the candidates
to identify their weaknesses and strengths
in their personal profile, in order to improve
certain capacities and, later successfully face
a selection process (Armijos, Bermudez &
Mora, 2019; Ipanaqué, 2021).

On the other hand, in any organization,
people are considered one of the most important
components, because their success depends on
them, due to the abilities and skills that each
individual possesses, which give companies
prestige and competitiveness (Rojas, 2018;
Salinas & Malpartida, 2020; Alzate et al., 2021).
The attitudes, skills and, above all, the ability
of the candidate to adapt to the work context to
occupy a certain position, will help to achieve the
objectives and the organizational vision (Quintero
& Cardenas, 2021).

While for candidates the selection
processes, in some cases, are taken as
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discrimination due to the classification of
personnel that is carried out, for companies
it is an obligatory part of the process that is
developed based on the potential of each
applicant, as well as to the needs of the business
entity to fill the job position. If the candidate
is selected and manages to adapt easily to the
organization, he has the opportunity to grow
and develop within the company, and he will
be able to contribute to the improvement of
administrative management in the medium and
long term (Martinez & Vargas, 2019; Gonzalez
& Cruz, 2021; Guerrero-Egurrola, 2021).

The hiring of personnel is not a function
that belongs to the human talent management,
but rather involves managerial procedures that
identify the functional and labor capacity of
an applicant for a job position, that is intended
to be covered by competent personnel
predisposed for such a function (Cedillo,
2019; Yuperel, Pasta & Hernandez, 2020;
Basurto & Yoza, 2022). In this sense, the
adequate selection of personnel constitutes an
organizational challenge and, for this reason,
the optimization of institutional internal
control will allow substantial improvements
in said selection procedure (Ruiz et al., 2020;
Chocano, 2020; Khodyreva, 2022).

As for the rotation of personnel, it is
important to indicate that it should not imply
a risk in the productive capacity of the other
workers, but rather be understood as a strategy
for the purpose of improvement and avoid the
automation of functions (Caldera, Arredondo
& Zarate, 2019; Zaballa et al., 2021). It is
also essential to consider that staff turnover
cannot be addressed or perceived as an action
of labor exclusion, or as favoring certain
employees, since it will affect the functional
development of all workers and consequently
the institutional image (Alcantara, 2019;
Nolazco & Rodriguez, 2020).

The purpose of the research, was to
carry out an analysis from the perspective
of human talent, on the personnel selection
process, both from the point of view of the
organization and of the candidate himself,
since the objective is to give clear and precise
answers to the following questions: How to
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align the organization with the candidate in
the personnel selection process? What can
organizations contribute to candidates in
the selection process? What can candidates
contribute to organizations in the selection
process? What is the fundamental advantage
for corporations of carrying out an excellent
personnel selection process?

1. Methodology

The research has been based at a
methodological level on the systemic review
of the information regarding the selection of
personnel from the perspective of the labor
organization and the candidate. In this way,
we proceeded to the punctual and meticulous
search of publications in the various indexed
databases such as Scielo, Redalyc, 593

digital Publisher, Dialnet, Gestion del tercer
millennium and Resarch Gate. During the
research process, some articles were discarded
that were not related to the objective of the
study, or due to duplication, access problems,
or unreliable information, based on the prism
engine (Donato & Donato, 2019).

Work was carried out with articles
from year 2018 onwards, by authors from
Latin American and European countries, for
example, Ecuador, Peru, Colombia, Venezuela,
Panama, Cuba, Guatemala and Spain. Of the
63 articles identified for the initial database, the
inclusion and exclusion criteria were applied,
leaving 51 relevant articles, which provided
in-depth information for the development
of the review (see Figure I). To facilitate the
search, the descriptors, selection of personnel,
organization, candidates and management of
human talent, were taken into account.

10

Scielo

10
[REENYS

593 digital
publisher

~

Search by descriptors
o

Gestion del
tercer mileniol

Apply the exclusion and inclusion criteria

12
Research

gate

Journal

Total 51
relevant
articles

(2]
Duplicate removal

Source: Own elaboration, 2023.

Figure I: Distribution of articles by database and repositories
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Figure II shows the systematic review
flowchart, based on the documentary review
on personnel selection which was developed in
the database, to collect information through an
exhaustive search. Therefore, the search criteria
were based on the title of the article, the abstract
and the keywords. The period of time was from the
year 2018 to the year 2023, taking as keywords,

the search variable, human resources and human
talent management. The country was also taken
into account, of which the majority were Latin
American countries. Of the 63 articles identified
in the initial database, the number was reduced
after applying the inclusion and exclusion criteria,
leaving a total of 51 articles for the development
of the review.

Number of records Identified

L 2 L 2 3
593
Scielo Redalyc Digital
(10) an Publisher
07)
¥ ¥ L2

1 2 3 3
Gestion Research
Dialnet del tercer gate ournal
(09) milenio (09)
08) (12)
¥ ¥ ¥ 3

Number of records after removing due to restricted access:
(n=10+11+07+09+06+12+9)

|

Selected: (63)

Number of articles
rejected after reading the
title and abstract (n =3)

!

In-depth review (n =52)

[ wevusion | | DenTiTY | Revision

Number of full text articles after excluding

texts due to duplication (n=59)

1

Number of full-text
articles evaluated for their
eligibility: (n =55)

Excluded for not answering the
research question: (n =1)

|

Total number of items
included: (n=51)

Source: Own elaboration, 2023.
Figure II: Systematic review flowchart

1.1. Criteria for the evaluation of
scientific articles

The selected articles went through
an analysis process to carry out this article,
considering relevant information in the
database in this sense to be able to base
themselves, for this the following aspects will

Licencia de Creative Commons
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be taken into account:

a. Analysis: The selected articles
contain the required characteristics that will
provide relevant information for the subject of
study of the present review.

b. Veracity: The selected articles were
compiled in academic databases, therefore
their reliability is guaranteed, consequently,
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said information presents contributions for this
research.

c. Utility: The articles collected in the
database have relevant information, that will
help provide a better understanding of the
personnel selection variable.

d. Perspective: Since the articles
collected in our database provide information
regarding the study variable.

e. Year of publication of articles and

language: The search years of the articles are
from 2018 to 2022 and the language is Spanish.

1.2. Inclusion and exclusion criteria

The process for searching, of articles
for our database, was carried out using the
inclusion and exclusion criteria mentioned in
the following Table 1.

Table 1
Selection criteria of articles for review

Criteria

1 Articles published in the last 5 years (2018 — 2022)

2 Articles that could be accessed

Inclusion
3 Articles published in Spanish
4 Reviewed and published journal articles
1 Restriction of the years from its date of publication
2 Investigations that were not related to the objectives
Exclusion

3 Articles without access possible

4 Summaries not related to personnel selection

Source: Own elaboration, 2023.

1.3. Procedure

After the search and an exhaustive
analysis of the personnel selection variable, 51
articles could be identified in the database that
comprise the year 2018 to the year 2023, which
will be displayed in the following graphs.

It can be seen in Graph I that of the total
articles, published in the period from 2018 to

60

2022, that 64% of the articles were prepared in
2020 and 2021, which means that in the course
of these years, there was greater interest for
understanding the personnel selection process,
since due to the COVID 19 pandemic and
the economic crisis, companies carried out a
greater filter of their candidates when selecting
their personnel.

Licencia de Creative Commons
Reconocimiento-NoComercial- Compartirlgual 3.0 Unported.
http.//creativecommons.org/licenses/by-nc-sa/3.0/deed.es_ES




Revista de Ciencias Sociales, Vol. XXIX, No. 3, 2023 julio-septiembre
54-69

11% | 7%

H 2018
W 2019
W 2020
m 2021
W 2022

Source: Own elaboration, 2023.

Graph I: Articles by year of publication

Graph II shows the number of articles  Peru, Ecuador and Colombia with 30 articles
published by countries, where it can be seen  respectively, followed by Venezuela. and
that most of the investigations regarding the  Brazil with 4 articles, adding a total of 34

personnel selection variable were carried  articles, which represent 68% of the research.
out by South American countries such as

GUATEMALA
UCRANIA
BRASIL
CUBA
NICARAGUA
USA
TURQUIA
ITALIA
MEXICO
ESPANA
INDONESIA
VENEZUELA
COLOMBIA
PERU
ECUADOR

2%
2%
29,
e 4%,
— 2%
2%
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—— 45,

—— 5,
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Source: Own elaboration, 2023.

Graph I1: Articles published by countries
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Likewise, it is observed that Cuba,
Mexico, Spain and Indonesia have a
moderate level of research regarding the
personnel selection variable, with a total of
11 articles respectively, which represent 22%
of the research. These countries followed by
Guatemala, Ukraine, Nicaragua, USA, Italy
and Turkey, which have a lower level of
research, referring to the personnel selection
variable, with a total of 6 articles respectively,
which represent 12% of the research. All this
shows that, in South American countries,

there is a greater scientific study regarding the
variable selection of personnel.

2. Results and discussion

Among the results found, Table 2 shows
the articles according to the elements that the
organization considers to select the personnel,
among which stand out: Personal characteristics,
knowledge, capacity for teamwork, efficiency,
productivity, work quality, meeting expectations,
skills, and commitment.

Table 2
Grouping of articles according to the factors that the organization considers to
select the personnel

(28) (4) (6) (16) (1) (13) (15) (29) (33) (38) (44) 2023, 2022, 2021, 2020, 2019, 2018 Personal characteristics

(20) (22) (28) (6) (47) (51)
(3) (12) (23) (16) (22) (4) (15) (32) (36) (41)

2020, 2019, 2021
2023, 2020,2019, 2022,2021

Knowledge
Capacity for teamwork

(17) (5) (3) (20) (4) (30) 2022, 2021, 2020 Efficiency
(25) (1) (4) (5) (28) (42) 2021, 2019, 2022, Productivity

9) (19) (1) (37) (48) 2020, 2022, 2019 Work quality

(24) (26) (14) (4) (5) (6) (24) (34) (45) (49) 2018, 2019, 2020, 2021,2022 Fulfillment of expectations
(18) (7) (14) (43) 2020, 2021 Abilities

(16) (5) (21) (13) (25) (31) (39) (46) 2019, 2021, 2022, 2020,2018 Skills

(19) (9) (5) (35) (40) (50) 2022, 2020, 2021 Commitment

Source: Own elaboration, 2023.

Likewise, Table 3 shows the grouping organizational culture, flexible schedules,
of articles according to the factors considered acknowledgments, organizational prestige,
by the candidate to apply for the position, equity, job opportunity, autonomy, and
such as: Job disclosure, economic wellness, satisfaction.

Table 3

Grouping of articles according to the factors considered by the candidate to
apply for the position

(12) (17) (23) (21) (3) (11) (30) (38) (46)
(27) (2) (10) (40) (47)

(1D (7) 3) (15) (42)

62

2019, 2022, 2020

2020, 2019, 2021, 2022

2020, 2021, 2022

Job disclosure
Economic wellness

Organizational culture
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Cont... Table 3

(7)) (8) (23) (17) (27) (6) (4) B1) (37) (43)
(20) (28) (21) (13) (27) (50)

(12) (24) (18) (32) (41)

(27)(2) 34) (45) (5D

(5) (12) (29) (36) (44)

(23)(HA35)A8)(7) (33) (39) (48)

(MH®A7) 35) (49)

2021, 2020, 2022, 2019

2020, 2021, 2018

2019, 2018, 2021, 2023

2020, 2019

2023, 2021, 2019

2020, 2022, 2021

2019, 2021, 2022

Flexible schedules
Acknowledgments
Organizational prestige
Equity

Job opportunity
Autonomy

Satisfaction

Source: Own elaboration, 2023.

For the discussion, the analysis of the
problem has been considered in terms of the
review of the indexed publications and that
will respond to the articles related to the search
for information bases such as Scielo, Redalyc,
593 digital Publisher, Dialnet, Third Party
Management, millennium and Research Gate,
and the problem was established in How to
align the organization with the candidate in the
personnel selection process?

For this, a validation process was
carried out, where the criteria of Paredes et
al. (2020); and Saldana et al. (2021) who
mention that organizations, beyond finding a
candidate who meets the requirements that the
company demands in their activities, must find
the candidate who wants to collaborate, direct
and above all who knows how to deal with any
type of problem or situation unfavorable that
may arise in it.

Rojas (2018); Orrala (2019); and Torres-
Flérez et al. (2020), indicate that the selection
of personnel is a process, that evolved with
the need to find candidates according to the
demands of the market, the needs and demands
of the environment, beyond the knowledge or
skills acquired, to having the ability to work
in team in a healthy environment where
harmonious coexistence is encouraged, taking
into account that, it is one of the most important
qualities for the common goal.
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On the other hand, Martinez & Vargas
(2019); Rodriguez-Sanchez & Calcerrada-
Serrano (2020); and Alzate et al. (2021), affirm
that, for an organization to have excellent
results, the candidate must be continuously
motivated through expectations, always
highlighting the opportunity in the company,
with this process the candidates will notice
the motivation from the recruitment, and they
will feel more than satisfied with belong to the
team.

Regarding the systematic review
problem, what can organizations contribute
to candidates in the personnel selection
process?, an analysis was carried out with
the following authors, Quintero & Cérdenas
(2021); and Quifiones (2022), who express
that organizations provide an organizational
culture that can be expressed in values, beliefs
and behaviors, reinforced in respect and equity,
especial knowledge that guarantees greater
and better job opportunities for the benefit of
business productivity.

Likewise, Gonzalez & Cruz (2021);
and Prieto & Chamorro (2022), affirm that
organizations, through hiring, guarantee
comfort and well-being in workers, having
a healthy space to function at work, where
coexistence allows to demonstrate tranquility
among collaborators, when carrying out their
work in the organization, also improving
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their quality of life, with the ability to extract
conflicts and learn from disagreements to
generate new ideas in their life work and daily.

It is interesting what was proposed
by Melo (2018); and Guerrero-Egurrola
(2021), when determining that companies
provide benefits, that in most cases, end up
convincing the future employee. This benefit is
represented by medical insurance, productivity
bonuses, life insurance and pension plans, in
some cases this influences transportation, food
and professional training, all with the aim of
retaining the collaborator in the company,
therefor avoiding talent leaks to other
organizations.

For the systematic review problem, what
can candidates contribute to organizations in
the personnel selection process?, an analysis
of authors such as Ramos (2020); and Bravo
& Delgado (2022), which mention that human
capital is the most important resource that
organizations can have, it constitutes the
essential element for the implementation
of work activities, because the future of the
company depends on it, represented in the level
of productivity and organizational efficiency.

Likewise, Armijos et al. (2019); and
Heredia-Galvez et al. (2020), reinforce
this important question, by stating that
candidates are the determinants of success
within organizations since they provide
their knowledge and skills, a key element to
correctly carry out the entrusted activities;
therefore, human capital continues to be the
key and the fundamental dynamic axis for
any company, and that, despite technological
progress, human capital continues, and will
continue, to be irreplaceable.

On the other hand, Chuchuca et al.
(2021); and Munoz (2021), affirm that
candidates, just as they can be determinants
of success, can also be determinants of
organizational failure, since in some cases
they could generate conflicts, creating a
terrible work environment that could prevent
the achievement of the objectives and the
organizational vision, and that this generally
occurs, in new collaborators due to the lack of
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feeling of belonging to a team. For this reason,
the predisposition of efficient management
is essential, and organizational leadership
is encouraged, so that labor compliance,
operating conditions can be evidenced and
serve as a reference for the achievement of
planned achievements.

For the systematic review problem, what
is the fundamental advantage for corporations
of having an excellent recruitment process?,
an analysis of the authors Rivera-Garcia
(2019); Aguilera et al. (2019); and Leodn
(2020), who pointed out, that an excellent
personnel  selection  process  increases
productivity and efficiency in the work,
therefore, having qualified personnel for their
missions minimizes risks in the processes,
and that consequently, the satisfaction of the
employees for being a fundamental part and
part of the organizational change.

Likewise, Quispe (2020); Valeriano
(2021); and Ipanaqué (2021), mention, that
organizations carry out a selection process
with the precise objective that, when this
activity is carried out in a not too distant future,
will give them prestige and competitiveness,
differentiating  themselves  from  other
companies, thus maintaining an effective
position in the market. Business entities
are predisposed to continuous change and
therefore, the selection must address selection
criteria, that is essential in an organization, such
as the use of digital tools by new collaborators,
as well as, the ability to work collaboratively
in a healthy and diversified work environment.

On the other hand, Salinas & Malpartida
(2020); and Castro et al. (2021), mention that,
the personnel selection process is carried out
with the purpose of finding special talents,
that will generate changes through new and
innovative ideas, subsequently, contributing
to the achievement of the objectives and the
organizational vision. Undoubtedly, attracting
talent is the main objective of personnel
selection, and each company tends to retain
them, through persuasion and granting benefits
that will improve their quality of life in a
midterm scenario.
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Conclusions

The review carried out has led to the
conclusion that, in the institutions, through
the personnel selection process, suitable
applicants are sought who are related to the
defined profile and the requirements of the
functional position, so that they can take
advantage of the talents of the human resource,
to meet the demands of the current market and
to maintain a competitive position over time,
given that economic scenarios are dynamic
where change is the only constant.

Likewise, it is concluded that
organizations, from the moment they carry
out the personnel selection process, guarantee
the applicant the opportunity to grow with
the company, that is, a career line that ranges
from professional achievements to personal
fulfillment, on the basis that the development
of its collaborators, constitutes an element
of high motivating power that will benefit
the employee and the company. Job growth
implies participation in the improvement of
business management processes, and in the
effective commitment of workers.

It can also be concluded, that the
selection of applicants for a job position
relays on the organizational criteria around
the abilities, skills, individual attitudes, which
will serve as references to be able to perform
optimally in the functional activities of the
company. Every organization is responsible
for the selection of personnel, as well as for
being able to attract the most representative
talents that will benefit the institutional work.

It addition is concluded that candidates
are the most important component for
the success of organizations, since, when
incorporated through the personnel selection
process, they generate changes through new
ideas, innovative proposals, perfecting their
previous knowledge and skills, reasons for
why people are considered the most important
and irreplaceable resource in the organization.
Candidates, upon joining an organization, will
be able to develop their professional labor
competencies, that will benefit the organization
and to the person by strengthening their
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functional activities. Organizations through
retention strategies and labor valuation,
promote the integral development of the
worker, job stability and the socio-emotional
situation.

It is relevant to conclude that the
personnel selection process, is the result
of organizational planning to interest and
incorporate the ideal candidates to perform an
institutional function. The managers assume
the responsibility, in the formulation of the
criteria to carry out the selection, and are in
charge of the verification of the process.

Finally, an optimal selection of
personnel, guarantees greater productivity
and efficiency in the work of business, which
implies addressing this selective action
with great interest, and with the support of
collaborators who are considered trustworthy
by the organization, to help to carry out an
exhaustive search for personnel to be hired.
It is known that eighty percent of failures in
organizations, are related to an inadequate
selection process.
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