
         ISSN 0798 1015

HOME Revista ESPACIOS
!

ÍNDICES / Index
!

A LOS AUTORES / To the
AUTORS !

Vol. 40 (Number 4) Year 2019. Page 27

Non-pecuniary incentives and their
incidence on the staff turnover at
Compañía Farmacéutica Vera S.A.
(Vera Pharmaceutical Company S.A.).
An analysis as regards the personnel
selection process
Incentivos no pecuniarios y su incidencia en la rotación de
personal en la Compañía Farmacéutica Vera S.A. (Vera
Pharmaceutical Company S.A.) Un análisis sobre el proceso de
selección de personal
VERA, Carlos A. 1; BRAVO, María A 2.; FLORES–URBÁEZ, Matilde J. 3

Received: xx/08/2018 • Approved: xx/01/2019 • Published 04/02/2019

Contents
1. Introduction
2. Labor incentives
3. The process of personnel selection
4. Staff rotation
5. Methodology
6. Analysis and discussion of results
7. Conclusions and recommendations
Bibliography

ABSTRACT:
The objective of this investigation is to determine the
incidence of non-pecuniary incentives in the personnel
rotation of Vera Pharmaceutical Company S.A.
Interview formats and knowledge tests were
reviewed; non-participant observation was made. The
results indicate that the expectations of the candidate
for the position are not inquired nor are they informed
about what the company offers. It is concluded that
one of the causes of the turnover of personnel in this
company is in the process of personnel selection.
Keywords: selection of personnel, retention of
personnel, non-pecuniary incentives.

RESUMEN:
El objetivo de esta investigación es determinar la
incidencia de incentivos no pecuniarios en la rotación
de personal de Vera Pharmaceutical Company S.A. Se
revisaron los formatos de las entrevistas y las
pruebas de conocimiento; Se realizó observación no
participante. Los resultados indican que las
expectativas del candidato para el puesto no se
consultan ni se les informa sobre lo que ofrece la
empresa. Se concluye que una de las causas de la
rotación de personal en esta empresa se encuentra en
el proceso de selección de personal. 
Palabras clave: selección de personal, retención de
personal, incentivos no pecuniarios.
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1. Introduction
Human talent management models are essential for managing personnel at the business
environment.  Pérez Redondo (2014) takes as a reference the model implemented by Taylor
who sought to improve productivity by minimizing certain processes, focusing on efficiency
and improvement of performance, considering the appropriate instruments with trained and
qualified personnel, in addition to the search for stimuli to achieve the objectives.
There are drawbacks that corporations fight every time they make a poor selection of
personnel.  Sutherland and Wöcke (2011) state three (3) situations about incorrect
recruitment and selection:
-To affirm that the error is the behavior and/or skills of the recruited and not the
organization.
-The cost of a poor selection can be up to five (5) times the salary of the employee.
-To apply corrective actions after poor selection have opportunity costs associated with
demands or payments for dismissals, in addition to the time that has been wasted in
recruitment.
During recent years, the selection and rotation of personnel in companies worldwide has
been subject of study because it involves training and administrative costs and require time
for the new personnel to adapt to the work dynamics (Chaparro Rintha, Guzmán Rodríguez,
Naizaque Pérez, Ortiz Figueroa and Jiménez Barbosa, 2015).
The processes of recruitment and selection have changed with new ways of evaluating the
candidate to find the characteristics of the nature of the person, instruction or prior
preparation of the individual for the position or the skills or experience acquired over the
years.
In the selection process, "the lack, the fault, the lie, the weakness of the candidate are
investigated; the relationship is then established from distrust, since it seeks to monitor
where the error is, where the candidate is wrong, what is the pathology that hides. "
(Hernández Sánchez, 2012, p 179). Nowadays, finding suitable personnel to obtain benefits
for the company has become a necessity. However, on the one hand, the person who best
fits the needs of the company or organization is hired; and on the other, time and money is
wasted on repeated personnel selection processes" (Ruvalcaba Coyaso and Vermonden,
2015, p.242).
In addition to finding the staff for each job, keeping them motivated and with a high
performance is what companies are still looking for. However, the type of stimulus given is
what is not carried out conscientiously in several organizations. For example, in a study
conducted by Deci (1971, cited by Muñoz Restrepo and Ramirez Valencia, 2014, p.145) it
was confirmed that "if a person performs an activity for reasons of intrinsic motivation and
begins to receive external recognitions, the degree of intrinsic motivation decreases ". For
example, if an employee has as internal or intrinsic motivation to work in a place with the
hope of growing professionally, and only receives as external motivation a high salary, the
time may come when the high salary displaces the possibility of professional growth as the
main motivator, and the employee remains in that job only for the salary received
For this reason, it is important that intangible incentives are also given so that productivity
is maintained and staff remains motivated. "The motivations which lead a person to work
also include social rewards such as social interaction, respect, approval, status and the
feeling of been useful." (Gutiérrez Quispe, 2014). The companies are currently thinking of
the motivation and training of staff to lower the indicator of staff turnover as one of the
bases of their strengths.
Both types of work incentives (economic and non-economic) are vital in any organization,
but in view of the high turnover of the company's personnel under study, despite the fact
that their salary incentives are equal and in some cases better than those of the competing
companies, we will deal only with non-monetary incentives in this investigation. Therefore,
the objective of this research is to determine the incidence of non-pecuniary incentives in



the rotation of the staff at Vera Pharmaceutical Company S.A., based on the analysis of the
personnel selection process.

2. Labor incentives

2.1. Conceptualization
Krajewski and Ritzman (2003) define work incentives as a stimulus that the employer
establishes or grants so that their workers, either individually or as members of a team,
raise their levels of production in the company or improve labor performance standards.
Caso (2003) considers that the work incentives are a variable part of the salary or a
recognition that rewards a result superior to the demandable one, which must be obtained in
exchange for a fixed salary.  It is the responsibility of the company to do so. Obtaining a
result higher than that required is voluntary, so it can be incentivized and must be agreed
upon. The responsibility of the company is to achieve this agreement and supply the means
for reaching it.
An incentive is the condition to satisfy the need that is deliberately controlled to increase
both the productivity and the integration or the moral of the workers (Flores, Abreu and
Badii, 2008).  Chiavenato (2017) defines incentives such as payments (salaries, awards,
social benefits, growth opportunities, job security, open supervision, recognition, etc.) that
the organization gives to its participants in exchange for contributions. Each incentive has a
value of subjective convenience, since it varies from individual to individual.

2.2. Importance of work incentives
From the point of view of human resources, an organization recruits and uses its talents
properly, but then requires keeping them motivated in the organization, both through
compensation plans, as well as social benefits and hygiene and safety plans in the
workplace. The system of compensations in an organization must not only include salaries,
vacations, social benefits, but also non-pecuniary incentives such as job stability, the
possibility of occupying more stimulating positions that allow professional growth, as well as
recognition for outstanding work, among others.  Prizes are awarded because they reinforce
human activities:
-They increase the conscience and responsibility of the individual (or group).
-They extend the interdependence with third parties and with the whole.
-They help consolidate the control that the group exercises over its own destiny.
Currently the definition of motivation can confuse some entrepreneurs and business
managers. Williams (2013) states that: "Managers often confuse motivation and
performance, but job performance is sometimes a multiplicative function of motivational
capacity and sometimes situational limitations" (p.269).  The incentives, pecuniary and non-
pecuniary, aim to "increase efficiency in the cost structure, to multiply the offers of products
and services", (Aguilar Medina, Perez Dominguez, and Madriz, 2012, p.35). In addition,
incentives become methods and ways for employees to be comfortable in their workplace
and in turn increase their productivity.

2.3. Types of work incentives
The work incentives are classified in two (2) forms (Velasco, 2017):
-Incentives based on money are those where money is given to employees. They are the
most common, but at the same time some of the least effective because their effect is very
short.
-Incentives without money are those where money is not given to employees. Employers
should know what employees want, what motivates them and what goals they have to fulfill.
In this way, the staff can be given as an incentive something they really appreciate.



Chiavenato (2017) states that the monetary benefits provided in money through the payroll
generate social obligations that are derived from them: annual premium, vacation, pension
and complementation of the pension, Christmas bonus, special bonuses, loan plans,
complementation of salaries in prolonged absences due to illness, reimbursement or subsidy
of medications, among others.
Chiavenato also considers that non-economic incentives are also very important in
companies, because they are given to praise the efforts that go beyond those that a person
is obliged to do. These recognitions can be: restaurant service, medical-hospital and dental
assistance, social service and counseling, club or recreational association, group life
insurance, driving or transport from home to the company and vice versa, mobile office
entry and exit schedule of the staff, club or trade union.
According to Zapata and Hernández (2010), an adequate incentive system is required as a
management and control instrument for management, which seeks, among other things,
that the employee limits deviations from the interests of top management. This means that
the result in terms of productivity depends, in part, on the choice of effort made by the
employees and, in part, on the salary and working conditions established by the company.
The authors affirm that the design of the incentive system should try to clearly establish the
responsibilities and remunerations of employees for their performance or behavior.
The non-economic incentives are called intrinsic by these authors. These intrinsic incentives
link with the position the employee holds in the company, the feedback of performance
through his/her evaluation, the promotion of job stability and career, the sense of success,
self-esteem, encouragement to participation and social recognition.

3. The process of personnel selection
According to Flores et al. (2008) one of the most common causes why labor turnover has
increased in Mexican organizations in recent years is related to the content of work and
wages. When this relationship does not correspond, the worker will try to find a better job
inside or outside his/her workplace. The authors indicate that although there is a fee system
in Mexico that establishes that equal jobs receive equal remuneration, this relationship can
be violated by additional benefits that can make certain types of work more advantageous
and attractive than others. When the work environment where the worker performs his/her
job is not the most appropriate one, it makes him/her feel dissatisfied; and in extreme
cases, it leads to job rotation.

3.1. Conceptualization
While the recruitment tries to selectively attract through various communication techniques,
candidates who have the minimum requirements of the vacancy, in the selection process the
basic task is to choose among the candidates recruited those who are more likely to adapt to
the position and perform it well (Chiavenato, 2017).
The selection of personnel is a process by which organizations decide which of the
candidates for a particular position is the most suitable to perform it. In other words, it is a
process of making decisions about the adjustment of candidates to the positions offered
(Salgado and Moscoso, 2008).
The selection is a process of comparison between two variables; on the one hand, the
criteria of the organization (requirements of the position to occupy or the individual
competences necessary for the organization); and on the other, the profile of the applicants.
The first variable is provided by the description and analysis of the position or the required
skills; and the second is obtained by the application of selection techniques (Chiavenato,
2017).

3.2. Importance of the personnel selection process
Naranjo (2012) states that: "the success of any enterprise depends mainly on human talent,
since it depends on obtaining the organizational objectives that lead to the success of any



company" (p.86).  Applying a suitable selection process, according to Martínez, Portales,
Palos y Ramos (2015) the following advantages are obtained:
-Improvement of objectivity which leads to a real acquisition of talent;
-Consistency in the hiring decisions;
-Consensus improvement on procurement through multiple stakeholders;
-Creation of articulated, efficient and effective selection processes;
-Creation of efficiency, providing tools and reusable selection processes (p.105).
The selection seeks among the candidates recruited the most suitable for the positions
available with the intention of maintaining or increasing the efficiency and performance of
the staff, as well as the effectiveness of the organization. From this point of view, the
selection aims to solve three basic problems: adequacy of the person to work, adequacy of
work to the person and the efficiency and effectiveness of the person in the position
(Chiavenato, 2017). 
Galián Jiménez (2018) points out that in order to carry out a good selection, it is essential to
compare the profile required for the position to be carried out and the profile presented by
each candidate; it is at this point where the various techniques or selection tests come into
play.

3.3. The process of personnel selection
Chiavenato (2017) indicates that "the basic objective of recruitment is to supply the process
of selecting its raw material: the candidates. The basic objective of the selection is to choose
and classify the right candidates for the needs of the organization "(p.169).  Once the
requirements of the position and those of the candidates have been compared, it may
happen that some of them have approximate requirements; and the people in charge of the
selection process want to propose those applicants to the department that requested the
occupation of the position. The body responsible for the selection advises, in a specialized
manner through selection techniques, the candidates that seem most appropriate. The
acceptance or rejection of candidates is always the responsibility of the requesting
department.  In many organizations the recruitment department does not have the authority
to carry out any activity in this regard without the department in which the vacancy finds
itself having made the corresponding decision (Chiavenato, 2017). A significant number of
sub processes are involved in the recruitment process (Alles, 2006, p.130):

Need to cover a position;
Staff request;
Review of the job description;
Collection of information about the required profile;
Analysis of possible internal candidates;
Decision about conducting internal search or not;
Definition of recruitment sources;
Reception of candidacies;
First review of the background;
Interviews (1 or 2 rounds);
Specific or psychological evaluations;
Formation of candidacies;
Preparation of reports on finalists;
Presentation of finalists to the internal client;
Selection of the finalist by the internal client;
Negotiation;
Offer in writing;
Communication to postulants outside the process;
Admission process;
Induction.

It is for this reason that all the sub processes that are included in the selection of personnel
are mentioned, because this way it could be determined in which phase is ignored both the



query to the candidates about their expectations of the company and the information to the
candidates about what the company can offer them.

4. Staff rotation

4.1. Conceptualization
According to Flores, Abreu and Badii (2008), generally, behind excessive labor turnover,
motivation, dissatisfaction and dissatisfaction at work are hidden. This, in turn, is influenced
by a set of aspects linked in many cases to a poor management of human resources.
Chiavenato (2017) defines staff turnover as "the fluctuation of personnel between an
organization and its environment" (p 116).
The rotation of personnel must study several factors, including remuneration, since there is
a close relationship between remuneration and turnover. The theory of the efficiency of the
wages proposes that an attractive salary dissuades the resignation. The current
administration of compensation lies on the premise that competitive wages sustain worker
loyalty (Gómez-Mejía, Balkin and Cardy, 2001).
Strauss George and Sayles Leonard (1985) also talk about staff turnover within the same
company. They point out that this allows the worker to know new occupations, expand their
knowledge, evaluate their real potential, look for new opportunities for promotion, and
improve their income and working conditions. When leaving a job, workers make use of their
freedom, right and personal power of decision to direct their own life.

4.2. Impact of personnel turnover in the company
Hernández, Hernández and Mendieta (2013) point out that staff turnover is influenced by
demotivation and job dissatisfaction, so it can be affirmed that the reasons that lead to the
departure of workers are mainly labor. However, Cabrera, Ledezma and Rivera (2011)
suggest that the rotation of personnel helps the company acquire new resources, as long as
the entries are greater than the outputs. In this research, we will focus on the perspective of
Hernández et al (2013) on the reasons for the rotation of personnel because in the company
under study, staff turnover rises from 20% to 25% per year, which has become a serious
problem for the organization. We know that the rotation of personnel in organizations is a
multi-causal phenomenon, but for the purposes of this investigation we will investigate its
causes from the analysis of the personnel selection process.

5. Methodology
The research was divided into two phases: a desk-based research and a field research
carried out during the months of August-September 2018. Interview formats, knowledge
tests, attitudinal tests, practical sales tests and analysis criteria of resumes were reviewed
during the desk-based research.  In the field research phase the non-participant observation
was applied during the selection interviews to the candidates; in addition, semi-structured
interviews were carried out with those responsible for the selection process in the company
under study: the Head of Human Talent and the three (3) supervisors of sale points in terms
of what they considered strengths and weaknesses of the selection process.

6. Analysis and discussion of results
As indicated, the research was divided into a desk-based research phase and a field one, in
which the possible causes of the high turnover of the company's personnel under study were
explored from the instruments and personnel selection interviews. We will present the
results in each of the phases below.

6.1. Desk-based research phase
In the desk-based research phase, the interview formats, knowledge tests, attitudinal tests



and practical sales tests were reviewed.  The review showed the following strengths and
weaknesses:

Table 1
Documents used during the personnel selection process. Strengths and weaknesses

Documents Strengths Weaknesses
Proposal for
improvement

Format of

interview

It contains a summary of the
applicant's resume.

It does not include photo of
the applicant.

To include a photo of the
applicant to avoid
confusion of files.

It is brief and concise.
It does not include a
structured guide of key
questions to be formulated to
the candidate.

No questions are stated to the
applicant about his/her
aspirations regarding non-
pecuniary and pecuniary
incentives.

To include questions which
are decisive to select the
applicant and not leave it
to the full freedom of the
interviewer.

To include questions
related to the applicant's
expectations on pecuniary
and non-pecuniary
incentives.

It includes a summary of the
needs and philosophy of the
company.

Knowledge tests

They are based on core
generalities of the position.

The content of the booklet
that is delivered before the
test can be memorized so that
the interviewee knows in
general what will be evaluated
in the test.

To use case-study type
tests to assess the
information analysis
capacity of the
interviewees.

They previously report on
how to answer the
questionnaire. They are the same for all

personnel selection processes
for pharmacy assistants.

To change the content of
the tests quarterly to
avoid being copied by
future applicants.They consider the

appropriate time for the
execution of the test.

Attitudinal tests

They define the
competencies for the position
the company is looking for.

70% of the evaluations are
individual rather than group.

To include more group
exercises than individuals
in order to evaluate the
ability to work as a team.

They define group and
individual qualitative and
quantitative tasks.

They do not define the
maximum and the minimum
number of people who must
participate in the test.

To define a maximum of
12 applicants and a
minimum of 6 to
appropriately evaluate the
candidates.

The name of the evaluator is
specified in the written test.

They do not include an
information record format for
passive observers designated
by the company.

To include an information
record format for passive
observers participating in
the tests.



It determines one (1)
evaluator for every four (4)
evaluated so the criterion of
the first one is not dispersed.

  

Practical sales’
test

The test is well structured.

There is only thirty (30)
seconds for the applicant to
demonstrate his/her abilities
as a seller.

To allow two (2) minutes
for the candidate to
demonstrate his/her
capacity as a seller.

It evaluates sales cases of
non-pharmaceutical products
to determine the general
selling capacity of the
applicant.

It does not define the sales
method to be evaluated.

To specify the sales
method that they want to
evaluate (credit cards,
cash, check, among
others).

The questions are oriented to
solve the possible situations
that the candidates could
experience in their job.

It does not include feedback
after the exercise.

To feedback the sales
exercise with the
candidate.

Source: self-made

In the phase of selection process is observed that the interview format does not include
questions for the applicant about his/her aspirations regarding pecuniary and non-pecuniary
incentives, nor does the candidate receive information about the economic and non-
economic benefits offered by the company.

6.2. Field Research Phase
6.2.1. First sub phase: Non-participant observation of the selection interview
process
In this field research phase, non-participant observation of a structured type during the
personnel selection process was applied as a data collection technique. Because of company
policies, this process is divided in the following stages:
Stage 1: Telephone interviews by the Head of Human Talent.
Stage 2: Face to face interviews with the Head of Human Talent.
Stage 3: Face to face interviews with the Sale Supervisor.
Stage 4: Situational assessment interviews conducted by the Chief of Human Talent,
supervisors and observers.

Results of Stage One (1): Telephone interviews
A frequency list was used as an information recording instrument (Arias, 2006) which was
developed following the theoretical references of Alles (2006). The results were the
following:

Table 2
List of frequencies in the telephone interview

Aim of the telephone interview: recruitment of candidates:

Person in charge: Head of Human Talent

Average time: 4 minutes



Location: Human Talent Department

Time: 8 to 10 a.m.

Number of interviews observed: 18

1. Are questions asked to check the consistency of the resume?

( x) Always (  )
Most
times
yes

(  ) Sometimes (  )
Most
times
not

(  ) Never

       

2. Are questions asked about the candidate's years of experience in sales?

(  ) Always (x)
Most
times
yes

(  ) Sometimes (  )
Most
times
not

(  ) Never

       

3. Are questions asked about domain of the position to be required?

(  ) Always (x)
Most
times
yes

(  ) Sometimes (  )
Most
times
not

(  ) Never

       

4. Are questions asked about experience in the management of work teams?

(  ) Always (  )
Most
time yes

(x) Sometimes (  )
Most
times
nor

(  ) Never

       

5. Are questions asked about availability to start working?

(x) Always (  )
Most
times
yes

(  ) Sometimes (  )
Most
times
not

(  ) Never

       

6. Are questions asked about the candidate’s availability to move within the city?

(x) Always (  )
Most
times
yes

(  ) Sometimes (  )
Most
times
not

(  ) Never

7. Are questions asked about the candidate’s expectations and non-salary benefits?



(  ) Always (  )
Most
times
yes

(  ) Sometimes (  )
Most
times
not

(x) Never

8. Does the head of Human Talent inform potential candidates about the salary and non-salary benefits offered by the
company?

(  ) Always (  )
Most
times
yes

(  ) Sometimes (  )
Mot
times
not

(x) Never

Source: self-made based on Chiavenato (2017) and Arias (2006)

The results of stage one (1) reveal that in the telephone interview, the Head of Human
Talent does not ask any questions related to salary and non-salary expectations to potential
candidates, but predominantly questions associated with their competencies. Consequently,
those selected to move to the second stage still do not have that information and go to that
phase without knowing either about what the company offers them according to the position
to which they aspire.

Results of Stage two (2): Face to face interviews with the Head of Human Talent
A checklist was used as an information recording tool (Arias, 2006), which was developed
following Chiavenato theoretical referents (2017). The results were the following:

Table 3
Checklist in the face-to-face interview with the Head of Human Talent

Aim of the face-to-face interview: recruitment of candidates.

Person in charge: Head of Human Talent

Average time: 15 minutes

Location: Human Talent Department

Time: 8 a.m. to 10:30 a.m.

Number of interviews observed: 8

Checklist of face-to-face interview processes.

1. The interview is conducted in a place where noise, distractions are
minimized and there are barriers between the interviewee and the
interviewer.

    

X Yes NO

    

2. The interviewer is trained and instructed to conduct an interview.

    

X Yes  NO

3. The interviewer uses a structured database to conduct the interview
process.

    

X Yes  NO



4. The interviewer asks the interviewee his/her salary and non-salary
expectations

    

 Yes X NO

5. The interviewer tells the candidate the salary and non-salary benefits
offered by the company

    

 Yes X NO

6. The climate of the interview is pleasant and cordial, without time
pressures, without coercion or impositions.

    

X Yes  NO

7. In the content of the interview aspects such as training, schooling,
professional experience, family and economic situation, etc., are
inquired.

    

X Yes NO

    

8. In the content of the interview is reviewed the behavior of the
candidate, his way of acting, way of thinking, motivations, ambitions,
etc.

    

X Yes NO

    

9. In the interview, the candidate is motivated by some non-pecuniary
stimulus that leads him/her to want to keep working in the company.

    

Yes X NO

    

Source: self-made based on Chiavenato (2017) and Arias (2006)
The results of the non-participant observation of the face-to-face interview with the Head of
Human Talent reveal that the applicants are not informed about the salary and non-salary
benefits offered by the company nor are they asked about their expectations as regards this
matter.

Results of Stage three (3): Face to face interviews with the sale’ supervisor
An estimation scale was used as an information recording instrument (Arias, 2006) which
was elaborated following the theoretical references of Chiavenato (2017). The results were
as follow:

Table 4
Estimation scale format for face-to-face interviews with the Sale’s Supervisor

Aim of the face-to-face interview: Selection of personnel

Responsible: Sales’ Supervisor

Average time: 10 minutes

Place: Auditorium of the company

Time: 2 to 3 pm



Number of interviews observed: 4

1. The treatment offered to the interviewees is:

Good  
Not
so
good

X  Poor  

2. The questions that supervisors ask to obtain information from the interviewee are:

Good X
Not
so
good

 Poor  

3. The supervisor's interview is structured in a way:

Good  
Not
so
good

X Poor  

4. The environment offered for the interview is:

Good  
Not
so
good

X Poor  

5. The interviewer's knowledge of the vacancy is:

Good X
Not
so
good

 Poor  

6. The information that the interviewer has of the applicant's curriculum is:

Good  
Not
so
good

 Poor X

7. The information that the interviewer has about the salary aspirations of the candidate is:

Good  
Not
so
good

 Poor X

The information that the interviewer has about the non-economic expectations of the interviewee associated with the
position to which he/she aspires is:

Good  
Not
so
good

 Poor X

9. The information that the interviewer gives to the applicant about the economic and non-economic benefits that the
company offers for the position to which he/she aspires is:



Good
Not
so
good

Poor X

Source: self-made based on Chiavenato (2017) and Arias (2006)

From the observation made in the face-to-face interview process by the Sale’ Supervisor to
the applicants to a position in the company, it was determined that the information provided
by the interviewer to the interviewee is deficient in terms of economic and non-economic
benefits offered by the company; and the information that the interviewer requests from the
interviewee regarding their salary and non-salary aspirations is deficient too.

Results of Stage Four (4): Situational assessment interviews
A frequency list was used as an instrument for recording information (Arias, 2006). It was
developed following the theoretical references of Chiavenato (2017). The results were the
following:

6.2.2. Situational assessment test (group interview)
From the analysis to the interview made by the head of human talent and the three sales
supervisors to the group of applicants that was selected at this stage of the selection
process, it is evident that the candidates were never asked what their salary expectations
were, nor were they informed about the salary and non-salary benefits offered by the
company for the positions to which they aspired.

Table 5
List of frequencies in the situational assessment test

Aim of the situational assessment test: Selection of personnel

Responsible: Chief of Human Talent and the 3  Sale Supervisors

Average  time: 4 hours

Place: Auditorium of the company

Time: 8 to 12 m

Number of interviews: 1 group interview

Are situational assessments conducted as a group practice?

(  ) Always (x)
Most
times
yes

( 
)

Sometimes
( 
)

Most
times
not

( 
)

Never

       

Are the cases reviewed in the evaluation always related to the work?

(  ) Always (x)
Most
times
yes

(
 )

Sometimes
( 
)

Most
times
not

( 
)

Never

       



Is time devoted to the correct planning and design of each case?

(x) Always
( 
)

Most
times
yes

( 
)

Sometimes
( 
)

Most
times
not

( 
)

Never

       

Are homogeneous groups put together for case studies?

(  ) Always
( 
)

Most
times
yes

(x) Sometimes
( 
)

Most
times
not

( 
) Never

       

Are participants in the group interview asked about their salary and non-salary expectations?

(  ) Always
( 
)

Most
times
yes

( 
)

Sometimes
( 
)

Most
times
not

(x) Never

       

Are participants of the group interview informed about the salary and non-salary benefits offered by the
company for the positions to which they aspire?

(  ) Always
( 
)

Most
times
yes

( 
)

Sometimes
( 
)

Most
times
not

(x) Never

Source: self-made with bases in Chiavenato (2017) and Arias (2006)

Interview with the Head of Human Talent
In addition to the non-participant observations made in the different phases of the selection
process, an in-depth interview was conducted with the Head of Human Talent, in which she
was asked how, according to her opinion, the selection process staff in the company is
carried out. With her answers the following SWOT matrix was elaborated, in which,
according to our criterion, we consider strengths or weaknesses in the described process. An
improvement alternative is also proposed for the weaknesses.

Table 6
Strengths and weaknesses of the personnel selection process

Head of Human Talent

Strengths Weaknesses Improvement proposal

There are policies and procedures
with a process regulation for the
selection of personnel.

Psychotechnical and/or psychometric
tests are not applied to select the
personnel.

To hire an industrial psychologist to
perform psychometric and
psychometric tests.

The publications for the
recruitment are done in a
schematic way within the media

The company does not have a web
page where applicants can upload

To create a corporate website for
those interested to apply for a
position in the company directly



or from the points of sale. their resumes. from that medium.

The recruitment and selection
process is carried out under the
strict supervision of Human
Talent.

No specialized personnel recruiters
(headhunters) are used.

To work with specialized personnel
to perform a better filter of the
folders which arrive at the
company.

 

Applicants are not informed how
much they will earn or what economic
and non-economic benefits the
company offers.

To inform applicants from the
beginning of the selection process
what the company offers.

To Inform applicants from the
beginning of the selection process
what the company offers.

 

Candidates are not asked about their
professional or salary aspirations or
about their social aspirations within
the company.

To ask the aspirants from the first
phase of the selection process what
they expect from the company.

Source: self-made

With the application of psychometric and psychometric tests, it is possible to determine if
the profile of the candidate fits the profile of the position and the expectations of the
company. The omission of these tests increases the possibility that the selected candidates
voluntarily dissociate themselves from the company in the short and medium term because
there is no coherence of the persons with the position to which they aspire. The head hunter
is also an excellent resource to ensure to a large extent the coherence between the
expectations of the candidate and the company.

Interview with the Sales’ Supervisors
Finally, an in-depth interview was carried out with the Sale’ Supervisor in which they were
asked about the aspects of the candidate's business experience that they took into account
to conduct the business interview. With their answers, a SWOT matrix was elaborated, in
which, according to our criteria, we consider strengths or weaknesses that were present in
the results of the interview. Alternatives are also proposed that could be incorporated to
improve what the company is currently doing in the face-to-face interview for which they are
responsible.

Table 7
Strengths and weaknesses of the personnel selection process

Sale’ Supervisor

Strengths Weaknesses Proposal for Improvement

The selection process is carried out in an
orderly manner, minimizing errors

Supervisors are not formally
trained to conduct personnel
selection interviews

To train people in personnel
selection to ensure the proper
election of candidates.

In the selection process, personnel with
experience in pharmacy are not necessarily
sought; that gives the company the
opportunity to train the selected people from

The situational assessment
test is predominantly
theoretical, which hinders
identifying the best profile of

To carry out the team selection
interview process with the
Human Talent Manager and sale
supervisors to have different
points of view regarding the
candidate.



its bases to the most specialized knowledge. sellers required by the
company.

Incorporate more case studies to
optimally determine the
candidate that the company
requires in the situational
assessment tests.

Source: self-made

The fact that supervisors do not feel qualified to conduct selection interviews means that
they cannot identify those candidates who are not in tune with the company's objectives;
therefore, if they are selected, in a short or medium term, it is very likely to voluntarily
dissociate from the company.

7. Conclusions and recommendations
The methods and procedures of recruitment and selection process are in some cases simple
and in other complexes; therefore, sometimes the company must make the decision to hire
experts to carry out this activity. The more structured and organized the selection process is
and the more consistency there is between the candidate's expectations, the company's
expectations and the profile of the position, the rotation of personnel is supposed to be
reduced to a minimum.
In the evaluation of the process of personnel selection of the company under study, it was
possible to verify that in the different phases in which it was carried out, the main weakness
was concentrated in the fact that the aspirants went through several phases of interviews
and a written test, and none were asked about their pecuniary and non-pecuniary
expectations nor were they informed about what the company offers. This may be one of the
main reasons why the company has such a high turnover rate; however, we recommend
more studies in other phases of the human talent system.
With the results of this research we recommend incorporating, in the interview formats and
structured interviews that are made to the applicants, questions directly related to what the
applicant aspires to have in the company. Although this research is aimed at non-pecuniary
incentives, it is very convenient to inquire about the pecuniary ones as well.
It was also observed that all the phases of the selection process are directed to inquire
about the competences of the candidate, but not about their emotional and personal
aspects, which leaves aside a core part of the human being that every organization should
contemplate. In this case, as indicated in the interview by the Head of Human Talent of the
company, it is necessary to apply psychotechnical tests.
The information gathered from the interviews regarding the pecuniary and non-pecuniary
expectations of the candidates, as well as the psycho-technical tests, will allow the company
to have the necessary information to design an incentive system that minimizes staff
turnover because they will select  the candidates that the company needs and those who
need the company, which generates a coherence between the profile of the position and the
profile of the candidate, both in competence and in affectivity, attitude and motivations.
Finally, we can conclude that one of the causes of the high turnover of personnel in the
company under study is in the process of personnel selection.
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