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ABSTRACT

Introduction: This paper explores the integration of psychological components into the
management of human resources within organizations, whether in the public or private sectors.
Drawing from administrative theories and multidisciplinary frameworks, it examines the
evolving role of HR managers in strategic decision-making processes.

Presentation: This section delineates two distinct lines of work within human resource
management: administrative processes and those requiring ongoing social labour
relationships. It proposes strategies for delimiting and optimizing these processes to enhance
organizational planning, execution, and control.

The Process of Capturing Human Resources: This subsection highlights the importance of
recruitment, selection, and induction processes in aligning organizational needs with
individual capabilities and aspirations. It discusses the *phases and strategies involved in
executing effective recruitment programs.

The Personnel Selection Program: Here, the paper elaborates on the technical and
psychological evaluations involved in personnel selection, emphasizing the role of interviews
and medical assessments in ensuring optimal candidate fit.

The Staff Induction Program: This section underscores the significance of the staff induction
program in fostering organizational socialization and conveying the organization's vision and
values to new employees.

The Human Resources Enablement Process: This subsection discusses training and
qualification programs aimed at equipping employees with the necessary skills and knowledge
to fulfil their roles effectively.
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The Human Resources Qualification Process: Here, the paper explores evaluation programs
for assessing worker performance, merit, and attitudes, emphasizing their role in promoting
productivity, creativity, and organizational alignment.

The Process of Empowerment of Human Resources: This section delves into leadership
development and talent identification strategies, focusing on empowering employees to fulfil
managerial roles effectively.

The theme of Reflection on the Human Factor in Organizations: The paper concludes by
reflecting on the evolving nature of human resource management processes and their critical
role in organizational effectiveness, adaptability, and success in the contemporary business
landscape.

Keywords: Human resource management, organizational dynamics, psychological
components, strategic planning, personnel integration, recruitment, selection, induction,
training, qualification, performance evaluation, leadership development, organizational
effectiveness.

INTRODUCTION

The content of this work has a multidisciplinary reference framework, which is based on the
administrative functions determined by Koontz and WeiHRich [1], which corresponds to
Personnel Integration, whose objective is to ensure that organizational functions are performed
by qualified personnel who are suitable and willing to perform them and responds to the
beginning of the clearer the definition of organizational functions and their human
requirements, and the better the techniques used in the selection, evaluation, and training of
managers, the higher the administrative quality of a company (Bibri, Krogstie, et al. 2024).

Likewise, this administrative function is defined as the covering and keeping the
positions of the organizational structure covered." for which "...requires the identification of
human resource and occupation needs in the organizational structure, and its maintenance in
this state, with competent people. It is achieved when we develop a series of actions to identify
workforce requirements, conduct an inventory of available personnel, and recruit, select, hire,
remunerate, evaluate, plan careers, train or develop, and otherwise promote both employees
and employees. Candidates and job holders so that they can carry out their tasks effectively and
efficiently. Another term often used for the administrative function of staff integration is
"human resource management (Byrd & Scott, 2024)."

In this perspective, Bohlander, Snell, and Sherman [2] emphasize that The role of HR
managers is no longer limited to service functions such as recruitment and selection. Today,
they assume an active role in strategic planning and decision-making in their organizations.
Organizations in today's competitive world are discovering that what makes all the difference
is how particular HR topics are combined. In general, managers do not focus in isolation on
aspects of HR such as hiring, training, and compensation. Each HR task is integrated into an
overall system to improve worker engagement and productivity (Durst, 2024).

PRESENTATION
When treating, in this particular case, the fields of application of Psychology in the
organizational field, we will be referring to the line of psychological work in management
Support of the organization (functional or operational), resulting from strategic planning for
human and organizational dynamics, and specifically Human Resources Administration within
a systemic approach.

In organizations (companies and institutions), human resources management generally
executes its work processes under guidelines or criteria of an administrative nature; however,
two very different lines of work can be identified, one of them with a purpose. And
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administrative nature, and the other line of work to processes/programs whose execution
permanently requires a social labour relationship; that is, the psychological component is
present in the dynamics of its management (Koskela-Huotari, Svard et al. 2024).

Delimiting Lines or Work Processes

For better planning, execution, and control of human resources administration/management, it

must be taken into account to obtain successful results that all processes do not have or do not

respond to the same nature or type of dynamics, which is why it is recommended try to delimit
these lines or work processes, for this purpose the following scope is presented (Lee & Yuan,

2024).

Work processes of an administrative nature, whose execution responds to the application of

directives, regulations, or standards for the achievement of its objectives or goals, as well as to

enrich the information of the workers, its efficiency, or the dynamics of its management will
depend on the relationships that arise from the progress of technology, and not necessarily, as

a product of social labour relations — human interaction (Marchand & Hilpert, 2024).

1. Among the processes, we have Personnel Control, which, from the registration in
notebooks or attendance lists, moved to the printing of attendance cards by a clock marker,
then to the reading of barcodes tHRough photo check, to the control of the registration
tHRough the voice, to reading the fingerprint, hand or eye, for now. Other processes are
the Processing of Payrolls, budgets, staff current accounts, Processing of employment
benefits, career ladder, personnel movement, etc. (Rashid, Rasheed, et al. 2024).

2. Due to the benefits provided by the most sophisticated processing equipment every day,
these processes or lines of work increasingly limit or nullify the presence or interpersonal
relationship, with the same effect produced by the exaggerated use of pre-printed formats
and various forms of presentation. And subsequent receipt of documents — the internet,
which also reduces interpersonal relationships to almost a minimum (Serenko, 2024).

3. Work processes with psychological components necessarily require a permanent social
labour relationship, which must be in charge or monitored by professional personnel to
provide technical assistance, guidance, and specialized advice, which will ensure the
achievement of their goals and the institution's objectives, as a result. Of the internalization
of the organization's purposes, the shared vision, and the commitment to the mission by all
workers, regardless of their level of responsibility or status (Serenko, 2024)

THE PROCESS OF CAPTURING HUMAN RESOURCES

It is one of the most important processes in human resources management due to the decision-
making that must be made in situations where common interests between the candidate and the
organization converge. Both the organization and the applicant try to present their best
presentation. On the one hand, the organization tries to obtain the best human resources in the
labour market. The applicants with their interest in wanting the job, be it because they consider
it important to the organization or to access a source that allows you to satisfy other individual
expectations (Wang, Zhou, et al. 2024).

Also, catching human resources is vital for the organization since satisfactory attention
to the needs of new personnel that respond to the technical requirements of its productive or
administrative units will depend on the success of the execution of its programs. In summary,
the process of catchment. The purpose of human resources is to harmonize the satisfaction of
the needs of the labour market actors, the organization, and the person. It is executed tHRough
personnel recruitment, selection, and induction programs (Bibri, Krogstie, et al. 2024).

Personnel Recruitment Program

The recruitment of personnel is one of the most important programs in the recruitment process
of human re. It requires demanding planning of its activities so that the execution of its events
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achieves effective coverage of its vacancies. Before its execution, the organizational positions
must be identified, the individual characteristics for each job must be known, and in the best of
cases, the administrative plan of human resources requirements must be known to understand
the causes of the vacancies to be offered. , and provide the most appropriate treatment for each
case, whether for the promotion, relocation, resignation, or retirement of the worker or the
expansion or development of the organization. Below is a proposal for systematizing the work
of the Recruitment Program, which appears in Table 2, whose execution can occur tHRough
tHRee phases: the first two are preparatory, and the third phase is the actual execution of the
Program (Byrd & Scott, 2024).

RECRUITMENT PROGRAM
Table
PHASES - COMPONENTS - WORK PROCESSES
OBJECTIVE
1. Knowledge of the Plan of Characteristics Posts of the Requirements Individuals
Position Organization
2. Research from External Sources Internal Sources
Sources

3. Program Execution | Signing Call Qualification office hours Interview Applicants
Preliminary Apartments

Phase 1 has as objective components knowing the organizational positions in general, the
individual characteristics of the jobs, and the human resources requirements plan. All this is
the technical support of the Program. Recruitment. Phase 2 has as its objective components
the investigation or evaluation of possible sources of attracting human resources — internal and
external. It is advisable to start with the internal source because positive effects (healthy social
work environment, personal satisfaction) benefit both the organization and the worker. Suppose
the inner source of providing candidates does not exist or satisfy t. In that case, Phase 3 is itself
the execution of the Recruitment Program, whose work processes are: 1. the Call, 2.
Qualification of files, 3. Preliminary Interview, 4. Signing of suitable applicants (Durst, 2024).
1. Convocation. It can be done tHRough any means of communication: radio, television, and
preferably in newspapers with the greatest circulation in the town. The message must
contain at least information on the Identification of the organization, Identification of the
job, Main functions, Technical requirements of the job, Personal qualities, including
abilities, skills, etc., Offers from the organization: salary, commissions, benefits, etc., the
place and date of presentation of the resume (Koskela-Huotari, Svéard, et al. 2024).

2. Qualification of files. This work process does not have selective characteristics of the
applicants; its objective is to verify and compare the information in the Curriculum with the
information contained in the Call and must be carried out under strict control; that is, only
those files that respond directly will be accepted. To the job's technical and personal
demands, trying to purify 50% of the total files presented under this criterion.

3. Preliminary interview. This work process is important because it generates the applicant's
first social contact with the organization. Its execution allows direct consistency of the
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information presented in the resume, face-to-face knowledge, and the ability to detect
limitations in the applicant. It is recommended that 50% of the accepted files be filtered in
file grading (Lee & Yuan, 2024).
4. Signing of suitable applicants. This work process is simple and tries to classify and

organize the files of the applicants who passed the purification of processes 2 and 3.
The recruitment program will be executed with this activity, and the "suitable applicants"
who pass the personnel selection program will be prepared. In our purpose of contributing
to the development of organizations, we put at your disposal a formula whose application
will allow obtaining a sample that responds effectively to the demands of the position,
ensuring that only the offering potentials resulting from a strict purification and consistency
of technical and individual requirements in the election Program, and that quantitatively,
we work with 25% of the universe of summoned applicants, ensuring that the organization
has less expenditure in work, economy and time (Koskela-Huotari, Svard, et al. 2024).

In this consideration, the formula will be applied:

Rec PP = ( SConv - 50% Cexp ) - 50% April

Where, SConv: Total number of applicants, Cexp: File Qualification, April: Preliminary

interview.

The Personnel Selection Program

The selection of personnel is one of the key and decisive stages in the recruitment process of

human resources because its results must successfully satisfy the needs of the job, and the

organization requires timely and effective attention. This requires the responsible professional
to perform with a high level of professional experience and knowledge of efficient planning
for executing each of its work processes. The breadth or depth of the selection processes varies
according to the organization's policies, and to guarantee work of this importance, the following

are considered in their execution (Marchand & Hilpert, 2024):

1. The technical evaluation determines the applicant's practical and theoretical knowledge

about the job.
Its execution can be carried out employing oral and written exams, laboratory type to
present the solution of problems of a proposed work process required by the position,
evaluation in the same workplace on effective processes in real-time, etc. (Rashid,
Rasheed et al. 2024)...

. ThePsychological evaluation is oriented towards knowledge of the following components:
intellectual level, concerning the level of job responsibility (general reasoning, mechanical
reasoning, etc.), aptitudes (skills, abilities, learning capacity, creativity, etc.), attitudes
(types of organization, ideology, beliefs, etc.), trends in the main personality factors
(social contact and emotional stability basically); Likewise, according to the requirement
of the level of responsibility of the job, other personality factors will be evaluated. The
application of the type of psychological tests, whether factorial, projective, etc., is the
responsibility of the designated professional, according to their criteria and experience in
selecting and evaluating human resources (Serenko, 2024).

3. The interviews are valuable tools in all personnel selection, which, tHRough observation
and communication, allow consistency and gather more information from applicants,
which is why the usefulness of their application in everything is highlighted. Selection
Program of personnel, specifying that they are not an isolated component. They are
executed in each of the processes of the Program (Rashid, Rasheed, et al. 2024).

The following types of interviews are mainly carried out:

» The "First Interview," or technical interview, which can be applied before or after the
technical evaluation, is recommended to be carried out by the supervisor or head of the
user area of the organization where the applicant to be selected will work.

» The "Psychological Interview" is conducted by a psychological evaluation professional.

N
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» The "Selection Interview" or final interview is the key decision-making tool to choose the
potential candidate that the organization needs.

e Information on the results of the evaluations must be available to carry out the selection
interview. It is recommended that the candidate be chosen tHRough the presentation of
shortlists for each type of job and that the final decision of the selection be based on the
opinion of the head of the area where the winning candidate will work (Serenko, 2024).

4. The Medical Evaluationlt is aimed at knowing the applicant's health status concerning their
ability to respond to the demands of the job duties. Its execution will depend on the
organization's policy; if carried out, it can be carried out before or after the technical or
psychological evaluation (Marchand & Hilpert, 2024).

The Staff Induction Program

The purpose of induction-orientation of new personnel, understood as an induction at the
beginning of "organizational socialization," is to give a global vision of the organization and
its projects, give warmth to their entry, and provide a healthy work atmosphere, including
values. For its part, the purpose of orientation is to provide information to new personnel about
their work position within the organization, facilitating their rapid adaptation to the work
environment, encouraging their interest in their new job, and instilling in them a feeling of
security and that their integration the organization is under a philosophy of quality and work
excellence (Lee & Yuan, 2024).

THE HUMAN RESOURCES ENABLEMENT PROCESS

The process of qualification in human resources management is of utmost importance for the
organization because it has to develop the functions of planning, organizing, executing, and
controlling the actions of its employees. Training and Training Programs for personnel and
adapting to the personnel policy's demands may be considered a selective or eliminatory
continuation for new personnel. Training and TrainingThey are generally programs of a
continuous or permanent nature, as well as cyclical or occasional when considered part of the
selection process for new personnel. This distinction is vital for structuring the Program
(objectives, level of content and participants, duration) related to the technical and individual
demands of the job (Koskela-Huotari, Svérd et al. 2024).

The Personnel Training Program

Training personnel is an important program in the qualification process of human resources,
whose duly planned actions will provide the content required by the job position according to
the levels of responsibility of the functions or tasks they perform and the personnel policy
concerning the organization's career plans. The administration will design the actions for each
type of training (Updating, Specialization, Improvement). Due to the learning requirement,
workers or candidates must have at least the level of higher education (technological or
university) to access these events, and according to the organization's needs determined by the
problem  situation of the job's level of responsibility  (Durst,2024).

THE HUMAN RESOURCES QUALIFICATION PROCESS

Qualification Process in human resources management has relevant importance due to the
information on the quantitative and qualitative capacity of the personnel, and that it is obtained
tHRough the application of tests designed to achieve specific objectives and that respond to the
situations that demand the personnel policy of the organization. The HeQualification Process
is instrumentalized tHRough the evaluation program personnel (Koskela-Huotari, Svérd, et al.
2024).
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Personnel Evaluation Programs

To address the accelerated changes imposed by globalization, competitiveness, and the
demands of users in the internal and external market, organizations are opening variants in the
traditionally known evaluation Program of personnel, which until now are applied in tHRee
types of exploratory evaluation tests related to (Byrd & Scott, 2024):

* Evaluation of the Worker's Performance. (Performance) ¢ Evaluation of the worker's Merits.
(Innovation, creativity) * Evaluation of the worker's Performance. (attitudes)

Performance evaluation

Its main objectives are knowledge of the level of compliance of the worker's functions, tasks,
or tasks concerning the standards assigned for the job (Performance). According to the
organization's policy, Performance evaluation is part of the exploratory phase of evaluating its
main performance factors in quantity and quality. It serves as a reference framework for
applying the policy of workers' career plans for promotion purposes. There are computer
software that processes Worker Performance Evaluation Programs, which allow determining
factors based on the grouping of items that are related to the objectives of the performance
evaluation and assigning the weight of each factor according to the priorities of performance
evaluation policies and performance profile objectives (Bibri, Krogstie, et al. 2024).

Evaluation of Merit

Its objective is to know the initiatives the worker has developed that have meant improving

work processes or products, that is, contributions other than Performance in the workplace.

The Merit Evaluation has several purposes:

« "Motivational," which promotes an organizational culture of creativity among workers;

* "Incentive" that promotes an integrative and participatory culture of shared effort for the
common benefit among workers;

 "Exploratory” enables behaviours aimed at implementing or maintaining an axiological
organizational culture.

According to the organization's policy, the compensatory aspect for the contributions
(creativity, innovations, improvement of processes or procedures, etc.) provided by the workers
can be material and economical, and it is recommended that the incentives be extended to the
organization's work area. The Merit Evaluation reinforces creativity, and the Performance
Evaluation supports productivity (Wang, Zhou et al. 2024).

Performance Evaluation
Its objective is to know the attitudinal level of workers towards the organization.

The performance evaluation design considers specific objectives of the organization's
policy related to its growth or development. The purpose is to know and select trusted
collaborators who execute the organization's expansion and competitiveness policy. It is the
internal search for strategic allies. The Performance Evaluation has the following
characteristics:

» Exploratory evaluation on the levels of Identification and internalization of the worker with
the culture and policy of the organization;

e Selective to detect and propose personnel as strategic allies of the organization to guarantee
the actions or campaigns for the growth and development of the organization.

Table 2: Administrative vs. Psychological Work Processes
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Work Processes ||Administrative Nature |Psychological Components |

Application of directives,
Personnel Control ([regulations (Marchand &
Hilpert, 2024)

Necessitates social labor relationship,
technical assistance (Serenko, 2024)

Processing of Based on regulations and N/A (Primarily administrative)

Payrolls standards

Recruitment Planning, execution based on |/Internal and external sourcing,

Program vacancies (Byrd & Scott, qualification of applicants (Lee &
9 2024) Yuan, 2024)

Technical evaluation, Psychological
evaluation, Interviews (Koskela-
Huotari, Svérd et al., 2024)

Orientation and socialization ||Integration into organizational culture,
(Koskela-Huotari, Svérd et al., ||providing warmth (Bibri, Krogstie, et

Technical and psychological

Selection Program evaluation (Durst, 2024)

Staff Induction

Program 2024) al., 2024)

Training Personnel ||Content required by job Continuous or occasional, technical and

Program position individual demands

Personnel Worker's performance . .

Evaluation assessment (Wang, Zhou et al., Performance, Merit, Attitude
evaluation

Program 2024)

Empowerment of ||Discovering and practicing Development programs, leadership

HR Process potential training, personnel cadres

Table 3: Recruitment Program Phases and Components

\Phases - Objectives HComponentS - Work Processes

1. Knowledge of Plan of Characteristics, Requirements, Posts (Koskela-Huotari,
Position Svérd et al., 2024)

2. Research from External Sources, Internal Sources

Sources

|3. Program Execution HSigning, Call, Qualification, Interview, Preliminary Appointments

Methodology

The methodology of this work is based on a multidisciplinary reference framework that
integrates administrative functions outlined by Koontz and WeiHRich [1], particularly focusing
on Personnel Integration. This framework ensures that organizational functions are carried out
by qualified personnel who are suitable and willing to perform them. As highlighted by Bibri,
Krogstie, et al. (2024), a clearer definition of organizational functions and their human
requirements, coupled with effective techniques in selection, evaluation, and training of
managers, leads to higher administrative quality within a company.

Personnel Integration, synonymous with human resource management (Byrd & Scott, 2024),
entails identifying human resource and occupation needs within the organizational structure
and maintaining them with competent individuals. This involves a series of actions, such as
identifying workforce requirements, conducting personnel inventories, and executing
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recruitment, selection, hiring, remuneration, evaluation, career planning, training, and
development programs.

Bohlander, Snell, and Sherman (2024) emphasize the evolving role of HR managers, expanding
beyond service functions like recruitment and selection to actively participating in strategic
planning and decision-making. This shift reflects the recognition that integrating various HR
functions in a cohesive system enhances worker engagement and productivity (Durst, 2024).

PRCESS OF EMPOWERMENT OF HUMAN RESOURCES

The process of power in human resources management is of significant importance for the
organization because it aims to discover, stimulate, and practice the qualities and potential of
the personnel responsible for leading properly organized human groups (supervisors, bosses,
managers, executives, managers). In this perspective, in the process of power, staff
development programs are designed and executed, and their events must provide new
techniques, approaches, tools, and instruments that facilitate achievements in management.
Some organizations consider in their business/institutional development policy the formation
of Cadres, which allows workers who, not exercising a management responsibility, have
outstanding records both in their performance-performance evaluations, Performance, merits,
in training and training events, and qualifications for entry to the organization, can attend the
personnel Development Programs, free participants. The organization considers this group of
workers as potential candidates to replace supervisory, managerial, managerial, or directive
positions (Wang, Zhou et al. 2024).

THEME OF REFLECTION ON THE HUMAN FACTOR IN ORGANIZATIONS

It is necessary to highlight that currently, organizations are developing processes in the
administration of human resources that require the psychological component in the
management of their methods or procedures for quality certification and accreditation, for the
application of the new schemes in the labour negotiation, institutional accountability and social
responsibility as an organization. The effects of globalization as a consequence of the
development of science contradictorily distance us from "reality," understood as the vital space
in which human beings must coexist better with broad and free socialization without
discrimination or exclusion. Unfortunately, we see this "reality" as more distant as technology
rapidly advances (Sherry, Schulenkorf, et al. 2024).

DISCUSSIONS

The methodology outlined above illustrates the interdisciplinary approach to human resource
management, borrowing administrative principles and combining them with psychology. By
incorporating various views, organizations can optimize their human capital management to
achieve higher levels of efficiency and quality.

A Multidisciplinary framework, as advocated by Koontz and WeiHRich [1], provides a firm
footing for human resource management. It recognizes the interactions between administrative
functions and human behavior within organizations. Taking each one into account,
organizations can adjust their HR work to conform with strategic aims while at the same time
adjusting for their relationship with their people.

This study indicate a trend in the changing role of HR managers from traditional service
functions to increasingly becoming strategic partners in organizational decision-making.As
Bohlander, Snell and Sherman[2] point out, HR professionals now take part strategic planning
initiatives, reflecting an understanding that human capital is a significant source of competitive
advantage.This trend illustrates the importance to build HR functions within the overall
framework of the organization so as ensure lasting success.

The insertion of psychological components into HR management procedures draws attention
to the importance of understanding human behavior at work.Processes based on the social labor
relationship, as reported in Koskela-Huotari, Svéard et al. (2014), stress the importance of
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creating harmonious working relationships within an organization.By incorporating
psychological insights into HR operations, an organization is capable of providing a supportive
working atmosphere that install people and productivity.

In the discussion of recruitment and selection processes, the stress on strategic workforce
planning and assessing candidates' suitability is invariably made clear.The systematic approach
advocated in the recruitment program ensures that an organization selects people who not
merely satisfy technical demand of jobs but accord with its culture and value systems.In this
way strategic fit is essential for maintaining employee satisfaction and loyalty, all of which in
turn enables organizational success.

Finally, if we look at the emphasis placed on performance evaluation, merit assessment and
Exercises by the discussion stress the importance of continuous improvement in HR
management.By regularly assessing staff members' work and providing opportunities for the
development of new skills, organisations are able to both extend employee capabilities and
make them adaptable meeting future business needs.This constant learning as well as
development creates an overall culture of innovation and adjustment which means businesses
stay up front for long periods on end.

CONCLUSION

Adopting the advice that campuses can be cordless, self supporting HR systems may be able
integrate administrative work with psychological processes. Indeed, that's the conclusion
reached in this section. Through a 'holistic' approach to such issues as aptitude surveys, one by
one HR practices can be matched with different strategic objectives. The Transformation of
HR management from traditional services to strategic partner represent has people capital as
core competitiveness recognized.

By integrating psychology with HR processes, it becomes clear that understanding human
behavior is critical in work. The process expecting socia | relationship demonstrates the
importance of promoting happy interpersonal rela tions and employees'sense belonging. A
comprehensive recruitment and selection process ensures that an organization will attract and
retain candidates with the right technical skills and cultural fit. Organizations need continuous
improvement through personnel evaluations, assessments of competence and training programs
in order to better engage employees ' capabilities adaptability.

Ultimately, effective HR management will take your organization to the top - among other
things by getting most out of what it has to offer in human capital, fostering a culture of
innovation and linking job performance rewards with pay. If organizations embrace a holistic
human resource management strategy, they can prepare for long-term prosperity and
competitiveness in today's ever-changing business environment.
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