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Welcome! 



Today’s  
Discussion  

Overview 

A. Psychometric Testing 

B. Properties 

C. Applications 

D. Types of Tools Available 

E. Selecting the Adequate Selection 
Method Based on the Criterion 

F. Mapping of Competencies Against 
Personality Questionnaires 



Brief Bio 

Eleni Demosthenous 
 
 
• Studies in Industrial/ Organizational Psychology 
 

• Started Career in Executive Assessment and Coaching 
 

• Consulted, Worked in an HR internal role,   
   Entrepreneur since 2011 (The Advance Institute  Reflect) 
 
• Psychometric Testing since 2005, collaborate with ICAP  
   Group Greece, Exclusive Reseller of Cut-e, Hogan Assessments 
   and Kenexa 
  

Love identifying potential and talent 
Love enabling people and organizations to accept their own capabilities 



Illuminating Introductions  



A. Psychometric Testing 



“There is a job for everyone, 

however not every job fits everyone.” 
John Behr, PhD 



Psychometric  
Testing 

• Standard and scientific method 
used to measure individuals' 
mental capabilities and 
behavioral style 

 

• Designed to measure 
candidates' suitability for a role 
based on the required 
personality characteristics and 
aptitude (or cognitive abilities).  

 



B. Properties 



Valid & Reliable 
They can be applied fairly to all employees 

 They are not biased against any individual or group 

 

Psychometric 
Testing are… 



assess employment suitability;  
company-candidate fit 

 
gain insights on the candidate's cognitive abilities, 

personality, motives/values, working style, 
leadership capabilities and more… 

Psychometric Testing Assist 
 HR Managers to… 



C. Applications 



selection of new hires,  

internal promotions,   

for employee development. 

Used for… 



A couple of Golden rules 

Psychometric testing should never be used  
in isolation for decision making 

 

They are only valid for a year 



Predictive Validity Findings  

of Different Assessment Methods 
 

Assessment Method Predictive Validity 

Assessment Centres (multiple methods) .65 

Behavioural Interviews .4 – .6 

Work-sample Tests .54 

Ability Tests .53 

Modern Personality Tests .39 

Biographical data .38 

References .23 

Traditional Interviews .05 – .19 

Source: British Psychological Society 



D. Types of Tools Available 



Types of Psychometric Testing 

Abilities Tests Questionnaires 



Abilities Tests 
Tests 

Numerical Reasoning Graduates/Middle and Senior Management 

Verbal Reasoning Graduates/Middle and Senior Management 

Language Proficiency Activities that require practical knowledge of English 

Logical thinking Apprentices/ Management Trainees/ Graduates 

Information Competence Graduates/ Administrators/ Middles and Senior Project Managers 

Short Term Memory (Ultra) Professions  that require  making  exact  observations : Secretarial, 
Call Centers, Quality Assurance.  

Reactivity Activities  that require  fast reactions, high concentration, 
attentiveness. 

Spatial Reasoning Jobs  that require spatial reasoning; technical and mechanical jobs, 
engineering  or medical tasks, drivers 



Language Competency – English/ 
Verbal Reasoning 

• Specific: Finance, Consumer, Industry 

• Completion Time: 12 minutes 



  Scales Clues:  
 
• Measures informational 

  competence of the individual. 

 

• It’s a dynamic tool  

 

• Completion time: 15 minutes 



Scales ix  
 

• Measures logical thinking 

 

• Identifying the exception of  

  a logical sequence. 

 

• Completion time: 5 minutes 



Questionnaires 

• Personality  

• Motivation, Preference, Values 

• Leadership Orientation 

• Work Styles 

• Team Roles 

• 360  



SELECT - Advantage  Off the self hiring solution, 5 minute – 71 questions 

assessment inventory, assess general employability 

on three scales:  

dependability, composure, customer focus 



The cut-e sales cycle defines the most 
crucial phases of every successful sale.  



DEVELOP - Manage This report its based on the Hogan Personality 

Inventory (HPI). It evaluates people on seven well 

know dimensions that influence occupational success.  

This report underlines the most effective techniques 

for managing the employee. 



DEVELOP - Compass The Career Compass is based on the Motives, 

Values, Preferences Inventory (MVPI), a  

measure of the ten core values found in most 

cultures throughout history. It provides  

Career Planning in regards to Organizational fit.  



Leadership Orientations  
Questionnaire (LOQ) 

The Kenexa LOQ is based on the well 

recognized and validated Big Five model of 

personality, which consists of extroversion, 

openness, agreeableness, conscientiousness 

and neuroticism. This questionnaire 

measures 28 dimensions that have been 

positively correlated with leadership 

performance at work. 



Kenexa – Sentio™ 

• Sentio™ is a situational judgment test. 

 

• It can be used at any level of 

management   within your organization.  

It is a scalable solution for job selection 

and recruitment, talent management, 

career development and promotion, 

training and development programmes 

and organizational profiling. 

 

• It includes 22 business case scenarios 



Kenexa – 360⁰ 

The Kenexa 360° Leadership report gives feedback on a 

leader’s use of behaviors, specifically the 11 High Performance 

Behaviors identified by us as necessary for success in today’s 

ever changing and complex business environment. 



E. Selecting the Adequate Selection  
Method Based on the Criterion 



Let’s Discuss Your Situation 

What positions are you hiring for? 

 

Who do you want to develop in your 
organization? 



A Case Study by Hogan Assessments 

Challenge: A large multi-national financial services provider wanted to improve 
their sales representative selection process in an effort to increase employee 
satisfaction and decrease turnover. 

 

Solution: Hogan recommended using the Motives, Values, Preferences Inventory 
(MVPI) to help increase employee satisfaction and decrease turnover by 
aligning applicant values with those identified as most important in the sales 
representative role. 

 

Result: Prior to implementation of the MVPI, the organization reported a 
turnover rate of 48%. After using the MVPI for one year, this dropped to 
18%. 

 

 Not only did the reduction in turnover help the company retain 300 sales 
representatives, but saved the organization an estimated $4.5 million in 
costs associated with replacing these employees. 



Cyprus Success Stories 



F. MAPPING OF COMPETENCIES 
AGAINST PERSONALITY 

QUESTIONNAIRES 



What are  
Competencies? 

Competencies are knowledge, 
skills, abilities, and behaviors 
critical to successful job 
performance. 
 
Depending on the job 
requirements for success, 
different sets of competencies 
make up different success 
profiles. 

Practical Intelligence 
 
Emotional Intelligence 
 
Business Acumen 
 
Initiative 
 
Personal Character 
 
Communication Skills 
 
Interpersonal  Skills 
 
Dealing with Ambiguity 
 
Organizational Agility 
 
Presentation Skills 
 
 
 
 



Competency 
Model 

 A competency model is a 
collection of competencies that 
together define successful 
performance in a particular work 
setting.  

 

 Competency models have become 
the foundation for human 
resource functions such as 
recruitment and hiring, training 
and development, and 
performance management. 



Competency 
Model of a 
Regional 
Business 
Development 
Leader 

This is a success profile… 



“Employees who most closely match a success 
profile will be considered the best fit, the star 

performers, the exemplars.”  
 

(Ruyle and Orr, 2010 in press)  

 



Advantages of 
Mapping a CM  

to a Personality 
Questionnaire 

Robust Selection Process 

– Fair, Systematic, Objective, Lower Turnover  
Reduced Costs 

Identifying Potential 

– Identification of hidden talent and ability to sustain a 
larger role 

Personal Development 

– By mapping an individual’s fit against the 
competencies required for a role, development needs 
can be identified objectively and constructively 

Organizational Change  

– The competency framework provides a basis for 
aligning behaviors during change management 
initiatives.  



Thank you for your participation! 

Let me know if I can help  

+357 99 551118 | eleni@theadvanceinstitute.com 


