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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



[1luminating Introductions



A. Psychometric Testing



“There is a job for everyone,

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



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

Psychometric
. * Designed to measure
TeStlng candidates' suitability for a role
based on the required

personality characteristics and

aptitude (or cognitive abilities).




B. Properties



%s chometrlc

eStling are..

Valid & Reliable

They can be applied fairly to all employees
They are not biased against any individual or group

R



Psychometric Testing Assist
HR Managers to...

assess employment suitability;
company-candidate fit °

gain insights on the candidate's cognitive abilities,
personality, motives/values, working style,
leadership capabilities and more...



C. Applications



Used for...

é)@-) selection of new hires,

L/ internal promotions,

* for employee development.



A couple of 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

B,

Abilities Tests Questionnaires




Abilities Tests

Numerical Reasoning
Verbal Reasoning
Language Proficiency
Logical thinking
Information Competence
Short Term Memory (Ultra)

Reactivity

Spatial Reasoning

Graduates/Middle and Senior Management

Graduates/Middle and Senior Management

Activities that require practical knowledge of English

Apprentices/ Management Trainees/ Graduates

Graduates/ Administrators/ Middles and Senior Project Managers

Professions that require making exact observations : Secretarial,
Call Centers, Quality Assurance.

Activities that require fast reactions, high concentration,
attentiveness.

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

<

12 minute(s) to go

\
\,

f/—\l
(84 ) scales verbal

Principles
Board of directors

Structure Strategy
Products & Services Locations

Dr. Josef Feldchen: Chairman of the Board of Directors and Certified Economist. He has been member
of the Board of Directors for five years. After his doctorate in San Francisco, he worked for five years
as financial adviser with the American consulting company ClueConsult.

Maja Westhoven: Head of IB. After her bank traineeship with Euro-Bank, she studied economy and
returned to Euro-Bank as client advisor where she became Head of IB after having worked in New
York and Los Angeles.

‘Wolfgang Meier: Head of PBC and fully qualified lawyer. First. he worked as a lawyer in the sector of Explanations
real estate law. but then started working as legal consultant in the Legal Department of Euro-Bank,
after three years, he became Head of EPBC.
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Dr. Markus Bergman: Head of IB and Certified Political Economist. He used to work for a private 13|[a|[15|[8l[17]8
bank in different countries in Asia (Malaysia and Honk Kong, among others) for ten years and then
started working as a strategy advisor for Euro-Bank after having received a very good offer.

Wolfgang Meler, Head of the Division PBC, is a fully qualified lawyer true
43][44][45] (48] [47] 48
false
49
undefined

e
(B) scales verbal
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0dnyieg
AuTd 10 TeaT eferdde v IKovdTNTd oog vo KpivETE Koo vo QfioAoyETE TTANPOYOpIE; TTOU TIEpIEROVIOI T8 Kelpevn

Ee 0uTd 10 TE0T TapoumdEial kdBe gopd o TTpATaTN TrW oTToia TRETTE o afokoyhosre. O omopoitnTey
Tanpogoplss yic v aloAdynmn e mpdiaong fpimkovion oE keipeve 1o omoin pTTopeite v epgoviaets oty ofd)
TO¢ KEYOYTOG KAIK TNy eKAaTore emuegoiido. O Thnpogopieg o1o epgavidipeys Keilewd - 3 keipevd Kard
Bidpkein UPTTARpwaTG Twy Tapadaypdroy ko B oTo kovovikd 1501 - Bey ahAdlouy kad 1 Bidpkeia Tou 107

H epyaaia oog eivan vo kpivers 10 kaTd TOHTO N eKdTTOTE TROTHOY ToU spgavideral sval ohhBre f dy qOpguye pe Tig
TrAnpogopisg Tou e ovicn oTo kefpeva, Moo afiohoyioere po mpdraon Bo wpéme wpaTo va emhEfere Koo va
sugavicere oy oBovy Tog 1o KEpEvo TToU TrEpIEKE! TIC TTANPOQOPIE] TTOU &ivon amropaityTes yio try aflohdynan g
Tpdrmang. Zm auvéyein afiohoyets ry mpdroon. Emaétne Z0ITO, edv n wpdroon propsl vo yopokinpioBel wg opb
e pdan ng mArpogopies TTou TEpIEy oYl O10 Keipevo, ETAEETE AABOE, sdv n Tpdtaon Ppimkeron o8 avtiflaon pe nig
Trhnpogopie; Trau TepIEgovIan oo Kefievo. EmAéEie AGIEYKPINIETO, edv n wpéracm der prropei va afiohaynfe
yuwpic TpooAeTe; TANpOPOpiE; Te TREDT PE OUTEC TTOU TTEPIEXOVICI 07O KElPevn

L1 ouvéyeia oog divers n sukaipio piow 3 Topodeypdiny va efokewBeite pe 1ov TpoTI0 CUPTTARpL TS TOU TEOT
KprTIpoTTaIEiTTE 10 THpa@ely ot i v karavofmers Takpifithe TPETEl v kdvets TP EekivTETE 11 TUPTTAfpW T
TOU kavowikol TEOT. AQIEpROTE 08 oUTH 11 Sicdikadio rov amrapaiinio ypovo. O QTovTATe; oog o1 Topodeypoio
Bev ofiohoyolyTn Kl 1) YpovOpPETpRT apyiCEl a1y oA0KANAGTETS TrE CUPTTAApLEY Twy Topadsypdroy.

To 1ear amorsheiton ammd 49 wpordosg yio Ty afiokdynan rwy omoloy &yere ot BidBed cog 12 hemrd ypdvo.

DOpoviiore voo pry oo evogAfTony o= dAn 1 BidpKED CUPTTARPWOTNG TOU TETT KO Yo Py GTTOaTTadre n wpogoyf oo
e KhT dhho.

BICKOTIY| TEqT

TUVEREIT



clues

B nbox 27.08.2008 13:24:03
From: To: Subject: Received: P A .
Secretariat tom. marting@interian. com Cortracts for Crossfre 27082000 13:23 V' =4

1 Kenneth Toole tom.martin@interfan.com  Maintenance work 27.08.2000 13:22) V' =4
Secretariat tom. martingintertan com Missing invoice 27.08.20090 13:22 V' &

Ron Burns tom. martin@@intertan.com Delivery of new telephone 27.08.2009 13:22! °
Christine Sparrow  tom.martin@interian.com Marketing concept Crossfire 27.08.2009 13:22 =<
Trainee | tom. martingintertan com | Support for prosect 27.082000 1321 V| =
Juia Sinclae tom. martingintertan.com & English for Professionals 20,08.2000 10:11 V7
Lara Janeway tom. martin@intertan.com Applcation 20.08.2009 11:40 (]
Amne Reece tom.martin@interian. com proposal market analysis

Dariel Knowtes tom marting@interian. com Pito project
Walter Durenga tom. martinginterian.com Mercury progect

N
20.08.2009 1429 ¥ b4
21.08.2000 15:12) ¥

\d

macksting nfoioteran com

A Trainee = v
To: tommartin@irterlan com low
CC: undefined

Subject:  Support for project

Received: 27.08.2009 13:21

Helo Mr. Martin,

| am the new trainee in your department. Mr. Walkter Durenga asked me to support you with your project Crossfire. |
know already what the project is about since your colleague Christine Sparrow informed me about the key points of
the project. Maybe you could inform me via e=mail how | can help? If this does not suit you. you can contact me via
phone - my extension is 8945,

Best regards,
Ireen Bunton

&

11 mnutes left

guidelines

explanations

Scales Clues:

* Measures informational
competence of the individual.

* It's a dynamic tool

» Completion time: 15 minutes



. (B4 ) scales ix
Scales ix e

scales Ix

S minutels) left

* Measures IOglcaI thlnklng Please mark the object that doesn't fit the rule
* Identifying the exception of
a logical sequence.

« Completion time: 5 minutes @ l ]LA ‘ @’ E’:j A <>

12735 %
7.8 89101112
13014 1616 17] 18

19,20

aborl completion

next



Questionnaires %

Personality

Motivation, Preference, Values
Leadership Orientation

Work Styles

Team Roles
360



SELECT - Advantage

HOGANSELECT

ADVANTAGE

HOGANSELECT DLV FNe S \

The eres semes ortne Hogan Asvarmge Reser am cemnes a2 icus

DEFENDABLTY This 2eaie concarms e degres i which 3 persen wil olow esbised ndes 3nd pracedunes,

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.

preparing the ground
understand the portfolio; know the market; define and monitor objectives

identifying opportunities
identify target groups; collect data on prospects; plan the approach

contacting potential customers
phone customers; write letters and e-mails; establish appointments

establishing relationships

build rapport; understand customer needs,; leave a positive impression

preparing a solution
identify suitable products/services; bulld a proposal; ensure availability of resources

making the deal
make presentations; discuss options; negotiate successfully; reach agreement

delivering to promise
prepare the delivery; inform and involve others; monitor delivery

ensure customer satisfaction

keep in touch; monitor satisfaction; solve problems



DEVELOP - Manage

HoGAN peveLor IG5\ HocAN peveLor [T~ .\

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 technigues
for managing the employee.



OCCUPATI

AL SIGNIFICANCE

Report for- Kelly warren

0 u

o8

Oste: Maren 17, 20

HOGAN

HoGAN pEVEL o CEIE =\

I. VALUES CLARIFICATION

Status Interests
Alihough 145, Werren apprecates positive commerts and feedbsck on her perormance, she is reluctant to
engsge in sell.cramatizabion and prefers nstead 1o wsitfor olhers Lo ol
prefers ot 1o be tha cartar of attention, doesr!
GTRKAEM tat oflen Come from working an Nigh pr

ce tes sccompler

1k® GIVing pubIC prasentaticns, and delikes ha scrutry and
projects. Me. Warren & keenly Interested in career

s accomplined, hates wasting time, wants to male
an impect on he organization and professian. and thinks strategcally about haw ta Make & aference. She
or dissgreement, ang e willng 1o charenge others, insudng superors
ronp Marsover, Ms. Warren is a fundowing person who ke 1o travel. sooalze,
ententain, be entertained, and anoy the frults of hir labor. Othars wil 698 her a8 AVErturoUs, SpITted

E e-seeking, srd convivial. She likes fast paced change snd new projects and doesr like
bureaucracy, festriiions, prohibtions, or boring tasks.

fe5 hersef in ferms of whal she

Social Interests
s, ing, assisting, and encouragng others, 1kes teaching and seems to be a natura:
also thiries it s impartant lo pay aitentor
communicating with them regularly < ercauraging and supportng their effarts. She
18 8150 0pen and wiling 10 listen to critessm and feedback conceming her performance. Moreover, Ms. Warren
seers equally happy working by nersell of as part of & tesm. She enjoys meetng new peopie, But sleo e

hand mentor. She als e

the “lttle people” by

part af 3 larger and mare sig

o
mavement. She has 3 clear serss of ght andwrong, Is comeortable witn authority, and prafers to reat cthers.
whh poiteness, coLrtesy, ard fespact

Finaneial Interests.
Ms Warren is concemed sboul

safety snd job securly, snd dislives fisk, uncertsinty, snd msking
stakes Ste foes others o spell out their expectations and male their performan:
&xpiiit Sne would rather be safe than sorTy. which means that she wil ke few Unnecessary chances, and
wsuslly Iy 1o minimize e exposuee 10 fiek. In 8o, she % Quite Intetesled i compereation, nveetment
opponuntes, and othar firancial
boftom ine. 3nd uses ncoms 55 8 way 1 keep &

osmn't hsve 3 ol of sympsthy
Investing maney and watching har nat worth grow.

hares

5 Sho 5 alert for metnocs to

a5 profitatilty and imprave the
803 evalusle herself. She d

wih her morey. for thase who do. Sne enjoys making saving, and

HOGAN DEVELOP [oe]lI 5] N\

ol Parsethes

Recoicn

Fowe | o8

Hason | 74

pros s

amieien| 62

Tamia| o7

| ——
e | O — —

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.



Diagram 1: Your leadership style profile
An example of one page from the LOQ report each

parficipant receives
Newr sghied Far sighted

Factanl Ituteve

Rk 3vere Rk ling
Rutonal hitinctve

Sequersial Flexiche

Confoerrint Meo-corformat

Oetal cormoous Detad sverse

@ BUIAISCE BB W

Sochl orlentations

Sochbiity Scliay Sedutle
Assuradnass Raiting Pawared
Affilistion Tough minded ARiive

Peope facused
Conskderation R eophe

B 3O3R eIV 2 A IR

Accepting Dorrirat
Suppartng Carerdling
Rescere Aavertive
. Persunsve
Non-persumsive
¢ Decinive
Non-comenittal

ro-n ovmm 5

Leadership Orientations

Questionnaire (LOQ)

The Kenexa LOQ is based on the well “"“"' et o
recognized and validated Big Five model of el s ——
personality, which consists of extroversion, et [
openness, agreeableness, conscientiousness R | s
and neuroticism. This questionnaire | S ——
measures 28 dimensions that have been ' sy
positively correlated with leadership BEREEREREEES R

performance at work.



An example of just one of the feedback graphs
included in the Sentio™ report

proactiy
.oy |
Conceptual
fexiiey I
impecvermen: I
Kenexa — Sentio™ T
Teamwork
» Sentio™ is a situational judgment test. e I
infuenc: |
* It can be used at any level of Deveoping |y
. . . . peop
management within your organization. I
It is a scalable solution for job selection Im:,‘“‘
: "o I
and recruitment, talent management, o
0 1 2 3 4 5 6 7 8

career development and promotion,
training and development programmes e

. . L. N Business thinking behaviours
and organizational profiling. N Pecpie development betavious

I nspiring people behaviours
I ~chieving success behaviours

* 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.

Comparison of Self Verses Feedback Providers
This graph shows individual responses against those of nominated feedback groups, shown as an average of each group.

30

25

20

15

10

Information Concept Conceptual Empathy Teamwork Developing Influence Building Presentation Proactivity Continuous Customer
Search Formation Flexibility People Confidence Improvement  Focus

. Self —# LineManager —@— Peers -’- Direct Reports




E. Selecting the Adequate Selection
Method Based on the Criterion



[.et’s Discuss Your Situation

What positions are you hiring for?

Who do you want to develop in your
organization?



A Case Stlldy 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.




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 Gt

Interpersonal Skills

M 1 f Teamwork & Team Building
O e O a SEIf— Customer Focus

. Management Cross-Cultural Agility
Regional e S

Dirive far

Business
Development
Leader

Analytical
com PETEN CY Problem Analysis

Critical Thinking
Decision Making
Innovation

Professional Expertise

Leadership

Strategic Thinking

Business Acurmen

Leading Courageoushy
Others

Imit:

egrity, Trust &
Credibility Management

Delegation & Performance
Management

Project/Process Management
Managing Execution

Coaching & Developing Talent
Managing Differences/
Conflict

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

v'Robust Selection Process

— Fair, Systematic, Objective, Lower Turnover 2
Reduced Costs

v'Identifying Potential

— ldentification of hidden talent and ability to sustain a
larger role

v'Personal Development
— By mapping an individual’s fit against the
competencies required for a role, development needs
can be identified objectively and constructively

v'Organizational Change

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



Thank you for your participation!
Let me know if | can help

+357 99 551118 | eleni@theadvanceinstitute.com



