Czech University of Life Sciences Prague

Faculty of Economics and Management

Department of Management

CZECH
UNIVERSITY
OF LIFE SCIENCES PRAGUE

Bachelor Thesis

IT systems in HRM

Author: Eva Morawska

© 2010 CULS



Declaration

| declare that | have worked on my bachelor theded “IT systems in HRM” by myself

and | have used only the sources mentioned atth@fethe thesis.

In Prague on 23.3.2010

Eva Morawska



Acknowledgement

I would like to thank Ing. Richard Selby for hisvace and support during my work on this
Thesis. | would like to thank Mgr. Vaclav Coubabdrilip Hrkal, MBA, representatives of

cut-e company, for many detailed information, cdtasions and field experience.



IT systémy v personalnimirizeni

IT systems in HRM



Souhrn:

Prace popisuje vyuziti a vyhody IT systiém personalistice. Prace je z&mna na d¥
hlavni oblasti personalistiky a to ndbor a rozvagstnand. Teoretickatast je rozdlena
na ¥ useky. Prvni Usek popisuje psychometrické testbwdbecik a obsahuje definice,
pozadavky a vyuziti psychometrickych nasiroNasleduje Usek zatfeny na online
testovani a je zahrnuje vyvoj, ratehi online nastrdj, a tabulka predikce validity. Jako
podklad pro teoreticko&ést slouzila odborna literatura.

Praktickacast je zar‘ena na nastroje vytvené spolénosti cut-e a jak jsou tyto nastroje
implementovany v praxi. Podklady pro praktickiast tvdily interni materialy spoknosti
cut-e a informace a zkuSenosti ziskané konzultasemastupci spalaosti cut-e.

Cil prace je shrnout situaci na trhu s online temtémi nastroji pro personalisty a jak se

situace vyvijela. UZiti online testovacich néastrie uvedeno na praktickychigladech.

Kli ¢ova slova:

Nabor, rozvoj, spolost, psychometrické testovani, online nastrof, tkstaznik



Summary:

The thesis describes the usage and advantagessgtigms in HRM. It is focused on two
main areas of HRM which are recruitment and devalant.

The theoretical part is devided into three maintgarhe first one is called Psychometric
testing and it contains Definition, Demands anddésaf psychometric tools in general.
Next part of the thesis is focused on Online tesifige second part is devided into
Development, Division and Prediction validity cha#s underlying documents for the

theoretical part was used specialized literature.

The practical part is focused on tools developed dut-e company and their

implementation in real company. As underlying doeuis for the practical part were used
cut-e internal materials.

The aim of the thesis is to describe the situationhe HR psychometric tools market, how
has the situation on the market developed. Theeus&dT tools is shown on practical

examples.
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Recruitment, development, company, psychometricigsonline tool, test, questionnaire
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1 Introduction

Over the last 30 years the natality decreased Isapitl over the world. Even the Czech
Republic experienced a decrease in birth rate. \Wbes this fact indicate? It indicates the
simple truth about our future. There will be antaclack of labour force in next few
decades in developed countries and this is evem s&nous issue regarding the qualified
labour. It has been difficult recently for HR pespb find suitable candidates. Therefore it
will become harder and harder to find suitable a#eiés for companies in the future.
When searching for new employee the job of the Hihager is to find match between
Person, Organisation and Role (working positionjth@ddat full harmony of these tree
components there is only a little chance that #we hired employee will be the best choice
for the company and will not leave it soon. The MBnager has to take into consideration
several factors when thinking about new candidatefirst he/she should think about
important competencies necessary for successftdrpgance of the employee on the job.
These should always be discussed with the line gearend/or with the employee working
at the same position. Second he/she should considivating factors of the position and
find out if these motivators are matching with need the employee. Also there is a
formula well known in biology that says G+E=F (Ggme, Environment, Fenotype).
When searching for competencies/behavioral facorthe candidate side it is very good to
realize which competencies are given and whichcdredidate obtains during lifetime by

the influence of family, friends and school of ceeir

The HR manager has to ask several questions dbniimg process such as: Is this person
the most suitable candidate for the job in que8tiDoes he/she have required knowledge,
skills and abilities, and if not - is there a charo gain and further develop them? Does
he/she have the qualifications for the job? Will/she prove the expected stable
performance? Finding suitable employee who wiliilicdll requirements is not easy task at

all. In effort to do HR manager’s job properly Hedauses various tools and methods which
should be combined suitably so it is possible tacheoptimal result — find suitable

information from suitable sources and thus candidat
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By finding the right candidate the HR manager’s i®bot over yet. From this point he/she
is responsible for further development of employes#seengths, maximizing the value

added generated by the employee and eliminatingg gjgats of a candidate which could be
contra productive for the company objectives. Tfoeeein this phase the implementation

and using HR tools is even more important.



2 Objectives and methodology

The main objective of this thesis is to descrileedhbrrent situation on the HR psychometric
tools market, how has the situation developed stheeonline tools entered the market.
Good psychometric testing both “pen-paper” and renlhelp to increase the quality of
recruitment and development in the company. If it manager uses the tools properly
then the result are obvious. The professional paydtric tools save time and budget of
the company and optimize the recruitment and d@veémt processes. The aim of this
thesis is to prove such hypothesis by theoretesgarch followed by practical examples in
practical part. .

The author of this bachelor thesis has obtained fitatn specialized literature, specialized
magazines, and internal documents from companye @arned also from knowledge gained
during interviews with representatives of cut-ee(tompany will be described in chapter
Case Study later on). The author also visited sarsiron the Czech University of

Economics in Prague called IT systems in HRM leddpresentatives of cut-e.



3 Literature review

3.1 Psychometric testing
3.1.1 Definition

“Psychometric testing is a method of obtaining chjee information about various
individual abilities and characteristics of an inttiual (candidate). As psychometric tests
we can consider these which meet following requearesi

» The tests are professionally developed and thdidiaaand reliability is verified
» The tests provide administration and objective s@pm a standard way

» The tests identify maximum and usual performance

» Their result is a score which can be compared widhms of relevant population”

(FOOT, M., HOOK, C., 2002)

3.1.2 Demands

Standardized administration assures that all catesdare tested under same conditions.
Psychometric tests as a recruitment and develotoehshould be used only by those who
are sufficiently competent — have sufficient knadge and experience with completing,
evaluation and interpretation of these tests. @& possibility is when the interpretation of
results makes a psychologist or at least a HR neanabo has been through a special
training.

Foot and Hook say that if all above mentioned requirement ardilled then the
implementation of psychometric test into processeofuitment and development will:

» Add a element of objectivity

» Increase assumed validity of decision
» Measure certain factors that can not be measureshyppther methods

(FOOT, M., HOOK, C., 2002)



3.1.3 Usage

“Psychometric tests used in recruitment are supptsedable the HR managers to predict
if and how much will be the chosen candidate swsfakm his/her new job.”
(ARMSTRONG, M., 2002)

According toFoot andHook isusage of psychometric tests recommended if

» The wrong decision about the most suitable canéidatextremely expensive, i.e.

middle and high management

» The ratio of candidates and free job places is laghl the additional information

essential for pre-reduction are required

Within framework of employees selection is usedeeslly tests which determine working
characteristics of a personality.

It is important to realize, that the psychometesttshould always correspond with the job
in question. Results of the test must provide @adévinformation (about the candidate)
related to the free job place which the companylccowt (or under difficult conditions
with inappropriate costs) get or verify with anyet selection method. According to what
has been mentioned above for various job placesdompany there are suitable various
psychometric tests (different tests for administeatworker, specialist or manager).
(KASPER, H., MAYHOFER, W., 2005)

The more is the test related to activities, whiataadidate is going to do in his/her future
job, the better is the result of using testing aslaction method.

The candidates accept better tests that contawitgaelated to their future job. This fact
increases the validity of the test and makes tsient®re acceptable for the candidate and it
can influence the willingness to take the testoseslly and the motivation of doing the test
as best as they can. Therefore the level of vglidita factor which should be taken into
consideration already during selection and creatibthe test. (FOOT, M., HOOK, C.,
2002)

The tests should meet several criteria in ordesetwe the purpose

> Objectivity
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» Standardization
> Reliability
» Validity

(SVOBODA, M., 1999)

3.1.3.1 Obijectivity

“Objectivity of a test means, that the result of tlest is not influenced by a person doing
the test nor the person correcting the test. Irdtams and conditions of the test are the
same for all candidates Sometimes a candidate tries to present him/keHrbetter than
he/she is in reality. He/she tries to formulate /hien self into expected role. Many tests and
especially questionnaires contain so called lieesctheir function is to uncover such
tendencies. (SVOBODA, M 1999)

3.1.3.2 Standardization

“Standardization is summary title for establishmehteliability, validity, determination of
norms, screening of individual parts of the tesettisg united instruction and
administration of the test. Widespread is the tetamdardisation used for determination of
norms — normalization.The results of individual candidates are compavitd the results

of norms, which have been obtained by testing bigresentative sample. The norm is
understood as average performance, value of typseeadtion of the population sample in
guestion. For easier comparison with the norm pgméormances, which the candidate has
accomplished in the test —so called gross scorassfer to weighted scores or standard
scores. Examples are percentiles, which indicate many percent of the population is
worse than the tested person (candidate) in tlewapt criteria. If a candidate reaches in
certain test 95percentile, it means that his/heéiopmance is better than the performance of

95% population (respectively norm or comparisorugtdSVOBODA, M.,1999)
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3.1.3.3 Reliability

Reliability means the solidity with which the teseasures. It is the accuracy of measuring,
regardless of what tests measure. Reliability isregented by the stability in time,
equivalence and internal consistency (homogenestygbility over time indicates the extent
to which the results correspond each other ifigsin much the same test repeatedly. If
you mark an absolute consensus by the coefficigtitelvalue of the coefficient of quality
test should not fall below 0.8. Equivalence meamsgarability of the results in case where
multiple versions of a test are used. Internal t@scy is determined by the level of
homogeneity test items (respectively individualttparf the test). (SVOBODA, M., 1999)

3.1.3.4 Validity

Validity is the most important psychometric criterj because it indicates whether the test
really measures what it should measure. It illuegahe practical usefulness of the test.
(SVOBODA, M., 1999)

Another fact, which is suitable to mention abowgb®metric tests is the way of working

with their results. After the initial testing remiare compared with appropriate comparison

group (amount of adult population, university gramhs tec.). Evaluation then may be

expressed several ways, the most common is theofupercentile. In the next step is

possible to choose one of three possible techniques

» So called downwards selection (selection of thedey had best score, until all free
positions are filled. Disadvantage: even the bestdmlate does not need to be
sufficiently good or on the other hand he/she cando good considering the position

in question)

» Minimum possible result method( certain minimumuless set up, the candidates have
to reach such result)

» Orientation on profiles(orientation on strong andak spots of the candidate, which

can be detected in case, that the candidate passedthan one test)

12



If the candidate passes the psychometric testnitoiee than appropriate to provide him/her
feedback even in the case that he/she was notsafotéuring the admission procedure.
(PARKINSON, M. 2002)

3.2 Psychometric online tools
3.2.1 Development of psychometric tools

“As psychometric tools we consider mainly workmkanlguestionnaires and tests focused
on monitoring of personal characteristics, motieatifactors, competences, étd.hey
have been used in HRM in so called pen-paper fanmdécades. With accessibility of
modern information technologies followed by devetgmt of the internet the psychometric
tools experienced the boom and they have been ds@meeng wider field of activity.
(HRKAL, F., 2008)

Two forms of psychometric tools
» The first form is offline form, which means thatetlguestionnaires and tests are

installed into the computer and they are easy midtrate.

» The second form is online form, which enabled @idage utilization of all advantages
of testing. Above all it reduced the disadvansagennected with slow scoring, it cut
the time needed for processing and evaluating {legh like time needed for the

transport of the candidate on the place of filling test.

Step by step there have appeared plenty of conmgpdhé provided implementation of
online tests and questionnaires. Their level, lfaignt time, variability and especially
integration possibilities differ a lot. (HRKAL, F2008)

3.2.2 Division of online systems

Online systems can be divided into two groups
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» Online systems for better effectiveness and pradaaBzation of recruitment

» Online systems for development of employees

Specialized tools for 360° feedback together withvee mentioned personal questionnaires

and tests have an important role in both recruitraed development.

3.2.2.1 Personal questionnaires

“Personal questionnaire is a subjective tool (catatie describes him/her self) for finding
attitude, values, motivation and interests. Theadabtained from questionnaire are
objectively processed and compared with requirateica. Their big advantage is wide
specialization spectrum and reliability (on conditi that the questionnaire is made
professionally).”(HRKAL, F., 2008)

Two key areas for HR managers

» Competences mapping

» Motivation factors mapping

The only weakness of personal questionnaire isttteatandidate can stylize him/her self
somewhere (either wittingly, or unknowingly-the datate has no realistic sight of him/her
self). The high-quality questionnaire should beeatl dispatch this disadvantage with the
ability not being transparent for the candidate tba first sight. The report from the
guestionnaire can tell how much does the answéneotandidate differ from the answers
of comparative group.

Up-to-date questionnaires use sophisticated itenergéors. The questionnaire measures
the same competences but every time in differenerorwhich eliminates possible
preparation or cheating.

In the past the biggest disadvantage was thatubstignnaires were very time consuming.

The average time needed to complete the questi@wais from 45 to 90 minutes. A tired
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candidate who wants to finish the questionnair@dnminutes and does not pay a lot of
attention to the questions if it is too long is gobd for reliability of questionnaires.

The development is still in progress and nowadays possible to find on the market
guestionnaires which have high prediction valiqgge3.1. Figure: Prediction validity
chart, which compares price demandingness and predietibdity of various tools, which

a HR manager has at his/her disposal) is possibledch after a time interval of 15-20
minutes. Thanks to online access (including imntedevaluation) there are no additional
time demands of a HR manager and a candidate. Thenknager can use this tool to

evaluate dozens, hundreds or even thousands ofdedesl at the same time.

High quality and user friendly questionnaires wsfhecialized background and evaluation
can describe a candidate in a very quick and elegr Nevertheless the customer has to
pay attention by selecting a provider of the questaires. There are several specifications
that the customer should ask for when selectingeigber:

» Full transformation of the questionnaires and folap outputs into Czech
» Execution of respective standards

> Possibility of preview of tangible output

There are two groups of providers:
» Professional providers — they can handle the whdiministration in more than one

language, the output level is very good

» Would-be professional providers — their output legenotably underneath the average,

the administration is accessible only in one laiggua

Price of the questionnaires differs according tpuneed type and range of output. However
the standard price of high quality online questaimm is set from 450 to 1200 CZK.

Thanks to innovations of some huge on-line job ipgsproviders who implement these
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tools to their existing on-line platforms, suchoadl famous provider LMC (jobs.cz...) the
price can be further reduced and thus can be &ifbby any company. Some providers of
these systems offer an online tool for creation petence profile which enables the HR
manager to choose the essential competencies aastibefactors for the job and then can
compare the candidate with selected standardized gmup and also with the specifically
made profile. The competence profile can unrolbrsgr and weak spots of the candidate
according to the requirements for the job. The osteypce profile has become popular
among HR managers because one of its ability @tiore of report for entrance interview.

The report suggests convenient competency basediang shows positive and negative
factors which the HR manager should pay attentionahd above all provides

standardization and equal working opportunitieRIKAL, F., 2008)

3.2.2.2 Tests
Tests are objective tools
» A candidate can objectively prove whether he/she teuested skills, i.e. logical

thinking

Test appropriately finishes the view of competeqeestionnaires. The price of these tests
is supposed to be always counted in hundreds of. GAK time needed for their fulfillment
begins on 2 minutes (still keeping high validity)dathe average time for fulfillment is
nowadays about 7 minutes. The online test can exarna@nguage knowledge (mostly
English and German) , logical thinking, three-disienal orientation, short time memory,
numerical and verbal thinking and many other spieeid test used by airlines for pilots
selection (tests focused on coordination of sigitt ®uch). As a very interesting test can
be mentioned test for remembering faces and natesispf working with priorities and
time management. (HRKAL, F., 2008)
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3.2.2.3 360° feedback

360° feedback is an online tool which is very pap@mong HR managers and is based on
the principle of asking. 360° feedback is able tovle rather wide view of a participant,
which can be used for his/her future developmemerlan. The view of the key
competencies is expressed by a participant himgk#r his/her supervisor, colleagues,
employees, and external and internal customerss w

Immediate comparison of several views on compegsnaf evaluated participant is
described generally as well as with concrete statgsnand is very important in his/her
further development. The whole process can be el within few minutes with
functional online tools. The price of this tookisound 3500 CZK on average. (HRKAL, F.,
2008)

3.2.3 Prediction validity chart
3.1. Figure: Prediction validity chart

Validity g
.6

Codt €

Source: cut-e internal material
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3.1. Figure: Prediction validity chart is described in following chapters.

3.2.3.1 Graphology

Graphology costs are very high but the validityaisvery low level. Graphology has got
long tradition in France and even the HR managei&ance have considered this method
as reliable tool, the situation in other state€imope is quite different. When speaking
about the Czech Republic, graphology has got otitlfl@étradition and it is used rarely. To
have reliable information about the candidate ghiftem graphology, the HR manager
needs to have huge professional training and krayelen the graphology field. Thus
graphology is not used in the Czech Republic tlfi@nobecause of the lack of knowledge
needed for its reliable results.

3.2.3.2 Application biodata
Application biodata have as an advantage of low costs but the validigt low level as
well. According to recent researches made by tlggdst Czech job posting web servers

over 75% of applicants are shifting or manipulatiaga in CV.

3.2.3.3 Interview
Interview costs are even higher than application biodatascansd the validity level

remains the same till the interview is not focusaccompetencies (structured interview).

3.2.3.4 Biographical questionnaire
Biographical questionnaires costs are the same as application biodata coststhend

validity level is higher.
3.2.3.5 Structured interview
Structured interview is much more effective tool in recruitment thar tassic one. The

difference lies both in form and content of theemmtew. Structured interview is focused
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only on those competencies previously selectechbylihe manager/HR manager. During
45-90 minutes of interview, the interviewer workighaso called STAR concept.
» STAR concept Stuation, Task,Action, Result

On the 3.2. Figure there are recommended questante HR manager when leading

structured interview with the candidate. The questiare based on STAR concept. The
candidate should describe a situation the HR marniagesking about, what the task of the
candidate was, what did he/she do to deal withtaisk and what was the result of the
whole action. According to the answers there alaber indicators on the right side of the

figure. The behavior indicators are either positvaegative.

Validity level and costs of structured intervieve aaverage

3.2. Figure: Star concept

recommended questions behavioral indicators

. Give me an example of a change you saw coming, or Positive
something you thought was necessary to change. - T
B e T r Develops an ambitious but realistic vision for the future of
" youge P 9 : own business
r Demonstrates awareness of a very broad range of issues
[~ What are the major trends in our business? related to own work
e Which actions should be taken? [~ Translates vision into strategic goals and objectives
e How could we prepare for these trends? Provid it o
s \What are the risks if we do not prepare for these trends? i Famdesia Sk pecrive
[T Revises business strategy in light of changing circumstances
[ What was the last strategic plan you developad? r Maintains focus on strategic plans and objectives in every day
e What was the scope? e
e Onwhat did you base your predictions?
¢ | ooking backwards, how realistic was your vision?
) ] Negative
Tell me about an occasion where you had fo revise a
- business strategy in the light of changing circumstances? [~ Has no realistic vision for the future of own business
o \Why was the revision important? ~— Is not able to demonstrate awareness of a very broad range
e What has changed? . I of issues related to own work
e What was the result of the revision? [ Finds it hard to franslates vision into strategic goals and
objectives
— Tell me about an oceasion where you translated a vision into [~ Notable to provide a sound strategic perspective
strategic goals and objectives? B fagasaia : s
o VWhatwas the chalenge in that? [ S TR e ol ik
o How did you communicate the strategic goals and o . o
objectives? r Hardly maintains focus on strategic plans and objectives in
every day work

Source: cut-e internal material
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3.2.3.6 Ability test, personality questionnaire
As a best choice with the best quality/price relaghip we consideAbility Tests and
Personality Questionnaires These two are recently more and more used aseonli

psychometric tools. They have high validity levetidow costs.

3.2.3.7 Assessment centre

As the most valid and the costliest we considereAssient Centre and Trial Period. In
Assessment Centrghe candidates try to deal with problems that eacur in the future
job they are applying for. Assessment Centre cad fihe most suitable candidate for the
job but is very expensive for a company and theeeocaly few companies that can afford
this recruitment tool. Most expensive (and also thest valid) assessment centers
combines 4 parts — tests, questionnaires, interaad previously mentioned role plays.
Thus all following sectors of information gainedipessed are combined. (DXAKOVA,
Z.,2007)

3.2.3.8 Trial period

In the upper right corner of the Prediction validihart there igrial Period. If a company
chooses a candidate and engages him/her theraaByu8 months long Trial Period. Let's
take as example of a company that will employ angroandidate with salary of 30.000
CZK and finally fires him/her just before the trigériod is over. If we count all deducted
taxes, social insurance and other related cosgetvever 120.000 CZK as a cost of the trial
period. If we count costs for office, company d¢alephone etc. we get even more — and we
still do not mention the opportunity costs, cost feew hiring and (this is the most
expensive part) lost profit.
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4 Practical part

4.1 About the company cut-e

Within a few years after its foundation, cut-e leatablished itself as the most innovative
provider of psychometric instruments for HR diagioss on the web. Creative item
formats, user-friendly reporting and rigorous stifenevaluation characterize the solutions
provided by cut-e.

Today cut-e handles hundreds of thousands of catelidssessments each year, and
supports the HR decisions of an impressive lisimafjor companies and organizations

worldwide by providing reliable, meaningful infortran.

4.2 Tools developed by cut-e

4.2.1 scales ability testing online

4.2.1.1 Description

For years research has shown that ability testdearery powerful predictors of long term
professional success. There are hardly any toatgtiovide as much value for HR decision
making with as little effort as ability tests. aatprovides advanced ability tests that fully
utilize the possibilities of the web. All tests @dyped by cut-e use business related content
and are well suitable to assess even critical clatels.

All tests developed by cut-e are web enabled amdeiged in a way that it is possible to
administer the tests without the presence of anirastrator. Therefore all tests are not

useful only for diagnostic, but also for online n@tment selection processes.

All scales test are:

> Self explainable due to interactive examples

» Forgery proof due to item generators. This unigeehnique generates for each
participant an individual test version. This pretgeforgery through sample solutions as
well as learning effects due to repetition of tests
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» Hardware independent due to vectors. The presentatieach task adapts to the screen
settings (resolution and proportion) of the papieit, so that effects through used

hardware or online connections are avoided

» Accessible according to the regulations for usetis disabilities

The scales tests can be dividend into several gtaDp the following pages there will be
information about selected scales tests from eeming

» Numerical abilities

» Verbal abilities

» Abstract logical abilities
» Specific cognitive abilities
>

Special knowledge / skills

4.2.1.2 Numerical abilities

On the 4.1. Figure: Basic numeracy test there isxample of numeracy test from group
numerical abilities. It measures basic numeracychEgsk of the test consists of an
equation with gaps and a given result. The tas& il the gaps with numbers so that the
given result is correct.

Each test is generated by an item generator atimewhich prevents faking-good when
running uncontrolled online administrations. Thenaept of the test prevents that
participants using a calculator get any advantdge. testing time is 5 minutes and with

instructions it is approximately 7 minutes.
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4.1. Figure: Basic numeracy test

g\
B4 ) scales eql

OO0 O+ -
B

Task is completed

Drag the digits into the gaps so that the predefined result is correct

< e 6 7

Source: cut-e internal material

no

<

& minute(s) to go

explanations

The application area of basic numeracy test is rpiaeanalysis and screening for all

positions, which require a conscientious handlihgnambers and a sound proficiency of

the basic arithmetic functions, such as:

» Commercial professions
» Service

» Sales

> Secretariat
>

Quality control
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4.2.1.3 Verbal abilities
4.2. Figure: Verbal interpretation

e
[/ \ -
(E) scales verbal admin q
\‘;_”/»
History Products Employees
Holidays Clients Working times

12 minute(s) to go

Top Box GmbH has agreed to the regional industry-wide collective agreement.

‘Working times: For employees in production the 35-hour regulation still applies. So that the machines
are never at a standstill. the department is manned around the clock with three shifts. The employees in
purchasing and distribution work 37.5 hours per week. However, they work on flexi-time (they have to
be present in the core work times of 9 a.m. to 4 p.m.). They also receive one hour for lunch.

Overtime: Overtime is not reimbursed for the employees. However, it can be compensated in the form of
additional holiday entitlement.

Explanations
Bz z4]5]s
789101112
13||14|(15|(16||17||18
19(/20|/21|(22||23| |24
25|(26(27|28|/29 |30

Employees in production work around the clock in four shifts. true
31(/32|/33|{34 |35| 36
false :
37|38 /39|40 |41||42
undefined

next

Source: cut-e internal material

The verbal interpretation test on 4.2. Figure messuhe ability to find and use
straightforward verbal information in articles,tésand instructions for answering specific
guestions. As regards content the test has cadg ctaracter due to a continuous company
scenario.

The verbal interpretation test can be used as pateanalysis and screening for all
activities in administrative and commercial areagy. for selection of apprentices or
administrative employees. Norms are availabledffierent age-groups and positions. The

testing time is 12 minutes and including instrucsidt is approximately 16 minutes.
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4.2.1.4 Abstract logical abilities
Next test on 4.3. Figure measures deductive logeadoning. The task is to find out the

operating mode of an element by means of explorafille answer format and surveyed

additional data exclude that guessed answers amecto

4.3. Figure: Deductive-logical reasoning

scales fx @

15 minutes left

known explore
@9 @O O OO g ' >
NP L Gt
. B >
VvV VV VYV YV -2 H?IS
vV VY
identify 1 B Jole] ele
help
? T ? ? e [AEE

7 |fe][e ][10]11][x2

Source: cut-e internal material

Application area of the test is potential analysisl screening for all jobs and levels in IT,
engineering and electrical engineering areas. Aistable for selection of apprentices and
trainees in these areas as well as for ,brain-jag/giMinimum age of a participant of test

is 15 years. Norms are available for different edion levels and levels of expertise.
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4.2.1.5 Specific cognitive abilities

The test on 4.4. Figure measures the ability toaredact observations and the capacity of
the short term memory. In several subsequent sective participant sees a number of
different pictures. The task is to memorize thastupes and to mark those pictures which
are identical to the ones he/she has seen before.

4.4. Figure: Short term memory

Section 210

6 seconds left

Which pictures have you seen in this section?
Indicate pictures identical to those you have seen by clicking within 8 2econds.

2

abort test

Source: cut-e internal material

A HR manager can use this test as an analysis @eersng for all jobs, which require
making exact observations:

> Service centre

> Secretariat



» Access control
» Quality assurance

» Monitoring

The test is also suited for ,brain Jogding

4.2.1.6 Special knowledge / skills
4.5. Figure: Language proficiency (English)

(\ﬁ\} LT-E g

fluency

Choose the correct option to fill the gap in the following sentence or choose 7 if you do not know the

\ , 2 minute(s) to go
answer. Then press next. g

I'm very that I'm late but there is a frain strike on at the moment.
sore O
sorry O
sorrow O
sorrowful O

Explanations

next

Source: cut-e internal material
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The test on 4.5. Figure measures adaptively thédbnignguage ability by testing the three
language aspects:

» Fluency
» Vocabulary
» Spelling

Language ability tests contain a speed as wellpsier component.
Application area of these tests are potential amalgnd screening for all activities which

require practical knowledge of a given language.

4.2.2 Views — quality characteristics
Lets now have a closer look to one of the most upssktionnaires of cut-e company

focused on employees motives called ,views":

4.2.2.1 Description

Views is a system of adaptive computerized questors (see 4.6. Figure: Views
guestionnaire) that measures individual valuesjwastand interests. Views is based on the
adalloc measurement technology developed by ciitis. technology makes it possible to
generate highly differentiated profiles of persomalues, motives and interest within very
short test administration periods.

The views model consists of 18 values that areggdunto 3 areas:

» Objectives
» Relationships
> Environmental factors

The underlying model was constructed on the basisewveral empirical studies of

corporate cultures and job satisfaction. The matbels not intend to be comprehensive
regarding all possible individual values. The magederlying views has been developed to
measure exclusively occupational relevant valuestjv@s and interests in order to assess

the ‘cultural fit' of a person with a company, godetment or team.
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Besides individual reports of views for one persaews offers the opportunity for group
reporting. Within a group report the individual wie profiles of a team or department are
aggregated to a ‘how we are’ profile. The moreceffit the members cooperate, the more
successful is the entire team. The success of @égary depends considerably on how far
all members share the same values, and to whichniexhey are aware of existing
differences. For this purpose any existing or needyablished team needs detailed and
objective information regarding the structure ofues, motives and interests emerging
through the cooperation of the team members. vigwsip reports provide a valuable
source of information for detecting common coreueadnd or areas for potential conflicts.

4.2.2.2 Interpretation
principles of views interpretation in a nutshell:
» Motivation as one factor amongst several (perspndtnowledge, cognitive abilities,

health, situational conditions) for predicting caetgncies and job success
» Motivation questionnaires have a fairly high valdio predict job performance

» Results of motivation questionnaires are one sotiocedrawing a conclusion, to

support and complement a mixture of assessmentouheth

» Motivation questionnaires are an efficient methodassess one’s motivation, values
and interests validly

» Motivation, values and interests distinguish betwe#ferent individuals

> A disparity between the views results, which arevee from self description, and the
occupational context the person is in indicateang need for exploration — this could
indicate that the candidate has to challenge heecgath or that he is under stress

» Results are generally recommended to be validatedeedback discussion
» Comparison with reference group leads to standadidszanine scores (‘standard nine’)

> 1-3: below average
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> 4-6: average

> 7-9: above average

The predictive validity of any person’s value systis especially high in situations where:

» The individual value system of the acting personighly activated

» The acting person realizes a link between the pats@lues and the current options for

activities

» The acting person is acting spontaneously and sisicgausly.

4.2.2.3 Consistency

In addition to the scores of the views standardedisions (motivation factors of an

employee) such as working environment, fun at wadcure of work, stress etc. a
consistency score is calculated and presented alwprofile in the different reports. This

scale measures to what extent the profile of agpestiows extreme values in comparison
to a norm group. The higher the consistency sabe=Jower the likelihood for a random

response pattern. Accordingly the interpretatiorresfults relating to a medium to high

consistency score is more reliable than thoseimgldb a low consistency score. A low

consistency may be an indicator of a lack of commaitt and/or openness in dealing with
the instrument, linguistic issues or a limited g@fception. This in turn sets narrow limits

for a reliable interpretation.
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4.6. Figure: Views questionnaire

/ start 0/36
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end

How important do you rate the following aspects for your work environment?
Please distribute points according to your level of agreement.

1

The people in the company should be able to be enthusiastic about
their job

)

A feeling of solidarity should exist in the company

)

Despite the serious nature of tasks one should still be able to have a
fair share of fun

)

[

Please allocate points by using the
round + and - buttons

Max. 6 points 1o distribute:

Source: cut-e internal material

4.2.3 Shapes
4.2.3.1 Description

Shapes is a competency based system of adaptivputerized questionnaires (see 4.7.
Figure: Shapes Questionnaire). It provides a dataihssessment of a person’s
competencies. Shapes is based on the adalloc mesntrtechnology developed by cut-e.

This technology allows it to get highly differertgd profiles of competencies within very

short test administration and time periods.

Shapes is based on a personality model comprisedi8opersonality dimensions. A

combination of weighted personality dimensions fad the individual competencies of

the shapes competency model.
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The construction of the shapes model aims onlyocapetencies that have significant
impact on the success of a company. The model doesntend to be comprehensive
concerning all possible behaviors of a manager,explicitly disregards competency areas
which - according to the current state of scientiBsearch - show little or no impact on a
manager’s personal contribution to the successcohgpany.

A number of empirical studies have confirmed ttegt tompetencies of the shapes model
are as independent as possible from one anothemdar to perform highly differentiated
measurements. Furthermore, the competencies haveviegbally labeled and handled in a

way that the results are meaningful and applictdsléne managers.

4.2.3.2 Interpretation
principles of shapes interpretation in a nutshell:

> Personality as one factor amongst several (knoweledggnitive abilities, motivation,
health, situational conditions) for predicting caetgncies and job success

» Personality is recognized as the most importartbfdor job performance

> Personality questionnaires have a relatively higlidity to predict job performance

> Results of personality questionnaires are one sofwc drawing a conclusion, to

support and complement a mixture of methods

> Personality questionnaires are an efficient methwdassess one’s self perception

validly

» Clear distinction between personality traits (‘@rsfto do’) and cognitive abilities (‘is
able to do’)

» Personality is fairly stable on the long-term
> Personality distinguishes between different indiail$

> Natural certain discrepancy between self descnpdiod assessment by others
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> A disparity between the shapes results, which areveld from self description, and
other assessment results indicates a strong neegptoration — this could indicate that
the candidate is under stress or that they havéeaemt perception of the job role as

measured by this construct
> Results are generally recommended to be validatézkedback discussion

» Comparison with reference group leads to standeddizanine scores (‘standard nine’)

> 1-3: below average
> 4-6: average

> 7-9: above average

4.7. Figure: Shapes questionnaire

N start 0/48 end
A ( S EEEEEEEESEEEESEE SRS NSRS NSNS EEESEE S SRR R SRR AN

How accurately do these statements describe your behavior?

| enjoy selling things > ..
| develop imaginative solutions ) .

| like to work towards clear priorities )

[

No more points io distribute:

Please allocate points by using the
round + and - buttons.

= P ¥ oo
) T N bl o Py
) stop ] hely next { I

[ elp
N - D \u_.-/

Source: cut-e internal material

—
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4.2.4 360° Feedback

4.2.4.1 Description

Constructive feedback is a key factor in allowingrmagers to compare their own view of
themselves with how other people see them. Thr@égli feedback the managers receive
information about their performance. The view @nfra range of different people — from

several perspectives. 360° Feedback provides thairimpression of themselves with the

external view. A wide range of different functioase available for entering and adding
projects and candidates, for sending emails andtioge various reports. The feedback

providers can be selected through the system, bynianagers themselves or by their
superiors.

4.2.4.2 Feedback process

The feedback process is controlled and supervigethladministrator. Important
phases in the process are indicated on the scyeeans of symbols. This enables
the administrator to see the status of a projeatgiénce. (see 7.5. in supplements)
The phases in a feedback process are as follows:

» The focus is determined.

» The focus is requested to nominate his/her raters.
» The focus nominates his/her raters.
>

The raters are requested to provide their feedlfeatings). (see 4.8. Figure: 360°
Feedback)

Y

When all ratings have been received, the procedssgd.

> Finally, an assessment is produced in the form détailed report (see 7.1., 7.2., 7.3.,
7.4. in supplements).
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In a feedback process, feedback users (focusegagaessed by feedback providers
(raters) by means of a questionnaire. The raterp@rsons chosen from various
groups:

Managers

Members of staff
Colleagues
Others

External clients

YV V Vv VYV V V¥V

Internal clients
» And the focus himself/herself (self-assessment)

A focus can also simultaneously act as a rateafmther focus. A rater can participate in
several feedback processes.

4.2.4.3 What is 360° feedback good for?

» Management Development
Feedback for Senior Management
Initiation of personal, self-directed developmelanming

Initiation of manager-team-processes

YV WV VYV V¥V

Focus on key competences
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4.8. Figure: 360° Feedback

| Help | Show Incompletes Self assessment |

How well do the following statements
describe the person?

Takes responsibility for the consequences of
own decisions

Performs well when required to speak in public ¢ € € & '
Takes a flexible approach ol ol o o & -
Responds rapidly to complex information with - o o -

useful insights

|<| [==< 1/27 > ||

Source: cut-e internal material

4.2.5 Implementation of cut-e tool, “Fond ochrany Zzivotnd prostedi”
case study

As an example of fully working and well establish@@cess of recruitment/development
let's now have a look offond ochrany Zivotniho prost¥edi case study. The company
together with professional HR consultants facetbwihg problem. Line managers and HR
managers had problem to identify competencies sacg$or successful performance of an
employee in his job. This has a serious impact ath ppreviously mentioned parts of HR
work — recruitment and development. Thanks to thiee tools the solution was quick and
easy. The HR consultants from cut-e company congpagdan how to solve the problem.
First there was a work shop where line managereamgloyees were working together and
they summarized essential, preferable, negligiblapetencies in an online tool developed

by cut-e (see 4.9. Figure Snap-it). Furthermorg g together behavioral indicators and
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split them into 4 categories. The categories werar,pacceptable, ideal, irrelevant. After
the competency profile is done all current emplgydalfill a short 15 minutes
guestionnaire and results of this questionnairebarechmarked not only against suitable
norm group but also against created competencyl@réfR manager can immediately see
where are the strengths and weaknesses of thedodhemployees. As a side effect all job
descriptions of positions in the company are statided and can be immediately
generated in pdf. file. The company thanks to #et that the positions are standardizes is
thinking about involving the same process into ugorent — because the competency

profile is already done.

4.9. Figure: Online tool snap-it

snap-it
Vedouci odboru COM
T /| competencies V| behaviors ©

instructions V| context

negligible [ preferable essential
| Networking | Vizion & Stratzgy Initistive & Responsibility
| People Devalopment | Business Development Bottom-ine Focus
| Drganzationzl Awareness .Sys tematic Approach Inflyence
:Execubor .Etai:.iliry Feople Management
Innowation Effective Communication Anahysis & Judgment
| saf Development {;.:or-stru:tiva Teamwark Frofessional Expertise

stop save

Source: cut-e internal material
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5 Conclusion

In recent years we experienced a rapid expansiaomputer technology and application
in all areas of the organization. This trend did nwerpass even HRM where we can
observe the gradual integration of computer systanasaccessories so that HR managers
in companies facilitate their job.

As an example can be mentioned usage of onlinehpsyetric tools in recruitment and
development. The main advantages of the onlineesys which are generally developed
just for recruitment and development, are time gpace unlimited access from anywhere
on the computer connected to the Internet, speg@decuracy of processing the test results,
and finally, the time savings of the HR managefgraring the selection or development
procedure.

The practical part of the thesis summarizes thesipiidies of HR online tools. The
practical examples of tools developed by cut-e show much they can be useful for the
HR manager. In the case study of Fond ochrany dikot prostedi are described
contributions gained from using the HR online todl$ie process of recruitment and

development is standardized and optimized.

38



6 Resources

Books
ARMSTRONG, M,Rizeni lidskych zdrdj, Praha, Grada Publishing, 2002, &ition, 856
pages, ISBN 80-247-0469-2.

DVORAKOVA, Z., and others, Management lidskych zdrdpraha, C.H. Beck,*edition,
485 pages, ISBN 978-80-7179-893-4

FOOT, M., HOOK, C., Personalistika, Praha, CompRtess, 2002,%ledition., 462 pages,
ISBN 80-7226-515-6.

KASPER, H., MAYHOFER, W., Personalni managemehizeni — organizace, Praha,
Linde, 2005, % edition, 592 pages, ISBN 80-86131-57-2.

PARKINSON, M., Psychometrické testy, Praha, 1kd@i02, ' edition, 159 pages, ISBN
80-249-0087-4.

SVOBODA, M., Psychologicka diagnostika dekh, Praha, Portal, 1999 "2edition,
344 pages, ISBN 80-7178-327-7

Magazines
HRKAL, F., Psychometrické on-line systémy v HR. n2 krok se sstem?, Personal
magazine, 2008, Vol. XIV., n.7-8, pages 18-21.

Other resources
cut-e internal materials

Knowledge gained during cut-e company training systems in HRM”

39



7 Supplements

7.1. Supplement : Report 360°Feedback ................ooooeeee. 41
7.2. Supplement : Result OVerview ..........coeeeevevvvvveiieeeeneennnn. 42
7.3. Supplement : Differences in ratings ....ccccce...ovevveeieenieennns 43
7.4. Supplement : Detailed result .........cocceeeeeeieiieeii. 44

7.5. Supplement : 360°Feedback process .....cccceevvvvvvvvnnnnnnn 45

40



7.1. Supplement : Report 360°Feedback

mapMR

Multirater Feedback

Repaort for
Max Mustermann

Genarated on 25.02.2004

This report inchudes confidental mformation that must nat be disclosed o
unauthonzed persons.

The repart i basaed upon the following radings:
Seif rating

1 Rating{s) by manager(s)

B Ratings by direct reports

5 Ratings by colleagues

3 Ratings by others

cut-e givibh Tetefon: 040-3250.3690
Kurze Mihren 13 Telefax 040-3250.3591
20095 Hambarg Email: foffcut-e.com

wWww.cut-g.com
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7.2. Supplement : Result overview

Multicater £ 3 Generated on 25.02,2004
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7.3. Supplement : Differences in ratings

Multirater Feadback

Comparison Self = Others.
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7.4. Supplement : Detailed result

Generated on 25.02 2004
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7.5. Supplement : 360°Feedback process

maphR 360° Project
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o
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