


Summary

This document presents a strictly standards-
compliant HR/HXM product providing 
substantial increases in the efficiency and 
validity of recruiting, succession planning, 
and talent development.

Provided by hr potentials, an experienced 
solutions provider of enterprise-level 
psychometric assessments, focusing on 
high-quality, cutting-edge assessment tools 
and multi-measurement data interpretation 
with O*NET integration.



Flaws in today’s HR practices

BEST METHODS 
ARE UNDERUSED

Multi-measure psychometric tests have tradi-
tionally only been applied to top-level positions 
(management, expert sales) due to the histori-
cally high costs of assessment, leaving all other 
positions to be filled through highly inefficient 
hiring practices and huge amounts of bias.

Multi-measure assessment has not been used 
in employee development and succession plan-
ning, thus greatly limiting its success and reduc-
ing companies’ reliability in long-term growth 
and innovation.

The most commonly used metrics for hiring, 
namely job experience, CVs, and personality tests, 
are flawed and inaccurate.¹
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CORRELATION BETWEEN HIRING METHOD & JOB PERFORMANCE

¹ Schmidt, F. L., Oh, I.-S., & Shaffer, J. A. (2016). The validity and utility of selection methods in personnel psychology: Practical and theoretical implications of 100 
years of research findings. Fox School of Business Research Paper, 1–74. https://www.researchgate.net/publication/309203898_The_Validity_and_Utility_of_Se-
lection_Methods_in_Personnel_Psychology_Practical_and_Theoretical_Implications_of_100_Years_of_Research_Findings
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“By using selection methods with low validity, 
an organization can lose millions in reduced 
production, reducing revenue and profits.”

Psychometric data-driven 
HR decisions save money

The validity and utility of selection methods in personnel psychology: 
Practical and theoretical implications of 100 years of research findings,
Frank L. Schmidt, University of Iowa

BETTER HIRING

BETTER EMPLOYEE 
MANAGEMENT

Science² ³ has shown that using psychometrics 
in hiring can:

• Increase the reliability of the hiring process by 
reducing bias and surfacing candidates’ objec-
tively measured strengths and weaknesses.

• Increase the (cost) efficiency of the hiring pro-
cess by reducing the number of interviews to a 
smaller number of the most promising candi-
dates and lowering the number of “bad hires”, 
leading to a reduced turnover.

• Increase, on average, a company’s output per 
hire by $18,000 per year through increase in the 
validity of hiring decisions.

The same methods can be utilized to significantly 
improve the validity and success of decisions 
made in:

• Employee development, by focusing training 
on aspects that are important to their position 
but are underdeveloped, as recognized from the 
difference between their current ability and their 
measured potential for its development.

• Succession planning, by identifying roles that 
employees could fill with proper training and 
experience (based on their measured potential 
to develop certain abilities) and combining that 
with long- and short-term requirements.

³ Conte, J. M., & Landy, F. J. (2019). Work in the 21st century: 
An introduction to industrial and organizational psychology (6th edition). 
John Wiley & Sons. Psychological bulletin, 124(2), 262–274. 
https://doi.org/10.1037/0033-2909.124.2.262.

² Schmidt, F. L., & Hunter, J. E. (1998). The validity and utility of selection 
methods in personnel psychology: Practical and theoretical implications 
of 85 years of research findings. 

• Reorganization, by identifying employees who 
could be a better fit in other roles through com-
paring their psychometric results to all of your 
organizations’ roles.



Why HR Potentials?

To provide objective and accurate predictions of 
ability and potential, we’ve joined forces with the 
Universities of Calgary, Cambridge, and Ljubljana.

Our assessment suite is composed exclusively 
of tools with scientifically proven predictive 
ability, irrespective of their popularity among 
the lay public.

The world’s best database of pre-made target 
profiles, O*NET, which we’ve integrated into our 
assessment platform, includes the curated and 
consolidated opinions of tens of thousands of 
subject-matter experts, making the process of 
matching assessment results accurate, efficient, 
and objective.

HIGHER QUALITY RESULTS
We make extensive use of the best open-source 
assessments, license some from the best makers 
in the world, and develop the rest in partnership 
with the University of Ljubljana.

HIGHER RELIABILITY RESULTS
Using automatic item generation (i.e. items are 
generated, not predefined) makes assessments 
more reliable, much harder to cheat on, and faster 
to complete.

All assessment tools that lack automatically 
generated items are continually developed by 
regularly replacing old items with new ones while 
validating their interchangeability. This prevents 
unreliable results due to repetitive exposure to 
the same items, and it also limits cheating.

Using psychometric assessment can protect 
you from missing out on the best candidates 
by identifying them early.

You’ll also be uncovering diamonds in the rough 
by identifying candidates with potentially sur-
prising competencies that you would have oth-
erwise missed using only traditional signals, like 
CV review.

BASED ON 
CUTTING-EDGE  
SCIENCE, NOT 
PSEUDOSCIENCE

FIND BETTER 
CANDIDATES, FASTER



We use exclusively digitalized assessment tools 
administered through a web application, which 
allows us to reach any candidate anywhere, with-
out the need for a physical assessment center.

Remote assessments are monitored with our 
innovative TestAnywhere system ensuring the 
reliability of results that is equal to in-person 
assessments while radically reducing your 
team’s burden.

The quality of results is further increased by al-
lowing your candidates to complete assessments 
in the location and time of candidate’s choosing, 
subjecting them to lower stress that importantly 
improves the reliability of results.⁴

To make psychometric results truly useful in busi-
ness decision-making, they need to be compared 
to a target profile, which is traditionally created 
quickly and with limited data.

We give you access to the O*NET database, 
maintained by the U.S. Department of Labor, 
which is the product of their highly scientific 
analysis of the American workforce.

Using this database as a starting point will make 
your profiles, and by extension your business 
decisions, substantially more accurate.

OVER 900 PREDEFINED 
TARGET PROFILE 
FROM O*NET

QUICKER, CHEAPER, 
AND MORE RELIABLE 
REPORTS

HIRING FOR THE FUTURE, 
NOT THE PRESENT

NO NEED FOR 
ASSESSMENT CENTERS

Extensive automation of interpretation, including 
match calculation and generation of draft reports, 
ensures that your selection process is minimally 
burdened by the addition of psychometric as-
sessments, while delivering highly reliable and 
actionable additional information.

Automation allows psychologists and HR pro-
fessionals to focus on achieving results rather 
than on gathering information.

Integrating a digitalized competency model5 en-
ables several other advanced features, most im-
portantly the estimation of potential to develop 
specific behavioral requirements. 

Information about potentials (knowing who can 
successfully be trained for a target promotion) 

4 Naglieri, J. A., Drasgow, F., Schmit, M., Handler, L., Prifitera, A., 
Marglis, A., & Velasquez, R. (2004). Psychological testing on the Internet. 
American Psychologist, 59, 150–162. 
https://doi.org/10.1037/0003-066X.59.3.150

5 A competency model is a guideline, used in Human Resources, that 
sets out the specific skills, knowledge, and behavioral requirements that 
enable an employee to perform their job successfully.

can then be used in long-term succession and 
development planning.

We support easy and quick digitization of your 
existing competency model if you have one, or 
we can provide our competency model, HRP7, 
based on years of research6 and experience.



PROVEN SOLUTION

FULLY ADAPTABLE 
& INTEGRATABLE

With 7 years of experience, assessing over 
110,000 candidates over 7 European markets, our 
services are used by organizations in a variety of 
business sectors. Our clients report results that 
significantly exceed their expectations. 

Our platform is fully configurable and integra-
tion-ready, with support for easy incorporation 
into SAP, MS Dynamics, and other ERP systems.

We’ll also digitize and integrate your compe-
tency model, if you already have one, to ensure 
the long-term consistency of the information 
you gathered.

“Using hr:p services, we have hired a number 
of key associates and have been extremely 
satisfied with the results.”

COMPLIANT WITH 
LEGAL, REGULATORY 
AND PROFESSIONAL 
REQUIREMENTS

Strict adherence to standards provides reliable 
and accurate results. We are compliant with:

• Local legal requirements, including the regu-
lation of the psychological profession, private 
data, and hiring.

• American Psychological Association, whose 
professional requirements and standards in-
spired the majority of the world’s psychological 
associations.

• International Test Commission, whose techno-
logical standards for administering digital as-
sessments ensure appropriate and consistent 
quality, control, and security.

• HR Open Standards Consortium, which guar-
antees data integrity, portability, and long-term 
usability. 

• GDPR, which led us to design our platform with a 
privacy-first approach, designing a consent-first 
architecture, guaranteeing full compliance with 
privacy laws anywhere in the world.

6 Arthur Jr., W., Day, E. A., McNelly, T. L., & Edens, P. S. (2003). 
A meta-analysis of the criterion-related validity of assessment center 
dimensions. Personnel Psychology, 56(1), 125–153.  
https://doi.org/10.1111/j.1744-6570.2003.tb00146.x

Vid Zalar, psychologist, HR - Scania



A PSYCHOLOGIST 
INCLUDED!

ABOUT

TRAIN YOUR HR TEAM, 
EARN A DISCOUNT!

When starting a selection process, you can first 
use our system to create a target profile for the 
role you are hiring for and select an appropriate 
assessment battery.

After using, among other things, information from 
the target profile to create and publish a call for 
applications, you invite candidates to the psy-
chometric assessment procedure.

Using the gathered information, conveniently or-
ganized in specialized reports, you can prioritize 
applicants for CV review, and select candidates 
for interviews.

According to most local regulations and all pro-
fessional standards, only psychologists can con-
duct psychological assessments. But don’t worry 
- we assign a psychologist to every customer and 
their services are included in the price!

If you already have a psychologist on your staff, 
you can easily certify them to use our system.  
If you certify and use your own psychologists, 
we will grant you a 20% discount on all assess-
ment services!

If you do not have a psychologist on staff that 
can be certified, you can certify your HR em-
ployees as hr potentials administrators and earn 
a 6% discount.

Certified Administrators will then be able to use 
the system directly, giving you the ability to tightly 
control the process and integrate the system into 
your own procedures while being supported by 
our assigned Certified Psychologist.

How does it work?



COMPANY 
REFERENCES

Valamar Riviera
https://www.valamar.com

Kolektor Group
https://www.kolektor.com

Styria (Mojedelo.com)
https://www.styria.com/

Scania Slovenija
https://www.scania.com/

Unicredit banka Slovenija
https://www.unicreditbank.si

United Nations Development Programme
https://www.undp.org/

Intesa Sanpaolo
https://www.intesasanpaolo.com/

Delhaize
https://www.delhaize.be/

Etihad
https://www.etihad.com/

Generali zavarovalnica
https://www.generali.si/

Telekom Srbija
https://mts.rs/

Zavod Republike Slovenija za zaposlovanje
https://www.ess.gov.si/

Nacionalna služba za zaposlovanje, Srbija /
National employment office, Serbia
https://www.nsz.gov.rs/

Lars & Sven
https://www.larsandsven.si/

Potovanje.si
https://www.potovanje.si/

Univerziteta v Ljubljani
https://www.uni-lj.si/

Coder Huddle
https://www.coderhuddle.com

Elektromreža Srbije / Serbian energy company
https://www.ems.rs/

3Bank
https://www.3bank.rs/

Pošta, Serbia
https://www.posta.rs/

Silbo
http://www.silbo.rs/

Vorwerk Autotec
https://vorwerk-autotec.de/

Keprom
https://www.keprom.rs

Video Center
https://videocenter.si

ACE
https://ace.rs/


