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Abstract. Nowadays, due to the highest relevance of workers’ effectiveness improv-

ing and costs decreasing for any company the approach based on competencies is 

major. This approach increases the accuracy of projected worker’s results by consid-

ering professional and psychological competencies of a worker as fundamental in all 

processes associated with human resources. There are following components in its 

basis: characteristics system of the employee’s activity field, features of their internal 

motivation and platform technologies use. The author has developed and tested an 

actions algorithm to create the product for evaluation of applicant’s consistency with 

the aimed position based on the blitz-psychogram method with the help of the Prof-

Dialog platform resources. The author indicates the desirable characteristics of a cer-

tain position and presents the scales for their potential evaluation on the example of 

the “Project leader” psychogram. The article provides explanation of advantages of 

the platform technologies usage in human resources management of modern  

company. 
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Introduction 
Revitalization of human resources of a 

company refers to such processes as training, 

rotation, attestation, and career growth. These 

processes are closely related with employee’s 

motivation and their possibilities to achieve 

high productivity level on their working 

place.  

Staff selection and movement principles 

within the company play a leading role in the 

boost of employee’s activity at launch and 

further career movements based on trainings, 

attestation, horizontal, and vertical rotations. 

This is also a critical issue from the cost sav-

ings point of view, as time and resources for 

additional training may be a burden for a 

company, if the hired person’s abilities from 

the start do not comply with with the position 

and/or his/ her motivation is not strong 

enough.    

If we look at the basic factors, which 

define a possibility of a productive qualifica-

tion and skills upgrading by an employee, his/ 

her achievement of high work indicators, then 

these factors are the individual characteristics 

of a human.   
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That is why the approach based on 

competencies is one of major approaches 

nowadays. This approach alleges necessity of 

professional and psychological competencies 

for successful role fulfillment, it may be used 

as a basis of all processes, related to human 

resources: selection, rotation, attestation etc.  

Advantages of this approach in strategic 

HRM are reflected in the increase of the pre-

cision level of employee’s projects results, 

relying on the evaluation of his/ her personal 

characteristics and motivation, along with 

evaluation of professional knowledge and 

skills (Delamare, Winterton, 2005). The com-

bination of behavioral competencies used for 

candidate’s evaluation to fill the position or 

evaluation of a current employee for promo-

tion is presented by the following criteria:  

- System of characteristics of activity 

field in which an employee should be produc-

tive. For example, for a project manager it is a 

skill to express thoughts, team work, ability to 

suggest original ideas, ability to inspire other 

employees and control the process without 

domination etc. (Huemann, 2010); 

- Specific features (or characteristics) 

of internal motivation of an employee to de-

fine probability of tasks’ execution and 

achieving company’s goals (Gupta, Sahoo, 

2016); 

- Skills of platform technologies use as 

a set of “partially or fully open technologies 

and additional assets, which are not in an 

ownership of a company and are not con-

trolled by it, but can be used by companies for 

development of additional needed products, 

services and technologies” (Muegge, 2013). 

 

Main part 
Platform technologies are practically 

not used at a current stage of business devel-

opment in Kazakhstan in spite of available 

Internet resources of online platforms for 

complex psychological diagnostic as, for ex-

ample, the Russian company Prof-Dialog 

(ProfDialog – an Online platform for complex 

psychological diagnostics). The use of plat-

form technologies will make it possible to 

provide a regular professional support of all 

issues concerning ensuring human resources 

and their development. The author aims to 

justify the use of platform technologies in 

human resources evaluation in a company and 

show advantages of such usage for compa-

nies’ effectiveness and sustainability. 

The ProfDialog online platform for 

complex psychological diagnostics is based 

on such classical proven methods as:  

1. MMPI (adaptation by Ph. Berezin, 

M. Miroshnikov) – a set of 384 questions. 

This method was widely disseminated and 

applied in sport psychology, the system of the 

Ministry of Internal Affairs, forensic exami-

nation, army, etc. 

2. Syllogisms solution – evaluation of 

conceptual intelligence (with time limit). 

3. The math test – a subtest «Sets of 

numbers» TSI R. Amthauer. 

4. Raven Progressive Matrices – evalua-

tion of imaginary intelligence (with time  

limit). 

This method also involves verification 

of received data on the accuracy: it includes 

the so-called “lies scale”.  

Test results are summarized in a de-

tailed report of each applicant. This report 

gives a possibility to make an evaluation of 

person’s predisposition to definite activities, 

motivation structure, character specific fea-

tures, stress resilience, intellectual abilities.  

Test report structure:  

1. Unit «Diagnostics of personality» 

contains defining propensities to leadership, 

activity and sociability, analytical nature or 

emotionality, organization, practicality or cre-

ativity; 

2. Unit «Diagnostics of psychological 

features» gives a possibility to define the level 

of vitality, introversion, masculinity, hypo-

chondria; 

3. Unit «Character features» contains a 

short list of prevailed character features, such 

as self-sufficiency, analytical nature, categori-

calness, integrity, rationalism, perseverance, 
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communication, ambitiousness, etc., and also 

a detailed description of character peculiari-

ties; 

4. Unit «System of relations» contains 

description of such characteristics as self-

attitude, attitude to others, attitude to work; 

5. Unit «Stress resilience» reflects the 

level of resilience to stress (low, medium and 

high) and text clarification of stress resilience 

features of tested person; 

6. Unit «Intellectual abilities». Three 

types of intelligence are evaluated in this unit: 

imaginary, conceptual and mathematical. The 

Unit includes a graphic presentation of test 

results, and also a detailed description of the 

person’s results on each type of intelligence;    

7. Unit «Motivation». Defining of main 

motivation factors, encouraging the person to 

work. Indicating significant work conditions, 

orientation to achievements, process/result. 

Includes a list and a detailed description of 

prevailing motives of the tested person;  

8. Unit «Role within team» includes the 

most appropriate for the tested person types of 

roles (Strategist, Agitator, Analyst, Inspirer 

etc.) and description of each type. It gives a 

possibility to define optimal for the person 

professional roles: the role of a manager or 

specialist, analyst or communicator, executor 

of entrepreneur, administrator or innovator; 

9. Unit «Leadership style» contains a 

prevalent leadership style and the description 

of its characteristics;  

10. Unit «Predisposition to activities» 

contains a list of activities and applicant’s 

predisposition to them: high, medium or low. 

The presented methodical toolkit gives 

a possibility to solve the following relevant 

issues for each modern company: 

- to radically improve the quality of per-

sonnel selection by screening only talented 

candidates with potential to growth; defining 

candidates’ intellectual abilities; defining 

candidates with different risk factors; defining 

psychological readiness of an applicant to 

work execution, his/ her activity and vitality; 

forecasting loyalty and honesty of the appli-

cant; knowing in advance applicant’s charac-

ter and his/ her behavioral specific features; 

- to effectively evaluate the already em-

ployed workers by forecasting their growth 

potential and matching their abilities to any 

positions in the company; understanding 

strong and weak features of each employee; 

indicating possible psychological problems 

and finding their solutions; understanding ap-

propriate motivation of any employee; finding 

the best applicant for a leader role; defining 

the most appropriate role for each employee; 

- create best conditions for personnel 

development by defining development level 

of different competencies of employees; un-

derstanding of which competencies can be 

developed and which can not; understanding 

of cases in which an employee is needed to be 

developed, and in which it is better to move 

him to other position; finding problems im-

pending to professional development of an 

employee; effective investing in human re-

sources trainings for employees with biggest 

potential; controlling of employees develop-

ment process and its effectiveness. 

Materials and Methods. We suggest 

the method of the blitz-psychogram, which 

gives an opportunity to use resources of the 

Prof-Dialog platform and to develop an addi-

tional product for a firm on its basis, taking 

into account the specificity of that firm.  

We have developed and tested the fol-

lowing activities algorithm within the re-

search framework: 

1 stage. A behavioral competencies test for a 

vacant position, presented on the platform of 

a specialized consulting organization, with its 

being tested on employees who are already 

effective in this organization on appropriate 

positions; 

2 stage. Test results define specific features of 

a character and intelligence (abilities), behav-

ioral competencies, internal motivation fac-

tors that are peculiar to all effective employ-

ees on this position. The evaluation of roles of 

an employee in a team, i.e. in a contact with 

other people, is given. The common features 
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of all these employees by qualitative charac-

teristics are indicated in tests results (A – Mo-

tivation, B – Behavioral competencies), and 

by two scales (C – Character traits, D – roles 

within a team); 

3 stage. Aggregation of leaders’ results de-

termines a values interval (for quantitative 

indicators) or a set of characteristics (for qual-

itative indicators), which is to coincide with 

the applicant’s result. Bringing the results to 

the “optimal” (coincidence 100%) or “permis-

sible” (coincidence 90%) field allows making 

a suggestion about sufficient degree of suc-

cess of the future applicant’s work on a tar-

geted position.   

Test results should serve as an objective basis 

for diagnostics of applicant’s consistency to 

an “ideal” position profile. Also, they could 

be used further by the Human Resources De-

partment in defining the most effective form 

and type of training, constructing a career pro-

file, horizontal and vertical rotations for this 

employee.  

Results and Discussion. In the article, we 

have developed and presented the “Project 

leader” psychogram for project mode compa-

nies, including those that implement the pro-

jects in the field of fundamental and applied 

scientific researches.   

The ideal applicant should have the 

following characteristics by cluster А among 

motivation factors (Table 1). 

Table 1  

Motivation characteristics, which should be included in the social portrait  

of the “project leader” 

№ Characteristics  Content  

1 Cognition, research Motivation to learn, research phenomena, events, circum-

stances  

2 Creative self-realization, freedom 

of self-realization  

Creativity motivation associated with personal interest 

and emotional involving.  

3 Self-actualization Motivation to realize individual professional potential  

4 Strength testing, taking a leap Commitment to challenge yourself solving new profes-

sional tasks, desire to take over complex tasks  

5 Independence Work motivation in activity that give the possibility to 

avoid external influence and structure frameworks.   

6 Dedication Commitment to be useful and demanded, to be included 

in the activities  

Note: Developed by the author 
  

 

 

All factors will be indicated in ideal ap-

plicant’s results. Certainly, some of them can 

be recognized as factors of the first signifi-

cance level, while one or two factors can be 

considered as less important than the others at 

the discretion of a particular company. 

Character features and mindset diagnos-

tics by cluster A are presented in Table 2. 

The applicant should have predisposi-

tion to a number of activities appropriate to 

this position under cluster C (Table 3).  

In the report of analytical association 

these behavioral characteristics should be in-

cluded in the cluster “Activities with a high 

level of predisposition”.  

An applicant for a vacancy should have 

high scores by cluster D in such roles as a crea-

tor (10-8), inspirer (9-7), team worker (9-7), 

analyst (8-7), strategist (8-7) (Figure 1). 

The qualities of a critic and administra-

tor should be presented in an interval from 5 

to 4 for a critical evaluation of a project pro-

gress and remote monitoring of the process 

stages. 
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Table 2 

Potential abilities of the applicant by the mindset and character features (scale) 

№ 
Character features 

Interval Notes 

Min Мax Results are measured in % 

1 Activity (positivism, mobility, 

intensity of activity, behavior, life 

satisfaction) 

60-64 79 Excessive activity is not desirable as it 

leads to destabilization  

2 Creativity (ability to find new, 

original, non-standard solutions) 

55 75 Creativity level above 75 is accompa-

nied, as a rule, by self-absorption, dis-

tance, that is not desirable for a leader  

3 Dedication (tendency to stand up 

for his beliefs, assertiveness) 

60 75 Commitment level above 75 leads to 

getting stuck on a target and impossibil-

ity of its adjustment   

4 Complexity and  profundity of 

thinking, interest to solution of 

complex problems, tasks that re-

quire the depth of analysis).  

60 79 Indicator score above 79 is undesirable 

as the worker excessively complicates 

the process of project executing    

Note: Developed by the author 

 

 

Table 3  

Activities with a high level of predisposition (behavioral competency) 

№ Activities Content 

1 Active  

 

Activity involving high proactive behavior of the subject in achieving desir-

able result. 

2 Analytical Activity involving necessary logic understanding of phenomena based on the 

information available and giving improvement recommendations   

3 Research  Activity aimed at cognitive and intellectual needs’ satisfaction, of which the 

new knowledge is the product. 

4 Requiring ini-

tiative  

Activity involving person’s active involvement in goal achievement. It is 

tightly connected with person’s ingenuity and entrepreneurial spirit. 

5 Requiring in-

tuition 

Activity involving certain flair and acumen, intimate understanding of nature 

(essence) of things, ability to guess or comprehend anything circumventing 

rational perception.  

6 Creative  Human activity, resulting in creation of original, unique values, that have 

never existed, discovering of new means and patterns etc.  

7 Project Activity, limited in time, aimed to achieve a predetermined outcome/ goal, 

creation of a definite, unique product or service. 

8 Working in a 

team 

Activity involving desire and teamwork and communication skills.  

Note: Developed by the author 
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Fig. 1. Intervals of significant scales for a vacancy of a project leader role in a project team 

Note: Drafted by the author 

 

Psychological profiles of all applicants 

should be captures on the database, which 

gives a possibility to analyze a selection on 

separate report parts.  

Certainly, specific features and devel-

opment level of separate abilities indicate on-

ly predisposition to activity, coherence of an 

individual activity mode with typical profes-

sional activities.  And the result of the appli-

cant will show his/ her effectiveness in a defi-

nite activity and depends on personal motiva-

tion.  

 

Conclusions 
Thus, providing human resources for 

organization and strengthening of their activi-

ties is one of the most complex tasks for sav-

ing sustainability and competitiveness of any 

business. To solve the problem of human re-

sources revitalizing it is important to use psy-

chographic methods not only at the selection 

stage, but also during all their working period 

in the company for sustaining interest in their 

job performance and whole company success, 

as well as for preventing emotional burnout.  

It is advisable to accept and improve the 

worker’s qualification with appropriate psy-

chographic characteristics, as its effectiveness 

will be always higher than of a worker with-

out internal predisposition to this kind of ac-

tivity.  

Platform technologies give the possibil-

ity to cut costs for creation of own IT-

infrastructure for human resources manage-

ment in the form of a complex of tests and 

diagnostics, algorithms and templates of solu-

tions. The use of online platform resources, 

which, as showed on the example of services 

of personnel selection, evaluation and devel-

opment provide a qualified support of mana-

gerial decisions in human resources manage-

ment. At the same time, the organization can 

develop their own product on the basis of 

platform resources as it was shown on the ex-

ample of the specialist’s psychogram. This 

product will reflect the common requirements 

to the worker on this position, and will take 

into account the specifics of the firm. It will 

be an instrument of prescriptive analytics in 

human resources management, as it will warn 

of possible problems in recruiting a particular 

applicant and, at the same time, will help in 

the managerial decisions development to acti-

vate human resources and ensure business 

sustainability.   

 

Conflicts of Interest: the author has no 

conflict of interests to declare. 
 



 
Tasbulatova B. K. Introduction of platform technologies in practice  

of human resources management of the company //  Research Result.  
Technologies оf Business аnd Service. – Vol.4, № 4, 2018. 

63 

 

 

 

НАУЧНЫЙ РЕЗУЛЬТАТ. ТЕХНОЛОГИИ БИЗНЕСА И СЕРВИСА 

RESEARH RESULT. ТECHNOLOGY BUSINESS AND SERVICE 

References 

1. Delamare, F. and Winterton, J. (2005), 

What is Competence? Human Resource Devel-

opment International, no. 8 (1), pp. 27-46.  

2. Huemann, M. (2010), Considering Hu-

man Resource Management when developing a 

project-oriented company: Case study of a tele-

communication company, International Journal of 

Project Management, no. 28 (4), рp. 361-369.  

3. Gupta, R. and Sahoo, C. (2016), HRD 

interventions, employee competencies and organi-

zational effectiveness: an empirical study, Euro-

pean Journal of Training and Development,  

no. 40 (5), рp. 345-365. 

4. Muegge, S. (2013), Platforms, Commu-

nities, and Business Ecosystems: Lessons Learned 

about Technology Entrepreneurship in an Inter-

connected World,  Technology Innovation Man-

agement Review, no.  3, рp. 5-15.  

5. ProfDialog – Online platform for com-

plex psychological diagnostic. https://prof-

dialog.com/ (Accessed 27 August 18) 

6. Capelli, P. (2015), Integrating strategic 

human resources and strategic management. Har-

vard Business Review, January-February,  

pp.103-111. 

7. Otoo, F. N. and Mishra M. (2018), In-

fluence of Human Resource Development (HRD) 

Practices on Organizational Effectiveness: The 

Role of Employee Competencies, International 

Journal of Management Studies, no. 5 (2),  

pp. 110-124. 

http://dx.doi.org/10.18843/ijms/v5i2(6)/13 (Ac-

cessed 25 November 18). 

8. Taranenko, V. (2015), Personnel Man-

agement, corporate monitoring, psychodiagnostic 

(Upravlenie personalom, korporativny monitor-

ing, psikhodiagnostika), Izd-vo: Nika-centr, 256s. 

9. Gawer, A, Cusumano, M. (2014), Indus-

try platforms and ecosystem innovation. Product 

Innovation Management, no 31 (3), pp. 417-433. 

https://doi.org/10.1111/jpim.12105 (Accessed 28 

November 18). 

 

DATA ABOUT THE AUTHOR  

Tasbulatova Balsulu Kuvandykovna, 2-nd year 

PhD Student 

 

https://prof-dialog.com/
https://prof-dialog.com/
http://dx.doi.org/10.18843/ijms/v5i2(6)/13
https://doi.org/10.1111/jpim.12105

