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8 steps to carrying out your own assessments 

 

1. Build competence profiles 

It's important that you successfully capture the essential aspects of the different job 
descriptions. You should also think about the future too: where is the organization 
headed with this job or role? Keep it realistic; it should be grounded in the here and 
now. You give a hint of your ideas about core values or leadership styles. If you already 
happen to know which assessment platform you are going to use, then use the 
competence terms used by that system. If you still need to decide on this, no 
problem. The competence profiles you design yourselves can always be mapped 
onto an assessment system. Even broad, layered competences that assessment 
platforms just don't naturally work with, can be linked perfectly well using mapping. 

 

2. Choose an assessment platform 

You should base your decision on 3 main characteristics: functionality, data 
protection and psychometric quality. 

A. Functionality. What do you want to be able to do with the platform?:  
• Which languages do you want to be able to administer the tests in?  
• Does it have to able to connect with your Applicant Tracking System?  
• What sort of reports will you require?  
• Do you want to be able to generate management information?  

B. Data protection. In the Netherlands, we have strict regulations regarding 
privacy-sensitive data and privacy issues will only increase in importance in the 
future. Check the following points: 

• How stable is the system?  
• How is data security implemented?  
• How are access permissions organized? Can I set different permission 

levels for different types of staff?  
• Can I give different permission levels to different company 

departments?  
C. Psychometric quality of the content. There are currently many assessment 

tools in use whose psychometric quality is under serious discussion. Plenty of 
hypes have come and gone, so make sure you choose evidence-based tools. 
After all, you are making pretty major decisions about people, so they need to 
be scientifically valid. Watch out for pseudo-scientific claims. 
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3. Build assessment programmes 

Ask the supplier of your assessment programme to make a competence mapping, 
mapping your organization's competence language against the platform's own 
competence language. They will either do this themselves or have it done by a 
business partner, but they will already have experience in doing it. Based on the 
mapped competence profiles, the supplier or the business partner can design an 
assessment programme for each individual profile. 

 

4. User training 

Determine who is going to operate the system, based on operational logistics rather 
than on the system's subject matter. Usually the users are the staff of a recruitment 
office in a large organization or in smaller organizations, the HRM people. In small 
businesses, we often find that office managers or secretaries are given responsibility 
for this. In any case, these are the people who need to have good instruction about 
the functionality of the system. 

 

5. Design the communication texts 

The supplier of the assessment platform will supply you with the majority of the 
content that you can use to explain the different steps that a candidate is going to 
experience. However, some things you have to add yourself: the tone of voice and the 
explanation of how the system is embedded in your recruitment process. Sometimes 
recruitment takes care of this, but get marketing and/or communications staff 
involved. In smaller organizations, this is one thing that should not be delegated to a 
secretary. This concerns communication to the labour market, in other words, your 
brand in the labour market. A labour market where talent is in scarce supply.  

 

6. Train your professionals 

HR professionals and recruiters are often trained in test theory and how to interpret 
and give feedback on test results. This is one of the most important elements. Your 
own people are going to be using psychometric testing in practice. That has a major 
impact on candidates so you cannot take it too lightly. The quality of the feedback 
on the test's findings and the ethics related to this are vital, both for the candidate 
because you can literally affect the course of someone's life, but also for your 
organization because it has an enormous impact on your position in the labour 
market. A professional selection process with first-rate assessments can have a major 
effect on strengthening your brand. Conversely, a poor process can do you a great 
deal of damage. 
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7. Train your hiring managers 

Usually we see that HR and/or recruitment are trained as test professionals. However, 
if your line managers carry out unstructured interviews that have no connection with 
your Do-It-Yourself (DIY) assessment process, you are losing out. An unstructured 
interview has no place in a professional selection process. If you are going to introduce 
a DIY assessment process, this is the moment to train hiring managers in how to 
conduct a professional structured interview. 

 

8. Go live 

Go live as soon as you can. Nothing stops your training from sticking in the memory 
like not being able to put what you've learnt into practice. In our experience, we know 
that the best implementations have been DIY assessments that went live 
immediately after training the various groups of staff. Using real candidates and 
starting work using the new method within a few weeks definitely works best. 

 

How fast can we work through these steps? 

Given the right priority and planning, these steps can be worked through within 3 to 
6 months.  

 

What difference will it make? 

A DIY approach brings down the cost per assessment considerably. This means your 
organization will make more frequent use of this tool and hence be able to collect 
more relevant data from candidates and staff on a regular basis. This has several 
major advantages: 

 

A. The quality of hire will increase. 
B. Decisions are better reasoned and result in less discussion. 
C. Candidates and staff will receive useful feedback, supplying a valuable 

learning experience and giving a professional impression. 

 

 

Author: Marco van Aarle, partner Starcheck BV – Eindhoven,  May 2017 
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5616 RD Eindhoven 

The Netherlands 

+31 (0)88 – 277 377 6 

www.starcheck.nl 

Contact Starcheck now 

 

 

About Starcheck: 

We predict job performance using assessments and games. Well-designed and fun. 
With candidate experience as our starting point. Using the latest modern tools, in 
over 40 languages. For integration in every recruitment process, using multiple 
measuring moments, resulting in better talent decisions in less time. 
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