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Psychological tests
in Human Resources

Personnel selection

HR managers in the USA and many parts of Europe use
personality and intelligence tests to help them select the
right applicant, with successful results. In Great Britain, for
example, 69 percent of companies make use of personality tests, while in Spain the figure is as high as 74 percent.
The Vienna Test System HR is a psychometrically valid and
proven tool for personnel selection and pre-selection from
large number of applicants (see “Group testing”). When
combined with a structured interview the tests of the Vienna Test System HR provide sound and reliable information
about the degree of similarity between the job profile and
candidates’ profiles. The structured, standardized and objective process ensures that the same conditions apply to
all applicants, so that all candidates have the same chance.

Personnel development and talent assessment

You can use the Vienna Test System HR as a personnel
development instrument. Whether the task is analysis of
potential and training requirements, talent assessment or
recruitment of future managers, psychological tests can be
used to identify the skills and competences of staff. Compare target and actual levels as a basis for putting training
measures in place and equipping staff to meet your company’s present and future needs. Reveal potential and recruit managers from your own workforce. Use psychological
tests to discover where your staff shine and in what areas
they need training, support, supervision or coaching.
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Safety assessments

Many accidents are the result of human error. Mistakes can
be made in both difficult and monotonous tasks. In all cases
the effects on other people can be potentially disastrous. In
some professions it is therefore essential to adopt a safetyoriented approach, comply with safety requirements and
take appropriate action in response to health and safety
risks. The Vienna Test System HR provides a number of
special ability tests and test sets for the selection and monitoring of specialist workers in such professions. Use them
to test professional drivers, pilots, air traffic control staff,
engine drivers, captains, miners, police officers, military
personnel and many more.

Career counseling

Training and career counselors use the Vienna Test System
HR as a tool in educational, occupational and career counseling. When it comes to choosing a career, in particular,
attitude and interest tests provide guidance and are an important aid to decision-making. Tests of special ability areas
such as multitasking, technical comprehension or spatial
visualization are used to compare an individual’s skills with
the description of an occupation. In addition, general ability
tests, personality tests and intelligence tests help to identify
particular talents.

Group testing

Use the Vienna Test System HR as an efficient, standardized and automated means of making a selection from a
large pool of applicants – for example, of people applying
for places on training courses or apprenticeship schemes.
In a two-stage process you can first make a pre-selection
and then use additional aptitude assessment tools to grade
and select the top candidates. Group testing of this sort can
be carried out either online or in a network.

Correlation between test
results and job suitability

Numerous special
ability tests

Rapid success
with little outlay

Suitability for a particular job is
made up of many components.
Testing them is complex: a single
test is insufficient. With its large
number of tests the Vienna Test
System HR enables you to combine tests flexibly. On the basis of
your requirements profile you can
test an individual’s suitability for
your specific company.

SCHUHFRIED leads the way in
the development of special ability tests. For example, such tests
are used in industrial occupations
to assess coordination between
right and left hands, sustained
attention, stress tolerance and
fine motor skills.

Especially when used for group
testing the Vienna Test System
HR is a time-saving, efficient and
economical tool that offers good
value for money. Few personnel
resources are needed to set up
and carry out group testing.

Efficient
workflow

Modern test theory and
modern technology

The Vienna Test System HR is a
team player: you can link it to your
applicant management system or
your HR database. Your workflow
is unaffected – it simply receives
additional information from the
aptitude tests.

The Vienna Test System HR is scientifically and technically at the
cutting edge: for example, there are
tests based on the Rasch model,
and adaptive tests. As well as text
and pictures, videos and animated
items are used in the production of
the tests.

Advantages
of the
Vienna Test
System
HR

Vienna Test system HR
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Introduction

Introduction

Get

The path to your
Vienna Test System HR

testing!
Find via:

 A-Z
 Test type
 Dimensions list for the HR sector
 Free advice from your advisor
Unidimensional
issue

 What abilities/traits/possible
deficits do I want to identify?
 What distinguishes a “successful”
manager, call center agent or colleague from an “unsuccessful” one?
 What distinguishes a “suitable”
driver/pilot/police officer/ engine
driver etc. from an “unsuitable” one?
 What distinguishes happy members
of staff from unhappy ones?

HR
Job profile,
job analysis

HOW

do I want
to test?

Setting

WHat
do I want
to test?
Content

Questions to ask:
 How many times a year will I test?
	Will I test regularly or sporadically?
	Will I test locally or at different
locations?
	Do I want testing to be supervised
or not?
	Do I want to use a desktop PC,
a laptop or a tablet computer for
testing?
	Do respondents need to be tested
online?

 T esting at a single fixed
workstation (desktop PC)
 Testing at a single mobile
workstation (laptop,
tablet computer)
 Testing with a test
system network in a
local network
 Testing with a networked
system in geographically dispersed or global
networks
 Online testing with administration software

Pricing models
 Unlimited testing
7-year flat rate
 Charging by test administrations
50 test administrations
1 test administration

 Accessories required in some cases

Questions to ask:

Start

Tests

Test Sets
Complex
issue

Included at no extra cost:

 Combination of test dimensions.
 14 test sets for HR, Neuro, Traffic and Sport
 With manual, report and profile evaluation
 Based on validation studies or relating to
standards or guidelines

 Accessories required in some cases

KeyHR Key Factors HR
SFCALL Success Factors Call Center
SAROAD Safety Assessment Road
SARAIL Safety Assessment Rail
SAAIR Safety Assessment Aviation
If necessary, test sets from other sectors can
also in integrated into you Vienna Test System
HR (see main catalog for details).

Variety of norms and
Language versions
 Administration software in
14 languages
 Test presentation in up to
27 languages
 Scoring of results in up to
14 languages
 During translation tests are
adapted if necessary to different
cultural environments

Test batteries
You need:

I’ve
still got
questions!

	Compiled by you from individual tests
	Accessories required in some cases

or

Administration software
incl. dongle

I want
to know
more!

I need advice.

CONSULTING

O
 nline testing without
administration software

= Web Direct Testing
in the SCHUHFRIED
webshop








Test (battery) creation
Test administration
Scoring of test batteries
Validation studies
Norming
Reports

Free services

Who

can
help me?

 Demo version
 Online presentation
 Help desk
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Tests and Test Sets in the Vienna Test System HR

Tests and Test Sets in the Vienna Test System HR

Overview of all
the dimensions in the
Vienna Test System HR

The dimensions list in the Vienna Test
System HR is divided into five groups. Additional subdimensions or test forms are
listed where appropriate.

e
di m

ii Resilience
ii Emotional stability
ii Extraversion
ii Frustration tolerance
ii Leadership
ii Conscientiousness
ii Interests
ii Customer orientation
ii Motivation
ii Openness
ii Stress & burnout
ii Agreeableness

si
o
n

For details of the dimensions and the
tests used to measure them, see page 39ff

io
im e n s n s d
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A component needs to be fitted into a heavy machine
that cannot be turned, and there is no scope for trial
and error. (Spatial ability)

Work on a range of screens providing a large amount
of detailed information creates a complex environment
in which a rapid visual overview is needed. (Visual
perception)

Practical example – fork-lift truck driver

A fork-lift truck driver must be able to use human-machine coordination to stack valuable goods on pallets
accurately on top of each other at dizzying heights.
(Eye-hand coordination)

Practical example – aircraft mechanic

e

s

di

n
e
m

Work-related aspects
of personality

sd

ii Anticipation of movement
ii Knowledge of English
ii Memory
ii Logical reasoning
ii Multi-tasking
ii Numerical ability
ii Spatial ability
ii Technical comprehension
ii Verbal ability

ii Eye-hand coordination
ii Eye-hand-foot coordination
ii Fine motor skills

ion

im e nsi o
d
s
n
o
ns
si

Sensomotor functions

Cognitive abilities

Read more

o ns dim e nsi o n

ii Working accuracy
vs. working speed
ii Vigilance

nsi

ii Stress tolerance, reactive
ii Peripheral perception
ii Reaction time
ii Obtaining an overview - traffic
ii Visual perception

Attention

s
d
im

Practical example – mechanic

Reactive behavior
& visual functions

me

The security staff at a major event must remember the
map of the location, so that they can immediately identify any suspicious incidents. (Memory, visual)

Practical example – train controller

di

Practical example – security services

A repair needs to be carried out under time pressure
and in difficult conditions. Relevant to safety-related
jobs in many industrial fields, including the work of
mining engineers and drilling workers. (Stress tolerance, reactive)

s

An observer has an object in his sights that suddenly
disappears behind a row of trees. He needs to estimate the object’s speed and movement accurately
in order to regain sight of it as quickly as possible.
(Anticipation of movement)

i o ns dim
s
n
e
m
i
d
en
s
si o
n
o
i
n
s
n

ns

The Vienna Test System HR can be used to assess a wide range of workrelated personality and ability factors. This page provides a summary
of all these dimensions. A similar dimensions list is loaded into
each Vienna Test System HR. It makes it quicker and easier to
find the right tests for use in a specific situation.

Practical example – military

Practical example – construction machinery
engineer

Worth knowing

The aircraft’s air conditioning system needs to be repaired before the plane can take off. The aircraft mechanic must cope with the stress of carrying out the
repair under the eyes of the impatient people aboard
the aircraft, without letting this affect his performance and wellbeing. (Resilience)

Vienna Test system HR
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Tests and Test Sets of the Vienna Test System HR

The Test Sets

Combinations of tests for
complex assessment issues
Since a complex assessment issue cannot
be handled satisfactorily by using just one
test, several tests or test dimensions need
to be combined. The new test sets in the
Vienna Test System meet this need and
ensure appropriate correlation between
assessment issue and test results.

Test Sets
for use in HR

The dimensions for the test sets have been selected
on the basis of validation studies or legal requirements. The assignment of tests to the dimensions
has been carefully carried out by experts working
in both theoretical and practical fields. The criteria
used in selecting suitable tests were testing time,
appropriateness of the test material to the assessment issue, appropriateness of the test material to
the person being tested, and appropriateness for international use.

The KEYHR test set assesses the most important personality and ability factors of relevance to a successful career
path. Because these key factors apply irrespective of the
area in which the person works, KEYHR provides a good
overview of an individual’s skills without the need to specify
a concrete job profile. This test set focuses on the key workrelated characteristics; it can be used either for pre-selection
or – in combination with other tests and/or a structured interview – for final selection. The validity of the tests contained
in the test set has been demonstrated in validation studies.

For each test set there is a manual, a profile evaluation (if appropriate) and a report in which the results
on all the dimensions are summarized in verbal and
graphic form. There are 14 test sets for use in the
fields of HR, Neuro, Traffic and Sport available.

New

NeW
10 . Vienna Test system HR

New

KEYHR Key Factors HR

Read more … about KEYHR 		

Page 22

SFCALL Success Factors Call Center

The SFCALL test set is used in the selection of call center
staff. It tests cognitive abilities relevant to this occupational
group (such as multi-tasking and verbal abilities) and personality characteristics (such as frustration tolerance and
conscientiousness). SFCALL has been validated in a large
German call center using criteria such as decision-maker
contacts, productivity, orders and cancellation rate: it has
good predictive ability for these call center success factors.
For each candidate the scoring system provides not only the
individual test results but also an overall score that takes
account of all the tests and indicates the degree of fit to the
ideal profile (the “fit scoreˮ) for both inbound and outbound
activities. In addition, on the basis of the fit scores a ranking
of all the candidates can be drawn up.

Read more … about SFCALL 		

SAROAD Safety Assessment Road

The SAROAD test set assesses whether potential professional drivers (e.g. in local public transport, long-haul transport or freight transport) possess the necessary driving-related skills. It combines a number of ability dimensions that
have been shown in various validation studies to be the most
relevant. Considerable skill has been exercised in selecting
from a wide range of ability dimensions studied those that
provide the best mix of information gain and testing time. Test
administration is simple and efficient. SAROAD makes it possible to create a ranking to provide a rapid overview of the
best candidates. The test set can also be used to identify the
training needs of experienced professional drivers – for example after an accident or critical incident. SAROAD is used
worldwide and is a classic among the test sets.

Read more … about SAROAD		

Page 26

SARAIL Safety Assessment Rail

The SARAIL test set is a sophisticated and flexible tool
for assessing train drivers’ fitness to drive. It identifies
whether train drivers meet the requirements of the European Train Driver’s License. Fourteen cognitive abilities (e.g.
attention, perception speed), psychomotor abilities (e.g.
reaction time, eye-hand coordination) and behavioral and
personality characteristics (e.g. emotionality, conscientiousness) are measured. The test dimensions have been
selected in accordance with EU directive 2007/59/EC. As
well as being used to test train drivers, SARAIL can also
be used to select drivers of other rail vehicles (e.g. rapidtransit train, metro, tram) and applicants for safety-related
jobs in the rail sector.

Read more … about SARAIL 		

Page 30

SAAIR Safety Assessment Aviation

The SAAIR test set assesses criteria relevant in the field
of aviation psychology such as stress tolerance (reactive),
memory, spatial visualization and psychomotor coordination. The dimensions have been validated in terms of their
ability to predict success in a flight simulator test. The tests
used have been shown to meet the highest psychometric
standards. SAAIR is used both for the selection and regular testing of the fitness to fly of pilots in civil and military
aviation and for air traffic controllers.

Read more … about SAAIR 		

Page 34

Page 24
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Testing with the Vienna Test System HR

Testing with the Vienna Test System HR

The user interface of the
Vienna Test System HR
The user interface of the Vienna Test System HR contains the following tabs.

Test selection

Settings tab

ii H ere you can adjust the default settings of your
Vienna Test System HR.
ii Define access authorizations.* One Vienna Test System can be used by several people: each person has
a separate login and can save their favorite settings.
ii Install new tests and test sets or activate license
extensions.
ii Define accessories or special input devices.

Test selection and administration

*Data protection

The Vienna Test System includes functions that prevent unauthorized use of the system and the data – especially personal
data – collected by it. Access can be authorized at different levels by means of passwords.

PERSON tab

ii Enter new respondents/clients or edit the data
of those already in the system. You can enter
the information manually or import it from other
databases.
ii A s well as using the standard entry fields, you
can add other fields of your choice.
ii Use the “Visible/Invisibleˮ option to conceal personal information and maintain greater anonymity.
ii Assign each person a language in which testing
will be carried out by default.
ii Use the “Web Testingˮ option to send out email
invitations to online testing.

TEST tab

ii H ere you will find all the functions needed to
start a test session.
ii Choose between dimensions, tests, test sets
and test batteries.

Select a respondent and decide whether you want
to administer a test, a test set or a test battery. The
“Dimensionsˮ option helps you find the right test. Click on

Worth knowing:
Detailed information on these procedures and
explanations of the menu options can be found
in the main VIENNA TEST SYSTEM catalog.

Testing
RESULT tab

ii View all the results of a test session in various
formats (e.g. table, profile).
ii As scoring methods you can choose between
individual scoring, test battery scoring,crossdimension scoring, test set scoring and profile
comparison of test repetitions.
ii Import or export raw and/or norm scores on the
test variables.

Simply click the “Start
Testingˮ button. Testing
begins and proceeds as
follows:

the trait that is to be tested. The Vienna Test System HR
then suggests the most suitable test or test form.
Profiling: Using the additional Profiling module you can
define target percentile ranks or cut-off scores. You receive an overall score – the “fit scoreˮ – that specifies the
ratio of the ideal score (on the basis of the target percentile ranks) to the actual score. This function is often used
as a basis for candidate selection.

Instructions

Each test begins with instructions, in which the task is
described.

Practice phase

A practice phase then follows to check whether the respondent has understood the task. If he has not, the test
administrator can intervene. The instructions and the
practice phase are often linked and contain a series of
stages based on the principles of programmed learning.

Test phase

The respondent now works the test items. There is no
involvement of the test administrator at this stage; this
ensures a high level of objectivity.

12 . Vienna Test system HR
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Testing with the Vienna Test System HR

Test results, test scoring
and output of results
As soon as testing has finished, the results are available.
The results are shown in clear and easily understood
form in a table, a chart (“profileˮ) and a Word report. They
provide a nuanced picture of the abilities of the tested applicant or employee.

Testing with the Vienna Test System HR

Table

The table lists the results and relates them to the scores
of a comparison group. It shows the test variables, the raw
scores obtained and the corresponding norm scores. The
norm score comparisons relate either to an overall sample
or, where appropriate, to subsamples based on age, gender, educational level or other criteria.

Profile

This chart enables the results to be taken in at a glance.
The normal range is shaded grey, so that deviations are
immediately obvious. The diagram can be copied into MS
Office © documents by using Copy/Paste.

RESULT tab

Word report

A report template is provided for all test sets and tests.
Clicking on “Word reportˮ incorporates the test results into
this report template. This report can be edited (e.g. to add
a logo or to adapt to the required corporate design or corporate wording), printed and saved using Microsoft Word ®.

A large number of report templates have already been prepared: they give the dimensions that were tested, describe
how the respondent scored and explain how the results
are to be interpreted. Examples illustrate the significance
of the dimensions in working life. The report’s scope and
the way in which the results are described can be varied
for different recipients (respondent, personnel manager or
higher-level units).

Ranking
You can use the additional Ranking module to compare a
number of respondents. The ranking is based on the extent to which the respondents meet the requirements profile (previously defined by you via the “Profilingˮ option).
You can immediately see which candidate is most suitable.
If required, biographical data, professional experience,
school and college grades or information gathered in an
interview can be imported into the Vienna Test System HR
and taken into account in drawing up a ranking. In practice
ranking is frequently used to pre-select applicants.

14 . Vienna Test system HR

The ranking is based on the best fit between the applicants
and the requirements profile. The maximum fit possible is
1000 points. The number of points is reduced in accordance with the candidate’s deviation from the target profile.
A score of 1000 means that the applicant has a 1000 pro
mille or 100% fit to the profile. A score of 750 means that
there is a 75% fit between the applicant’s profile and the
target profile of the job.
Since the ranking function summarizes the results of the individual job criteria in a single parameter (FIT score), compensatory aspects of the scores
can be taken into account at the
outset and included in the evaluation. This feature significantly simplifies test interpretation as part of
the applicant assessment routine.

Vienna Test system HR
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Hardware
Peripheral perception

Needed for the test:
on page 46
Read more …about PP
PP Peripheral Perception
The Peripheral Perception test measures the ability to perceive
and process peripheral stimuli.

Accessories

The respondent’s attention is held in the center of the field of view
by asking him to carry out a tracking task. At the same time peripheral light stimuli are presented and the respondent is required
to react selectively to these.
ii peripheral display: light diode matrix, 8 rows and 64 columns on
each side
ii light stimuli from the center to the periphery of the visual field
ii ultrasound distance measurement determines head position

Most of the tests in the Vienna Test System HR can be
worked with the mouse and keyboard. For some, however,
special input devices or accessories are needed.

The PP in practice:
Do your employees need to have a good overview and rapid reactions? You
can use the Peripheral Perception Test (PP) to check for these skills. Peripheral vision is important for our first overall impression of a situation,
because it provides visual impressions that lie outside the eye’s fixation
point. Good visual perception is relevant to many activities in man/machine systems, such as driving motor vehicles and locomotives. If peripheral vision is impaired, reaction times are lengthened. Peripheral vision is
not determined only by biological factors; it can also be adversely affected
by stress.

Input devices:
Response panels
Two ergonomic response panels have been designed for
simple input and can be used for many tests. These input
devices can increase motivation and acceptance in clients
who find the mouse, computer or touch screen difficult to use.

Motor performance series

Needed for the test:
Read more …about MLS on page 49
MLS Motor Performance Series
The Motor Performance Series is a highly reliable test that has been
developed from Fleishman’s factor analysis of fine motor skills. Both
dynamic and static dimensions of finger/hand/arm movement are
measured.
The MLS Work Panel features:
ii holes of different diameters for steadiness, one- and two-handed
ii a groove with several bends and angles for line tracking,
one-handed
ii 2 x 20 contact points for aiming, one- and two-handed
ii 25 small holes on both left and right sides for inserting pins,
one- and two-handed
ii two small metal plates for tapping, one- and two-handed
ii USB connection

Standard Response Panel
ii 7 color keys
ii 10 number keys
ii 1 sensor key
ii connection for foot-operated keys
ii 2 USB connections

The MLS in practice:
Does manufacturing work call for fine manual movements? Does your employee have the necessary degree of dexterity? The Motor Performance
Series (MLS) tests fine motor skills, separately for the right and left hand.
Fine motor skills are important in many occupations – for example, they
are needed by engravers, precision mechanics, gunsmiths, fine metalworkers, watchmakers and electronic technicians.

Universal Response Panel
ii 2 twist knobs
ii 2 analog joysticks
ii 7 color keys
ii 10 number keys
ii 1 sensor key
ii connection for foot-operated keys
ii 2 USB connections

Hardware programs
Hardware test

The Hardware Test can be used
to test the functioning of the individual components of the Test
System. Upon completion of
Worth knowing
the test a report appears
The report serves as evidence
on the screen and can be
of the equipment testing that is
printed out if necessary.
mandatory in many institutions.
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Calibration module

The time-critical tests of the Vienna Test System HR are
designed to identify and compensate for delays in stimulus
output that arise for technical reasons. This enables reliability to be guaranteed to within about three percentile rank
points. In areas in which even greater reliability is needed,
use of the calibration module is recommended. This enables measurement to be accurate to the nearest percentile
rank, irrespective of the computer system used.
Vienna Test system HR
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Setting

Decentral testing

The administration station and the test station are on different computers.

The test setting

NEw

Regular or sporadic testing? Local or global? With or without supervision?
Find the ideal test setting for your requirements.

Online testing without administration
software: Web Direct Testing

You can now test without administration software – and
hence without needing to install anything!
To carry out online testing without administration software:
1) Register in the SCHUHFRIED webshop
(www.schuhfried.com).
2) Select the required test(s) or test sets, then go to the
checkout and pay for them.

Local testing

The administration station and the test station are on the same computer (PC, laptop).

Testing at an individual workstation
with a desktop PC

The classic setup: the Vienna Test System HR is installed
locally on a PC. The test administrator and the testee both
work at this workstation. The test administrator carries
out the administration. The testee then works the tests.
If required, two monitors can be connected. One monitor
is used solely to work the tests. The test administrator
observes the test process on the second monitor and can
intervene if necessary.

Testing at an individual workstation
with laptop or tablet computer: mobile testing

This works in the same way as testing at an individual
workstation with a desktop PC, the only difference being
that the Vienna Test System HR is installed on a laptop or
tablet computer. Using a mobile device enhances flexibility, since testing can be carried out anywhere. SCHUHFRIED can supply a practical carry case (with and without
laptop compartment) for transporting accessories such
as foot pedals and the response panel.

3) You will immediately receive an email containing a
link via which the tests can be started. Send this link
to your testee.
4) As soon as the testee has finished the tests, you will
be emailed a pdf with the results.

Online testing with administration software:

Utilize the advantages of the administration software and
of online testing. In this case the Vienna Test System HR
is installed not on a PC but on a server (within your company or at SCHUHFRIED).
This is how online testing with administration software works:
1) Select the tests. Look out for the “online capabilityˮ
tick in the test description.
2)	A s test administrator you send an invitation to the testee via the administration software. All the functions
of the offline version are available to you in the server
version of the administration interface.
3) The testee receives an email with a link via which he
or she works the tests.
4) After the test session you can view the results via the
RESULT tab in the Vienna Test System HR.

NEW Web-based test presentation is now available.

Testing with a test system network
in a local network

Testing with a networked system
in geographically dispersed or global networks

The “Direct Testing” function
Each testee receives a code and logs onto the computer
using this code or their personal details. The tests assigned to that person start automatically.

The key features of a networked test system are as follows:
ii Testing requires an intranet or an internet connection.
ii All testee management, defining of test batteries and
scoring of results takes place centrally via a computer.
ii Testees can be tested simultaneously at different locations. The Vienna Test System HR is installed on each
computer that is used for testing.
ii On the central computer access authorizations can also
be defined.
ii Test administration licenses can be purchased centrally
and then distributed to the decentral systems.

If you want to test a large number of people simultaneously, it is worth setting up a test system network. Computers
loaded with the Vienna Test System HR are set up in one
or more test rooms and networked in a local network. One
workstation is earmarked for the test administrator; the
others are for the testees. Via the test system network all
the testees can be tested at the same time, even if they are
working completely different tests. Companies and institutions such as Audi, the Portuguese police and the Finnish
air force utilize the advantages of a test system network.

The advantage of this scenario is that central management
of data is combined with decentral testing of individuals,
wherever they may be.

The “Monitoring” function
Via his screen, the test administrator observes how all
the testees are progressing with the tests they are taking.

Worth knowing
Do you sometimes want to test on a desktop PC and sometimes on a
laptop or tablet computer? Or test on a tablet computer and then transfer
the data to a desktop PC and manage it there? You can buy one Vienna
Test System HR, install it on multiple computers and carry out testing by
inserting a dongle (a USB stick containing the test license or the license
for the system) into the machine that is currently in use.
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Integrating the tests into existing personnel management systems
The Vienna Test System HR is easy to integrate into existing workflows and software programs such as applicant
management systems. The customizable interface in the
Vienna Test System HR facilitates integration and data

exchange. The benefit to you: you start the tests from an
administration interface with which you are familiar – this
makes the system easy to use and boosts efficiency.

Vienna Test system HR
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Service & Consulting

Our service to you
Don’t throw in the towel – reach for the telephone!

Free services

Updates and service contracts

Consulting

Demo version

The Vienna Test System HR is the outcome of many years’
development and constant updating. It is continuously refined in response to input from our research departments
(psychology, software, hardware), findings from the test
and research laboratory and customers’ experience. Software updates enable you to benefit from improvements
such as:

Are you short of manpower for testing? Do you need a test
that doesn’t yet exist? Or perhaps you need advice on identifying appropriate personnel development measures from test
results? The following services are available to help you:

Take a look at the Vienna Test System HR, on DVD or
online via a link. We shall be happy to send you either –
please contact us.

Psychological services

ii Advice on all aspects of psychological suitability
assessment
e.g. advice on ways of using tests in HR, drawing up
occupational requirements profiles of success-related
personality and ability factors, defining dimensions for
testing occupational requirements profiles.
ii Test-specific advice
e.g. test selection to fit the requirements profile, creating
tailor-made tests, advice on weighting the individual test
components for ranking purposes (ranking the best test
candidates), defining cut-off scores.
ii Training in test use and scoring and contract testing
e.g. instruction in use of the test system, advice on interpretation guidelines, carrying out testing.
ii Planning ways of improving test results
Help with planning personnel development measures
on the basis of test results (in cooperation with external
professional partners).
ii Adaptation of test batteries through evaluation
Professional help with norming and validation studies,
so that you can tailor your test battery (or batteries) even
more precisely to the needs of your business. Technical
implementation, e.g. incorporating individual norms into
your Vienna Test System HR.

ii New test forms
ii New norms
ii New languages
ii Updated test items
ii New auxiliary functions
ii Compatibility with updated operating systems and
PC hardware

Single update

Single update for the administration software and all tests.

Update contract
Online presentation

A SCHUHFRIED colleague will be happy to take you through
the Vienna Test System HR online and answer your questions on computerized suitability assessment. In technical
terms this resembles a webinar: you need a telephone and
a computer with internet connection.

Help desk

Our Help Desk is happy to assist with installation and
technical queries. Telephone +43 2236 42315-60 or email
support@schuhfried.at.

With an Update Contract your Vienna Test System HR is
always fully up to date. Updates are provided twice a year.

Update and service contract - Standard

As well as twice-yearly updates to your test system, this contract includes additional services, such as
ii On-site installation and training
ii Low-cost equipment loan in the event of capacity
shortages or repairs

Update and service contract - Premium

Technical services

The Premium contract guarantees you full support for all aspects of the psychological process. For example, in addition
to the twice-yearly software update it includes:
ii Quota of consulting services
ii Free equipment loan
ii Replacement of all SCHUHFRIED hardware every
five years

www .schu

hfried .com

compe tence
Qualit y by

ii Integrating the Vienna Test System HR into personnel
management systems
Help with integrating the Vienna Test System HR into
existing workflows or personnel and applicant management programs.
ii Integrating external data into the Vienna Test
System HR
Importing data and information into your test system –
e.g. applicants’ biographical data, professional experience, interview results, training and study grades. Integrating this additional information into the results display
and ranking.

since 1947

Detailed descriptions of all consulting services and support contracts can be found in the SERVICE & CONSULTING catalog.
CO NS ULTIN
SE RV ICE &
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Test Set for key work-related personality and ability factors

Overview of the KEYHR Test Set

KEYHR
Key Factors HR

KEYHR Key Factors HR
Author

The KEYHR Key Factors HR test set is used to test the most relevant key factors of occupational success. It is possible to form
an impression of an individual’s basic potential without having to
specify a concrete job profile.

How KEYHR can be used

All the other test sets in the Vienna Test System HR focus
on particular occupational groups and answer the question
“Can the applicant succeed in this position – e.g. as call
center agent, pilot or professional driver?ˮ The KEYHR
Key Factors HR test set is an exception. It tests the candidate’s basic potential for working life in general.

Administration

SCHUHFRIED GmbH

Who can be tested with KEYHR

The KEYHR Key Factors HR test set can be used with a
wide range of occupational groups. It is particularly useful if
ii there is insufficient time for comprehensive testing in accordance with the requirements profile
ii a requirements profile does not yet exist or the profile
changes frequently, or
ii the requirements profile includes a number of characteristics that cannot be measured by tests.
KEYHR is a form of testing that assesses the factors most
relevant to success at work. It should not be used for broad
screening, general potential analysis or if there are clear
key requirements for a job (e.g. vigilance in conveyor belt
operators). KEYHR measures individuals’ persistent and
fundamental characteristics very accurately. It thus not only
helps to distinguish between candidates who are currently
suitable or unsuitable but also identifies candidates who will
quickly develop in the direction of a (possibly as yet undefined) requirements profile.

Application

The test set KEYHR Key Factors HR assesses the most
important personality and ability factors of relevance to
a successful career path. Because these key factors apply irrespective of the area in which the person works, the
KEYHR test set provides a good overview of an individual’s
basic skills without the need to specify a concrete job profile. Since the test set focuses on key work-related characteristics, it can be used either for pre-selection or – in combination with other tests and/or a structured interview – for
final selection. The test set can be used with respondents
aged 14 and over.

Theoretical background

The definition of the ability factors of KEYHR is based on the
hierarchical intelligence model of Cattell-Horn-Carroll (the
CHC model). Three key factors of the CHC model were selected that are of particular interest for practical applications
in the field of HR. To define the personality dimensions, the
Big Five model was used. This is a psychological personality
model that postulates five principal dimensions of personality that have been found to be key non-job-specific factors
of occupational success. The predictive power of the tests
in the test set with regard to occupational success has been
demonstrated in validation studies.

Administration of the test set is flexible and can be adapted
to the requirements of the specific setting. Dimensions can
be removed from the test set and breaks can be inserted.

Scoring

The candidate’s results on the individual dimensions are
displayed both in a table showing the raw score and percentile rank norm score and in a profile. A report containing a written description of the test results can be created
if required.

Special features

A special feature of the KEYHR test set is the fact that it
is normed as an overall package. All the tests in the KEYHR test set have been normed on a special sample in the
SCHUHFRIED research laboratory. This has the advantage of enabling test results to be compared with a sample
that is consistent in terms of size, quality and culture. In
addition, norming the test battery in the designated test
order means that possible sequence and fatigue effects
are taken into account when test results are compared with
the norm sample.

Dimensions

The KEYHR test set comprises the following dimensions and tests:

Dimension

Test

Test form/Subtest

Reliability

Length in minutes

Logical reasoning

INSSV

S2

0.781

approx. 151

Numerical ability

INSSV

S2

0.911

approx. 151

Verbal ability

INSSV

S2

0.741

approx. 101

Emotional stability

BFSI

Social confidence,
Emotional robustness

0.83

approx. 2

Extraversion

BFSI

Sociability, Assertiveness

0.83

approx. 2

Conscientiousness

BFSI

Sense of duty, Ambition

0.93

approx. 2

Openness

BFSI

Openness to actions,
Openness to ideas

0.9

approx. 2

Agreeableness

BFSI

Genuineness,
Willingness to help

0.83

approx. 2

Total length

approx. 50

Ability

Personality

1
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Provisional estimate on the basis of the data available to date.
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Test Set for service providers

Overview of the SFCALL Test Set

SFCALL
Success Factors Call Center
The SFCALL Success Factors Call Center test set provides
the rapidly growing call center sector with a dedicated tool
for economic and high-quality selection of staff.

Because of the growing importance of call centers and the
resulting need for staff in this service sector, what used to
be a simple semi-skilled job has become an occupation
with wide-ranging requirements. Call center agents must
be resilient, good at multi-tasking, empathic, conscientious
and eloquent. Working within tight structures, with many
rules, targets to meet, open-plan offices, widely fluctuating
call volumes and short post-call processing times can lead
to persistent stress. The job requires agents to be flexible
and have high frustration tolerance.

What SFCALL measures

The SFCALL Success Factors Call Center test set is used
to select call center agents. The dimensions and tests
in this test set have been compiled from a requirements
analysis and their suitability for selecting call center
agents has been verified in validation studies using cri-

teria such as call time, post-processing time, decisionmaker contacts and orders. SFCALL assesses eleven
personality characteristics and cognitive abilities that are
important for successful customer contact and everyday
work activities in a call center. The test set can be scored
separately for inbound and outbound staff.

Who can be tested with SFCALL

SFCALL is designed for the selection of staff for outbound
call centers, inbound call centers and customer service
centers, workers on company telephone switchboards,
call center agents working in customer service, complaints management or order departments, hotline staff,
service center staff, contact center staff, market research
and opinion polling agents, workers in dialog marketing
and telephone sales, telephone agents, staff in customer
service centers and customer dialog specialists.

SFCALL Success Factors Call Center
Author

ings of the validation study, the tests that best predict the
success of inbound and outbound call center staff were selected for the test set.

SCHUHFRIED GmbH

Application

The test set SFCALL Success Factors Call Center is used
to select inbound and outbound call center agents; it tests
cognitive abilities and personality traits known to be relevant to work in this field. Candidates’ suitability can be
assessed separately for inbound and outbound work. The
test set can be used with respondents aged 15 and over.

Administration

Theoretical background

Scoring

Selection of the dimensions and tests in SFCALL is based
on a number of validation studies. Most weight was attached
to the most recent such study, which was conducted jointly
with a large German call center. Following a requirements
analysis, a relatively broad test battery covering a large
number of dimensions was used in the validation study. Call
center agents’ test results were compared with appropriate
criteria of success (e.g. call time, orders per unit of time).
The criterion validity of the tests was calculated separately
for inbound and outbound workers. For the inbound sector a validity (uncorrected R) of 0.5 was obtained; for the
outbound sector the figure was 0.4. On the basis of the find-

Administration of the test set is flexible and can be adapted
to the requirements of the specific setting. Dimensions can
be removed from the test set and breaks can be inserted.
The Fit score can only be reported if the complete test set
has been administered.
The candidate’s results on the individual dimensions are
displayed both in a table showing the raw score and percentile rank norm score and in a profile. In addition, Fit
scores are calculated separately for inbound and outbound
work. The Fit scores in permille show how closely the candidate matches the criteria of the inbound or outbound profile. The closer the Fit score is to 1000, the more suited is
the applicant for inbound or outbound work. In addition, a
written report can be created for each candidate; this describes the person’s results on the individual dimensions
and includes the inbound and outbound Fit scores.

Dimensions

The SFCALL test set comprises the following dimensions and tests, which the validation study
has shown to be relevant predictors of the success of call center agents:

Dimension

Inbound/
outbound

Test

Test form/
Subtest

Reliability

Length in
minutes

Cognitive abilities
Performance level

Inbound/outbound

AHA

Coding
symbols

OPT1

approx. 10

Multi-tasking

Inbound

SIMKAP

S2

0.94

approx. 17

Verbal ability

Inbound

INSSV

S2

0.742

approx. 102

Aspiration level

Outbound

AHA

Coding
symbols

OPT1

-

Frustration tolerance

Inbound

AHA

Coding
symbols

OPT1

-

Conscientiousness

Inbound/outbound

BFSI

S1

0.9 – 0.97

approx. 6

Quality of work

Outbound

BACO

Unfavorable
working
conditions

0.75

approx. 17

Stress tolerance

Inbound

SIMKAP

S2

0.89

-

Empathy in customer contact

Outbound

SKASUK

-

0.66

approx. 2

Good-naturedness

Outbound (low
good-naturedness)

BFSI

S1

0.88

approx. 2

Striving for social acceptance

Inbound

SKASUK

-

0.65

approx. 2

Total length

approx. 66

Motivation

Stress tolerance

Customer orientation

1
2
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OPT = Objective personality test. In line with the authors’ recommendations, calculation of the AHA’s reliability was not considered meaningful.
Provisional estimate on the basis of the data available to date.
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Overview of the SAROAD Test Set

SAROAD
Safety Assessment Road

SAROAD Safety Assessment Road

The safety of passengers and other road users and the protection
of the goods being conveyed are a top priority for many transport
operators and companies involved in passenger and freight transport. The SAROAD Safety Assessment Road test set in the Vienna
Test System HR helps in finding the safest drivers or devising training
schemes for drivers who have been involved in an accident.
Who can be tested with SAROAD

Author

SCHUHFRIED GmbH

Application

Using SAROAD on a mobile basis

The SAROAD Safety Assessment Road test set is designed for drivers of trucks, buses, emergency vehicles,
taxis, hazardous and heavy load vehicles, tankers, car
transporters, mobile cranes, dumper trucks and other
large commercial vehicles such as road trains, gigaliners
and long combination vehicles.

The Vienna Test System HR can be used on desktop PCs,
laptops, tablet computers or over the internet – so testing
can be carried out anywhere. SCHUHFRIED can supply a
practical carry case for transport purposes.

Tests that can be used to supplement SAROAD

Overcoming language barriers and
limited computer skills with SAROAD

The SCHUHFRIED portfolio contains many other tests that
may also be relevant to professional drivers, including:
ii A bility tests to test spatial ability, verbal ability,
peripheral perception and eye-hand coordination.
ii Personality tests to test aggression, alcohol dependency,
mental stability, readiness to take risks while driving,
self-control and sense of responsibility.

Using SAROAD for staff development

The SAROAD Safety Assessment Road test set is used not
only to identify unsafe professional drivers but also to devise specific measures for maintaining or restoring fitness to
drive. Diminished driving ability therefore does not need to
mean that the driving license must be relinquished. Traffic
psychology research shows that
intact attention functions are a
Worth knowing
particularly important aspect of
Studies show that 90% of all acsafe truck driving. It has been
cidents are caused by human erproved that these attention
ror. The worst 11% of drivers are
functions can be improved
responsible for 40% of incidents.
through cognitive training.

Read more

... about mobile testing on 		

page 18

Theoretical background

The instructions for the tests in the SAROAD test set are
available in up to 27 languages – at no additional cost. The
test items themselves are non-verbal. This means that the
test set can be used with people of different language backgrounds. Although the tests are
presented on a PC, no compuWorth knowing
ter experience is needed. The
SCHUHFRIED’s traffic
answers can also be entered
psychology tests are used
via a Response Panel.
in 67 countries.

Read more

...about the Response Panel on

The test set SAROAD Safety Assessment Road assesses
whether potential professional drivers (e.g. in local public
transport, long-haul transport or freight transport) possess
the necessary driving-related skills. It can be used as part
of the selection process for professional drivers in EU driving license classes I and II. The test set can also be used
to identify the training needs of experienced professional
drivers – for example after an accident or critical incident.
SAROAD is used worldwide and is a classic among the
test sets. The test set can be used with respondents aged
16 and over.
Development of SAROAD is based in scientific terms on the
action theory model of driving behavior of Groeger (2000):
the dimensions used can be assigned to Groeger’s three
postulated strands of “Action planningˮ, “Implementationˮ
and “Dealing with goal interruptions and conflictsˮ. The test
set is made up of a combination of ability dimensions that

are considered from a psychological perspective to be crucial to safe driving behavior and that have been found in
a number of validation studies to be particularly relevant.
The validities obtained in these studies amount to 0.68
(e.g. Risser, Sommer, Grundler, Chaloupka & Kaufmann,
2008).

Administration

Administration of the test set is flexible and can be adapted to the requirements of the specific setting. Dimensions
can be removed from the test set and breaks can be inserted. The Fit score can only be reported if the complete
test set has been administered.

Scoring

The candidate’s results on the individual dimensions are
displayed both in a table showing the raw score and percentile rank norm score and in a profile. In addition, a Fit
score is calculated which indicates the extent to which
the respondent meets the criteria. The closer the Fit
score is to 1000, the more suitable is the individual. A
report containing a written description of the test results
can be created if required.

page 16

Details of the traffic safety
studies cited
S
 miley, A. & Brookhuis, K.A. (1987): Alcohol, drugs and traffic safety. In:
J.A. Rothengatter, R.A. de Bruins (Eds.): Road users and traffic safety,
83-105. Assen: Van Gorcum.
 Schade, F. D. (2005): Lebt gefährlich, wer im Verkehrszentralregister
steht? Zeitschrift für Verkehrssicherheit, 1, 7-13.

Dimensions

The SAROAD test set comprises the following dimensions
and tests for verifying an individual’s ability to drive safely:

Test

Test form/
Subtest

Reliability

Length in minutes

AMT

S11

0.7

approx. 24

COG

S11

0.95

approx. 5

Stress tolerance, reactive

DT

S1

0.99

approx. 6

Reaction time

RT

S3

0.94 – 0.98

approx. 6

Obtaining an overview - traffic

ATAVT

S1

0.8

approx. 14

Dimension
Action planning
Logical reasoning
Implementation
Concentration
Dealing with goal interruptions and conflicts

Total length

26 . Vienna Test system HR
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The description of results in
the SAROAD Test Set
The test results are displayed as soon
as testing ends in the form of a chart
(“profileˮ), a table and a Word report.

References
A selection of our customers’ projects and testimonials

Wiener Linien, Austria
State transport company in Vienna,
the capital city

Profile

The profile diagram provides a useful
overview of the test results. The normal
range is shaded grey, so that deviations are immediately obvious.

Test Sets for the traffic sector: Safety Assessment Road

Implementation
Dealing with goal interruptions and conflicts
Stress tolerance, reactive
Reaction time, simple: reaction speed
Reaction time, simple: motor speed

TÜV Thüringen Fahrzeug GmbH & Co. KG, Germany
An expanding company in the field of assessing
fitness to drive

“The Vienna Test System has been in use at
Wiener Linien for more than seven years. The 6
systems on the local network function smoothly
and make a valuable contribution to the assessment and selection of trainees. The ease
of use, the storage and use of the results and
the way in which the test results are presented
have had a very positive impact on the entire
selection process and made it significantly faster. The thorough preparations for the project,
during which your company assisted us in every
way, was a major factor in the rapid installation
and short running-in phase. This enabled significant economic benefits to be achieved in a
short time.ˮ

Implementation
Dealing with goal interruptions and conflicts
Stress tolerance, reactive
Reaction time, simple: reaction speed
Reaction time, simple: motor speed

The test results and the respondent’s
details can be transferred into a report
template with a click of the mouse.
This report can be edited, printed and
saved using Microsoft Word ®.

Basler Verkehrsbetriebe, Switzerland

Bolloré Africa Logistics, Ivory Coast

Read more

Global assessment

In addition to the individual test results,
a highly valid global judgment (fit score)
of the respondent’s performance in the
SAROAD Safety Assessment Road test
set is provided. This is an assessment of
the tested driver’s driving-specific ability.

Studies

Other transport companies that use
the Vienna Test System:

Word-Report

... about these three versions of
the description of results on page 14–15

1. Flexible system
2. Simple and swift ordering process
3.	Ease of use for test administrators and respondents
4.	Broad scope of application
5.	Long tradition in traffic psychological assessment
6. Established in many EU countriesˮ

As a result of its many years’ experience in traffic psychology, SCHUHFRIED has built up a wide selection of
studies dealing with validation of the
tests in a driving context, test design
and various scoring methods. External academic reviews of the tests are
also available. Contact us!

Table

The table lists the test variables with
the respondent’s raw scores and parameter scores as well as the corresponding norm scores and confidence
intervals. The norm score comparisons
always relate to an age-independent
norm sample that is representative of
the driving population.

“TÜV Thüringen opted for the Vienna Test System for
the following reasons:

Ranking

In addition a ranking can be created in order to compare several respondents. The best candidates are listed at the top of the ranking.

AIR Liquide Austria GmbH, Austria

Ethel Athens, Greece
Federation of Professional Drivers, Ankara, Turkey
Postauto Schweiz AG
IBSR Institut Belge pour la Sécurité Routière, Belgium

Road

Ministerstvo na Transporta, Bulgaria
Les Courriers de l’Aube, Troyes, France

LBI für Unfallforschung, Vienna, Austria

TÜV Thüringen, Germany

Wiener Verkehrsbetriebe, Austria
Sonderbetrieb SE M.S., Bozen, Italy
Prodrive, Great Britain

Rostocker Verkehrsbetriebe AG, Germany

Stadtwerke Frankfurt, Marburg & Wiesbaden, Germany

Stuttgarter Straßenbahnen AG, Germany
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Overview of the SARAIL Test Set
SARAIL Safety Assessment Rail

SARAIL
Safety Assessment Rail

Author

SCHUHFRIED GmbH

Application

The test set SARAIL Safety Assessment Rail is a sophisticated and flexible tool for testing train drivers’ fitness to
drive. SARAIL identifies whether train drivers meet the requirements of the European Train Driver’s License. Fourteen cognitive, psychomotor, behavioral and personalityspecific abilities are tested. As well as being used to test
train drivers, SARAIL can also be used to select drivers of
other rail vehicles (e.g. rapid-transit train, metro, tram) and
applicants for safety-related jobs in the rail sector. The test
set can be used with respondents aged 18 and over.

The train driver’s job involves considerable responsibility. The combination of
constant concentration, monotonous work, fast speeds and shift work places
drivers under significant stress. Because of the danger potential and the level
of responsibility, the use of psychometric suitability tests for selection and
regular testing of train drivers is mandatory. The SARAIL Safety Assessment
Rail test set in the Vienna Test System HR helps rail companies identify the
best train drivers.
Tests that can be used to supplement SARAIL

SARAIL covers 14 ability dimensions. In addition, the
SCHUHFRIED portfolio contains many other tests that may
be relevant to drivers of rail vehicles. These include personality tests for testing aggression, alcohol dependency,
mental stability, self-control and sense of responsibility.
To meet the requirements profile of other staff in the rail industry (e.g. staff in customer service or administration), the
test set can be supplemented by other tests.

Adapting SARAIL to company-specific needs

Using SARAIL after an incident

The test set can be used to conduct a strengths and
weaknesses analysis of the drivers involved. On the basis of the results, individual training plans can be drawn
up. This specific approach
boosts the effectiveness
Worth knowing
of the intervention.

Biofeedback 2000x-pert and the cognitive training program CogniPlus
enable staff development measures
to incorporate products that are
coordinated with tests.

Theoretical background

Selection of the ability and personality tests included in the

SARAIL test set was based on EU directive EU/2007/59/EC,
which requires not only ability dimensions but also personality dimensions to be assessed. In methodological terms
the tests used meet the highest standards of modern psychological and psychometric assessment.

Administration

Administration of the test set is flexible and can be adapted
to the requirements of the specific setting. Dimensions can
be removed from the test set and breaks can be inserted.

Scoring

The candidate’s results on the individual dimensions are
displayed both in a table showing the raw score and percentile rank norm score and in a profile. A report containing a written description of the test results can be created
if required.

Dimensions

The SARAIL test set comprises the following tests and dimensions for assessing ability and personality factors relevant in the field of rail psychology:

Tests

Test form/Subtest

Reliability

Length in
minutes

Concentration

COG

S11

0.95

approx. 5

Vigilance

WAFV

S2

0.96

approx. 32

Memory

VISGED

S11

0.73

approx. 13

Logical reasoning

INSSV

S2

1

0.78

approx. 151

Verbal ability

INSSV

S2

0.741

approx. 101

Dimension
Attention

Company-specific questionnaires or knowledge tests
(e.g. to test knowledge of regulations) can be added to
the SARAIL test set by using the Test Generator. Specially created norms can also be imported. Upon request
the SCHUHFRIED consulting team will be happy to assist
with the necessary calculations.
The respondent database, the reWorth knowing
sults report or the ranking can be
Tests enable recruitment
adapted to your particular needs
to be objective, fair, standardeither by you or with assistance
ized and structured.
from SCHUHFRIED.

Cognitive abilities

Reactive behavior & visual functions
Stress tolerance, reactive

DT

S1

0.99

approx. 6

Reaction time

RT

S3

0.94

approx. 6

Visual perception

LVT

S2

0.92

approx. 13

2HAND

S3

0.96

approx. 4

Sensomotor functions
Eye-hand coordination

Work-related aspects of personality

1
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Emotional stability

BFSI

Social confidence,
Emotional robustness

0.83

approx. 2

Extraversion

BFSI

Sociability, Assertiveness

0.83

approx. 2

Conscientiousness

BFSI

Sense of duty, Ambition

0.93

approx. 2

Openness

BFSI

Openness to actions,
Openness to ideas

0.9

approx. 2

Agreeableness

BFSI

Genuineness, Willingness to help

0.83

approx. 2

Total length

approx. 114

Provisional estimate on the basis of the data available to date.
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The description
of results in the
SARAIL Test Set

References
The Vienna Test System is the international standard for the
targeted measurement of all the special abilities needed
in safety-related jobs. It is the leading and internationally
recognized instrument for computerized psychological assessment. No other test system has been more frequently

The test results are available as soon
as testing ends in the form of a chart
(“profileˮ), a table and a Word report.
Cognitive abilities

Profile

In the profile diagram the normal
range is shaded grey, so that deviations as well as strengths and weaknesses are immediately obvious.

Test Sets for the traffic sector: Safety Assessment Rail

Stress tolerance, reactive
Reaction time, simple: reaction speed
Reaction time, simple: motor speed
Sensomotor functions

DB GesundheitsService GmbH, Germany
Until 2006 a company affiliated to
Deutsche Bahn AG

Word-Report

The test results can be transferred into a
report template with a click of the mouse.
This report can be edited, printed and
saved using Microsoft Word®.

Read more

... about these three versions of
the description of results on page 14–15

Cognitive abilities

Stress tolerance, reactive
Reaction time, simple: reaction speed
Reaction time, simple: motor speed
Sensomotor functions

A selection of our customers’ projects and testimonials.

SBB Personal Diagnostik, Switzerland
Part of a Service Center of Schweizerische
Bundesbahnen SBB AG

“For more than a year now we have been trying
out the twelve individual tests from the Vienna Test
System that we have acquired, using them in pilot
form for assessments carried out within Deutsche
Bahn AG and for other customers. Our experience
of using the equipment and the individual tests can
be summarized as follows: The daily use of the
Vienna Test System […] has not revealed any significant problems. The equipment is reliable. By far
the majority of the people who have taken the tests
have had either no problems or only very minor
ones in coping with the system in the way in which
we use it. The use of the VTS has played a significant part in optimizing our suitability assessment
procedures and making them more flexible. […]
When the system was introduced it was a great
help to us that your technical department was able
to take account of distinctive local features and incorporate them into the set-up. Once again, many
thanks for that.ˮ

Table

The table lists the results and relates
them to the scores of a comparison
group. It shows the test variables, the
raw scores obtained and the corresponding norm scores.

chosen by international rail companies than the Vienna Test
System. All these companies have used the Vienna Test System with great success and to their complete satisfaction.

Indian Railways, India
Indian state railway company with a
country-wide monopoly on rail transport
“We wish to acknowledge the services rendered
by your company during supply of Vienna Test
System (VTS) to Indian Railways with great satisfaction. During our visit to your company […]
we got an opportunity to interact with your scientific personnel. We were amply impressed by
their professional attitude and depth of knowledge. We specially appreciate your gesture for
providing technical support in analysis of data,
collected on VTS during the preliminary trials on
Indian Railway personnel. […]ˮ

“Since 2001 we have been incorporating the Vienna Test
System (VTS) into our procedures, using its different components to clarify a range of issues relating to performance
and personality assessment. In choosing the VTS we were
influenced both by the content of the system and by economic considerations. The company’s scientific approach
and its wealth of experience were also important factors.
For the last four years we have been using more than 40
VTS systems at locations all over Switzerland and we
make use of a range of tools and tests in German, French
and Italian.
The tests are used for the following types of assessment:
ii Suitability tests for train drivers
ii Individual aptitude assessments for train drivers
ii Investigations for other safety-related functions
ii Assessment of potential for a range of jobs and functions
ii Selection tests for a range of jobs and functions
[…] The VTS is simple and economical to use as an assessment tool. It is also easy to make temporary changes
to the tests or the method of scoring if required. We very
much appreciate the clear and straightforward presentation of results.
Since our work involves using the VTS all over the country
with different customers and for the clarification of different
issues, we need flexible software with which we can quickly
incorporate changes (layout, own norms etc.). In these respects we are very satisfied with the VTS, and we should
particularly like to highlight the very skilled and reliable customer service which deals quickly and simply with our individual needs. […]ˮ

Ranking

The additional Ranking module can
be used to compare a number of respondents and list them from best to
worst in order of performance.

Read more

… about the ranking on page 15
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Other rail companies that use
the Vienna Test System:

Rail

DBGS GmbH (Deutsche Bahn AG)

Dutch Railways

Österreichische Bundesbahn

Queenlands Rail, Australia Swedish Railways
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Test Sets for the traffic sector: Safety Assessment Aviation

Overview of the SAAIR Test Set

SAAIR
Safety Assessment Aviation
The growing complexity of aviation not only increases the demands
placed on pilots but also requires higher standards of the aviation
psychology tests used to identify suitable candidates. The SAAIR
Safety Assessment Aviation test set helps airlines find the best
flight captains and air traffic controllers.
Who can be tested with SAAIR

The SAAIR test set is tailored to the needs of civil and military aviation and covers three areas:
ii Selection of civil and military pilots and air traffic controllers
ii Preselection of candidates for testing in a flight simulator
ii Regular testing of pilots’ fitness to fly
SAAIR can be used to select pilots of all types, such as
aircraft pilots, sports aircraft pilots, helicopter pilots and airship pilots.

Tests that can be used to supplement SAAIR

In addition to the SAAIR test set SCHUHFRIED provide
many other tests that may be relevant to pilots. These include
personality tests for testing decision quality and speed, extraversion, emotionality, mental
stability, self-control and
Worth knowing
sense of responsibility.

The S4 test form of the SMK test was
developed especially to test the suitability of helicopter pilots. As well as involving eye-hand coordination, the test
requires the segment of a circle on the
computer screen to be controlled using
foot pedals. Read more on page 48.

The quality criteria that SAAIR meets

All the tests in the SAAIR test set have been designed to
meet the highest psychometric standards and have been
tested in accordance with the standards of modern psychological assessment methods. The psychological assessment involves only methods based on scientific principles.
The test set is the subject of constant development and scientific research, thus ensuring its effectiveness for a wide
range of psychology-related civil and military applications.
The key features of the test set are:
ii simple to use
ii efficient and modern tests
ii diagrammatic and verbal reports

Literature
We shall be happy to send you the following published study of the validation of the SAAIR test set:
Sommer, Olbrich, Arendasy, Improvements in Personnel Selection with
Neural Networks: A Pilot Study in the Field of Aviation Psychology, International Journal of Aviation Psychology, 14(1), 103–115.

SAAIR Safety Assessment Aviation
Author

Administration

SCHUHFRIED GmbH

Administration of the test set is flexible and can be adapted
to the requirements of the specific setting. Dimensions can
be removed from the test set and breaks can be inserted.

Application

The test set SAAIR Safety Assessment Aviation is used
both for the selection and regular testing of the fitness to fly
of pilots in civil and military aviation and for air traffic controllers. SAAIR tests criteria relevant to aviation psychology such as stress tolerance, memory, spatial ability and
psychomotor coordination. The test set can be used with
respondents aged 18 and over.

Scoring

The candidate’s results on the individual dimensions are
displayed both in a table showing the raw score and percentile rank norm score and in a profile. A report containing a written description of the test results can be created
if required.

Theoretical background

Selection of the ability tests relevant to aviation psychology was based partly on the former JAR-FCL3, subparts
A, B and C Section 2, and partly on metaanalysis to predict training outcomes or performance in a flight simulator.
In methodological terms the tests used meet the highest
standards of modern psychological and psychometric assessment. Some of them have been developed and validated specifically for the aviation psychology sector. A
number of validation studies of individual tests and combinations of tests demonstrate the tests’ ability to predict
whether a candidate is likely to pass a flight simulator test
in either a civil or a military aviation setting.

Read more

Request the SAAIR test set manual with descriptions
of the theoretical background, the individual dimensions, validation and much more.

Dimensions

The SAAIR test set comprises the following tests and dimensions for assessing ability factors relevant in the field of aviation psychology:

Test

Test form/
Subtest

Reliability

Length in minutes

Focused attention

SIGNAL

S3

0.88 – 0.91

approx. 25

Vigilance Air

VIGIL

S1

0.74 – 0.98

approx. 32

Logical reasoning

INSBAT

S2

0.8

approx. 31

Numerical ability

INSBAT

S2

0.8

approx. 40

Spatial ability Air

PST

-

0.83

approx. 30

Memory

VISGED

S11

0.73

approx. 13

DT

S1

0.99

approx. 6

SMK

S1

0.96

approx. 10

Dimension
Attention

Cognitive abilities

Reactive behavior & visual functions
Stress tolerance, reactive
Sensomotor functions
Eye-hand coordination

Total length

34 . Vienna
WIENER Test
TESTSYSTEM
system HR

approx. 187
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The description of results in
the SAAIR Test Set
The test results are available as soon
as testing ends in the form of a chart
(“profileˮ), a table and a Word report.

Safety Assessment Aviation

Profile

In the profile diagram the normal range
is shaded grey, so that deviations are immediately obvious.

Cognitive abilities

Spatial ability Air
Stress tolerance, reactive
Sensomotor functions

Test Sets for the traffic sector: Safety Assessment Aviation

References
A selection of our customers’ projects and testimonials

Lufthansa AG, Germany
Internationally active civil aviation company

Military Medical Academy, Bulgaria
Centre of Military Medical Expertise and Aviation Medicine
Aviation Psychology and Flight Safety Department

“Online tests are used by Lufthansa in Germany
as part of the switch to an applicant preselection process that is conducted entirely over the
Internet. […] Since it was introduced more than
ten thousand applicants and enquirers have
undergone the testing procedure as part of the
online preselection process for particular job
families. After an adjustment phase the testing
procedure has become an effective selection
mechanism that has cut costs for us at later
stages of the application process. As well as
making the process more efficient, the system
has also increased the quality of preselection.
We should therefore like to thank you for dedicated and professional cooperation. Formal
and technical adaptation of the tests in our
technical environment also went smoothly and
we look forward to the further analyses.ˮ

“The form in which the products are offered is always in
line with the latest requirements, and, at the same time,
working with them is enjoyable, does not pose any difficulties both for the respondents and the operator; it has a
clear, simple and unambiguous design. […] The way results are delivered is very informative, and the operators
select on their own the options they need to have displayed
on the monitor and in print. Data archiving is excellent and
allows data review for a particular respondent and searching for groups of respondents.
The high transparency and credibility in delivering tests to
the client are remarkable - the operator may always receive
detailed and precise information regarding the process of
calibrating and validating each particular test. Moreover, the
client is supplied with the results of the different groups of
volunteer respondents, used in the testing, development and
validation of instruments. Thus, the process of validation and
norming remains continuous and accessible to those clients,
who introduce a particular test in their own country or in specific population groups (according to age, education, profession, clinical groups, etc.). The fact that the company clearly
informs its clients about the cases of undergoing norming of
results for a particular test also deserves high respect. […]

Table

The table lists the results and relates
them to the scores of a comparison
group. It shows the test variables, the
raw scores obtained and the corresponding norm scores.

One of the company’s merits is its endeavor towards continuous enhancement of the testing software and the introduction of new and practical tests. […]ˮ

Cognitive abilities

Spatial ability Air

Word-Report

The test results can be transferred into a
report template with a click of the mouse.
This report can be edited, printed and
saved using Microsoft Word®.

Read more

... about these three versions of
the description of results on page 14–15

Stress tolerance, reactive
Sensomotor functions

Other organizations that use the Vienna Test System:

Belgian Air Force

Civil Aviation Medical Centre, Taiwan

Aviation

Selectionscenter Stordahl, Norway

Dutch AirCivil
Force
ICAO – International
Aviation Organization, Brazil

Institute of Aviation Medicine, Czech Republic

Royal Danish Air Force
Military Institute of Aviation Medicine, Poland
Swiss International Airlines

36 . Vienna Test system HR

Vlieger Selectie, Utrecht, Netherlands
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Training
Individuals’ current status as assessed by the Vienna
Test System HR can form the basis for designing efficient
and effective training schemes.
Targeted training measures cannot be derived from general statements such as “I’m not getting on wellˮ, “My colleague often makes mistakesˮ or “My colleague is suffering from stressˮ. Successful measures require an analysis
of the current situation with regard to both the organization
and the individual. With the Vienna Test System HR the
abilities, skills and competences of employees or clients
can be reliably and exactly measured.
From the ability and personality profile thus obtained you
can identify an effective program for bringing the employee or client up to the desired target level. It is sometimes
necessary to target deficits specifically; in other situations
it may be better to promote compensation strategies for
dealing with these deficits.

Profile comparison function

The “profile comparisonˮ function in the Vienna Test
System HR can be used to compare the results of up to
seven test sessions. This means that you can verify the
progress made by the employee or client during training
(intra-individually).

Profiling function

You can use the “profilingˮ function to define the target
profile – i.e. the ideal combination of ability and personality traits for the job – and then identify the areas in which
the employee or client fits or does not fit the profile. Efficient and effective training measures can be derived from
this in-depth analysis.

Simulated situations

The Vienna Test System HR can also be used for experimental studies. While the test task remains the same, the
test situation is varied, e.g. by external stressors (noise,
background music, announcements, unusual environment, change of lighting). The information acquired from
observation of the respondent’s behavior and the structure of the test results and test reactions (which are detailed in the test protocol) contributes to the drawing up
of the training plan.

38 . Vienna Test system HR

Test protocol function

For each test result there is a test protocol. This provides
information at item level – i.e. it gives details of how each
item was answered, whether it was worked quickly or
slowly and (only for intelligence and ability tests) whether
the answer was right or wrong and whether the answer
initially entered was subsequently corrected. Analysis of
the item protocol provides useful suggestions for training,
especially if a particular structure to the response behavior is detected (e.g. under stress the respondent never
reacted to auditory stimuli but only to visual ones).

THE DIMENSIONS IN THE
VIENNA TEST SYSTEM HR
and the tests with which these
dimensions can be measured.

SCHUHFRIED provides two software programs that are
coordinated with the Vienna Test System HR and can be
used for training:

Improve memory and attention with CogniPlus

CogniPlus is a software program from SCHUHFRIED that
can be used to boost cognitive performance. The 15 CogniPlus modules train functions such as attention, working memory, long-term memory and planning and action
skills.

Relax with Biofeedback 2000 x-pert

Biofeedback helps maintain health and capacity by enabling people to learn relaxation techniques. In the field
of HR Biofeedback can be used for conditions such as
muscle tension or anxiety states or to correct physical
posture. With Biofeedback, staff who need to be prepared
to deal with particularly demanding situations can learn
to regulate their stress levels. Biofeedback 2000 x-pert is
SCHUHFRIED’s wireless biofeedback system.
Use the Vienna Test System HR, CogniPlus and Biofeedback 2000 x-pert für efficient intervention and training under
simulated stress conditions.

Attention
Cognitive abilities
Reactive behavior &
visual functions
Sensomotor functions
Work-related aspects
of personality

Vienna Test system HR
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Dimensions

Dimensions

Attention

Cognitive abilities

Working accuracy vs. Working speed

Vigilance

Anticipation of movement

Knowledge of English

The dimension Working accuracy vs. Working speed describes the quantity and quality of the individual’s concentration or attention.
ii The subdimension Working accuracy measures the
quality of performance.
ii The subdimension Working speed measures the quantity of performance.

Vigilance is the ability to focus attention persistently over
lengthy periods of time on one or more sources of information, in order to detect and respond to small changes in the
information received. The relevant stimuli typically occur
only at very irregular intervals and at very low frequency
among a large number of irrelevant stimuli. Vigilance can
be measured both visually and aurally

Anticipation of movement describes the extent to which
someone can focus on a movement and correctly estimate
the movement of objects in terms of both space and time.

A person’s knowledge of English is measured by the following subdimensions:
ii T he subdimension Text comprehension describes a
person’s ability to read and understand English texts.
ii The subdimension Grammar describes a person’s ability
to solve English grammar items correctly.
ii The subdimension Vocabulary describes the extent of
someone’s knowledge of English vocabulary.

When assessing the quality of concentration, the two subdimensions must always be considered in combination
since, for example, a fast working speed combined with
many errors is often not advantageous.

Test:
Working accuracy vs. working speed is measured by
the SIMKAP test (Simultaneous Capacity/Multi-tasking).
It measures how accurately and how fast someone can
perceive and process information – in other words, the
degree of concentration with which he or she works. Items
that are highlighted in the left-hand column must be identified and highlighted as quickly as possible in the righthand column.
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Test:
Vigilance is measured by the WAFV test (Perception and
Attention Functions – Vigilance). In this test the respondent is presented with visual and auditory stimuli that occasionally diminish somewhat in intensity. The task is to react
in these occasional cases, which constitute about 5 % of
the stimuli.

Test:
Anticipation of movement is measured by the ZBA test
(Time/Movement Anticipation). In this test a green ball appears on the screen, moving slowly. At an unpredictable
moment the ball disappears and two red lines appear. One
line passes through the point at which the ball has just
vanished. The other is the target line.
ii Anticipation of time is measured by instructing the
respondent to indicate when the ball will reappear at the
target line. He does this by pressing a button at what he
considers to be the appropriate moment.
ii To measure Anticipation of movement, the respondent
is additionally asked to indicate the place where the ball
will cross the target line. This is done by means of two
keys that control an arrow on the screen.

Test:
English is assessed by the ELST test (English Language
Skills Test). This consists of three subtests – one for each
of the three subdimensions text comprehension, grammar
and vocabulary.
ii In the Text comprehension subtest various English texts
are read; incomplete sentences that relate to certain aspects of the text must then be completed from the answer
options provided. The texts are divided into three classes
of difficulty (easy, moderate, difficult).
ii The Grammar subtest measures a person’s knowledge
of grammar and ability to use it. Three frequency classes
are used, ranging from frequency class 1 containing infrequently used grammatical structures to frequency class 3
with frequently used grammatical structures.
ii The Vocabulary subtest tests a person’s ability to assign
the correct meaning to a given term. The task is to select
the correct synonym or antonym for a presented word.
To reduce ambiguity, the keyword is presented within a
simple sentence. Four frequency classes of words are
distinguished, from frequency class 1 containing very
rare words to frequency class 4 containing very common
words.

Vienna Test system HR
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Dimensions

Dimensions

Cognitive abilities
Memory

Logical reasoning

Multi-tasking

Memory is the ability to retain, organize and later retrieve
perceived information. Memory is measured in the Vienna
Test System HR by the following subdimensions:
ii The subdimension Short-term memory involves the
ability to retain visual information for a short time and
reproduce it correctly.
ii The subdimension Long-term memory involves the
ability to retain information long-term, integrate it into
one’s knowledge base and retrieve it correctly.

Logical reasoning is also termed fluid intelligence. It describes the ability to identify regularities, understand the
implications of statements and draw logical conclusions.
Fluid intelligence is largely innate or inherited; the environment has little impact on it. For this reason it is also termed
“cognitive potentialˮ and is a very good predictor of longterm occupational success.

Multi-tasking describes a person’s ability to master work situations in which different requirements must be coordinated and
a number of tasks must be handled at the same time.

Long-term memory is measured by the Long-term memory
subtest of the INSSV (Intelligence Structure Battery – Short
Form). In the memorizing phase of this test the profiles of
eight fictitious people must be learned (name, date of birth,
occupation, telephone number, hobbies, marital status,
smoker/non-smoker). In an intermediate phase other tests
are administered, and in a test phase the learned information is tested by means of multiple-choice questions.
Tests:
Short-term memory is measured by the VISGED test (Visual
Memory Test). In this test a street map is shown briefly on
the screen. The map is marked with different symbols (e.g.
a cross for the hospital, a book for the library, etc.). The
nature and position of the symbols must be memorized and
later remembered correctly.
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Test:
Logical reasoning can be measured in the Vienna Test
System HR either by a short form or by an adaptive long
form. The short form is the Figural inductive reasoning
subtest from the INSSV (Intelligence Structure Battery –
Short Form), while the adaptive long form is the Figural
inductive reasoning subtest from the INSBAT (Intelligence
Structure Battery). In both subtests the respondent is
shown a 3 x 3 matrix; eight of the nine fields contain figures
that are arranged in accordance with various rules. The
short form has a time limit of 15 minutes. In the long form
there is no time limit and the test is administered adaptively. This means that the respondent’s ability is continuously
assessed and the difficulty of the items is adapted precisely to his level of skill. The test ends when the required
reliability of 0.8 is achieved or a particular time limit is exceeded. The adaptive test form therefore measures logical
reasoning with greater precision. In addition test security
is higher, because different items are presented depending
on the respondent’s ability.

Test:
Multi-tasking is measured by the SIMKAP test (Simultaneous Capacity/Multi-tasking). Subtests 1 uses routine tasks to
measure someone’s Working accuracy and Working speed
under normal, uninterrupted conditions (baseline). In Subtest
2 simple reasoning tasks are to be solved. Subtest 3 measures multi-tasking ability by combining the preceding tasks –
i.e. routine tasks for measuring Working accuracy vs. Working
speed must be processed at the same time as problem-solving tasks.

Vienna Test system HR
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Dimensions

Dimensions

Cognitive abilities
Numerical ability

Spatial ability

Technical comprehension

Verbal ability

Numerical ability is the ability to understand basic mathematical principles and use them to solve practical problems. It includes the ability to use the basic arithmetical
operations as well as a person’s “feelˮ for numbers. These
are basic abilities that are required in everyday working
life and that form the basis for the acquisition of higher
mathematical skills.

Spatial ability describes the ability to picture objects in
one’s mind and if necessary manipulate them mentally
(e.g. by rotation). It involves mentally transforming objects
that are depicted in two dimensions into three-dimensional
ones; one must also be able to switch between different
views of them in one’s mind.

Technical comprehension describes the ability to understand and describe technical drawings and instruments,
recognize the significance of their components and be able
to explain how the parts relate to each other. It includes the
ability to grasp and describe technical principles (e.g. the
effect of a lever) encountered by everyone in everyday life.

Verbal ability describes an aspect of a person’s crystallized
intelligence. Crystallized intelligence includes all skills that
are learned in the course of life or determined by the environment. The verbal abilities assessed in the Vienna Test
System HR include the extent of a person’s vocabulary and
the ability to retrieve knowledge from memory for problemsolving purposes. This dimension does not measure either
the ability to express oneself or grammatical knowledge.

Tests:
Spatial ability can be measured in the Vienna Test System
HR by a short form, an adaptive long form or a form for use
in aviation psychology.

Test:
Technical comprehension is measured by the MTA test
(Mechanical/Technical Comprehension). This is a nonverbal test that measures a person’s understanding of the
functioning of mechanical and technical processes. The
respondent is shown diagrams of “apparatusˮ that illustrate
simple technical movements. For a maximum of 30 seconds, he is first shown how an apparatus works. He is then
shown four construction plans. He must first identify the
plan that does not permit the movement of the apparatus
that has been shown, and then identify the one that does
permit this movement.

Tests:
Numerical ability can be measured in the Vienna Test System HR either by a short form or by an adaptive long form.
The short form is the Arithmetical flexibility subtest from
the INSSV (Intelligence Structure Battery – Short Form),
while the adaptive long form is the Arithmetical flexibility
subtest from the INSBAT (Intelligence Structure Battery).
In both forms the respondents are given arithmetical tasks.
The aim is to identify the missing operators and insert them
in the empty boxes. The short form has a time limit of 15
minutes. In the long form there is no time limit and the test
is administered adaptively. This means that the respondent’s ability is continuously assessed and the difficulty of
the items is adapted precisely to his level of skill. The test
ends when the required reliability of 0.8 is achieved or a
particular time limit is exceeded. The adaptive test form
therefore measures numerical ability with greater precision. In addition test security is higher, because different
items are presented depending on the respondent’s ability.

The short form is the Spatial ability subtest from the INSSV (Intelligence Structure Battery – Short Form), while the
adaptive long form is the A3DW (Adaptive Spatial Ability
Test). In both forms each item involves a test cube and six
comparison cubes. Each cube has different patterns on
each of its six sides, of which only three are visible. On
the basis of the patterns that are visible, the respondent
must decide whether one of the six comparison cubes is
identical to the test cube. The short form has a time limit
of 15 minutes. In the long form there is no time limit and
the test is administered adaptively. This means that the
respondent’s ability is continuously assessed and the difficulty of the items is adapted precisely to his level of skill.
The adaptive test form therefore measures the dimension
of spatial ability with greater precision. In addition test security is higher, because different items are presented depending on the respondent’s ability.

Tests:
Verbal ability can be measured in the Vienna Test System
HR either by a short form or by an adaptive long form. The
short form is the Word meaning subtest from the INSSV
(Intelligence Structure Battery – Short Form), while the
adaptive long form is the Word meaning subtest from the
INSBAT (Intelligence Structure Battery). In both forms the
respondent is presented with a succession of terms and
must select from the four alternatives offered the term that
is most similar in meaning to the starting term. The short
form has a time limit of 10 minutes. In the long form there
is no time limit and the test is administered adaptively. This
means that the respondent’s ability is continuously assessed and the difficulty of the items is adapted precisely
to his level of skill. The test ends when the required reliability of 0.8 is achieved or a particular time limit is exceeded.
The adaptive test form therefore measures verbal ability
with greater precision. In addition test security is higher,
because different items are presented depending on the
respondent’s ability.

For aviation psychology the PST (Pilot’s Spatial Test)
is used. In this test an airplane is shown on the screen
and the task is to decide what changes
of position (rotations about three spatial
axes) have taken place between two consecutive states. The states are depicted
by means of picture pairs with flight position information such as might be obtained when flying either by sight or by
instruments.
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Dimensions

Dimensions

Reactive behavior & visual functions

Obtaining an overview - traffic

Stress tolerance, reactive

Peripheral perception

Reaction time

Reactive stress tolerance involves the individual’s ability
to react quickly and accurately even when under stress. To
place the person in a stressful situation, stimulus presentation is adapted to the respondent’s ability level.

Peripheral perception is the perception of objects and
stimuli outside the visual fixation point. Peripheral vision is
very efficient for the perception of movement; it functions
primarily via rods that are sensitive to light and dark. This
is why, for example, conspicuous traffic signs flash or use
high-contrast colors.

Reaction time involves the ability to react to one or more stimuli
as quickly and accurately as possible. A distinction is made
between the subdimensions:
ii Simple reaction ability: The motor action is triggered by
a simple signal. This signal is followed by a pre-defined
sequence of movements. The signal may be delivered
acoustically, visually or kinesthetically.
ii C omplex reaction ability: This involves the ability to
respond to several different signals. It makes greater
demands on cognitive processes than simple reaction
ability.

In the literature on the visual aspects of driving, peripheral perception is discussed mainly in connection with the
estimation of speed, control of the vehicle and monitoring
of the driving environment. Because Peripheral perception
functions are an important aspect of driving, it is assumed
that deficiencies or failures of Peripheral perception are a
major cause of accidents. Professional drivers in Germany
must have a visual field of at least 140°; in Austria the minimum is 160°.

Obtaining an overview is generally understood to be the
ability to rapidly identify objects and visual patterns. A quick
and accurate grasp of complex visual situations is particularly important when driving.

Test:
Obtaining an overview when driving is measured by the
ATAVT (Adaptive Tachistoscopic Traffic Perception Test).
Pictures of traffic situations appear briefly on the screen.
After seeing each picture, the respondent is asked to state
what was in it, choosing from five answer options that are
given.

Test:
Reactive stress tolerance is measured by the DT (Determination Test). The test uses five optical stimuli of different
colors, two different acoustic stimuli and two signals for
the foot-operated keys. To all of these the respondent must
react as quickly as possible by pressing the corresponding
button on the Response Panel or the corresponding foot
pedal. The program adapts to the respondent’s ability level
by varying the speed of stimulus presentation.

Visual perception

Test:
Peripheral perception is measured by the PP (Peripheral
Perception) test. Administration of this test requires the
foot-operated keys and an external input medium consisting of light diode strips that are attached to the left and
right of the monitor. These light-emitting diodes generate light stimuli that move at a pre-set speed (in regular
“jumpsˮ). Critical stimuli appear at pre-defined intervals;
the respondent reacts to these by depressing the foot pedal. At the same time a moving ball needs to be kept within
the cross hairs on the screen. This prevents the respondent turning his head and at the same time enables divided
attention to be measured.

Tests:
Simple reaction ability is measured by the RT (Reaction Test).
The test requires the respondent to press a particular key as
soon as the critical stimulus is presented. It must be worked
using the Response Panel.

Visual perception involves the reception and processing of
visual stimuli. As long ago as the 1960s researchers began
to use line maze tests in assessments of fitness to drive, in
order to test visual orientation. Such tests were also used
to test perception in driving situations.

Complex reaction ability is measured by the MDT (Movement
Detection Test). In this test the respondent must react to visual
movement signals with the motor reaction corresponding to
the particular signal.

Test:
Visual perception is measured using the LVT (Visual Pursuit Test). The respondent is presented with a tangle of
lines and must find the end of a specified line as quickly as
possible. Tracing the lines with the fingers is not allowed.
The respondent can work at his own pace.
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Dimensions

Dimensions

Sensomotor functions
Eye-hand coordination

Eye-hand-foot coordination

Fine motor skills

Eye-hand coordination tests how well someone can convert visual information into hand movements – in other
words, how well they can coordinate eye and hand in making fine, small-scale movements.

Eye-hand-foot coordination tests how well someone can convert visual information into hand and foot movements – in
other words, how well they can coordinate eyes, hands and
feet in making fine, small-scale movements.

Fine motor skills involve the ability to carry out different
hand, arm and finger movements in a controlled and coordinated manner. The following subdimensions are measured
(separately for each hand):
ii The subdimension Steadiness measures a person’s
ability to adopt a particular arm/hand position and maintain it with as little change as possible for a relatively
long period of time.
ii The subdimension Accuracy of movement measures a
person’s ability to hit a specified series of small targets in
quick succession.
ii The subdimension Precision of arm-hand movement
measures a person’s ability to carry out prescribed armhand movements precisely.
ii The subdimension Wrist-finger speed measures a
person’s ability to carry out repeated movements from
the wrist in situations in which only limited precision is
required.
ii The subdimension Hand and finger dexterity measures
a person’s ability to manipulate small objects quickly and
accurately with the fingers.

Test:
Eye-hand coordination can be measured in the Vienna
Test System HR in either two-dimensional or three-dimensional form.
ii Two-dimensional eye-hand coordination is measured
by the 2HAND test (Two-hand Coordination). This test
involves both sensomotor coordination between eye and
hand and coordination of the left and right hands. The respondent’s task is to move a red dot along a prescribed
track as quickly as possible, using two twist knobs or
joysticks. The track consists of three sections that make
different demands on the coordination between the eye
and the left and right hands.
ii Three-dimensional eye-hand coordination is measured by the SMK test (Sensomotor Coordination). The
task is to move a yellow circle segment that is displayed
in three-dimensional space into a required position.

Test:
The eye-hand-foot combination is measured by the SMK test
(Sensomotor Coordination). The task is to move a yellow circle segment that is displayed in three-dimensional space into
a desired position. This test form is a special form in which
the circle segment needs to be moved into the required position by manipulating the joystick and the two foot pedals.
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Test:
Fine motor skills are measured by the MLS test (Motor Performance Series). Administration of the MLS requires the MLS
Work Panel. This Work Panel measures 300x300x15mm;
it contains holes, grooves and contact surfaces. On either
side of the panel a stylus is attached; the stylus is used to
work the following tasks.

ii T he subdimension of Steadiness is measured by the
Steadiness subtest (one- or two-handed). In this subtest
the stylus must be inserted vertically in the required hole
without touching the sides or the base plate. Because
the holes vary in diameter, the task involves different difficulty levels. The speed of movement is irrelevant here.
ii The subdimension Accuracy of movement is measured
by the Aiming subtest (one- or two-handed), which involves 20 brass circles with a diameter of 5 mm that are
arranged in a line. The circles are 4 mm apart. The task
is to tap on each circle in the row as quickly as possible,
using the stylus, without touching the base plate.
ii The subdimension Precision of arm-hand movement
is measured by the Line tracing subtest (one-handed). In
this subtest the hollowed-out line must be followed with
the stylus without touching the sides or the base plate.
ii The subdimension Wrist-finger speed is measured by
the Tapping subtest (one- and two-handed) A square
plate with sides 40 mm in length must be touched with
the stylus as many times as possible within a fixed time.
In contrast to aiming, the target area in the case of tapping is larger and always the same. The demands on
precision are therefore significantly lower than in the
aiming task. The most important factor is speed.
ii The subdimension Hand and finger dexterity is measured by the Inserting pins subtest (one- and two-handed). In this subtest short and long pins must be taken
from a holder and inserted as quickly as possible into the
25 holes around the edge of the work panel. The holes
are 5 mm apart. The container with the short pins must
be placed 10 cm and the one with the long pins 30 cm
from the middle of the panel edge. This enables grip and
stretch movements of different lengths to be measured.
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Dimensions

Work-related aspects of personality
Resilience

Emotional stability

Extraversion

Frustration tolerance

In the Vienna Test System HR resilience is viewed as the
extent to which an individual is able to withstand stress –
i.e. the degree to which his resilience, performance and
mental state remain unaffected in a stressful situation.
In concrete terms resilience is measured by imposing a
number of requirements simultaneously.

Emotional stability describes how people handle their own
emotions and potential stresses. People with a high level of
emotional stability see themselves as emotionally stable,
calm, even-tempered, reflective and optimistic; even in stress
situations they do not readily lose their composure. Individuals with low emotional stability see themselves by contrast as
anxious; they more frequently report negative feelings, see
themselves as readily becoming irritated and losing control
and feel insecure in social interaction with others.

Extraversion describes individual tendencies in interpersonal behavior. Individuals who score highly on extraversion describe themselves as warm, sociable, outgoing,
good-humored, assertive, self-confident, energetic and
adventurousness. Individuals with lower levels of extraversion see themselves by contrast as somewhat reticent and
safety-¬conscious and having little interest in asserting
themselves. They prefer to be alone and independent or
else to interact with relatively small groups.

Frustration tolerance involves an individual’s ability to withstand frustration over an extended period without becoming demotivated. In the Vienna Test System HR the focus is
on the performance-related aspect of frustration – in other
words, the conflict between performance and aspiration.
The way in which an individual’s behavior changes over an
extended period of time is observed.

Test:
Resilience is measured by the Conflict of tasks subtest of
the objective personality test BACO (Resilience Assessment). In line with the usual in-tray concept, the test involves a simulation of an office situation. A main task (sorting files) and a secondary task must be completed. The
main task is represented in simplified form by letters (O
and L) which are scattered at random in the central part of
the screen; depending on the particular letter and its color,
these letters must be moved by means of drag-and-drop to
three different places. As a secondary task, various unpredictable typical office-related interruptions occur which require the respondent’s attention (e.g. doorbell, telephone,
computer with e-mail, secretary). However, while a secondary task is being dealt with it is not possible to work on
the main task. The instructions inform the respondent that
the aim is to handle both the main and secondary tasks.
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Test:
Emotional stability is measured by the BFSI (Big Five
Structure Inventory). Emotional stability can be measured
either as a short form involving the facets of Social confidence and Emotional robustness, or as a long form, in
which case the facets of Carefreeness, Equanimity, Positive mood, Social confidence, Self control and Emotional
robustness are assessed. The BFSI is a state-of-the art
test for comprehensive assessment of the personality
structure, based on the Big Five model. Using a four-point
answer scale, respondents indicate the extent to which the
given adjective or statement applies to them. In interpreting an individual’s results it should be borne in mind that
the information obtained is a self-assessment. The test
scores thus reflect the self-image that the individual has of
himself or that he wishes to portray.

Test:
Extraversion is measured by the BFSI (Big Five Structure Inventory). Extraversion can be measured either as
a short form involving the facets of Sociability and Assertiveness, or as a long form, in which case the facets
of Friendliness, Sociability, Assertiveness, Dynamism, Adventurousness and Cheerfulness are assessed. The BFSI
is a state-of-the art test for comprehensive assessment
of the personality structure, based on the Big Five model.
Using a four-point answer scale, respondents indicate the
extent to which the given adjective or statement applies
to them. In interpreting an individual’s results it should be
borne in mind that the information obtained is a self-assessment. The test scores thus reflect the self-image that
the individual has of himself or that he wishes to portray.

Test:
Frustration tolerance is measured using the Coding symbols
subtest of the objective personality test AHA (Attitudes
to Work). Respondents are required to assign abstract
colored symbols to abstract black-and-white shapes in five
phases. After the first four phases feedback is given on the
number of symbols coded correctly; at the same time the
respondent is asked to predict how well he will perform in
the next run. From the third run onwards a frustration condition is also introduced – before the respondent makes his
prediction he is incorrectly informed that on average other
people perform better than he does.
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Work-related aspects of personality
Leadership
As a result of research in the field of motivational psychology, the motives of achievement, power and acceptance
are regarded in the Vienna Test System HR as distinctions relevant to the prediction of managers’ success. The
twelve subdimensions that are measured are divided into
the three categories of cooperation, (acceptance motive
group), task choice and processing (achievement motive
group) and leadership motivation and concepts (power motive group).
The following subdimensions belong to the Cooperation
category:

ii Reaction to frustration and criticism – tolerant/open
vs. emotional/rejecting: This subdimension describes
negative emotions and their triggers. Individuals at the
“emotional/rejectingˮ end of the spectrum state that they
are hindered by their own negative emotional responses
to situations in which they are not able to get their
suggestions accepted or in which their performance is
criticized by others. Individuals with a “tolerant/openˮ
attitude, by contrast, are better at working in a team, less
sensitive to criticism and more relaxed.
ii Striving for contact – active/sociable vs. reserved:
Analogously to the classical personality dimension of extraversion vs. introversion, this subdimension describes
the need to be sociable and the enjoyment of human
contact. Individuals who tend to be “active/sociableˮ
describe themselves as sociable; they enjoy events at
which there are a lot of people and seek contact with
others. By contrast, people who tend to be “reservedˮ
prefer to relax alone after a day at work and are likely to
avoid work-related social events and parties.
ii Attitude to others – empathic vs. issue-oriented:
This subdimension describes a distinction analogous to
the established differentiation in management research
between person orientation and task orientation that is
used to characterize management styles, although it is
used here in relation to styles of work and cooperation.
Individuals who tend to be “empathicˮ state that they
try to take other people’s feelings into account at work.
“Issue-orientedˮ people, by contrast, are more taskoriented: they are thus more likely to talk about factual
constraints and the solving of factual problems.
ii Teamworking – independent vs. collegial: This subdimension describes whether someone is determined
by their social environment or whether they can to a
certain extent detach themselves from it in their judgments and attitudes. Individuals who tend towards the
“independentˮ end of the spectrum refuse to simply go
along with others and can also accept being rejected by
others. People who are inclined to be “collegialˮ, on the
other hand, particularly value a good atmosphere and
seek to be accommodating rather than assertive.
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Conscientiousness
The following subdimensions belong to the category of
Task Choice and Processing

ii Working style – planned vs. spontaneous: This
subdimension distinguishes people according to their
working style. People who are “spontaneousˮ prefer a
spontaneous way of acting: they may not always give
prior thought to the concrete procedure. The working
style of people who adopt a “plannedˮ approach is characterized by careful planning, which – although it takes
time – minimizes risks.
ii Task preference – exploratory/intrinsic vs. instrumental/pragmatic: People who tend to be “exploratory/
intrinsicˮ may be very interested in analytic tasks and do
not mind poorly defined problems. They enjoy being creative, including with regard to work techniques, and their
motivation is usually intrinsic – that is, it derives from the
task itself. People who are inclined to be “instrumental/
pragmaticˮ, on the other hand, are less attracted to the
content of the task and view their job more in instrumental terms – e.g. as a means of earning a living or making
social contacts.
ii Reaction to failure – sensitive/hectic vs. stable/relaxed: This subdimension involves obstacles and disruptions in the course of work. People who tend towards the
sensitive/hectic end of the spectrum prefer to work under
clearly defined conditions and may respond badly to disruptions and interruptions. By contrast, minor setbacks
at work do not have an adverse effect on the motivation
or enjoyment of work of people who are more “stable/
relaxedˮ.
ii Willingness to work under pressure – high/ambitious
vs. calm/balanced: This subdimension is concerned
with the issue of achievement. Individuals who score
towards the “high/ambitiousˮ end of the range state that
they needs stress in order to feel good; they experience
work without time pressure as boring and are only satisfied with themselves if they have completed a difficult
task with energy and commitment. They are prepared to
invest a great deal of time in performing outstandingly
at work. By contrast, individuals who are more “calm/
balancedˮ do not set such high standards for their own
performance and are less likely to experience negative
emotions if they do not consistently exceed their own
standards. Instead they state that they do not want to be
pushed to the limits of their capacity at work.

as “conservativeˮ attaches importance to stability. In
line with the slogan “No experimentsˮ, their approach is
dominated by routine and the assurance of being able
to rely on proven methods and procedures. By contrast,
people classed as “innovativeˮ attach greater weight to
creativity. For them, being well-prepared means being
able to question established ways of doing things and
not excluding the unconventional from the outset.
ii L eadership focus – generalist vs. detailed: This
subdimension also involves the individual’s understanding and delimitation of a leadership role. To what extent
should and must a manager concern himself with details
if he is to fulfill his role competently? Individuals who
tend towards the “detailedˮ end of the spectrum emphasize the need for detailed information, either to expand
their own horizons or to understand situations better. By
contrast, people who are more inclined to be “generalistˮ
consider it wrong for managers to overload themselves
with detail; they view the manager’s task as being to deal
with issues of structure and employee motivation.
ii Leadership basis – subject expertise vs. interdisciplinary competence: This subdimension measures the
contrast between a management style based on authority in a specific field and one based on authority from
other (interdisciplinary) sources. Individuals towards
the “subject expertiseˮ end of the spectrum consider it
very important for managers to be somewhat ahead of
their staff in terms of specialist knowledge. By contrast,
those who are more inclined towards “interdisciplinary
competenceˮ do not view the management role as being
based on the subject matter.
Test:
Leadership is assessed by the MAP* (Management Potential Analysis) test, which provides a description of management-related attitude and personality traits on the basis of
the twelve bipolar subdimensions described. Each item is
answered on a four-point scale that ranges from “Does not
applyˮ to “Applies fully”.
*The English version is currently in progress and will be available by the end of 2012
the latest.

Conscientiousness describes personal tendencies in
someone’s work behavior. People with a high level of conscientiousness describe themselves as competent, organized, orderly, dutiful, focused, disciplined and ambitious.
By contrast, individuals with a level of conscientiousness
see themselves as not very focused or disciplined at work,
less precise and not particularly ambitious.

Test:
Conscientiousness is measured by the BFSI (Big Five
Structure Inventory). Conscientiousness can be measured
either by a short form involving the facets of Sense of
duty and Ambition or by a long form with the facets of
Competence, Love of order, Sense of duty, Ambition, Discipline and Caution. The BFSI is a state-of-the art test for
comprehensive assessment of the personality structure,
based on the Big Five model. Using a four-point answer
scale, respondents indicate the extent to which the given
adjective or statement applies to them. In interpreting an
individual’s results it should be borne in mind that the information obtained is a self-assessment. The test scores thus
reflect the self-image that the individual has of himself or
that he wishes to portray.

The following subdimensions belong to the category of
Leadership Motivation and Concepts:

ii Leadership motivation – high vs. low: This subdimension measures the extent to which an individual is motivated to assume leadership. People whose motivation is
“highˮ state that they are normally among the leaders of
a group and that they find it extremely easy to influence
others. People with a “lowˮ level of this trait are likely to
be reluctant to take decisions that affect other people.
ii Leadership dynamic – conservative vs. innovative:
This subdimension measures whether a person’s view of
leadership tends to be conservative or innovative. The
concept of management expressed by people classed
Vienna Test system HR
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Work-related aspects of personality
Interests

Customer orientation

Motivation

The dimension of Interests measures on the one hand career maturity and on the other the individual’s interest in
different activities. Drawing on the interests theory of Holland (1997) that is widely used in both theory and practice,
the Vienna Test System HR measures seven different subdimensions or interests.
ii The subdimension Career maturity describes the clarity
of the individual’s vocational interests and goals.
ii The subdimension Realistic interests measures a person’s interest in manual activities, including his interest
in working with or manipulating tools and machines.
ii The subdimension Investigative interests describes a
person’s interest in activities that involve the systematic
observation or creative investigation of physical, biological or cultural phenomena, with the aim of understanding
or controlling these phenomena.
ii The subdimension Artistic interests describes a
person’s interest in activities that provide scope for individual ideas or actions. For example, these activities may
involve the use of language or the creation of art objects.
ii The subdimension Social interests measures an
individual’s interest in activities that involve contact with
others, either for the purpose of providing information or
in a helping capacity.
ii The subdimension Enterprising interests describes
a person’s interest in results-oriented activities – i.e.
activities that primarily involve organizing other people,
achieving entrepreneurial goals or making a profit.
ii The subdimension Conventional interests describes a
person’s interest in activities that predominantly involve
clearly structured tasks and an orderly workflow.

Customer orientation describes a person’s ability to initiate and pursue work-related interaction with internal or
external customers, principals and clients. Since different
vocational activities make different demands on customer
orientation, the field in which the person works must always be taken into account. The following subdimensions
of customer orientation are measured in the Vienna Test
System HR:
ii The subdimension of Extraversion measures the extent
to which someone describes themself as talkative, outgoing, dynamic and adventurous.
ii The subdimension of Striving for social acceptance describes a person’s striving for social status and recognition.
ii The subdimension of Motivation to help measures the
extent to which someone describes themselves as helpful,
selfless and accommodating.
ii T he subdimension of Empathy measures the extent
to which someone describes themselves as sensitive,
empathic and emotionally aware.
ii T he subdimension of Self-Monitoring describes a
person’s need to monitor the way they express themself
in social situations so that they can deliberately influence
their impact on other people.
ii The subdimension of Frustration tolerance describes
the extent to which someone sees themself as good at
coping with setbacks.
ii The subdimension of Achievement motivation describes
the extent to which a person sees themself as striving for
success and avoiding failure.
ii T he subdimension of Dominance describes the need
to be constantly the centre of attention and to occupy a
position of power within a reference group.

Motives were introduced as personality constructs in order to
take account of the fact that there is wide variation between
individuals in the selection and pursuit of goals – while an
individual displays considerable consistency in these matters. In the Vienna Test System HR motives are measured
as subdimensions in terms of social acceptance, achievement and control, with the “hopeˮ and “fearˮ components
of each being assessed separately.
ii Social acceptance: Acceptance motivation is aroused
in situations in which one meets unknown or unfamiliar
people.
 Individuals with strong hope for acceptance seek out
contact with unknown or unfamiliar people. They feel
confident and relaxed in their presence and know how to
make interaction enjoyable for both sides. They are happiest in jobs that bring them into contact with other people. Their enjoyment of interaction with others can, however, cause them to lose sight of other important goals.
 Individuals with strong fear of rejection become nervous and insecure in social situations in which they
meet people they do not know. They fear that others
may not like them and will quickly seek to bring the
contact to an end. Their nervousness is often infectious, resulting in an interaction that is unsatisfactory
for both sides and often very short.
ii Achievement: Achievement motivation is aroused in
situations in which the performance of individuals is
compared or is contrasted with a criterion.
 Individuals with strong hope for success enjoy doing
things better and often try to outdo themselves or others and explore new ways of doing things. They are
perfectionists who seek out tasks that enable them
to act on their own responsibility and that guarantee
them feedback on their performance. However, their
tendency to prefer working alone and to be very careful
can sometimes cause them to be regarded as loners
and slightly compulsive people. Hope for success may
also be detrimental to efficient work if minimal improvements can be achieved only through a disproportionate
investment of time and effort.
 People with strong fear of failure are often afraid of
failing, particularly in situations in which their performance can be compared with that of others. Fear of failure can therefore cause an individual to act with particular thoroughness and care and to strive constantly
to make no mistakes. Tasks involving a great deal of
responsibility are therefore often in good hands with
people who have a moderate fear of failure. This may
not be the case, however, if the fear is too strong: Particularly when the task is complex and requires a great
deal of logical thought, fear of failure may become dysfunctional and lead to activity for activity’s sake.
ii Control: Control motivation is always relevant in situations that involve influencing and controlling other
people’s behavior.
 People with strong hope of control feel drawn to situations and positions in which they can influence and
control the behavior of others. They enjoy demonstrating their skills and strengths and like to be the center
of attention. They are often charismatic and have the
ability to inspire others, to enlist them in their cause

Test:
Interests are measured in the Vienna Test System HR by
the MOI (Multi-method Objective Interests Test Battery).
This has three parts. The questionnaire for measuring vocational identity measures the person’s career maturity. A
non-verbal test and an interests questionnaire measure the
six interest dimensions. In the non-verbal test the respondent is asked to classify 60 pictures as either “interestingˮ
or “uninteresting”. The interests questionnaire consists of
96 items in which the respondent classifies various occupational activities as either “interestingˮ or “uninterestingˮ.
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Test:
Customer orientation is measured by the SKASUK test
(Customer Service and Orientation Scales). This is a questionnaire in which statements are presented one by one
on the screen. Respondents use a four-point scale that
ranges from “is completely trueˮ to “is not true at allˮ to
specify which answer most closely reflects their attitude to
the situation described. Each of the eight subdimensions is
measured by one scale.

and to lead. These people’s tendency to assume control can of course be disadvantageous, for example in
situations where hierarchical structures get in the way
or are explicitly not required.
 People with a strong fear of loss of control constantly
fear that an opponent may rob them of their position of
power or push them aside. If uncertain what to do they
prefer to secure their own position rather than consider
the welfare of the group. They tend to view other members of the workforce as future opponents rather than
as colleagues with equal rights.

Test:
Motivation is measured by the MMG (Multi-Motive Grid).
The MMG is a semi-projective test that combines the advantages of projective instruments and questionnaires.
From the field of projective testing comes the concept of
presenting pictures depicting situations that are open to
differing interpretations; typical of questionnaires is the
presentation of statements that encapsulate the different
motivational elements. The statements are listed below the
pictures; for each statement the respondent is asked to
indicate whether or not it applies to the situation depicted.
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Work-related aspects of personality
Openness

Stress & burnout

Openness describes individual tendencies in dealing with
new experiences, impressions, ideas and values. Individuals with a high level of openness often state that they have
a lively imagination, are interested in a wide range of things
and are particularly hungry for knowledge. They also describe themselves as tolerant and open to other views and
values. By contrast, individuals with a low level of openness are more inclined towards conventional attitudes and
activities. They prefer the familiar to the new and describe
themselves as having little interest in things in general or
in the acquisition of new knowledge.

Burnout is a state of physical and emotional exhaustion
arising from persistent stress and overload. Burnout does
not happen overnight; it is an insidious process usually
caused by a combination of internal and external factors.
Stress and burnout may be the result of stress-related
work behavior. Stress-related work behavior describes the
ways in which an individual deals with work-related demands and to a greater or lesser extent manages them
constructively. In the Vienna Test System HR an individual’s stress-related work behavior is measured by the following subdimensions:
ii T he subdimension Subjective importance of work
describes the importance of work in someone’s life.
ii The subdimension Work-related ambition describes
a person’s striving to achieve success and personal
advancement at work.
ii T he subdimension Willingness to work until exhausted describes a person’s readiness to invest all his
personal energy in work-related tasks.
ii T he subdimension Striving for perfection describes
the extent to which someone strives to produce good
and reliable work.
ii The subdimension Distancing ability describes a person’s ability to recuperate mentally from work.
ii The subdimension Tendency to resignation (in the face
of failure) describes a person’s tendency to give up readily when setbacks are encountered.
ii T he subdimension Proactive problem-solving describes the extent to which someone reacts actively and
optimistically to challenges.
ii The subdimension Inner calm and balance describes a
person’s experience of emotional stability and equilibrium.
ii T he subdimension Experience of success at work
describes the extent to which a person is satisfied with
what he or she has achieved at work.
ii The subdimension Satisfaction with life describes the
extent to which a person is satisfied with his or her overall life situation, beyond the confines of work.
ii The subdimension Experience of social support measures the extent to which someone feels socially supported
and secure.

Test:
Openness is measured by the BFSI (Big Five Structure
Inventory). Openness can be measured using either the
short form with the facets of Openness to actions and
Openness to ideas or the long form that includes the facets of Openness to imagination, Openness to aesthetics,
Openness to feelings, Openness to actions, Openness to
ideas and Openness of the value and norm System. The
BFSI is a state-of-the art test for comprehensive assessment of the personality structure, based on the Big Five
model. Using a four-point answer scale, respondents indicate the extent to which the given adjective or statement
applies to them. In interpreting an individual’s results it
should be borne in mind that the information obtained is
a self-assessment. The test scores thus reflect the selfimage that the individual has of himself or that he wishes
to portray.
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Agreeableness
On the basis of scores on these dimensions, four patterns
can be distinguished:

ii Pattern G: This pattern is an expression of health (German: Gesundheit) and indicates a relationship with work
that is conducive to health.
ii Pattern S: This pattern describes taking it easy (German:
Schonung) as it affects a person’s attitude to his work.
ii Risk pattern A: Predominant in this pattern is (excessively) high effort combined with insufficient distancing
from work and low resilience to stress. This behavior
corresponds closely to the concept of Type A behavior of
Friedman und Rosenman (1974).
ii R isk pattern B: This pattern is characterized by resignation, feelings of exhaustion, reduced resilience, dissatisfaction and other negative emotions. Freudenberger
(1974), Maslach (1982) and others view these symptoms
as being at the core of burnout syndrome.

Test:
Stress-related work behavior is measured by the AVEM
test (Work-related Behavior and Experience Patterns). In
this test self-assessments are obtained on the different
subdimensions, which have a theoretical foundation and
have been confirmed by factor analysis. This test serves
the early identification of risks to health and can be used to
design and plan preventive measures.

Agreeableness describes individual tendencies in people’s
way of handling interpersonal relationships. People with a
high level of Agreeableness see themselves as obliging,
understanding, considerate and helpful. They are fairly
modest, trust other people and often act cooperatively.
People with a low level of Agreeableness describe themselves as more self-referential and not particularly accommodating. In addition they admit to being less helpful and
cooperative, and they are often mistrustful of other people.

Test:
Agreeableness is measured by the BFSI (Big Five Structure
Inventory). It can be assessed either by a short form with
the facets of Genuineness and Helpfulness, or by a long
form that covers the facets of Willingness to trust, Genuineness, Helpfulness, Obligingness, Modesty and Goodnaturedness. The BFSI is a state-of-the art test for comprehensive assessment of the personality structure, based
on the Big Five model. Using a four-point answer scale, respondents indicate the extent to which the given adjective
or statement applies to them. In interpreting an individual’s
results it should be borne in mind that the information obtained is a self-assessment. The test scores thus reflect
the self-image that the individual has of himself or that he
wishes to portray.
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Overview of all available Test Sets
and Tests at SCHUHFRIED
The TEST SETS

The TESTS
 Intelligence Test Batteries
		 IBF
Basic Intelligence Functions

		 INSBAT
		 INSSV

Intelligence Structure Battery
Intelligence Structure Battery – short form

 Special Intelligence
		 2D
Visualization
		
		
		
		
		
		
		
		
		
		
		
		
		

3D
A3DW
AMT
ANF
APM
CPM
FOLO
HCTA
MIP
PST
SPM
SPMPLS
VISGED

Tests

Spatial Orientation
Adaptive Spatial Ability Test
Adaptive Matrices Test
Adaptive Numerical Flexibility Test
Raven’s Advanced Progressive Matrices
Raven’s Coloured Progressive Matrices
Inductive Reasoning
Halpern Critical Thinking Assessment
Mathematics in Practice
Pilot’s Spatial Test
Raven’s Standard Progressive Matrices
Raven’s Standard Progressive Matrices Plus
Visual Memory Test

 Special Ability Tests
		 2HAND Two-Hand Coordination
		
		
		
		
		
		
		
		
		
			
		
		
		
		
		
		
		

ALS
ATAVT
B19
COG
CORSI
DAKT
DAUF
DT
DTKI
FGT
ELST
FLIM
FVW
GESTA
LVT
MDT
MLS
MTA
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Work Performance Series
Adaptive Tachistoscopic Traffic Perception Test
Double Labyrinth Test
Cognitrone
Corsi Block-Tapping-Test
Differential Attention Test
Sustained Attention
Determination Test
Determination Test for Children
Figural Memory Test
English Language Skills Test
Flicker/Fusion Frequency
Continuous Visual Recognition Task
Gestalt Perception Test
Visual Pursuit Test
Movement Detection Test
Motor Performance Series
Mechanical/Technical Comprehension

		
		
		
		
		
		
		
		
		
			
			
		
		
		

NVLT
PERSEV
PP
RT
SIGNAL
SIMKAP
SMK
STROOP
SWITCH
TMT-L
TOL-F
VIGIL
WAF
ZBA

Non-verbal Learning Test
Perseveration Test
Peripheral Perception
Reaction Test
Signal Detection
Simultaneous Capacity/Multi-Tasking
Sensomotor Coordination
Stroop Interference Test
Task Switching
Trail Making Test – Langensteinbach Version
Tower of London – Freiburg Version
Vigilance
Perception and Attention Functions
Time/Movement Anticipation

Vienna TesT sysTem
Psychological assessment

 Personality Structure Inventories
		 BFSI
Big Five Structure Inventory

		 EPP6
		 MAP
			 TCI

Eysenck Personality Profiler V6
Management Potential Analysis
Temperament and Character Inventory

 Special Personality Tests
		 AGDIA
Aggression Assessment Method

Descriptions of all tests
and test sets can be
found in the main
catalog of the Vienna
Test System or at
www.schuhfried.com.
CoGniplUs

BioFeeDBaCk 2000 x-pert

cognitive training
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ii SARAIL Safety Assessment Rail
ii SAROAD Safety Assessment Road
ii SFCALL Success Factors Call Center
ii SFMOTOR Success Factors Motorsport
ii SFTEAM Success Factors Teamsport
ii TAKIDS Talent Assessment Sport Kids
ii TATEENS Talent Assessment Sport Teens

Vienna TesT sysTem Psychological assessment

ii COGBAT Cognitive Basic Assessment
ii DRIVEPLS Fitness to Drive Plus
ii DRIVESC Fitness to Drive Screening
ii DRIVESTA Fitness to Drive Standard
ii KEYHR Key Factors HR
ii PERSROAD Driver Personality Factors Road
ii SAAIR Safety Assessment Aviation

Vienna TesT sysTem
Psychological assessment
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		 AVEM
Work-related Behaviour and Experience Patterns
AVIS
Aggressive Driving Behaviour
		 DSI
Differential Stress Inventory
		 DSIHR
Differential Stress Inventory HR
		 EBF
Recovery-Stress Questionnaire
		 IPS
Inventory for Personality Assessment in Situations
		 IVPE
Inventory of Driving-related Personality Traits
		 MMG
Multi Motive Grid
		 SBUSB	Scales for the Assessment of Subjective Occupational Stress and
Dissatisfaction
		 SKASUK Customer Service and Orientation Scales
			 VIP
Driving-specific Item Pool

 Objective Personality Tests
		 AHA
Attitudes to Work
		
		
		
		

BACO
OLMT
RISIKO
WRBTV

Resilience Assessment
Objective Achievement Motivation Test
Risk Choice
Vienna Risk-Taking Test Traffic

 Attitude and Interest Tests
		 AISTR
General Interest Structure Test

		 MOI

Multi-method Objective Interests Test Battery

 Clinical Tests
		 ATV
Identification of Alcohol Risk

		 FBS
		 FFT
		 FSV

 Test
		 TG

Suicide Risk Evaluation Questionnaire
Questionnaire Functional Drinking
Questionnaire on Reaction to Pain

Creation Program
Test Generator

Vienna Test system HR
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Quality management

Test tips in the manual

Quality management system

The manual available for each test explains the theoretical background, documents the process of test development and evaluates the test’s quality criteria. In addition
the manual contains instructions on administering and interpreting the test.

SCHUHFRIED has a quality management system that
complies with EN ISO 13485:2003, which is a version of
EN ISO 9001:2000 adapted to medical products. Products
of SCHUHFRIED GmbH are developed and produced in
accordance with EU Directive 93/42/EEG. They carry the
CE mark. The development and production guidelines which
have been drawn up as part of our quality management system ensure that SCHUHFRIED products are durable, highly
reliable and fault-free.

Research laboratory
The research laboratory has 13 test stations, supervised
by up to five psychologists and psychologists in training.
Here norming and validation studies are carried out on
representative samples. In addition, mobile test systems
are available for research projects involving children, older people or people with disabilities.

Scientifically
validated quality

State award
ʻQuality by competence’ has been SCHUHFRIED’s motto
for many years. As a result the company is entitled to bear
the Austrian coat of arms. This is the highest award granted
in Austria and is only awarded to businesses that can demonstrate a high level of exports, a first-class credit rating,
innovative ability, good quality management and significant
investment in research and development.

All the tests in the Vienna Test System HR are scientifically
validated and in tune with the most up-to-date research.

Worth knowing
DIN 33430 has been developed
into the international norm ISO
10667 Assessment service delivery – Procedures and methods to assess people in work
and organizational settings.

The Vienna Test System HR complies with DIN 33430
DIN 33430 entitled Requirements for proficiency assessment procedures and their implementation was published in 2002 with the aim of defining quality standards for personnel
selection and development. Since 2005 ÖNORM D4000 Requirements for processes and
methods in personnel selection and development has been available for use in Austria. All
the tests in the Vienna Test System HR are suitable for use in suitability assessment systems certified under DIN 33430 or ÖNORM D4000.

Meeting the main quality criteria
of psychometric assessment tests

Meeting the secondary quality criteria
of psychometric assessment tests

Objectivity

Norming (reference values)

The tests in the Vienna Test System HR guarantee maximum objectivity in
1. administration (independent of the test administrator and
the physical setup)
2. scoring (the same behavior on the part of a respondent is
always scored in the same way) and
3. interpretation (the same test scores are interpreted in the
same way).

Reliability

The tests of the Vienna Test System HR have high reliability – that is, they measure the given dimension accurately.
SCHUHFRIED is continuously conducting scientific studies
to improve the reliability of all its tests.

Validity

The tests included in the Vienna Test System HR are valid
– that is, they measure the required dimensions and these
dimensions can be used as a basis for personnel decisions.

60 . WIENER TESTSYSTEM HR

All tests have sufficiently large, representative and up-todate norms to enable test results to be compared with those
of a representative sample. All norms are revised at least
every eight years. In addition, the norm quality criteria are
regularly checked to ensure that they comply with
ii the International Guidelines on Computer-Based and
Internet-Delivered Testing (ITC, 2005) and
ii the Standards for Educational and Psychological Testing of the American Educational Research Association,
American Psychological Association & National Council
on Measurement in Education (1999)

Test fairness

The Vienna Test System HR uses classical test theory and
item response theory (e.g. the 1PL Rasch model) to ensure
that all respondent groups (e.g. based on age, gender, region) are treated equally. All respondents have the same
chance of a particular test result: nobody is favored or discriminated against.

WIENER TESTSYSTEM HR
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Personnel consultancy
Military,
police
			 & professional 			
&
security
integration
References
Trade
& logistics
Austrian Employment Office

Occupational training and rehabilitation center, Austria

Adecco

Vocational training institute, Austria

Student counseling, University of Linz

Berufsbildungswerke ( training centers for the disabled)

Komenda Wojewodzka Policji
(Police District Command), Czestochowa

Bavarian police tactical unit

Gendarmerie Royale du Maroc
Royal Canadian Mounted Police
Occupational rehabilitation centers
Mulhouse Work Reintegration
South African Army
for the disabled, Austria Catro Personalberatung GmbH
SAPS Police
Polish Employment Office
G.N.R. - Guarda Nacional Republica
Randstad IEFP Employment Office Manpower France
National Crime Squad
Swedish Employment Office
Singapore Military

Meurs HRM
HELP University

Belgian Army

Stib Bruxelles, Service de Selection et de Recrutement

Special Protection Group

Polish Army

Portuguese Public Security Police (PSP

BZ Münster, Münster police medical service

Finnish Defense Forces

Ministry of the Interior
Danish Army

North-Rhine/Westphalia Police Training Institute

Préfecture de Police, Centre Psychotechnique

A selection of our customers’ projects
and testimonials.

Norwegian Army

Möbel Ludwig GmbH

Great Eastern Shipping Company
Air Liquide Austria
Würth Handelsges.m.b.H.

Education

Österreichische Post AG

Baden-Wuerttemberg Cooperative State University
(DHBW)
State university operating at twelve sites

Would-be students who apply to the Baden-Wuerttemberg
Cooperative State University (DHBW) with a college rather
than a university entrance qualification take a scholastic aptitude test with the Vienna Test System. Up to 320 applicants
are tested simultaneously at eight different locations. Testing is conducted online, although the candidates report to a
test center so that their identity can be verified. The factors
assessed are cognitive ability (specifically logical reasoning,
number comprehension, problem-solving and verbal skills)
and the study-related personality characteristics of emotional stability, conscientiousness and openness.
The test results are compared automatically with
the requirements profile for a course of study at
the Baden-Wuerttemberg Cooperative State
University. Each candidate receives the test result immediately after the test.

WIFI Business Promotion Institute of
the Chamber of Business, Austria

Organization providing occupational training for
adults
“The WIFI Career Information Centre in Lower Austria has been working with the Vienna Test System
(VTS) since 1981. It now has 10 systems, all with identical programs, available in the region. The VTS is in daily
use, being used by around 4,000 young people and 1,000
adults each year. The tests are used mainly in connection
with career and training advice, personnel selection and personal development
The VTS makes the process very efficient to organize, and
because of the rapid availability of results it can be used
in many different situations. Both young people and adults
quickly master the use of the VTS. When we have had queries or needed to make adjustments we have had quick and
expert support from SCHUHFRIED.ˮ

Finance &
insuranceErste Bank
Western Union
Banco Portugal

Zurich Versicherung

Bayer Pharma AG

Parexel International

Boehringer Ingelheim
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Industry

Audi AG, Germany

Rio Tinto Rössing Uranium Ltd., Namibia

Car manufacturer

“The Vienna Test System has been in use at our training centers in Ingolstadt and Neckarsulm for more than three years. [...]
The 68 systems on the local networks function smoothly and
make a valuable contribution to the
assessment and selection of trainees.
Worth knowing
The ease of use, the facility to store
and utilize results in our own dataThese car manufacturers or
suppliers also use the Vienna
bases and those of the group, and
Test System:
the way in which test results are
iiBrose Fahrzeugteile GmbH &
processed and presented have
Co.KG, Germany
had an extremely positive impact
iiVolkswagen AG, RSA,
on the entire selection process and
South Africa
made it significantly faster.ˮ
iiAudi AG, Hungary

iiAutoVision GmbH

Paracelsus Private Medical University (PMU),
Austria

University conducting teaching and research in the field of
human medicine
“Since 2003, we have been using your company’s tests with
candidates applying to study human medicine; the tests are
thus used for pre-selection before personal interviews take
place.
From the start your staff has provided detailed and specific information on testing options and on the implications of
the results. Personal and technical support has been available whenever we have needed it. Our wishes with regard
to changes to individual test modules, ongoing development
of test batteries, and support in evaluating data have always
been promptly and willingly addressed.
Upon first accreditation and again upon re-accreditation of
our human medicine degree course by the Austrian accreditation board and its international appraisers, the selection
test procedure was described as being highly selective in terms of both performance and motivation.
The psychological testing is a hurdle that must be
overcome before the final selection of students
takes place at personal interview. According to
the accreditation board, this selection procedure
is one of the success factors of the PMU, since
it enables the university to maintain a rigorous
pace of study and high standards of education while having a low drop-out rate.ˮ

Pharmaceutical &
chemicals

Wacker-Chemie

Austrian Army

Algoa International Anstalt, Angola

Engineering company working in the African oil industry
“I should like to thank you and your colleagues very warmly
for your excellent cooperation and the support we have received both in Mödling and via the Internet in Angola. […] The
application that we required, with two languages and special
reports, was certainly a challenge.
The system is now up and running and more than 100 employees have already been successfully tested. We find the
ranking calculation extremely useful. The profile created is
already showing a very good normal distribution. This helps
us to make important decisions regarding appointments and
employee development.
I can say that our experience to date and the ranking calculation are able to give us an excellent picture of a candidate’s
potential. Better profiles depend in particular on the quality of
the internal reference data. The current profile corresponds
to the skills that we expect of our employees.
Time and again my contact with you has confirmed that you
live up to your slogan of ʻQuality by competence’. I am most
impressed by the way in which your staff take the client’s interests to heart and focus on quality and customer satisfaction. I have no hesitation in recommending you to other potential customers as an expert, reliable, service-oriented and
innovative provider of psychological test systems.ˮ

Mining company in Namibia, operator of the world’s largest
opencast uranium mine

“Rio Tinto Rössing Uranium Ltd has been using the Vienna
Test System since 2004.

At the moment Rio Tinto Rössing Uranium Ltd make use of
the SHL Competency Test batteries to assess behavioural
competence, as well as two Vienna Test Systems to assess
prospective Heavy Mobile Equipment Operators.
The Vienna Test Systems at Rio Tinto Rössing Uranium Ltd
are used on average once every two years when the company employs bulk operators.

A high safety risk is involved in operating Heavy Mobile
Equipment. The company thus requires excellent hand-eye
coordination skills and a high level of concentration to ensure
safe operating of this equipment. The Vienna Test System
assesses the necessary skills required to give the company
an indication whether the prospective candidate meets the
set criteria.ˮ

Other mines that use the Vienna Test System for
safety assessments:

ii Anglo Gold, Ghana
ii Ashanti Goldmines, Zimbabwe
ii Austar Mine, Australia
ii Barrick Gold Corporation, Argentina
ii Barrick Pueblo Viejo, Dominican Republic
ii Beatrix Mine, South Africa
ii BHP World Minerals, Indonesia
ii CSER Mining, South Africa
ii Finch Mine Group, South Africa
ii Jwaneng Mines, Botswana
ii Klipfontein Mine, South Africa
ii Kumtor Mining, Kyrgyzstan
ii Minera Argentina Gold, Argentina
ii PT Leighton Contractors, Indonesia
ii Rasimon Platinum Mine, South Africa
ii Roche Mining, Laos

Worth knowing
The oil sector also uses the Vienna Test
System, including the following companies:
ii Bayernoil Raffineriegesellschaft,
Germany
ii MOL Group, Hungary

Arcelor Mittal
Vienna Test system HR
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Webshop

Webshop

Your virtual shopping mall
www.schuhfried.com
Buy and extend licenses, tailor your test portfolio to your immediate
needs by buying single-use licenses and use the Web Direct Testing
system to test without administration software – you
can do all this in the SCHUHFRIED webshop!
Available from 1 July 2012

Online testing without administration software
 Web Direct Testing

For the first time ever, tests and test sets can now be presented without administration software. This Web Direct
Testing is carried out via the SCHUHFRIED webshop: it
enables you to use tests flexibly without needing to buy
or install the administration software. Web Direct Testing is particularly suitable for decentral testing – that is,
when the test administrator and the testee are in different
places.

Here’s how it works:

1)	L og on to the SCHUHFRIED webshop with your user
details.
2)	Select a test or test set, then go to the checkout and pay.
3)	You will immediately receive an email containing a link
via which the test can be started. Email this link to your
testee.

Shop online 365/7/24
 to purchase and extend licenses
With its clear organization and easyto-use functions the SCHUHFRIED webshop provides the
To purchase and extend
perfect opportunity to shop
licenses in the webshop
around the clock. A compreyou need a new Vienna
hensive product range from the
Test System (Version 7.00
application areas of HR, Neuro,
or higher).
Traffic and Sport awaits you. You
can extend licenses and purchase
tests or test sets. Any test or test set can be licensed in the
Vienna Test System HR, irrespective of the application area
it is assigned to. Select the tests and test sets relevant to the
issue you want to assess and integrate them into your Vienna
Test System HR.

4)	A s soon as the testee has completed the test session,
you will be emailed a pdf with the results.

Worth knowing

Worth knowing
Single-use licenses and small order quantities are particularly
worthwhile if you need to extend your portfolio from time to time.
For example, a traffic psychologist who specializes in road transport may occasionally need to test an engine driver. Or a sport
psychologist who specializes in team sports may want to test a
tennis player or take part in a research project.
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And online shopping has all these advantages:

Instant delivery

As soon as you have placed your order you will receive an
email containing all the files needed to install or extend
your licenses. Import these into your Vienna Test System.
You can now start testing right away.

Minimum order quantity: 1 test administration

In addition to the ordering options “7-year flat rateˮ and “50
test administrationsˮ the webshop includes a new feature
that enables you to buy test administrations on a sliding
scale. The minimum order quantity is one test administration.

24-hour shopping basket

All the items you put in your shopping basket will stay there
for 24 hours.

Vienna Test system HR
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System requirements
The following specifications refer to a typical Test System configuration.
Some tests require additional or better system components.
Computer for single test system installation

ii PC or laptop with Pentium CPU or compatible
(e.g. Celeron, Athlon), at least 2,5 Ghz
ii At least 4 GBytes (MB) of RAM
ii Display adapter with 24 or 32-bit color depth (16 million
colors)
ii USB headset (please contact us for advice regarding
suitable equipment)
ii DVD drive, hard disk, mouse, keyboard
ii USB ports for license dongle and peripheral hardware
(in case all USB ports on the PC are used up a USB hub
with external power supply is required)
ii Network connection (e.g. for the installation of a Vienna
Test System Network)
ii W indows XP (Service Pack 3 necessary), Vista, Windows 7 (32 or 64 bit)
Please ensure that no programs which can interfere
with the test execution (e.g. by heavy CPU usage or onscreen presentations) are installed on the computer!

Revision: April 2012

Online testing

ii Broadband internet access
ii The following browsers are supported:
ii Microsoft Internet Explorer 7 and higher
ii Mozilla Firefox 3.5 and higher
ii Silverlight plugin required

Safety Devices

If the Vienna Test System is used in health care facilities,
the use of the following devices may be mandatory:
ii Isolating transformer for medical equipment according to
EN 60601
ii G alvanic (medical) network isolation according to
EN 60601 (if the computer is connected to a data network)
Please inquire with your company’s safety representative.

Printer

Products of the SCHUHFRIED Company are developed
in accordance with the requirements of the European Union guideline 93/42/EWG. The CE mark proves that safety-relevant regulations, EMC Standards for Medical Devices (EN 60601), Biocompatibility Evaluation of Medical
Devices (EN30993), product specific regulations and the
underlying quality management system are adhered to.
Please contact us before acquiring new equipment that
we may give you the best possible advice.

Client-Server Environment
Server

The following tests require additional or
special system components

Monitor

At least 19" CRT or LCD color monitor with a resolution
with at least 1280 x 720 pixels. A refresh frequency of at
least 75 Hz has to be set for CRT monitors.
Laser or inkjet printer, black & white or color.

Performance must be appropriate for the planned number
of parallel test sessions
ii At least 1 quad-core CPU
ii At least 8 GB RAM
ii Display adapter with 24 or 32-bit color depth (16 million
colors)
ii DVD drive, hard disk, mouse, keyboard
ii A free USB port for the license dongle (if the license
model based on the number of test administrations is
selected)
ii Windows Server 2008 R2
ii Internet connection

Test-Client

For execution tests in a client-server environment the following requirements have to be met by PC used only to
execute tests:
ii PC or laptop with Pentium CPU or compatible
(e.g. Celeron, Athlon), at least 2,5 Ghz
ii At least 2 GBytes (MB) of RAM
ii Display adapter with 24 or 32-bit color depth (16 million
colors)
ii USB headset (please contact us for advice regarding
suitable equipment)
ii Hard disk, mouse, keyboard
ii USB ports for peripheral hardware (in case all USB ports
on the PC are used up a USB hub with external power
supply is required)
ii Network connection
ii W indows XP (Service Pack 3 necessary), Vista, Windows 7 (32 or 64 bit)
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PP
ii A serial interface to connect the peripheral device Peripheral Perception.
COG, DAUF, DT, INSBAT, RT, SIGNAL, STROOP, VIGIL
ii In order to ensure the exact validity of the calculated
confidence intervals for percentile ranks, the screen
used has to be calibrated by means of an optical sensor
which requires a USB response panel.
DTKI
ii In order to ensure the exact validity of the calculated
confidence intervals for percentile ranks, the screen
used has to be calibrated by means of an optical sensor
which requires a USB response panel.
ii For an accurate and comparable test result, only USB
audio equipment approved by SCHUHFRIED has be
used. Please contact us for advice regarding suitable
devices.
WAFA, WAFF, WAFG, WAFS, WAFV
ii I n order to ensure the exact validity of the calculated
confidence intervals for percentile ranks, the screen
used has to be calibrated by means of an optical sensor
which requires a USB response panel.
ii For an accurate and comparable test result for test forms
or subtests which output acoustic signals only USB audio
equipment approved by SCHUHFRIED must be used.
Please contact us for advice regarding suitable devices.

Other quality products
from SCHUHFRIED

Biofeedback 2000 x-pert

Cognitive training

Multimedia system

CogniPlus, which is available in a wide
range of languages, is used to train cognitive functions. Efficient. Multi-media.
Motivating.
7 reasons to choose CogniPlus
1. Developed by prominent scientists
2. Based on a deficit-oriented intervention
approach
3. Embedded in a context of scientific theory
4. Realistic and motivating design
5. Adapts automatically to the client‘s ability
6. Training at all ability levels
7. Recommended by respected institutions

You too can profit from a state-of-the-art program that covers all the areas of cognitive training and comes with user-friendly management
software.

Order your free copy now!

CogniPlus Catalog

 Email info@schuhfried.at

Biofeedback 2000 x-pert is the innovative wireless biofeedback system from
SCHUHFRIED. It can be used for relaxation, rehabilitation and assessment.
Acquire just the modules that you need.
The key features of
Biofeedback 2000 x-pert
ii User-friendly, easy-to-use software
ii Modular design of software and hardware
ii Transfer of readings via wireless technology
(Bluetooth ®) by means of small, lightweight
modules worn directly on the body
ii Complete freedom of movement during
		 measurement
ii Highly sensitive sensors with high stability
against artifacts

Order your free copy now!

Biofeedback 2000 x-pert Catalog
 Email info@schuhfried.at

Quality by competence since 1947

Vienna Test system
Psychological assessment

cogniplus

Cognitive training

Biofeedback 2000 x-pert
Multimedia system
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