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ABSTRACT

The article presents a universal method for determining the professional suitability (PS) of
a candidate and an algorithm for forming a psychological profile for a specific profession
based on determining the psychological potential of personality. The developed method is
based on the use of automated support systems. Based on the obtained value of the integral
indicator, a decision is made on the PS group of this candidate. This method adapts to the
requirements of the profession to candidates, taking into account changes in the conditions
of activity by adjusting the typical psychological profile of the personality. The developed
method for determining a candidate’s PS has been brought to practical implementation in
the form of an Automated Psychodiagnostic Complex (APDC) “Psychodiagnostics.” APDC
has been tested on the example of the psychological selection procedures of personnel for
military service in units with law enforcement functions. APDC allows to reduce the time
and labor costs for conducting psychodiagnostic studies, increases the reliability of tests
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INTRODUCTION

Automation based on artificial intelligence and machine learning has increasingly been used
to support managerial tasks and duties to enhance the quality and efficiency of information
processing and decision-making (Langer et al., 2020). Solving the problem of determining
professional suitability (PS) leads to the determination of a person’s inclination to a
particular category of professions, where his potential, psychophysiological reactions to
external conditions, the ability to make adequate decisions depending on the circumstances
are most fully revealed (Prykhodko, 2008). An employee who has developed professionally
important psychological traits has better performance indicators (both qualitative and
quantitative), is less prone to professional deformation, illness, and injury, his professional
age is greater, and the cost of training is much lower (Vorobyova et al., 2012). It becomes
the key to the high-quality fulfillment of the tasks set, raising the status of a person in a
team and his self-esteem.

It is necessary to consider automation and decision support systems to get a clearer
understanding of automated systems for personnel selection procedures (PSP). Sheridan
and Parasuraman (2005) propose to consider automation as “a) the mechanization and
integration of the sensing of environmental variables (by artificial sensors), b) data
processing and decision making (by computers), ¢) mechanical action (by motors or devices
that apply forces on the environment), d) and/or ‘information action’ by communication of
processed information to people.” We focus on the data processing and decision-making
aspects of automation, followed by information action, where systems provide processed
information to human decision-makers. This kind of automation is reflected by four broad
classes of functions of automation: a gathering of information, filtering and analysis of
information, decision recommendations, and action implementation (Parasuraman et al.,
2000). With more of these functions realized within systems, the extent of automation
increases. Systems that provide decision recommendations could be trained on previous
data to fulfill classification (e.g., distinguishing suitable vs. non-suitable applicants) or
prediction tasks (e.g., what applicants will most likely be high-performing employees).
The outputs of those tasks can then be presented to human decision-makers. It is precisely
the kind of automated system that the current paper refers to automated systems that gather
and analyze the information as well as derive inferences and recommendations based on
these steps. Such systems can aid hiring managers, psychologists in a large range of their
duties (e.g., gathering and integrating of information, applicant screening), and their outputs
can be used as an additional (or alternative) source of information for decision-makers
(Langer et al., 2020).

Automated support systems for high-level cognitive tasks are an emerging topic
in research and practice, especially within PSP. Within human resource management,
current practical developments, and recent research point to a future where managers will
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collaborate with automated systems to work on tasks as varied as scheduling (Otting &
Maier, 2018), PSP (Campion et al., 2016; Petrescu et al., 2015), including for military
personnel (Farina et al., 2019) and law enforcement officers (Zhiltsova et al., 2005). Various
automated support systems for PSP have been developed and implemented in the U.S.
Armed Services and the Special Forces (Farina et al., 2019), Russian Federation (Zhiltsova
et al., 2005), Ukraine (Zlepko et al., 2010), and other countries.

There are different approaches in the methodology of creating automated support
systems for determining the PS of candidates. Skorupski et al. (2020) used a computer-
generated fuzzy model based on linguistic variables to construct a candidate’s PS profile.
Anitei and Buzea (2012), Kabak et al. (2012), and Kelemenis and Askounis (2010) have
proposed a fuzzy hybrid multicriteria decision-making approach that combines qualitative
and quantitative factors. For this, the authors used a combination of Fuzzy ANP, Fuzzy
TOPSIS, Fuzzy ELECTRE methods. Grechushkina (2020) developed indicators of the
potential effect of introducing software and hardware psychodiagnostic complexes to
determine the PS of future officers.

The emerging use of such systems, especially for PSP, might be due to the complexity
of personnel selection. Automated decision support systems might help gather and combine
information for large applicants, thus making selection procedures more efficient, and there
is hope that they can attenuate adverse impact (Langer et al., 2020).

Thus, the problem of the automated support systems for PSP from auxiliary to the
sphere of mandatory means of research is relevant since computer technology is increasingly
penetrating the sphere of humanitarian disciplines, particularly psychology (Spielberger,
2004). Moreover, their use contributes to the rapid and most reliable determination of
human PS to a specific category of professions.

The purpose of the study is to develop the method for determining the candidate’s
PS for a certain category of professions, taking into account his psychological potential
and allowing him to predict success in a particular profession. Therefore, it is necessary
to solve the following tasks to achieve the goal: (1) substantiate the methodology for the
formation of a psychological profile with given parameters, depending on specialization;
(2) to develop a method for calculating the integral indicator of PS based on the obtained
test data and a given psychological profile; (3) offer tools for determining and automating
the method of calculating candidate’s PS for a certain category of professions.

MATERIALS AND METHODS

Method of Formation Psychological Selection Procedures for Personnel to Specific
Activities

The method of formation PSP for personnel to specific activities is a system of consistently

conducted activities developed by the authors and includes four main stages: studying the
characteristics of professional activities and substantiating requirements; formation of a
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typical psychological profile; development of a method for calculating the integral indicator
of the candidate’s PS for a certain category of professions; deciding on PS.

The proposed method is based on the Eastern European classical approach for
determining the PSP of specialists (Bodrov, 2007; Prykhodko, 2008), taking into account
personality characteristics and features of future professional activity. This method is
based on the principles used in the PSP in different countries. The choice of specific
psychodiagnostic tests depends on the cultural characteristics of the subjects, the field
of professional activity. The list of psychodiagnostic tests is formed based on the most
common and recognized tests used for PSP in a particular country.

Several pilot studies were carried out during 2012—2014 to develop the psychodiagnostic
tests battery used in this study. The objectives of these studies were to identify the
relationship between the personality characteristics of candidates with the success of
training in a higher military educational institution and the effectiveness of the professional
activity. As a result of these studies, professionally important psychological characteristics
and adequate psychological tests for their measurement were identified.

The flowchart of the method of formation PSP to specific activities is shown in Figure 1.
Further, the stages of formation of the PSP to specific activities are discussed in more detail.

| Justification of the requirements for professional activity |

—_—_——— e e x

Formation of a psychological profile

| Justification of the choice of psychodiagnostic tests and their scales |
I

| Definition of a reference group of specialists |
I

| Formation of a typical professional profile |
I

| Determination of the criteria for choosing suitability for professional activity |

I

| |
' |
' |
' |
' |
' |
: | Testing the reference group and processing the results | |
| |
' |
' |
' |
' |

Obtaining an integral indicator

| Testing an experimental group of candidates on selected tests |
I

|
| Calculation of the generalized integral indicator for each candidate |

' |
' |
' |
' |
: | Recalculation of the obtained test scale values in accordance with the professional profile | :
' |
' |
' |

Figure 1. The flowchart of the method of formation psychological selection procedures for personnel to
specific activities.
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Method for Studying the Characteristics of Professional Activity and Justifying
Requirements

At this stage, the features of specific types of professional activity were studied, and the
requirements for professionally important psychological characteristics of a personality
were determined. The main method of psychological research of professional activity in
various specialties is analytical professiography (Bodrov, 2007). Analytical professiography
allows to study of the patterns, mechanisms, conditions, and factors of the productive
development of personnel and the implementation of the chosen life strategy (Karpilovskaya
et al., 1997; Melnyk et al., 2019).

As a result of such a study, the criteria for the success of professional activity are
determined; the procedure for choosing psychological tests for assessing professionally
important psychological characteristics necessary for the successful mastering of this
profession is substantiated. For this, a professiogram (psychogram) is drawn up, which
indicates professionally important psychological characteristics that allow the candidate to
master a particular specialty successfully and quickly (Prykhodko, 2008). First, the revealed
psychological characteristics were assessed on a five-point Likert scale in accordance with
the following criteria: (1) the degree of importance of each quality for achieving the final
goal (result), performing a specific task (element, operation); (2) the duration and frequency
of application of this psychological characteristic to perform all types of activity (work
process); 3) the duration and frequency of application of this psychological characteristic
when performing a specific task (individual labor operations); (4) the degree of complexity
of each psychological characteristic. Next, the average score of professionally important
psychological characteristics was calculated. Thus, we obtained quantitative and qualitative
indicators of professionally important psychological characteristics necessary for effective
professional activity in a particular specialty. Further, these characteristics were assessed
during psychodiagnostics of the candidate’s PS.

Formation of a Psychological Profile with Specified Characteristics Depending on
the Category of Professions

The formation of candidate’s PS can be divided into the following stages: (1) definition
of a test battery covering all aspects of this category of professions; (2) determination of
reference groups of specialists, testing; (3) the formation of a typical psychological profile
and the establishment of restrictions.

To determine the candidate’s PS level for specific activities, proceed from
psychological, psychophysiological, medical, and other criteria. It determines the choice
of psychodiagnostic techniques that determine the degree of mastery of professional
knowledge and skills (achievement tests) and the level of development of professionally
important psychological characteristics.
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In accordance with the given characteristics of the profession, several experimental
groups are formed: successful professionals, professionals, and low-performing employees.
In each group, specialists in different age categories should be represented in approximately
equal proportions.

In constructing the psychological profile, statistical data were used, on the one hand,
obtained after testing the selected groups, and on the other hand, the ideal model (according
to the given characteristics).

If psychological tests are used #, then a test vector is formed T= (T1 1, T, ) Each
psychological test is characterized by its own set of scales S ;= (S 1981050 Sk ) The
number of scales £ in each test may differ. Then the psychological profile can be represented
by a set of scales (individual psychological characteristics) in the form of a column vector

5,
P= 5, , and the number of scales is calculated as in Equation 1:
S,
M=k, (1)

where k; — the number of scales in the i-th test.
In accordance with the key to the test 7} used, a set of possible values is formed for
each scale using Equation 2:

S ={a,,a,,...,a,} (2)

where @; — minimum scale value, @, — maximum scale value, » — number of possible
scale values, i =1...n — psychological test number, j=1..k — scale number of the i-th
psychological test.

Based on the obtained statistical data of testing the experimental groups, for each
scale of each test Sj-, the distribution of a random variable of its values P“ is constructed
and described by the distribution function F (a) (Ventzel, 2006). Unfortunately, the scale
values even in one test can differ by several orders of magnitude. Therefore, to take int
account their contribution to the PS value, it is necessary to normalize the distribution F Fa?
relative to the general ten-point universal scale £}, (a) and approximate it in accordance
with the given requirements for an ideal specialist in this profession.

Thus, for each psychological characteristic of each test, we obtain a distribution
of the values of the survey results on a standard ten-point scale Floy (a). The totality
of these distributions is the average psychological profile for this specialty. According
to the comparison results, by correlation analysis of successful and poorly successful
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experimental groups, the most significant qualities in the psychological profile are identified
and restrictions on the minimum value in Flo,-j (a).

The Method of Calculation the Integral Indicator of Professional Suitability Based
on the Obtained Test Data and the Psychological Profiling

The main task of the study was to develop a comprehensive indicator of the effectiveness
of the professional activity, taking into account different aspects of the personality of the
candidate. As a result, this made it possible to decide on its distribution into one of three
suitability groups: unsuitable, conditionally suitable, and suitable.

The decision criterion used the principle of similarity of the candidate’s profile to
the average psychological profile of his representative. As an indicator used an integral
indicator of PS, the basis of which was the assessment of characteristics on the scales of
psychodiagnostic tests, the formation of the average value of the test using the created
psychological profile, and the summation of these values over the entire set of tests.

At the first stage for each scale S, its values @; were obtained in accordance with the
key. Further, to take into account the contribution of all scales to the overall indicator of the
psychodiagnostic test {;, a generalized indicator for this test Pio was formed by recalculating
the values of the scales in accordance with the standard normalized distribution of a given
profile F), i (a) and further averaging using Equation 3:

ki
zFloij (aij)
po J=1
' k; . (3)

At the second stage after, obtaining the values of the generalized indicators for each test,
derived the integral indicator PS* of the candidate’s PS for a certain category profession
by summing them up using Equation 4:

n
PS"=>P". (4)
i=1
Depending on the number of selected tests, covering professionally important

psychological characteristics, the maximum possible value of the integral indicator of PS
was calculated using Equation 5:

PS.. =10%n, )

where 7 —number of psychological tests.
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Empirical studies conducted with a control group of specialists in a specific profession
(in this study, there were candidates for military service) made it possible to establish the
selection criterion at the level PS” > 0.6 * PS. _ (all candidates who scored more than 60%
of the maximum possible value). As a result, the selected candidates had the necessary
professional qualifications to fulfill their professional duties successfully.

Thus, using the developed method, an integral indicator of PS was obtained, which,
in accordance with the selected criterion, made it possible to make an informed decision

about the suitability of the candidate for this profession.

Automation of the Method for Determining the Professional Suitability of a
Candidate for a Certain Category of Professions

When developing tools of the method for determining PS, the authors of the article paid
special attention to the following aspects: automation of the individual and group testing
procedures, automation of the processing of test results, their storage, and protection, as
well as different ways of presenting individual and group testing results, depending on the
tasks facing the psychologist (creation of an individual psychological support card, data
transfer to the Word application, transfer of group testing data to the Excel application for
further statistical processing) (Arestova et al., 1995; Matsehora et al., 2014; Vorobyova
etal., 2012).

The implementation of this method was the creation of an Automated Psychodiagnostic
Complex (APDC) “Psychodiagnostics.” The specifics of the solution of the tasks are
dictated by the need to build APDC both in the network version and in the local one. The
functional diagram of the APDC “Psychodiagnostics” is shown in Figure 2.

In both construction options, two specialized operating modes of APDC are envisaged—
the modes “Respondent” and “Psychologist.” The “Respondent” mode allows you to
conduct psychological testing of the subject according to a given set of psychological tests.
The “Psychologist” mode gives the user full access to all the possibilities of the APDC, for
example, the formation of psychodiagnostic tests battery for the given profession, setting
the selection criteria and forming a standard psychological profile, obtaining an integral
indicator, working with the database of the subjects and the results of their psychological
testing.

When the system is deployed on a local computer, the equipment of these terminals
coincides; that is, one personal computer (PC) is used. However, in the network
implementation, several different PC are used: one is the “terminal” of the psychologist;
the other is the terminal of the respondent. The exchange of information between the
modules is carried out using a control and data exchange module, which control signals
of the complex’s operation, information flows pass.

In the “Respondent” mode, the following modules are used: the module of respondent
identification, the module of test dialogue, and the module of automated psychodiagnostic
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Figure 2. Functional diagram APDC “Psychodiagnosis”

tests. Finally, in the “Psychologist” mode, the functioning of the complex requires
additional modules that significantly expand the psychologist’s capabilities in the field of
analysis of the results obtained and their display, calculation of various integral indicators
(PS, including indicators for specific professions), values of regression equations the
effectiveness of the candidate in a particular position, as well as testing.

Thus, the developed method for determining PS is brought to practical implementation
based on a PC and tested in practice.

RESULTS AND DISCUSSION

Consider the use of the method on the example of the PSP of candidates for military service
in units with law enforcement functions.
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All respondents (N = 186) were divided into three groups in the experiment. Group 1 (n
= 62) was formed from the most experienced specialists from units with law enforcement
functions (reference group), Group 2 (n = 62) and Group 3 (n = 62) were made up
of respondents who were candidates for professional activities with law enforcement
functions. The test results of Group 1 were used to form the typical psychological profile
of the personality Floij (a) The determination of PS in Group 2 was carried out using
the APDK “Psychodiagnostics,” and in Group 3 without its use (testing was carried out
on paper by the same methods, but with manual calculation, and the integral index of PS
was not determined).

After a detailed study of the activities of the military personnel of such units and
substantiation of professional requirements, a test battery was formed (Table 1) that
covered almost all aspects of the personality (Matsehora et al., 2014; Vorobyova et al.,
2012). The selection of these psychodiagnostic tests was based on PSP principles in post-
Soviet countries.

For the selected tests, using the results of Group 1, a typical psychological profile was
formed, which consisted of 51 scales (7;— 1 scale, T, — 5 scales, 75 — 8 scales, T, —10 scales,
T — 9 scales, 1 — 17 scales, T, — 1 scale). For example, for the test 7}, one indicator, S|,
is evaluated—the intelligence coefficient. Its original range of points varies from 0 to 132.
The distribution function F (a) of intelligence points of the reference sample is shown

Table 1
Psychodiagnostic tests battery

Ne Test name Test focus .Test .

designation

1  “Progressive Matrices” (J. Raven) Common abilities that determine T,

the ability to master any activity

2 “Temperament Structure Questionnaire of Self-  Features of temperament T,
assessment” (B. Smirnov)

3 “The Motivation Questionnaire for Professional  Features of the choice motivation T;
Choice of Candidates for Service in the Ministry
of Internal Affairs of Ukraine”

4  “Determining the Type of Accentuation Character traits and accentuations T,
of Character Traits and Temperament that worsen adaptation to new
Questionnaire” (K. Leonhard, H. Schmieschek)  conditions

5  “Suicidal Risk Questionnaire” (A. Shmelev) Strong-willed features and suicidal Ts

tendency

6  “The Sixteen Personality Factor Questionnaire A generalized characteristic of Ts
(16PF)” (R. Cattell) human traits

7 “Multi-level Personality Questionnaire Features of adaptation of a person T,
‘Adaptability’” (A. Maklakov, S. Chermyanin)  to new conditions, its tolerance to

changes
8  “Luscher Color Test” (modified by L. Sobchik)  Features of the emotional sphere T
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Figure 3. Distribution of intelligence points in the sample: (a) distribution function (maximum ordinate
value is 138 points), (b) normalized distribution function (maximum ordinate value — 10, step after
abscissa 10).

in Figure 3(a), and the normalized distribution function FIOH (a), taking into account the
approximation, is shown in Figure 3(b).

A feature of the approximation of this indicator is the fact that an intelligence score of
up to 70 “conditional points,” inclusive, is not evaluated on a ten-point scale and is assigned
a zero value. In addition, this indicator is professionally important, and the minimum
necessary value is set for it in 6 normalized units of a ten-point scale. Let us present data
comparing intelligence indicators in highly successful and poorly successful groups of
military personnel (Table 2).

The data obtained indicate that highly successful military personnel have significantly
higher indicators on the intelligence scale (106.57+12.03) than poorly successful
(98.82+12.72), indicators of statistical significance of differences according to the Student’s
T-test and Fisher test (t=4.42, p<0.01). Thus, there is a significant relationship between
the index of intelligence and the success of activities, but this relationship is weak. Table
3 shows the discrete normalized distribution function F1011 (a) after approximation. A
similar approach is applied to the remaining scales of the selected tests.

Table 2
Intelligence indicators of military personnel of units with law enforcement functions (in conditional points)
Scales Highly successful military personnel Weak military personnel t p
Intelligence 106,57+12,03 98,82+12,72 4,42 0,01
Table 3

Discrete values of the normalized distribution function after approximation

Points 0 10 20 30 40 50 60 70 80 90 100 110 120 130 140 Critical value
Fo@o o o o o 0o 0 0 3 6 8 10 10 9 8 6
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Further, with the help of the APDC, the candidates of Group 2 were tested, the results
were saved, the integral indicator of PS to service in units with law enforcement functions
was calculated, and the candidate’s suitability group was determined (I — suitable, IT —
conditionally suitable, III — not suitable). The results obtained for Group 2 for a small
sample (n = 8) are shown (for example) in Table 4. In Table 4, columns 2—8 show the
results of tests calculated relative to a given psychological profile, in column 9 the integral
indicator, and in column 10 the candidate’s PS group.

The proposed method for determining a candidate’s PS for a particular profession
was developed to simplify the decision-making process based on the results of the PS
of applicants. Implementing this method with the help of automated support systems
contributes to the fastest and most reliable determination PS of a candidate. In addition,
the developed method for determining the PS of a candidate involves the use of no more
than three candidate suitability groups.

In contrast to the results of the studies Arestova et al. (1995), Grechushkina (2020),
Zhiltsova et al. (2005), Zlepko et al. (2010), the developed method for calculating the
integral indicator of the candidate’s PS for a certain category of professions and the
algorithm for forming a psychological profile for a particular profession allows obtaining
a more reliable result in determining a person’s ability to a certain category of professions.
As aresult of the conducted studies of Group 2, the time for testing, processing the results
obtained, and making a decision on suitability was reduced by 73%, the reliability of the
results obtained (the presence of errors in the non-automated calculation of test scale
values) improved by 7% compared to the results of Group 3. The effectiveness of the
developed method is comparable with similar indicators used in the studies of Anitei and
Buzea (2012), Kabak et al. (2012), Kelemenis and Askounis (2010).

The developed method also allows to research a large number of candidates, reduce
the time for testing and processing the results, and avoid subjectivity when making a
decision (Prykhodko, 2020). However, the reliability of a decision on PS largely depends

Table 4
Results of determining the PS candidates
Full name T, T, T; T, Ts Ts T, PS* Group
1 2 3 4 5 6 7 8 9 10

Candidate 1 10 7.899 9 4.999 7.746 7.374 5.000 52.02 I
Candidate 2 10.00 5.200 8 8 9.522 7.374 7.199 55.29 I
Candidate 3 8.799 8.799 7.125 7.900 8.333 7.079 9.599 57.63 I
Candidate 4  9.200 4.900 5.25 4.900 3.251 4.720 1 33.22 11

Candidate 5 6.200 6.799 6.75 8.300 8.634 6.725 9.999 53.41 II
Candidate 6 10 6.300 8.249 8.200 8.895 5.781 7.399 54.82 I
Candidate 7 7 9.299 4.75 8.200 8.999 7.138 7.799 53.18 I
Candidate 8§  6.800 6.299 7 7.900 7.635 7.138 5.200 47.97 I
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on the accuracy and correctness of research on the formation of the characteristics of the
psychological profile based on selected reference groups of specialists of a particular
specialization (Prykhodko et al., 2020). Also important is the process of selecting the
numerical values of the boundaries of groups of candidates, which depend on the number
of selected tests and the given requirements for these groups (Cano, 2018).

All the obtained calculation data of the integral indicator of PS can be presented in
text and graphic forms. Generalized data are synthesized for an individual respondent
and a group united by a common attribute. Information can be made out in the form of
tables according to the results of methods, scales, digital data, and graphs. In addition, a
descriptive interpretation is made for each test indicator.

The developed method for determining PSP and APDC was implemented in the
practical activities of the psychological service of the National Guard of Ukraine (NGU).
In 2014-2016, the basics of the practical use of APDC at NGU were determined, and
psychologists were trained to work with it. After the official consolidation of the developed
method and the APDC in the regulatory documents in 2016, regulating the activities of the
NGU psychological service, its practical use was carried out. To date, with his help, more
than 20 000 candidates for military service and NGU military personnel have undergone
psychodiagnostic studies. In addition, constant monitoring studies are being carried out,
which track the links between the effectiveness of the professional activities of military
personnel with personality indicators measured and assessed by the APDC. In these studies,
with a large sample of subjects, the reliability of the developed method was confirmed.

Further improvement of the method should improve forming a psychological profile
with specified characteristics depending on the category of professions, justification, and
correction of the values of the boundaries of the focus groups, and their automation.

CONCLUSIONS

As a result of the study, for the first time, the method was developed for calculating the
integral indicator of the candidate’s PS and an algorithm for forming a psychological
profile for a specific profession. The developed method differs from the known ones in
that the total PS indicator is calculated taking into account the totality of psychological
characteristics of personality (cognitive, typological, characterological, neurodynamic,
emotional-volitional, motivational). This method adapts the requirements of the profession
to candidates, taking into account changes in the conditions of activity by adjusting the
typical psychological profile of personality.

The algorithm for forming a psychological profile consists of the following stages:
defining a set of tests; definition of reference groups of specialists and their testing;
formation of a typical psychological profile of personality. The developed algorithm
forming a psychological profile of personality with given characteristics, depending on
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the specialization, makes it possible to include an arbitrary number of psychodiagnostic
tests. The number of tests and scales is determined when analyzing the requirements for
professional activity and compiling a list of psychological characteristics that contribute
to the successful mastery of this specialty and effective performance of official duties in
real-life conditions.

The developed method for calculating the integral indicator of the candidate’s PS
is based on obtaining testing data on the selected scales of psychodiagnostic tests; their
recalculation in accordance with the created typical psychodiagnostic profile and the
summation of the data obtained. Thus, the general integral indicator includes all the
characteristics of the candidate’s personality, considering their importance.

The practical result of the research is the developed software toolkit for the method of
determining the candidate’s PS for a given category of professions in the form of an APDC
“Psychodiagnostics.” It reduces the time and labor costs for conducting psychodiagnostic
studies, increases the reliability of tests due to a higher degree of standardization of the
testing procedure, increases the accuracy of assessing psychological characteristics, and
reduces the likelihood of errors in the processing of test results. In addition, the APDC
accelerates the decision-making process based on test results due to the ability to calculate
test scores and generate reports on the results quickly.
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