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Human resources have nowadays been recognized as one of the most
important key competitive advantages of organizations. Human re-
sources management deals with the recruitment, selection and train-
ing of the best candidates for a particular job position. Although train-
ing has significant influence on the performance of employees, recruit-
ment and selection still remain the crucial steps. The goal of the pa-
per is to explore if special characteristics of candidates for employment
in the banking industry could be used for predicting their future suc-
cess at work. Real-life data from a Croatian bank’s employee database
are used for analysis, with the total sample of 1659 candidates tested for
the purpose of employment. Results of the multiple regression analysis
indicate that the following characteristics are important at forecasting
an employee’s success at work in the banking sector: cognitive ability,
reasoning, dominance, social boldness, sensitivity, openness to change,
warmth, and emotional stability. Therefore, as the best practice for re-
cruitment, the use of the Profile of a Quality Candidate in Banking is
proposed.
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Introduction

Human resources have become one of the key competitive strengths of
enterprises in the era of highly intense competitiveness and globalization
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(Chien and Chen 2008; Meško Štok et al. 2010). Human resources man-
agement is the organizational function that deals with recruitment, selec-
tion and training of employees. Many scientists and experts from the do-
main of human resources deal with the topic of how to recruit and select
most promising future employees and how to develop, educate and mo-
tivate them (Lievens, Van Dam, and Anderson 2002). Human resources
management thus contributes to the stability of enterprise operations that
can be characterized bymany uncertainties such as instability (Pejić Bach
2003).
In the recent years, quality recruitment has gained a substantial at-

tention (Bertoncelj 2010), primarily with the emergence of private enter-
prises that support firms in professional employee selection (Vujić 2008).
Quality of professional selection is significantly increased by the use of
psychological testing (Schmidt 1998). Results of psychological testing are
mostly considered only at the moment of employment, and their use for
investigation of their correlation with later job performance is still scarce
(Singh and Singh 1994; Raufelder et al. 2013). In modern organizations,
the data mining approach has become highly significant, since in most
of organizations’ databases the data on employees’ personal characteris-
tics are available, and could be used for future performance prediction
(Strohmeier and Piazza 2013).
Since the prediction of employees’ work performance is extremely im-

portant for the decisionmakingwithin the human resources domain, this
research paper aims to make a contribution in this field. The purpose of
this paper is to explore the possibilities of forecasting future performance
of employees in banking based on their personal characteristics. For this
purpose real-life data from aCroatian bank’s employee database are used.
The total sample of 1659 candidates tested for the purpose of employ-
ment will be used for analysis. Also, the choice of this topic presents an
attempt to contribute to the local employment policies (Drobne, Bogataj,
and Lisec 2012).
The paper consists of the following parts. After the introductory part

of the paper, the literature review is presented with the focus on the im-
portance of cognitive abilities, and the importance of personality traits in
professional selection. The methodology part of the paper presents data
used in the study and describes the study sample. The section on results
of the paper presents multiple regressionmodels with the following crite-
rion variables: Performance and Speed of Promotion. The discussion part
of the paper explores possible improvements of the prediction of job per-
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formance during the recruitment process in the banking sector. The last
part of the paper presents a conclusion.

Literature Review
Designing a selection procedure in an organization is a complex and chal-
lenging process that often consists of several stages. Although itmay seem
that posting a job advertisement and choosing the best candidate is a
relatively simple and not a particularly demanding procedure, the pro-
cess itself is significantly more complex since it is indirectly connected to
the organizational long-term goals and strategy (Bahtijarević Šiber 1999).
General potential for learning and development is one of themost impor-
tant factors of good performance. Previous research and current practices
have shown that the potential for learning and development can be best
evaluated by using cognitive ability tests and personality factors question-
naires.

the importance of cognitive ability
in professional selection

Previous research indicates that one of the most significant predispo-
sitions influencing performance is the general cognitive ability (e. g.
Schmidt and Hunter 1998). Therefore, the results of general cognitive
ability tests are in fact the best future performance indicators and are used
in selection procedures most commonly. Also, they have proven to be the
best predictors for learning in professional educational programs. Their
main advantages stem from good psychometric characteristics: objectiv-
ity, sensitivity, validity and reliability (Jackson 2000). Raven’s Advanced
Progressive Matrices (apm) is one of the cognitive ability tests that has
proved to be highly appropriate in the area of professional selection of
highly qualified workers, and is therefore used in our research.

the importance of personality traits
in professional selection

Personality traits can be identified as customary routines of behavior,
thought and emotions. Traits are stable over time, they vary among in-
dividuals (e. g. outgoing and shy people), and affect behavior. Personality
traits are, along with the cognitive ability, most commonly used assess-
ment indicators in professional selection.
Although there is a lot of research regarding influence of personality

traits on performance in the workplace, there are still some inconclusive
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findings. Barrick, Mount, and Judge (2001) in their meta-study of pre-
vious research revealed the following findings: (i) conscientiousness pre-
dicts a wide range of job performance criteria for all occupational groups;
(ii) emotional stability is a good predictor for general job performance for
all occupational groups; and (iii) extraversion, agreeableness and open-
ness to experience are predictors of some specific variables (e. g. team-
work, sales talent, and management). Similarly, people who are anxious,
hostile, with low self-esteem and depressed will hardly be great perform-
ers, especially in jobs that require teamwork.
Personality traits aremeasured by personality tests. Rothstein andGof-

fin (2006) claim that the use of personality tests leads to the better selec-
tion of employees whose personalities fit into the corporate culture of the
organization, which can in turn significantly reduce unwanted outflow of
employees.
Personality tests are often used for the purpose of professional selec-

tion. Croatian human resources professionals commonly use the 16 Per-
sonality Factors (16pf) questionnaire, which is a venture by Raymond
Cattell (Russell and Karol 2000), who used the factor analysis for iden-
tification of primary components of the personality. The fifth edition of
the questionnaire, which was used in this study, contains 185 items (ques-
tions) that are summarized to 16 primary personality factors.

Methodology

research instrument

Multiple regression models were used in order to explore possible pre-
dictors of future employees’ success at work.

Predictor Variables

The following predictor variables were used: (1) the results of the apm
cognitive ability test, (2) the results of the 16pf test (Raven, Raven, and
Court 2003). Table 1 explains 16 primary personality factors that represent
personality traits. Primary personality factors are bipolar, which means
that both high and low scores can be interpreted as opposite character-
istics. For example, a high score on the factor A (Warmth) indicates that
the person is warm in interpersonal relationships, and low scores indicate
that one tends to be more restrained in relationships. However, in some
situations it is appropriate to be restrained, while in other situations it
may be more appropriate to be warmer.
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table 1 Primary personality factors

(1) (2) (3) (4)

A Warmth Distant, reserved, deliberate Warm, outgoing, attentive to
others

B Reasoning Concrete thinking Abstract thinking

C Emotional Stability Reactive emotionally,
emotionally less stable

Emotionally stable, adaptive,
mature

E Dominance Submissive, cooperative,
avoids conflict

Dominant, forceful, assertive

F Liveliness Serious, restrained, taciturn Lively, animated,
spontaneous

G Rule-Consciousness Expedient, nonconforming Rule-conscious, dutiful

H Social Boldness Shy, threat-sensitive, timid Socially bold, venturesome,
thick-skinned

I Sensitivity Utilitarian, objective,
unsentimental

Sensitive, aesthetic,
sentimental

L Vigilance Trusting, unsuspecting,
accepting

Vigilant, suspicious,
skeptical, distrustful

M Abstractedness Grounded, practical,
solution oriented

Abstract, imaginative,
absorbed in ideas

N Privateness Forthright, genuine, artless Private, discreet,
non-disclosing

O Apprehension Self-Assured, unworried,
confident

Apprehensive, worried,
insecure

Q1 Openness to Change Traditional, attached to
familiar

Open to change,
experimental

Q2 Self-Reliance Group-oriented, affiliative Self-reliant, solitary,
individualistic

Q3 Perfectionism Tolerates disorder,
unexacting, flexible

Perfectionistic, organized,
self-disciplined

Q4 Tension Relaxed, placid, tranquil, Tense, high energy,
impatient, driven

notes Columnheadings are as follows: (1) primary personality factor, (2) primary per-
sonality factor name, (3) descriptors of low range, (4) descriptors of high range. Adapted
from Russell and Karol (2000).

Criterion Variables

For the purpose of this study several types of criterion variables will be
used: (1)Performance, and (2) Speed of Promotion. Performance of the em-
ployee is expressed as one of the three recorded levels (high, medium and

Volume 11 · Number 3 · Fall 2013



288 Mirjana Pejić Bach, Natalija Šimić, and Marjana Merkač

realized). It is revised each year for each employee of the bank, and it is a
combination of several factors, such as the general level of knowledge of
the domain of work andmotivation for further learning. Speed of Promo-
tion ismeasured as the average number ofmonths spent at the samework-
place, which is expressed as the ratio of the total number of months of
work in the bank and the total number of vertical promotions/demotions
that were recorded. This measure suggests that successful workers are
promoted faster than less successful workers and also that unsuccessful
workers are demoted. Since data on employees’ performance from 2005
to 2010 were used, the average values for the performance and the speed
of promotion were calculated in order to be used as criterion variables.

sample description
The data used in this research are the actual data obtained from the hu-
man resources department of one Croatian bank. The data use has been
approved by a responsible manager. The data was collected at the begin-
ning of 2010 and the sample in this study represents the data on the em-
ployees employed in the bank since 2005 (1695 employees).
Table 2 shows the average results of the apm and the 16pf tests for

1695 candidates that were tested for the purpose of employment.
Based on the results shown in table 2 one can conclude that the em-

ployees of the bank have specific characteristics. For example, employees
are on average motivated to do jobs that involve intense interaction with
other people, they are focused on establishing a connection with other
people, they are empathetic, and they tend to express emotions but also
easily recognize feelings and intentions of others and other individuals
perceive them as friendly. This is consistent with Cattell’s findings (Cat-
tell 2003) that high scores on the scale of agreeableness are common in
sales occupations, management and supervisory professions. Therefore it
is expected that the candidates employed in a bank have elevated scores
on this scale.

Results
In this section, the aim was to investigate whether the simultaneous con-
sideration of several predictor variables using multiple regression mod-
els may predict the results of the criterion variables. The following text
presents a review of multiple regression models. The apm test results
and the 16pf test results are used as predictor variables. Performance and
speed of promotion of employees are used as the criterion variables.
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table 2 Exploratory analysis of the predictor variables

Predictor variables () () () () () () ()

apm cognitive ability test  .   .  

pf test Warmth (A)  .   .  

Reasoning (B)  .   .  

Emotional Stability (C)  .   .  

Dominance (E)  .   .  

Liveliness (F)  .   .  

Rule-Consciousness (G)  .   .  

Social Boldness (H)  .   .  

Sensitivity(I)  .   .  

Vigilance (L)  .   .  

Abstractedness (M)  .   .  

Privateness (N)  .   .  

Apprehension (O)  .   .  

Openness to Change (Q)  .   .  

Self-Reliance (Q)  .   .  

Perfectionism (Q)  .   .  

Tension (Q)  .   .  

notes Column headings are as follows: () n, () mean, () median, () mode, ()
standard deviation, () minimun, () maximun.

multiple regression model with the criterion
variable performance

Table 3 presents results of themultiple regressionmodel with the criterion
variable Performance. The coefficient of determination is 0.088 thus indi-
cating that only 8.8 of the variation in Performance could be attributed
to the variation in predictor variables (results of the apm and the 16pf
tests). Although this result indicates modest reliability of the model, re-
sults are interesting and give important insights into the relation between
the predictor variables (results of the apm and the 16pf test) and Perfor-
mance as the criterion variable. Five predictor variables were found to be
statistically significant. The results of the apm tests of cognitive abilities
contribute significantly to the prediction of Performance, thus indicating
that the higher level of cognitive ability could predict the higher level of
Performance, and vice versa. Agreeableness (A) significantly contributes
to the prediction of Performance, thus indicating that the lower level of
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agreeableness could predict the higher level of Performance. Reasoning
(B) also significantly contributes to the prediction of Performance, thus
indicating that the higher result on reasoning could predict the higher
level of Performance. At this point it is important to note that although
the correlation coefficients between the apm and Performance, and Rea-
soning (B) and Performance are of similar value (rapm = −0.239 apm,
rb = −0.207), the Beta coefficient for the variable B is lower than the
the Beta coefficient for the apm because these two variables are corre-
lated with each other (rapm-b = 0.555). Emotional Stability (C) and
Sensitivity (S) significantly contribute to the prediction of Performance,
but with the opposite sign, thus indicating that the higher result on
the emotional stability could predict the higher level of Performance,
while the lower value of sensitivity could predict the higher value of
Performance.

multiple regression model with the criterion
variable speed of promotion

Table 4 presents results of the multiple regression model with the cri-
terion variable Speed of Promotion. The coefficient of determination is
0.054 thus indicating that only 5.4 of the variation in Performance could
be attributed to the variation in predictor variables (results of the apm
and the 16pf tests). It is important to mention that Speed of Promotion is
measured as the average number of months spent at the same workplace.
Therefore, a lower level of Speed of Promotion indicates better results.
Although this result indicates modest reliability of the model, results

are interesting and give important insights into the relation between the
predictor variables (results of the apm and the 16pf test) and Speed of
Promotion as the criterion variable. Again, five predictor variables were
found to be statistically significant. Again, the results of the apm tests
of cognitive abilities contribute significantly to the prediction of Speed of
Promotion, thus indicating that the higher level of cognitive ability could
predict the fewer average number ofmonths spend at the sameworkplace,
and thus faster Speed of Promotion. Reasoning (B) also significantly con-
tributes to the prediction of performance, thus indicating that the higher
result on reasoning could predict the fewer average number of months
spend at the same workplace, and thus faster Speed of Promotion. The
same explanation can be attributed to Dominance (E) and Social Bold-
ness (H).However, Sensitivity (I) andOpenness toChange (Q1) have pos-
itive beta coefficients, indicating a negative correlation between high re-
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table 3 Results of the multiple regression model with the criterion variable
Performance

Predictor variables () () () () ()

Constant . . . .

apm cognitive ability test –. . –. –. .***

pf test Warmth (A) . . . . .**

Reasoning (B) –. . –. –. .**

Emotional Stability (C) –. . –. –. .**

Dominance (E) –. . –. –. .

Liveliness (F) –. . –. –. .

Rule-Consciousness (G) . . . . .

Social Boldness (H) –. . –. –. .

Sensitivity(I) . . . . .**

Vigilance (L) . . . . .

Abstractedness (M) . . . . .

Privateness (N) . . . . .

Apprehension (O) . . . . .

Openness to Change (Q) . . . . .

Self-Reliance (Q) . . . . .

Perfectionism (Q) . . . . .

Tension (Q) . . . . .

notes R = ., R2 = ., R̄2 = .. Column headings are as follows: () β, ()
standard error (unstandardized coefficients), () β (standardized coefficient), () t, ()
p-value. *** Statistically significant at . ** Statistically significant at .

sults and the Speed of Promotion, although it should be taken into account
that the coefficients are statistically significant at 10 probability.

Discussion

the importance of improving the prediction
of job performance during the recruitment process
in the banking sector

If an organization employs a quality candidate, the candidate will achieve
better results, with its quality work she or he will contribute to the suc-
cessful realization of business objectives and overall long-term success of
the organization. However, hiring quality candidates is only one of the
essential elements for long-term success of an organization, because the
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table 4 Results of the multiple regression model for the criterion variable
Speed of Promotion

Predictor variables () () () () ()

Constant . . . .

apm cognitive ability test –. . –. –. .***

pf test Warmth (A) . . . . .

Reasoning (B) –. . –. –. .*

Emotional Stability (C) . . . . .

Dominance (E) –. . –. –. .**

Liveliness (F) –. . –. –. .

Rule-Consciousness (G) –. . –. –. .

Social Boldness (H) –. . –. –. .**

Sensitivity(I) . . . . .*

Vigilance (L) –. . –. –. .

Abstractedness (M) . . . . .

Privateness (N) . . . . .

Apprehension (O) –. . –. –. .

Openness to Change (Q) . . . . .*

Self-Reliance (Q) . . . . .

Perfectionism (Q) . . . . .

Tension (Q) –. . –. –. .

notes R = ., R2 = ., R̄2 = .. Column headings are as follows: () β, ()
standard error (unstandardized coefficients), () β (standardized coefficient), () t, ()
p-value. *** Statistically significant at . ** Statistically significant at . * Statistically
significant at .

organization necessarily also needs to develop systems of career devel-
opment with an emphasis on talent management, payment and reward
schemes as well as retaining quality employees. If an organization does
not have good methods for identification of high-quality candidates, the
average or below-average candidates will with time begin to create diffi-
culties. In that case organizations need to address the issue of terminating
employment for these sub-quality employees, instead of focusing on the
question of how to properly utilize the potential of high quality workers
in order to achieve better results.
In the banking sector, which is under the influence of constant dynamic

changes in the business environment, it has been proven that hiring can-
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didates who have a high overall potential for learning and development is
of the highest importance. Such abilities aremeasuredwith cognitive abil-
ity and personality traits tests. The abovementioned is generally known in
business practice in Croatia, and therefore almost all banks applymore or
less similar instruments in the selection of candidates. However, the busi-
ness practice shows that different banks differ in successfulness of em-
ploying really quality candidates. Although similar instruments are used,
the differences in the quality of hired candidates may arise for several
reasons.
One of the reasons is the quality of the recruitment process, that is,

the ability to attract quality candidates into the selection process. This
may seem illogical to some extent, given that banks are generally desir-
able places to work in Croatia. However, there are significant differences
in the perception of how desirable a bank is as an employer. Precisely
for these reasons, some banks are investing significant efforts into posi-
tioning themselves in the labormarket as very highly desirable employers
as this will ensure that quality candidates will keep applying to their job
posts.
The second reason is the consistency in compliancewith the prescribed

selection procedure. Specifically, business practices in Croatia indicate
that the selection procedures are often violated if a candidate has a recom-
mendation of a high-ranking person in the organization. This is encoun-
tered so frequently in the business practice, that selection procedures can
often be thought as being ‘fixed.’
The third, and perhaps the decisive reason for the difference in the

quality of candidates that banks employ is the issue of defining the thresh-
old for fulfilling the criteria on psychological tests, or in other words the
ability to define the so-called Profile of a Quality Candidate in Banking.
Such a profile would define certain factors of the criteria which should
ensure high job performance of employees in the bank. Also, the ideal
profile should define whether all the factors are equally important, or
some factors may be less important in some cases. The abovementioned
represents the main reason for conducting research elaborated in this
paper.
As there are difficulties in defining what the best measure for the em-

ployee performance is, this paper presents a few of them, each of which
to a greater or lesser extent represents the actual job performance. Specif-
ically, the appraisal of job performance, although defined as an individ-
ual result of achieving planned goals, is influenced to some extent by the
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evaluators. People differ according to their personal equations in the esti-
mates of others. Although all the evaluators go through a well-structured
training on evaluating performance and although the appraisal distribu-
tion for individual organizational units is alignedwith the performance of
organizational units, it is certain that not all evaluators are equally stern.
Some workers may get lower appraisals from some evaluators than they
would get from other assessors. It is similar with the assessment of poten-
tial workers. In dealing with the criteria of the average number of months
spent in a particular workplace, it is possible to assume that the rate of
promotion depends in addition to the employee performance and strict-
ness in the criteria of managers, to some extent also on the opportunities
within each organizational unit (for example, in organizational units with
significant fluctuations of workers, it is easier for an individual to make
an opportunity for promotion, than in stable and well-arranged organi-
zational units). As these problems of objectivity of criteria for job perfor-
mance were known in advance, several measures of work performance
were deliberately used in this paper in order to, among other things, ex-
amine in more details the factors that are significantly associated with a
larger number of criteria. Namely, it can be assumed that those factors
that are associated with a larger number of criterion variables are very
important in predicting job success.
The results of the analysis indicate that the bank whose data were an-

alyzed already manages the professional selection process successfully.
This conclusion is the result of an exploratory analysis. The average val-
ues of employed candidates are almost in all factors significantly shifted
towards higher or lower values than in the average population, whereby
the more emphasized qualities are more desirable in banking (based on
the logical analysis of the meaning for individual factors). Although no
studies have been found that have dealt with the issues of which results
are optimal for a ‘good banker,’ if a group of experts were to try to de-
scribe a ‘good banker,’ their description would most likely be in line
with the results obtained by an exploratory analysis. The deviation from
the average population and thus the reduced standard deviation have
very likely ‘camouflaged’ the association between the individual predic-
tor and criterion variables. Because of the reduced data variability (for
the already continuous quality selection procedure) the correlation of
individual variables is lower. Nevertheless, several factors have shown,
though small, yet a significant association with a variety of criterion
variables.
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application of improved prediction of job
performance during the recruitment process
in the banking sector

For the purpose of improving business employment practices in the
Croatian banking sector based on the analysis made, an overall sugges-
tion would certainly be to develop a Profile of a Quality Candidate in
Banking presented in table 5. In this profile, it would be important to de-
termine passing thresholds for each factor or in fact the range of results
that would ensure that the candidate will be successful in his or her work
in the bank. Assuming that the research was done using the data of a
successful bank, the ranges for all factors (except apm, A, B and C) can
be defined as a ±3 points in relation to the average results obtained from
the exploratory analysis. This conclusion results from the following: em-
ployees used for the analysis are on average high-quality employees. The
range of ±3 points is taken to ensure that there is a sufficient range of re-
sults and there are enough candidates thatmeet specified ranges. As far as
apm factors are concerned, it has been already suggested that candidates
with a higher achieved result should be recruited. For university degree
candidates a minimum threshold of 25 points could be used, and for high
school candidates, a minimum threshold of 18 points achieved. For the
factor Reasoning (A), a positive association with two criteria was found
and a range of 6–10 points might be suggested. For the factor Emotional
stability (C), where most employees already achieve very high scores (9)
a range of 7–10 points could be suggested, while Agreeableness has a
negative correlation and the proposed range would be 5–9.

limitations in the application of psychological
tests as predictors of employees’ success

In the application and interpretation of psychological tests, it is important
to note some limitations that may affect the test results.
Fatigue and lack of sleep, stress, and poor health adversely affect the

intellectual capacity of a person, and as such may result in a diminished
ability to solve problems in cognitive ability tests. The results of the cog-
nitive ability tests are sometimes influenced by personality traits, culture
and the perception of the test situation stressfulness. It follows that a good
score on the test indicates a highly developed trait and should be accepted
as such, while a low result requires another testing. Tests that measure
the learning ability of the individual (general factor) are generally more
difficult to solve and more demanding. Therefore, if an individual is not
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table 5 Profile of a quality candidate in banking

Cognitive
abilities

Adjusts to new and unex-
pected circumstances

with difficulty

apm > 25*
apm > 18**

Easily adjusts to new
and unexpected
circumstances

Warmth Distant, reserved,
deliberate

• • • • • Warm, outgoing,
attentive to others

Reasoning Concrete thinking • • • • • Abstract thinking

Emotional
Stability

Reactive emotionally,
emotionally less stable

• • • • Emotionally stable,
adaptive, mature

Dominance Submissive, cooperative,
avoids conflict

• • • • • • Dominant, forceful,
assertive

Liveliness Serious, restrained,
taciturn

• • • • • • Lively, animated,
spontaneous

Rule-
consciousness

Expedient,
nonconforming

• • • • • • Rule-conscious,
dutiful

Social Boldness Shy, threat-sensitive,
timid

• • • • • Socially bold, venture-
some, thick-skinned

Sensitivity Utilitarian, objective,
unsentimental

• • • • • • Sensitive, aesthetic,
sentimental

Vigilance Trusting, unsus-
pecting, accepting

• • • • • • Vigilant, suspicious,
skeptical, distrustful

Abstractedness Grounded, practical,
solution oriented

• • • • • • Abstract, imaginative,
absorbed in ideas

Privateness Forthright, genuine,
artless

• • • • • • Private, discreet,
non-disclosing

Apprehension Self-assured,
unworried, confident

• • • • • • Apprehensive,
worried, insecure,

Openness to
Change

Traditional, attached
to familiar

• • • • • • Open to change,
experimental

Self-reliance Group-oriented,
affiliative

• • • • • • Self-reliant, solitary,
individualistic

Perfectionism Tolerates disorder,
unexacting, flexible

• • • • • • Perfectionistic, orga-
nized, self-disciplined

Tension Relaxed, placid,
tranquil,

• • • • • • Tense, high energy,
impatient, driven

notes *University graduates. **High school graduates.

motivated and does not attach great importance to the testing situation
he or she is likely to achieve inferior results.
Personality traits should be relatively stable over time. However, there
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is always a possibility of fluctuations in results due to the effect of aging,
learning or different experiences an individual has been subjected to. In
case of retests, results for individual subjects should be approximately the
same, despite the fact that certain time (even a few years) has passed since
the original testing. If a person has, in the meanwhile, undergone some
important life events that are expected to affect the person’s mental state,
retesting is strongly recommended.
When taking into account the results of our research one should also

be careful since the data from only one bank have been included into the
analysis. However, the selection process for most of the banks in Croatia
is conducted with the assistance of a few human resources management
consulting firms, thus indicating that the results could be applicable to
the Croatian banking sector. Also, it is important to note that the Profile
of a Quality Candidate in Banking represents just one of the attempts to
improve the selection process in the banking industry, and that prior to
the implementation of the specified profile, it should be further tested
through several selection procedures.

Conclusion
The goal of this research was to investigate if it is possible to predict suc-
cess of employees in the banking sector by applying the data mining ap-
proach. The analysiswas based ondata fromoneCroatian bank. The vari-
ables that were used as predictors are the psychological testing results: the
apm cognitive abilities test and the 16 Personality Factors test. The vari-
ables that were used as criterion variables are: the assessment of employee
performance and the speed of promotion/demotion of workers expressed
as the average number of months spent in the same workplace. The re-
sults of the multiple regression models showed that the predictor vari-
ables explained from 4 to 8 variability of criterion variables, and that
their implementation requires some improvements, particularly ensur-
ing access to a wider set of data. However, interesting results were found
regarding the influence of predictor variables on the criterion variables,
which led development of the Profile of a Quality Candidate in Banking.
The use of the abovementioned Profile of a Quality Candidate in Bank-

ing may present a practical application of the paper’s results in the se-
lection process in the banking sector. The basic idea of the profile is to
determine intervals of points for specific factors to ensure that the can-
didates whose results fit specified intervals indeed prove to be success-
ful at work. This success should be reported as a measure of job perfor-
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mance discussed in this paper. Proposed intervals for all factors (except
apm, Warmth (A), Reasoning (B) and C (Emotional stability) should be
defined ±3 points higher than the average results obtained from the ex-
ploratory analysis. The range of Warmth (A) is defined as 5–9 points, the
Reasoning factor (B) as 6–10 points, and the Emotional stability factor
(C) as 7–10 points. For the cognitive ability test, the minimum defined
threshold is 25 points for university graduate candidates and 18 points for
high school candidates.
Further research in this area should explore the issue of forecasting

employees’ success at work in broader contexts. Specifically, it would be
interesting to explore if the results of our research are applicable to other
similar occupational groups for instance in the insurance and the invest-
ment banking sector. For a more precise selection of candidates, it would
be interesting if future research included the so-called prospects of the
Profile of a Quality Candidate in Banking, separately for high school occu-
pations and university degree professions, and specifically for particular
occupational groups (for example sales occupations/non-sales occupa-
tions).
Organizations operate in a very dynamic and competitive environment

and are forced to constantly seek ways to improve business processes that
will ensure the long-term viability of operations and survival in the mar-
ket (Hernaus, Pejić Bach, and Bosilj Vukšić 2013). One of the business
processes that directly affects the long-term viability of the business is
the professional selection process. Hiring the best candidates, candidates
who have a high potential for learning and development, will ensure that
quality work achieves quality business results and thus directly affects
long-term quality business performance of enterprises.
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