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Whether you are an individual recruiter or working as part of a large team, 
we have a membership package to suit you.

The leading global membership 
organisation for talent acquisition 
professionals, run by ex-practitioners  
and leaders from the talent and 
recruitment space.

*The number of people attending  
#Firmdays is capped at 5 per organisation, for all 

levels of membership.

Benefits of Membership

Priority tickets* to our live #Firmday  
events and access to all recorded sessions  
on-demand meaning you will never have to miss 
out on learning opportunities 

Virtual Round Tables
Priority reservations to our live virtual  
peer-to-peer round tables, keeping you  
updated on current trends.

“The Firm is an essential part of our 
recruiting toolkit, delivering strategic 

insight plus practical support and 
development to my team”

Matthew Jeffery  
Director, UKI Talent Attraction  

& Acquisition (TA2) Leader, EY

Events

Virtual Masterclasses and Workshops 
Live training sessions delivered by industry 
experts help you stay on top of your game. 

Online Recorded Training Modules 
Practical on-demand training modules to  
help you develop your recruitment capability 
quickly and a time that is convenient for you.

Training and Development

Our online community brings bring you closer 
to the industry and your peers through 1-1 
messaging and our discussion board.

Community

Bi-monthly research reports providing you 
with latest trends and insights from across the 
industry to support your strategic initiatives.

Insights and Research

A wealth of editable policies, guidelines and 
templates for you to download, that provide 
everyday practical support.

Practical Resources and Tools

The most relevant and helpful resources, 
training and insights brought together for you 
to support specific projects and help initiatives 
get off the ground seamlessly.

Project Pathways

Learn more at www.thefirm-network.com

Individual

£350+VAT
Team (5-25 people)

£1,750+VAT
Corporate (25-50 people)

£2,500+VAT
Enterprise (51-100 people)

£3,750+VAT
plus £50+VAT per head over 101
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Introduction
Since 2008 the amount of talent available in the recruitment market has been consistently 
volatile. But it’s unlikely we have ever seen such significant swings in such short periods of 
time as we have over the last 3 years. As recently as 18 months ago there was a surplus 
of candidates and organisations were desperate to make sure they had the technology, 
recruiter resource and budget to deal with the candidate numbers. Now, companies are 
fighting hard over smaller pools of talent and are reporting candidate quality and efficiency 
of process as their biggest challenges. 

But is this summary too simplistic? Is this necessarily 
the case in all sectors? Is this the case at all levels of 
recruitment (early career right through to executive 
hire)? Is this the case regard-less of whether 
organisations are looking for 250 candidates for 
a volume role or one candidate for a very niche, 
experienced hire role. And what do these differences 
mean in terms of how we assess and select?

As it becomes harder to a) find quality candidates 
b) convince them to accept your offer and c) 
actually ensure they start on their first day – with 
renege rates becoming a significant problem - we 
need to think about assessment and selection in 
terms of the challenges faced in specific sectors 
and in specific types of recruitment.

This is why we at Amberjack have enjoyed 
being part of this research where The Firm have 
successfully delved deeply into the world of 
selection and assessment and identified some 
really key insights which will call out particular 
points of interest for specific types of recruitment.

A great example is the use of CVs. 65% of 
respondents in this research reported using these 
in their processes. This figure becomes more 
interesting when you look at the breakdown by 
type of recruiter. This research found CVs are more 
commonly used in early career recruitment than 
executive hiring. It seems counter-intuitive that, at a 
time where quality candidates are scarce, when we 
are looking to make processes more efficient, we 
are asking early career talent - who by definition 
are likely to have limited career experience - for 
their CVs. It’s even more surprising that we are more 
likely to ask a potential new graduate/apprentice 
for their CV than a potential new executive.

I personally found surprising the lack of assessing 
for potential, with competency-based assessment 
dominant across almost all types and size of 
recruitment campaigns. Could this be an indication 
of the market thinking short-term to address 
specific skills shortages rather than thinking 
about identifying those who will grow with their 
organisation and address a resource challenge an 
organisation doesn’t know they have yet?

At Amberjack, our mission is to support our clients 
in enabling a world where people are hired and 
progressed on the basis of their future potential 
rather than past experience or privilege. Given this, 
it makes sense I’ve picked these two takeaways 
to highlight among many, many others from this 
research. The beauty of this report is it will provide 
very specific insight regardless of what sector or 
type of selection and assessment you’re involved  
in. I hope you get as much out of reading this  
report as I have.

Martin Kavanagh 
Head of Assessment 
Amberjack
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Summary

All recruiters

•  �Online application, final interview and CV are 
used by at least two-thirds – followed by other 
types of interview and then assessment centres.

•  �Competency assessment is dominant

•  �Average time to offer is between 22 and 56 days

•  �Two thirds use a third party in assessment

•  �Most of the time, 80% acceptance is typical

•  �Most people start the job they accepted, but a 
significant minority don’t

•  �Final round interview, blended assessment, video 
interview, telephone interview, SJT are perceived 
to be as effective whatever the hiring

•  �Two interviewers are generally seen as a 
minimum

•  �Most (72%) measure candidate experience, 
usually with a survey (79%)

Early careers

•  �Most common to hire 11-50

•  �Most variable number of stages, but almost never 
more then 4

•  �More likely to use assessment centres

•  �More likely to use strength-based assessment

•  �29% make an offer in two weeks

•  �More likely to use a third party in assessment

•  �Has a lower average acceptance rate and higher 
frequency of non-starters

•  �Candidate Quality is a bigger concern

The challenge appears to be how to 
balance speed vs quality – for a group 
that has little working experience

Candidate quality and efficiency of process 
are the leading challenges. Recruiters would 
like to improve, in order:

•  Consistency or quality of decisions

•  Employ / improve specific methods

•  Speed / candidate experience

•  Processes or systems

•  Diversity and inclusion



BACK TO CONTENTS

Assessment and Selection Insight Report    |   Page 6

Summary

Executive

•  �Most common to hire 10 or fewer

•  �The most stages and 45% of the time 4 or more 
stages

•  �More likely to use online application, final 
interview, blended assessment

•  �The longest time to offer

•  �More likely to use bespoke assessment tools

•  �Most often an 81-90% acceptance rate

•  �Efficiency of process is a bigger concern

•  �Online application, CV, Virtual Assessment and 
Cognitive ability are seen as especially effective

•  �One interviewer is more common

•  �Candidate experience is measured more often

For these most crucial and high-profile 
appointments, the challenge appears to 
be in making the right decision, but to 
do so at a pace and in a style that suits 
employer and candidate – perhaps now 
there is too much in the process

Experienced

•  Most common to hire 50-250

•  Most often 2 or 3 stages

•  A little more likely to use telephone interview

•  �More likely to use a combination of bespoke and 
off-the-shelf assessment tools

•  �Over half of recruiters have an 80% acceptance 
rate

•  �Efficiency of process is a bigger concern

The challenge here is that the process 
is too complex and needs to be 
simplified – to use fewer stages or tools 
to get to the same outcome

Volume

•  �Most common to hire 50-500

•  �Most often 2 or 3 stages

•  �A little more likely to use video interview

•  �37% make an offer in two weeks

•  �More likely to use a third party in assessment

•  �71-80% acceptance is typical, but a higher rate of 
non-starters

•  �Candidate Quality is a very big concern

•  �F2F Assessment centre and online application 
form are seen as less effective

•  �Virtual Assessment and Cognitive ability are seen 
as especially effective

•  �NPS is used more to measure candidate 
experience

•  �More of a challenge for Consistency / Quality of 
decisions

The challenge here appears to be  
to make quality decisions, at pace 
– recruiters “do” more to enable 
assessment of their volume applicants, 
but still have concerns about the 
decisions made.
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1-100 101-500 501-1000 1001-2500 2501-5000 5001- 
10,000

10,001- 
25,000

25,001- 
50,000

50,001 - 
100,000 100,001+

7%

24%

11%

20%

9%

4%
7%

11%

0%

6%

The Response
What is your company size?

We heard from 54 separate respondents and from people in diverse sizes of companies.

Please indicate your sector

And we have also heard  from diverse industries.

ENGINEERING / INDUSTRIAL / MANUFACTURING 11%

CHARITY / NOT-FOR-PROFIT

TECHNOLOGY / TELECOMS / SOFTWARE

RETAIL / WHOLESALE

HOSPITALITY / LEISURE / TOURISM

ENERGY / UTILITIES

BUSINESS SERVICES / CONSULTING / MANAGEMENT

LEGAL

HEALTHCARE / SOCIAL CARE

GOVERNMENT / PUBLIC ADMINISTRATION

CONSTRUCTION / PROPERTY / FACILITIES MANAGEMENT

ACCOUNTANCY / BANKING / FINANCE / INSURANCE

TRANSPORTATION / LOGISTICS

MEDIA / PUBLISHING

EDUCATION

MARKETING / ADVERTISING / PR

CREATIVE ARTS / DESIGN / ARCHITECTURE

SCIENCE / PHARMACEUTICALS

FMCG

9%

7%

7%

7%

7%

7%

6%

6%

6%

6%

6%

4%

4%

4%

2%

2%

0%

0%
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The Response
What types of recruitment are you 
personally responsible for?  
(select all that apply)

And with a good spread of the four main types 
of recruiting.

EARLY CAREERS 59%

VOLUME HIRING 39%

EXPERIENCED HIRES 74%

EXEC RECRUITMENT 56%

What types of recruitment are you 
chiefly responsible for or can speak 
most knowledgeably about?

Most work primarily with experienced 
hires – but all types of recruitment have 
representation.

EARLY CAREERS 17%

VOLUME HIRING 13%

EXPERIENCED HIRES 57%

EXEC RECRUITMENT 13%
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The Generalist Approach
How many individuals do you hire each year?

Early Careers

Just under half of 
recruiters hire 11 – 50 
individuals each year.

Under 5 5-10 11-20 21-50 51-100 101-250 251-500 501-1000 1000+

5%

12%

24% 24%

5%

15%

5% 5% 5%

Under 5 5-10 11-20 21-50 51-100 101-250 251-500 501-1000 1000+

27%

32%

15%

7%
5% 5%

7%

2%
0%

Exec recruitment

Just under half of 
recruiters hire 50-250 
individuals each year.

Under 5 5-10 11-20 21-50 51-100 101-250 251-500 501-1000 1000+

2%

11%

4%

15%

23%
26%

11%

2%
6%

Experienced hires

59% hire 10 or fewer 
candidates each year.

Under 5 5-10 11-20 21-50 51-100 101-250 251-500 501-1000 1000+

3% 6%

13%
10%

19%
10%

16%

10%
13%

Volume Hiring

45% hire 50-500 
individuals each year. 
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The Generalist Approach
How many stages do you currently 
have in your standard process?

Exec recruitment has the most stages and 
45% of the time has four or more stages.

Early careers have the next most stages. 
It is very unlikely to have more than four 
stages, and for one-fifth of recruiters just 
one stage is enough.

Volume hiring is most likely to have two 
stages, Experienced hiring two or three 

stages.

EARLY 
CAREERS

21%

23%

28%

26%

1 2 3 4 MORE THAN 4

EXEC 
RECRUITMENT

2%

16%

37%

33%

EXPERIENCED 
HIRES

2%

41%

39%

15%

VOLUME 
HIRING

16%

45%

29%

6%

Which recruitment practices do you have in your process? (select all that apply)

There are clear preferences for online application, final interview and CV with 2/3rds+ using these three 
methods. Other forms of interviews are also used by nearly half of recruiters. Assessment centres are the 
next most popular. All recruiters use some combination of these methods.

ONLINE APPLICATION FORM 76%

FINAL ROUND INTERVIEW

FINAL ROUND INTERVIEW WITH ROLE SPECIFIC EXERCISE 

TELEPHONE INTERVIEW

VIDEO INTERVIEW

ASSESSMENT CENTRE (FACE TO FACE)

BLENDED ASSESSMENT (A COMBINATION OF ONE OR MORE OF THE OTHER LISTED)

ASSESSMENT CENTRE (VIRTUAL)

COGNITIVE ABILITY TESTS

SJT

NONE OF THE ABOVE

69%

46%

46%

46%

39%

39%

33%

28%

17%

0%

CV 65%



BACK TO CONTENTS

Assessment and Selection Insight Report    |   Page 11

The Generalist Approach

The majority of organisations use a 
combination of methods in their selection 
process. As in previous years, most 
organisations consider previous work history/
experience (77%) and conduct some form 
of interview (77%), while around three-fifths 
consider educational qualifications (59%). 
Sixty-one per cent say they conduct thorough 
CV/application screening. 

Fewer organisations report using 
competency-based interviews compared 
with previous years (2022: 51%, 2021: 60%; 
2020: 76%), although they remain the most 
common form of interview used, followed 
closely by interviews using CVs/application 
forms. Around three in ten use values-based 
interviews and a similar proportion use 
strengths-based interviews. Around three-
fifths of organisations use some form of test 
or assessment in their selection process.

Similarly, there is an increase in the use of 
technology through the selection process, 
especially amongst larger organisations. 

CIPD: Resourcing and Talent Planning Report 2022 

The findings in the CIPD: Resourcing and Talent Planning Report 2022 echo our findings. 

77%
PREVIOUS WORK HISTORY / 

 EXPERIENCE

THOROUGH CV /  
APPLICATION SCREENING

COMPETENCY-BASED INTERVIEWS

INTERVIEWS FOLLOWING CONTENTS  
OF CV / APPLICATION FORM

VALUES-BASED INTERVIEWS

PRE-APPLICATION ASSESSMENTS  
(IE: SITUATIONAL JOB TESTS

VERBAL AND / OR NUMERICAL 
REASONING TESTS

OTHER APTITUDE 
ASSESSMENTS

WORK-SAMPLE TESTS

PERSONALITY / PSYCHOLOGICAL 
QUESTIONNAIRES

ASSESSMENT CENTRES

EDUCATIONAL QUALIFICATIONS

GROUP EXERCISES

OTHER

CIPD: Resourcing and Talent Planning Report 2022

TOOLS TO ENABLE SELF-SELECTION  
(IE: REALISTIC JOB PREVIEW  

OR VALUES PREVIEW)

61%

59%

46%

32%

30%

29%

22%

20%

17%

17%

16%

15%

14%

3%

An interesting addition to the use of tests 
is noted in the 2022 Candidate Experience 
Report from Criteria. 

Historically, job candidates haven’t been 
overly fond of taking tests. But with shorter, 
more engaging assessments increasingly 
hitting the market, candidate perceptions may 
be due for a change. In fact, the vast majority 
of respondents in this survey see the value in 
assessments, with 94% of candidates saying 
assessments demonstrate their potential 
“Very well” or “Somewhat well.”
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The Generalist Approach
Looking at different types and sizes of recruiter

•  �Early Careers are more likely to use Assessment Centres

•  �Executive are more likely to use online application, final interview and blended assessment

•  �Experienced are a little more likely to use telephone interview

•  �Volume are a little more likely to use video interview

•  Smaller companies are less likely to use final round and video interviews

•  �Medium companies are a little more likely to use video interview

•  �Large companies are more likely to use online application, telephone interviews and assessment centres

MORE IMPORTANT THAN AVERAGE LESS IMPORTANT THAN AVERAGE

Small = Up to 1,000  Medium -= 1,000-10,000 Large = 10,000 and over

All Early Executive Experienced Volume Small Medium Large

Online application form 74% 67% 100% 73% 71% 65% 67% 83%

Final round interview 67% 56% 86% 70% 57% 61% 67% 58%

CV 65% 56% 43% 73% 57% 61% 61% 58%

Final round interview 
with role specific 
exercise

46% 22% 43% 50% 57% 35% 44% 50%

Video interview 44% 56% 14% 47% 57% 35% 56% 33%

Telephone interview 44% 44% 14% 53% 43% 39% 28% 75%

Blended assessment 39% 33% 71% 30% 43% 39% 28% 50%

Assessment centre 
(face to face) 37% 56% 29% 40% 14% 35% 17% 58%

Assessment centre 
(virtual) 33% 67% 14% 27% 29% 22% 28% 58%

Cognitive ability tests 28% 44% 29% 20% 29% 39% 11% 25%

SJT 17% 33% 14% 13% 0% 17% 6% 25%
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The Generalist Approach
Which assessment methodology do you currently use?

Competency is by far the most used methodology. Potential is used by almost none.

COMPETENCY

OTHER OR COMBINATION (PLEASE SPECIFY)

POTENTIAL

STRENGTHS

65%

17%

2%

17%

All Early Executive Experienced Volume Small Medium Large

Competency 65% 33% 57% 67% 100% 82% 65% 42%

Strengths 17% 44% 14% 13% 0% 14% 18% 17%

Other or Combination 17% 22% 29% 17% 0% 0% 18% 42%

Potential 2% 0% 0% 3% 0% 5% 0% 0%

MORE IMPORTANT THAN AVERAGE LESS IMPORTANT THAN AVERAGE

There are not many differences, but:

•  Early Careers are much more likely to use Strength-Based Assessment

•  Larger companies are more likely to blend or do something different
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The Generalist Approach

What is current average time to offer 
(for the purposes of this question, 
defined as role authorisation to offer)?

As we might expect, Executive recruitment 
takes the longest.

Across all types of hiring the average is 
between 22 and 56 days

37% of recruiters are able to make a “volume” 
offer within 2 weeks, and for Early Careers it is 
29% - we would suggest these recruiters are at 
a significant advantage.

7 DAYS OR LESS

8 TO 14 DAYS

15 TO 21  DAYS

22 TO 28 DAYS

29 TO 42 DAYS

43 TO 56 DAYS

57 DAYS OR MORE

EARLY 
CAREERS

EXEC 
RECRUITMENT

EXPERIENCED 
HIRES

VOLUME 
HIRING

7%

22%

10%

22%

10%

17%

12%

14%

7%

12%

10%

19%

19%

19%

13%

7%

11%

13%

24%

24%

9%

7%

30%

3%

17%

20%

20%

3%
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Do you use a third-party supplier for your assessment 
tools for any part of your process?

Just over two thirds use the help of someone else in their assessment.

The Generalist Approach

NO

31%

YES

69%

All Early Executive Experienced Volume Small Medium Large

Yes 69% 78% 71% 60% 86% 68% 53% 92%

No 31% 22% 29% 40% 14% 32% 47% 8%

MORE IMPORTANT THAN AVERAGE LESS IMPORTANT THAN AVERAGE

There is some variability with Early and especially Volume and 
Larger companies more likely to use a third party.

Are the third party supplier assessment tools 
bespoke to your organisation or do you use ‘off-the 
shelf assessments’?

There is an almost even split between those that use bespoke, 
off-the-shelf or a combination.

All Early Executive Experienced Volume Small Medium Large

Bespoke design 31% 43% 80% 6% 33% 36% 33% 27%

Off the shelf 36% 29% 0% 47% 50% 43% 33% 18%

Combination 33% 29% 20% 47% 17% 21% 33% 55%

There aren’t many differences, but:
•  Executive are more likely to use bespoke tools
•  Those hiring Experienced talent and larger companies are more likely to use a combination

COMBINATION

33%
BESPOKE  
DESIGN

31%

OFF THE SHELF

36%
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Spotlight
A report from Korn Ferry

Talent Acquisition Trends 2022 suggests that 
current screening tools are likely to be an area of 
more focus in 2023. Better, more integrated tools 
arriving on the market will give recruiters more 
time to focus on improving the overall candidate 
experience.

Current screening tools often exclude qualified 
candidates because they do not tick specific 
boxes, which limits an already sparse talent pool. 
This will need to change if organizations do not 
want to leave great talent on the table.

Now, more streamlined technology platforms are 
replacing the hodgepodge of applications to 
create a one-stop-shop that moves across the 
hiring continuum. What this does is give recruiters 
time to focus more on strategic interactions with 
clients and candidates that will enhance the 
process, and less on the tactical aspects of the 
process.

Korn Ferry: Talent Acquisition Trends 2022

The CIPD

Resourcing and Talent Planning Report 2022 
supports this view, with organisations surveyed 
reporting that technology has enabled them 
to screen out unsuitable candidates, improve 
the candidate experience, and increased the 
diversity and quality of their hires, through a better 
understanding of job seeker behaviour. 

… it is clear that there is considerable scope 
for more effective use of technologies in the 
recruitment process…. the majority of respondents 
feel their use of technology in the recruitment 
process has been limited by lack of resources and 
internal skills and knowledge.

CIPD: Resourcing and Talent Planning Report 2022
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The Specialist Approach
What is your current offer / acceptance rate?

Acceptance runs at over 80% for almost half of recruiters. Early careers have the 
lowest acceptance rate – we assume stiff competition and similar time-frames here.

This is followed by:

•  �Volume – with a 71-80% acceptance rate being typical

•  �Experienced – over half the time getting an 80% acceptance rate

•  �Executive – with a large skew to 81-90% i.e. the investment in time usually pays off

50% OR LESS

51-60% 

61-70%

71-80%

81-90%

91-100%
ALL EARLY CAREERS

13
%

6
% 8

%

25
% 3

0
%

19
%

3
3

%

11
%

0
%

3
3

%

22
%

0
%

0
%

14
%

0
%

14
%

5
7%

14
%

13
%

3
%

10
%

17
%

3
0

%

27
%

0
%

0
%

14
%

5
7%

14
%

14
%

EXECUTIVE EXPERIENCED VOLUME

What is your current renege / non starter rate?

Most people start the jobs they have accepted, but there is a significant minority 
that don’t, and that is more pronounced for Early careers and Volume hiring.

6
0

%

26
%

6
%

6
%

0
% 2%

3
3

%

5
6

%

11
%

0
%

0
%

0
%

71
%

29
%

0
%

0
%

0
%

0
%

70
%

20
%

0
%

7%

0
%

3
%

4
3

%

14
%

29
%

14
%

0
%

0
%

ALL EARLY CAREERS EXECUTIVE EXPERIENCED VOLUME

0-10%

11-20%

21-30%

31-40%

41-50%

51% OR MORE
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Spotlight 

ALWAYS MOSTLY SOMETIMES RARELY NEVER

CANDIDATES BEHAVED WITH SINCERITY

CANDIDATES PROVIDE ACCURATE CVs/APPLICATION FORMS

CANDIDATES RESPONDED PROMPTLY TO COMMUNICATIONS

CANDIDATES ARRIVE PROMPTLY FOR INTERVIEWS

CANDIDATES CANCELLED INTERVIEW WITH LITTLE OR NO NOTICE

CANDIDATES HAD REALISTIC SALARY EXPECTATIONS

CANDIDATES RENEGOTIATED OFFER TERMS

CANDIDATES ACCEPTED OFFERS AND THEN SUBSEQUENTLY DECLINED

SELECTED CANDIDATES DID NOT ARRIVE TO WORK ON THEIR FIRST DAY

2186811

1206313 4

123639 3

116225 2

94895 29

1295410 6

2037114 28

92 47 29 13

64 16 29 45

Base” 746 (‘I don’t know’ responses excluded)

What motivation lie behind these candidate 
behaviours? There is corresponding insight in the 
Criteria: Candidate Experience Report 2022 which 
highlights two of the key reasons why candidates 
abandon a recruitment process: 

Over half (54%) of candidates say they’ve 
abandoned a recruitment process because the 
salary didn’t meet expectations, and 53% because 
of poor communication from the employer or 
recruiter. And more than a third of candidates 
have given up on a role because it lacked career 
advancement, the company culture got negative 
reviews, they received a better offer, or the job 
didn’t offer enough flexibility.

Criteria: Candidate Experience Report 2022

The CIPD: Resourcing and Talent Planning Report 
2022 highlights that nearly three-fifths (58%) of 
responding companies report that candidates 
accepted offers and then subsequently declined 
at least ‘sometimes’ and one in ten report that 
selected candidates did not arrive to work on their 
first day always or mostly.

Why are candidates reneging on offers and what can you do about it?
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Spotlight 
The CIPD Report also identifies salary expectations 
as an issue. It is interesting to note that this 
problem is less pronounced in the public sector, 
where specific pay bands mean that there is less 
opportunity for misunderstanding or inflated 
expectations. 

Private sector respondents were more likely to 
report that candidates renegotiated offer terms at 
least some of the time. Only 42% report this is rarely 
or never the case, compared with 66% of the public 
sector and 60% of non-profits. The public sector, 
which mostly has specific pay bands, were more 
likely to report that candidates had realistic salary 
expectations (79% always or mostly compared with 
59% of the private sector and 65% of non-profits). 
The more vacancies organisations had tried to 
fill, the more likely they were to have experienced 
some negative candidate behaviour. 

CIPD: Resourcing and Talent Planning Report 2022

In conclusion both reports highlight that 
communication is clear issue. It is not enough 
for employers to focus solely on automating 
processes. There needs to be human touchpoints 
for candidates and transparency throughout the 
recruitment process. 

Interestingly, it seems as though the need for 
transparency and communication would benefit 
both candidates and employers. As the Korn 
Ferry: Talent Acquisition Trends 2022 points 
out, candidates have increasing gaps in their 
experience due to the pandemic, the changing 
economy or changing expectations around what 
they want their career/work/life balance to be. 
There will need to be better communication to help 
employers go beyond the CV and to understand 
the person. 

As it continues to be more difficult to attract talent, 
we will also see more organizations either drop 
or ease up on job qualifications, such as four-
year college degrees and set years of previous 
experience. Employers are—and will be—much more 
understanding of gaps in resumes, as people took 
time off for personal health reasons or to care for 
others during the pandemic. Organizations are also 
starting to look for talent in non-traditional places, 
such as outside of their industry or within the retired 
worker population. What is important now is how 
quickly a person can learn and how agile they are 
to meet the evolving needs of the marketplace.

HR and hiring managers need to stay closer to 
the new hire to help them through the onboarding 
process, especially within the first 90 days on the 
job, which are the most critical for the new hire 
experience.

Korn Ferry: Talent Acquisition Trends 2022
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What is the biggest challenge you face 
with your assessment process?

Candidate Quality and Efficiency of Process are 
the leading challenges

•  �Candidate Quality is of greatest concern in 
Early Careers and especially Volume

•  �Efficiency of Process is of greatest concern in 
Experienced and Executive

CANDIDATE QUALITY

EFFICIENCY OF PROCESS (TIME TO HIRE ETC)

CANDIDATE ENGAGEMENT/EXPERIENCE

REPRESENTATION THROUGH PROCESS (ASSESSORS/INTERVIEWERS

OTHER (PLEASE SPECIFY)

ALL

EARLY 
CAREERS

EXECUTIVE

EXPERIENCED

VOLUME

36%

30%

13%

13%

8%

44%

0%

22%

22%

11%

29%

43%

14%

14%

0%

27%

37%

13%

13%

10%

71%

29%

0%

0%

0%



BACK TO CONTENTS

Assessment and Selection Insight Report    |   Page 21

The Specialist Approach

ALL

EARLY CAREERS

EXECUTIVE

EXPERIENCED

VOLUME

FINAL ROUND 
INTERVIEW

75%

78%

81%

73%

71%

F2F 
ASSESSMENT 

CENTRE

68%

81%

86%

64%

47%

BLENDED 
ASSESSMENT

65%

63%

76%

65%

57%

VIDEO 
INTERVIEW

63%

55%

76%

62%

66%

TELEPHONE 
INTERVIEW

58%

51%

62%

57%

62%

CV

56%

48%

81%

55%

47%

ONLINE 
APPLICATION 

FORM

55%

59%

81%

53%

33%

VIRTUAL 
ASSESSMENT 

CENTRE

53%

74%

81%

43%

43%

SJT

48%

59%

52%

45%

43%

COGNITIVE 
ABILITY TESTS

47%

59%

66%

41%

38%

How effective do you perceive the 
following assessment and selection 
practices to be?

The options were

•  Extremely Effective = 100

•  Effective = 66 

•  Somewhat effective = 33

•  Not effective at all = 0

Giving an average score between 0 and 100. 
Practices are shown from most to least effective 
overall.

•  �Final round interview, blended assessment, video 
interview, telephone interview, SJT are perceived 
to be as effective whatever the hiring

•  �F2F Assessment centre and online application 
form are seen as less effective for Volume

•  �Online application and CV are seen as 
especially effective for  Executive

•  �Virtual Assessment and Cognitive ability  
are seen as especially effective for Executive 
and Volume

•  �Experienced – for whom we have the most 
responses – follow the main trends

Historically, job candidates haven’t been 
overly fond of taking tests. But with shorter, 
more engaging assessments increasingly 
hitting the market, candidate perceptions may 
be due for a change. In fact, the vast majority 
of respondents in this survey see the value in 
assessments, with 94% of candidates saying 
assessments demonstrate their potential 
“Very well” or “Somewhat well.”

Criteria: Candidate Experience Report 2022

Going forward, the trend will be to reserve 
face-to-face meetings for the final stages 
of the hiring process, as well as during the 
employee onboarding process, and for 
mostly senior-level roles.

Korn Ferry, Talent Acquisition Trends 2022
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At interview, what’s the minimum number of interviewers required?

The answers are fairly consistent, and a minimum of two interviewers is the majority choice – except for 
Executive recruitment where one interviewer is considered acceptable more often.

1

2

3 OR MORE
ALL EARLY CAREERS EXECUTIVE EXPERIENCED VOLUME

23
%

6
0

%

17
%

0
%

78
%

22
%

5
7%

29
%

14
% 20

%

67
%

13
%

23
%

6
0

%

17
%

Do you measure candidate experience?

Again, the results are consistent but with Executive being an exception – here, candidate 
experience is always measured.

YES

NO
ALL EARLY CAREERS EXECUTIVE EXPERIENCED VOLUME

72
%

28
%

78
%

22
%

10
0

%

0
%

6
3

%

3
7%

71
%

29
%

If yes, how do you measure?

Numbers are smaller and a little less reliable, but a survey tends to be used – with NPS being a little 
more important for Volume recruiters.

CANDIDATE SURVEY

NPS

OTHER
ALL EARLY CAREERS EXECUTIVE EXPERIENCED VOLUME

79
%

18
%

3
%

0
%

0
%

8
6

%

14
%

0
%

74
%

21
%

5
%

6
0

%

4
0

%

0
%

10
0

%
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If you could fix one issue with your 
current assessment process, what 
would that be?

The answers are fairly consistent, but Volume 
are more focussed on Consistency / Quality of 
Decisions.

Consistency or quality of decisions

•  Consistency in interviewing ability

•  Quality of question scoring

•  �Consistency of managerial interview and 
assessment capability - including minimising 
unconscious bias.

•  �Quality of the interview and assessment 
process

Employ / improve specific methods

•  �Move to strengths, potential focused v 
competency, scenario based

•  Blended assessment

•  Cognitive ability tests

•  More robust selection methodology

Speed / candidate experience

•  Candidate experience 

•  �More candidate engagement through the 
recruitment process

• Quicker decision making 

• Availability of interviewers

Processes or systems

•  Current ATS system 

•  �Bespoke solutions for a complex organisation

•  �Unifying the tools across all recruitment levels 
and embedding them into the ATS

Diversity and inclusion

•  Diversity

•  Unconscious bias of interviewers

CONSISTENCY OR QUALITY OF DECISIONS

EMPLOY / IMPROVE SPECIFIC METHODS

SPEED / CANDIDATE EXPERIENCE

OTHER

PROCESSES OR SYSTEMS

DIVERSITY AND INCLUSION

ALL SECTORS

27%

20%

20%

16%

11%

0%

BROKEN DOWN BY SPECIALISM

EARLY 
CAREERS

EXECUTIVE

EXPERIENCED

VOLUME

13%

25%

25%

25%

0%

25%

25%

0%

25%

25%

0%

26%

22%

22%

15%

11%

60%

0%

20%

0%

20%

0%

0%

0%

Where an issue is not shown on the graph(s), it is because this 
was not flagged as a issue by that specialism
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Recommendations
Review your approach to competency-based 
testing 

If you are using competency-based assessment, 
you can be confident that you are not alone – but 
should be aware that their use is declining.

Values or strengths-based assessment is 
becoming more common, and there is growth too 
in terms of use of technology to improve testing. 
Candidates are more prepared to take part in  
(well-designed) online tests.

Consider utilising technology solutions

The wider use of technology can have multiple 
benefits, with larger recruiters the more frequent 
adopters, gaining an advantage over smaller 
organisations.

They have seen technology help to improve quality 
and diversity of candidates. It is also enabling an 
enhanced candidate experience, which can play 
a crucial part in preventing candidate reneging on 
offers (indeed it is the “lever” that recruiters have 
the greatest influence upon)

Below are some examples of how you could apply 
this to the types of specialism we featured in this 
report. 

Early careers 
Should be able to speed up their process, whilst 
maintaining quality

Executive 
Have probably less to gain from technology, but 
can perhaps conduct more of the process remotely

Experienced hires 
Can use fewer stages for a similar outcome

Volume recruiters 
Can be more confident in their decisions whilst 
keeping pace, because there should be less 
subjectivity

There are so many options available when it comes 
to assessment - perhaps the biggest challenge 
is picking the best solution to serve both your 
business and your candidates; as with all stages 
of the recruitment process, candidate experience 
should never be far from the front of your mind.  

Even if your process is working for you right now, 
it’s perhaps worth remembering Grace Hopper’s 
infamous quote The most dangerous phrase in 
language is ‘we’ve always done it this way. ‘. 

Perhaps there’s a better way, that will ensure higher 
levels of hire from a smaller candidate pool, or a 
more diverse range of hires. Perhaps it’s time to 
reassess your assessment process? 

Recruiters are seeking to improve:

•  Consistency or quality of decisions

•  Speed of process

•  Candidate experience

•  Processes or systems

•  Diversity and inclusion

And technology has a potential part to play 
in each of these objectives. 
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