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Resource Solutions manages over £2 billion of recruitment spend on behalf of some of the world’s biggest
businesses, covering a broad range of sectors and industries. Our 20-year record of delivering innovative
and bespoke outsourced recruitment solutions for our clients speaks for itself. Placing upwards of 45,000
candidates for over 50 clients across more than 60 countries, our experience and expertise affords us a
unique insight into the fast-evolving landscape of recruitment outsourcing.

If there’s one cliché that remains as true now as it did 20 years ago, it's that change is a constant. Our
dedicated Innovation team partners with our clients at the most senior level, helping them to stay one
step ahead and navigate the changing recruitment landscape in real-time. We saw the changes in the
recruitment world gathering pace in 2017, and we see them taking new directions as we enter 2018.

Those new directions are explored in this, our sixth annual Recruitment Outsourcing Insights report. We're
pleased to share these insights with you, based on data collected from global HR professionals, and our
first-hand experience of working with our valued clients — to whom | would like to extend my warmest
thanks.

| hope this report serves to pique your interest, stimulate new thinking, and generate discussion on the
trends emerging in the outsourced recruitment industry. | welcome your feedback, and look forward to
discussing our findings with you.

P

Chief Executive Officer

Resource Solutions
oliver.harris@resourcesolutions.com
@ollyjharris
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https://www.linkedin.com/in/ollyharris/

The sixth Recruitment Outsourcing Insights report from Resource Solutions looks at the
key transformations taking place in the RPO and MSP marketplace and provides an easily
digestible overview of identified key trends.

New to the report this year is a global survey we conducted among more than 500
HR professionals regarding the recruitment processes at their business, and their initial
reactions to the trends we see developing in this space.

This year’s report highlights global impacts — from macroeconomic legislation and influential
technology changing the way recruiters work, to the evolution of disruptive recruitment
practices and talent acquisition models.




2017 was a transformative year. As more RPO providers expand their
services to offer truly global solutions, so businesses have more choice
in an ever-crowded market. We identified an uptick in organisations
moving from multiple RPO providers to one integrated provider with a
global offering. The most adaptive RPO players are adopting an agile
methodology to meet those demands.

And with both businesses and RPOs continuing to expand globally, so the
trend is toward maximising operational efficiencies, improving resource
allocation, and enabling the flexibility to move talent across geographies to
fill their talent gaps.

More organisations than ever before are looking to expand globally,
whether operationally or as a strategy to drive down costs through off-
shoring their support functions. As they enter new territories and new
markets, ensuring they have a single global technology platform provides
a common framework for HR standards, tools and efficiencies.

Time zone restrictions are removed as teams are based offsite in different
geographies, right around the globe. The expectation is then that a global
RPO provider can offer a 24-hour on-demand service, wherever the
business operates.
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In our survey, of respondents who manage a global workforce:

“Right-shoring” is the name given to the
process of discovering where the “right
place” is for certain business functions.
Businesses historically called this “off-
shoring”, moving roles to lower-cost
locations, but some have created a
methodology to assess attrition, productivity
and overall experience, and have since
moved these roles to different medium-cost
locations, or back to their flagship market.

A global RPO is an attractive solution
because of their ability to deliver and
replicate services across several
geographies. Clients want the best of both
worlds: a streamlined global standard that
can be locally tailored and is cost-effective
and low-risk.


http://www.apsco.org/
http://www.apsco.org/
https://www.linkedin.com/in/annswain/

With new and developing technology entering the market
every day, the expectation for RPO providers to have their
finger on the pulse of this changing landscape is greater than
ever before.

The reality is that most organisations are already using robotics
and Al in some shape or form. And that means that the role of
the recruiter is evolving at hyper speed, and recruiters that are
multi-skilled and tapped into technology will find themselves
well-positioned for success in the coming years.

It's no surprise that the unprecedented rise of technological
tools has challenged recruiters to find new efficiencies for
their clients.

How are Al and robotics affecting your job?

Al already plays a big role in our everyday lives. Machine learning principles
suggest training sessions to complement your skills; a Chatbot can handle
online conversations; and Alexa or Google Home are being welcomed into our
personal lives. Everywhere you look, the lines between the professional and
personal are blurring.

Where do you see Al and robotics having the biggest impact?



https://www.linkedin.com/in/janinechidlow/
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Recruitment is a high-touch service industry, but there are certain
functions where repetitive and labour-intensive human activity
does not add a lot of value. It is these areas that Tom Lakin,
Innovation Manager at the Robert Walters Group, believes are ripe
for greater Al assistance and augmentation:

“Historically, futurologists or innovation teams typically overstate
the importance of a new innovation in the short term. But then,
society overall often underestimates its impact in the long term
— this is where we are today. Take the example of Paim Pilot,
which was huge when it first appeared, became obsolete and
disappeared, but some of whose functionality is now making a
comeback.”

It comes as no surprise that HR professionals are excited for
process automation to take care of the labour-intensive aspects
of recruitment, such as candidate interview scheduling and social
media screening. Resource Solutions has trialled a number of HR
and recruitment technologies, and while some of the pilots of Al
technology didn’t provide immediate benefits to our recruiters,
they did start to show that the longer you work with the tech,

the more that tech learns. So, we're expecting to see improved
results in our future trials.

“We still hire experienced recruiters who understand
their market to accurately source candidates. Have we
found the Al platform with the nuances that understand
the markets like experienced recruiters? No. Think of
Al as augmenting parts of the recruitment process,
automation still requires a human touch.”

Tom Lakin, Innovation Manager,
Robert Walters Group

During 2017, Resource Solutions hosted a series of
seminars in London, Manila, Hong Kong, Kuala Lumpur
and Singapore, looking at innovation in recruitment.
The sessions featured demonstrations from Arya, IBM
Watson, HireVue, Debut, Entelo, and of course Pepper
the Robot. We will be hosting events during 2018 to
continue exploring the latest innovations.

PREDICTIVE ANALYTICS: BIG DATA, BIG FUTURE
How will you leverage big data?

of respondents are eagerly
anticipating the development of
predictive analytics

Predictive analytics has the capacity to identify high-quality candidates through
machine learning principles, big data and behavioural pattern recognition. Resource
Solutions is using these tools now, and it's no surprise that the majority of HR
practitioners want to build a talent pipeline.

As we become more regular and more comfortable consumers of Al, we’re going
to want more of it in both our personal and professional lives. The lines will blur —
are we going to be job searching manually on the Internet? Or will we ask our Alexa
and Google Home to do that for us? The Al with the best staying power is the kind
you barely notice is there at all.

CASE STUDY: Predicting the future of recruitment with predictive analytics

What is Entelo?

In 2017, Resource Solutions and three clients started using Entelo, a US-
based talent aggregator with embedded predictive analytics and diversity
search functionality. The Entelo platform combines machine learning,

predictive analytics, behavioural listening and social signals to help recruiters

identify, qualify and engage with talent. It’s designed specifically to source
talent within the technology community.

The benefits of using Entelo

¢ Talent hunting: Recruiters are able to source candidates using all
available social networks and platforms, including LinkedIn, Facebook,
Twitter and GitHub. This is particularly key in business areas such as
technology and consulting where talent is increasingly reluctant to
engage with just one platform. By collating data from across the social
web, Entelo is able to source email addresses, increasing response
ratios and making the process more personalised.

Competitive Edge: Entelo’s predictive analytics feature “More Likely
to Move” claims to identify individuals who have a 30% chance of
moving jobs in the next 90 days.

“I can’t think of a single client who doesn’t believe that the
people agenda this coming year won'’t be led by data analysis
and data analytics.”

Janine Chidlow, Managing Director,
EMEA & Americas, Resource Solutions

¢ Diverse talent: Entelo has a built-in diversity search feature which allows
recruiters to source by gender, ethnicity and veteran status.

Case Study #1

Resource Solutions was tasked with identifying and pooling female talent (who
were underrepresented) for a banking client based in Switzerland. Using the
Entelo platform, we:

Achieved a 60% response rate from female candidates, doubling our
response rate.

|dentified 16 CVs and added them to the talent pool for future roles, and
conducted eight interviews in only 10 days.

Case Study #2

Resource Solutions was tasked with identifying hard-to-find and in-demand
senior tech talent in the UK for a Financial Services client — specifically, senior
developers with Financial Services experience. Our pilot with Entelo enabled

us to highly target our sourcing, resulting in a 33% conversion rate and five
in-demand candidates being immediately progressed — a notable result given
that only 13% of developers are actively looking for a new role. Overall, our
pilot received positive feedback from the hiring community on the high quality
of the talent we sourced. 15
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TREND 3

DISRUPTION BY DESIGN

With new technology constantly disrupting our behaviour and
expectations, recruitment methodologies have followed suit. We
have identified a few trends that have challenged the traditional
principles of recruitment.

Looking ahead in 2018, respondents to our survey prioritised the
following when putting together a long-term hiring strategy:

68%
Talent attraction Staff retention Employer branding

This section includes case studies from clients who are benefiting
from Resource Solutions’ innovative approach to their HR priorities
in 2018.

At a glance...

‘Recruiting for Potential’
Hiring on tested ability and perceived potential rather than
focusing on a candidate’s previous experience.

MERITOCRATIC / SKILLS-BASED RECRUITMENT
How is your business building a talent pipeline?

of respondents have
applied the ‘recruiting for
potential’ strategy in their
business

of respondents have plans to
recruit for potential but have
yet to apply this strategy

By prioritising recruitment that tests candidates through values
and skills-based assessments and alternative evaluation methods,
instead of a traditional CV, we're discovering candidates that

further an organisation’s social mobility and Diversity & Inclusion
agenda. Organisations are opening up to the practice of ‘recruiting
for potential’, which focuses on assessing potential employees

on their tested ability and perceived potential, rather than on past
experience alone.

“We’re challenging the assumption that the best candidate
has worked at a direct competitor doing the same job. We're
using new technologies to hire the best person for the job,
not the best CV.”

Tom Lakin, Innovation Manager,
Robert Walters Group



https://www.linkedin.com/in/tomlakin/

The path to a job isn’t always a straight line. The modernisation of
recruitment methods can include innovative strategies, some of which
Resource Solutions has employed to great success with a number of
international clients. One example is the ‘Agile Hiring’ approach that
Resource Solutions has deployed with clients, the core elements of
which include:

-

. Cultivating buy-in at the client’s executive level

. Requiring candidates to complete an online skills-based assessment

3. Arranging an ‘Agile Hiring’ assessment day that brings together
multiple potential candidates with Hiring Managers

4. Performing competency value-based assessments during the
‘Agile Hiring’ day

5. Getting Hiring Managers to commit to hiring the best person for the
job based on the outcomes of the ‘Agile Hiring’ assessment, not just
their CV

6. Extending an offer on the same day — moving quickly from

assessment straight to an offer, hence ‘Agile Hiring’

N
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With major RPO players now offering truly global services, there’s an
expectation that contractors can be deployed as quickly as possible wherever
they are required. Much like consumers now expect next-day shipping, so
businesses expect the same from their RPO providers. In summary, the
on-demand marketplace is growing; and our work with a global professional
services provider is an example of meeting expectations and surpassing them.



https://www.linkedin.com/in/john-fallon-5a51762/

Diversity & Inclusion (D&l) is no longer a token agenda topic — it's embedded at the
Executive Committee level. Those organisations excelling in this area are those that
are recognising the need for tangible diversity initiatives that create systemic change
and deliver world-class working cultures. It’'s now standard practice for successful
organisations to have D&l incorporated into the DNA of their culture and processes.

Organisations are looking for that extra edge with their candidates. Many
vacancies today would not have existed five years ago, and with these
roles constantly changing, candidates today are expected to be versatile
and adaptive. These are traits that might not be apparent from a CV-based
recruitment process; the evolution of the candidate experience approach
allows more of these candidates to come to the fore.
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TREND 4

While 2017 saw key markets growing, a number of major legislative changes

began to take shape or loom large on the horizon. From Brexit to the General Data

Protection Regulations, we’ve summarised a number of changes that will have
significant business implications in 2018.

GENERAL DATA PROTECTION REGULATION (GDPR)
How much will the GDPR affect your business?

In our survey, a majority of respondents
(over 35% of businesses) felt that the
GDPR deadline in May 2018 will have the
greatest impact on how they operate.

THE WINDS OF LEGISLATIVE CHANGE

With the aim of harmonising data privacy laws across Europe, the GDPR
deadline will see those that work with personal data needing to appoint a Data
Protection Officer or a Data Controller to take charge of GDPR compliance.
Organisations that do not comply with GDPR can see fines of up to 4% of
annual global revenue, or €20 million, whichever is greater.

The trend for data protection is sweeping Asia as well. While not as robust as
Europe, major markets like Hong Kong and Singapore have reformed their data
legislation over the last two years, with other major businesses in the region
looking to bring their legislation closer to European standards.

“With just a matter of months to go until GDPR lands, it is no surprise
that a third of respondents believe the legislation will have the greatest
impact on their business. However, I'd advise business leaders not to
buy into the scare-mongering. These laws aren’t about fines: they’re
designed to protect personal data — data that ethical companies

hold for a legitimate reason. Take the introduction of GDPR as an
opportunity to clarify internal data processes and build trust — and your
brand — amongst target stakeholders.”

Ann Swain, Chief Executive of the Association of
Professional Staffing Companies (APSCo)
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BREXIT
Are you shrugging off Brexit concerns?

Over 25% of HR professionals believe that Brexit
implications will have a significant impact on
their business

The uncertainties surrounding the Brexit negotiations have already
affected hiring activity as organisations await the final result. With
Britain set to leave the European Union in 2019, the coming year

will see further development of official sanctions and implications.
Whatever impact Brexit has had has appeared gradual, with one risk
being a false sense of security that the worst has been and gone. But
the truth is, nobody quite knows what will happen next. Uncertainty
then, remains the key feature of Brexit as we begin 2018.

Richard Harris, Chief Legal Officer at Resource
Solutions, feels Brexit comes down to two key issues:

“There is a lot of uncertainty about Brexit. | can’t see how that is going to be
entirely resolved in just over a year’s time.

“Immigration is a key issue. The free movement of workers is going to become
more difficult. The UK, and in particular the large cities, have traditionally been
beacons for international talent and so restrictions on EU migrant talent could
be impactful. People are, at least to some extent, uncertain about their future.
In particular, those who are considering a move to the UK or the remaining

EU states, after March 2019. This could lead to labour shortages if the
eventual policy is over-restrictive or ambiguous. | suspect there will be tests
and it’s likely — unless there’s an agreement with the EU — that EU citizens may
be subject to the same tests as someone coming from Australia or the

United States.”

“The other key issue around Brexit is Financial Services passporting — being
able to operate efficiently as a Financial Services centre. If UK financial
institutions can’t transact with Europe on sensible terms, the market could
take a hit. However, | think, whatever happens, it is going to be a case of
financial institutions finding ways around the issue. We are likely to see
representative offices being set up within the remaining EU at the very least.
My personal view is that wholesale moves from the UK are less likely —
financial intuitions will be looking in the round and will need to be considering
matters such as more restrictive labour practices in the remaining EU. A
fundamental shift is more of a potential in the longer term. It is also important
to remember just how long such a reorganisation would take in practice.”

“In summary, companies should be concerned about Brexit. Hiring may be
harder. There may be less talent to select from, the pool may not be as well
qualified, and less competition in candidates is seeking roles. But we won't
see large companies uprooting all their existing staff and moving them on
immediately. If that does happen, it will be a gradual thing.”



https://www.linkedin.com/in/richard-harris-43a17915/

A complex and controversial law designed to stamp out tax avoidance, the UK government
decided in November 2017 to begin consultations on whether to roll out the IR35 tax
reforms to the private sector. It's assumed that if the reforms are extended, businesses

will have to shoulder the administrative burden of how to engage contractors and whether
they’re taxed the same way as a permanent employee or as off-payroll workers.

From Hollywood actor Mark Wahlberg donating his $2 million fee to the
‘Time’s Up’ fund to combat harassment and pay inequities in Hollywood, to
the resignation of the BBC’s China Editor over alleged pay discrimination, the
gender pay gap continues to be big news.

The UK gender pay gap is 18.1% for all workers and 9.4% for full-time staff. To
highlight workplace discrimination and take steps to close the gender pay gap,
the UK made gender pay gap reporting mandatory for companies with 250+
employees — affecting 9,000 employers and 15 million employees. April 2018
is the deadline for companies to comply, and they are encouraged to publish
an action plan with their findings.
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NEW YORK SALARY AND COMPENSATION BILL

In the US, New York City’s Mayor, Bill de Blasio, signed a bill intended
to help close the gender pay gap. It barred employers from asking
about a candidate’s wage history during the recruitment process — often
disadvantageous to female candidates as they often earn less than their
male counterparts.

Rosie Johnson, Resource Solutions’
Client Services Director in New York, said:

“The full impact of this bill will be unquantifiable for some time;
however, it has meant significant changes for many companies
who have adjusted their hiring processes accordingly. Many
companies, including Resource Solutions, have expanded the
removal of salary history questions for all hiring across the US,
not just in New York City. They are also working to sophisticated
salary benchmark rate cards.”

APPRENTICESHIP LEVY

As part of the UK government’s drive to introduce three million new apprentices

by 2020, an apprenticeship levy was put in place in 2017 to support training
programmes. All employers with a wage bill of £3 million or more are required to pay
half a percent of their staff cost into the apprenticeship fund. While the response to
its introduction over the past year has been mixed, we expect to see organisations
better understand how to leverage the levy during the course of 2018.

Ultimately, new legislation means new compliance, and non-compliance fines are
getting steeper year-on-year.

Debs Keogh, Associate Director of Strategic Client
Development at Resource Solutions, said:

“The introduction of the Apprenticeship Levy had a significant impact on

the approach companies are taking towards overall apprenticeship hiring.
Whilst apprenticeships can cover many levels within a business, a significant
proportion often sits within Early Career hiring, hence we have witnessed
clients evaluating their entire Early Careers strategy in light of these changes.
Early evidence would suggest the number of new apprenticeships has not
risen post-implementation; however, given the time needed for changes to
the training programmes and adaptation of new regulation, it is difficult to
judge the overall impact. There’s no doubt that 2018 will be an interesting
time to watch how this pattern evolves.”

33
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TREND 5
TOTAL TALENT ACQUISITION 2.0

We first highlighted Total Talent Acquisition (TTA) as an emerging trend in the recruitment
space in our 2016 Recruitment Outsourcing Insights report. Since then, it's come a long way,
and it continues to gather pace as a recruitment solution of choice.

TTA is a delivery model designed to complement all client programmes, including contingent,
permanent and consultancy and Statement of Work (SOW) spend. Managing all forms and
levels of recruitment under a TTA solution supports a business’ efforts to expand, and can
positively impact critical areas of productivity and workplace efficiencies.

A ixmll\lu "
“ \\\\\\\‘.’;Nlls
;\: S5 \“\“\2'
‘Jf?“““uﬂ' i

L



At a glance...

TO TTA OR NOT TO TTA? Statement of Work (SOW)

A temporary contract which focuses on the work activities and
deliverables to be supplied by the professional, as opposed to
a typical contingent contract, which is billed based on timed

22% of respondents to our work. The project is paid for following successful delivery of

survey are not using TTA at the the piece of work or completion of the project.

moment, but are planning to in

the future. r )
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The majority of respondents (36%)
admitted to not managing their
permanent, temporary and
consultancy workforce as one
entity with a TTA model




“Historically, larger clients have been hesitant to award large contingent

“We've seen an uptick with small to medium-sized businesses operating workforce programmes to the same providers as their permanent RPO
across multiple countries that have been combining RPO & MSP services solution, largely due to avoid concentration of risk. With the evolution of
within one provider. There is a definite appetite for moving to simplified TTA this is starting to change as the holistic benefits of having contingent,
supplier relationships.” permanent and SOW management under one roof create a more

compelling case.”

David Barr, Director, APAC, Resource Solutions
Colin Loth, Head of Sales, EMEA, Resource Solutions
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MANAGING ALL FORMS OF RECRUITMENT
Why do businesses use a TTA model?

18% of respondents currently utilise a TTA

1 80/0 model, allowing for greater efficiency when it
comes to managing, engaging and retaining
their workforce

Resource Solutions’ TTA delivery model is designed to complement
our clients’ broader talent programmes. We support the acquisition
of talent in all forms of candidate engagement, including permanent,
contractor and temporary roles. Managing all forms of recruitment
control, consistency and visibility, stakeholder engagement and hiring
experience, our TTA solutions support our clients in their ambitions to
globalise recruitment programmes.

The concept of TTA makes a lot of sense — it ensures an organisation’s
total workforce is being reported on. This includes the transfer of
knowledge, transfer of skills, ensuring work is allocated to the right
place and managing staff accordingly. By blending RPO and MSP
solutions in a TTA model, organisations are redesigning an entire global
talent acquisition strategy. So, whether engaging the permanent,
temporary, consultant or SOW workforce, Hiring Managers can benefit
from a bigger talent pool, economies of scale, and efficiencies from the
technologies that enable a TTA model.

b;_!
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SOW WHAT?

SOW budgets differ across organisations because they are typically dependent
on the attitude to spending on consultancy. Some will naturally have a policy
that limits the number of third party consultancies with whom they work, while
others will choose to spend more on consultancies. SOW programmes can
offer clients opportunities for greater transparency to better manage their entire
contingent workforce across all requisition types.

HOW DO ORGANISATIONS USE SOW?

36% of respondents are considering or plan to
incorporate SOW in their contingent worker programme

Independent research by Staffing Industry Analysts (SIA)
in their 2017 EMEA Buyer Report also shows that 33% of
buyers surveyed plan to incorporate SOW into their
contingent workforce programmes over the next two
years, while 54% of them already have SOW included
in their programmes




In Asia, the recruitment outsourcing market in the last year has evolved
rapidly. However, contingent workers as flexible work options in Asia still
remain in the minority. For cultural reasons, workers in Asia choose not to
consider flexible or temporary workers, but we are seeing them become
more prominent in key markets like Singapore and Hong Kong.

Since 1998, Resource Solutions has provided our own proprietary
recruitment technology, talentsource to place equal emphasis on
addressing and meeting permanent and temporary talent-acquisition
needs. Recently upgraded, and continually improving, our industry-leading
support system is modular, web-based and provides end-to-end tracking
for our clients.

A TTA solution can only be managed by an outsource provider who offers
both RPO and MSP services — it's not an automatic assumption that
vendors are able to provide this function. At Resource Solutions, we're
agile and offer bespoke TTA solutions for our clients.
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As technology becomes more prevalent in everyday life, so technology will remain at the
forefront of recruitment. As further developments continue to optimise the cost-effectiveness
and speed of HR technology, it’'s no wonder that many organisations are looking to increase
their investment in 2018.




What does your investment in HR technology look like?

Historically, clients have bought off-the-shelf software separately
for specific HR items, such as tracking and time sheeting. With
emerging technology and the increasing globalisation of HR
departments, 2017 was an impressive year for an amalgamated
approach to end-to-end solutions for all things people related. As
aresult, HR systems are now widely becoming enterprise systems
that are owned by in-house HR departments.

How is data evolving the candidate experience?

When it comes to the top technological advancements, respondents to our
survey ranked Al and process automation, sophisticated data analytics and

real-time feedback technology as their most anticipated developments of 2018.

Al-focused HR technology is changing the game. We’ve seen great examples
of where Al is benefiting our clients by way of automatic machine learning
among sourcing approaches. We've piloted powerful software that can ‘read’
what makes for a successful candidate and learn how to pull those applicants
into a talent pool.

Sophisticated data analytics provides businesses with the ability to tailor their
talent attraction strategy and understand candidates on a greater level, help
retain employees, and get a stronger sense of staff engagement.

P I S



https://www.linkedin.com/in/janinechidlow/

What does the gig-economy look like for your business?

Faced with wider macroeconomic uncertainties, many businesses are
looking to increase and maintain a flexible workforce — one that can adapt
to any developments arising from Brexit and IR35 regulations.

In the US, many firms are finding it difficult to recruit temporary workers
on the H-1B visa. The tougher stance from the US government has
the potential to put off businesses from bringing in overseas talent, and
encourage them to focus on hiring local talent instead.

The rise of the gig-economy — especially with the rapid growth of industry-
defining app-based businesses such as Uber — has seen some resistance
to what some consider a low-regulation sub-sector of the economy. Without
the familiar requirements of pre-employment screening, on-boarding or
training, both customers and organisations are hesitant about how or
whether to embrace the gig economy.
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DIGITALISATION OF HR

Many of our clients are talking about the digitalisation of the end-to-end
recruitment cycle and the benefits for the candidate and hiring manager
experience. From speed and real-time feedback, recruiters can now focus
on the traditional high-touch and high-value aspects of the job while having
the repeat tasks be taken care of by HR technology.

“| foresee by the end of 2018 that organisations will have
some road map that calls out how they plan to digitise and
augment HR elements, if not all of their recruitment lifecycle.”

Janine Chidlow, Managing Director,
EMEA & Americas

CASE STUDY: MindX technology thinks differently about candidate suitability

In 2017, a major UK bank requested Resource Solutions’ assistance for
an industrial placement role in a central department for which there were
80 candidates.

Psychometric testing wasn’t a viable solution in this instance, so our onsite
account team worked closely with our Innovation team to identify and test three
new technologies to assist with finding the most suitable candidate:

o Arctic Shores
 |Interviewed.com
® MindX

After conducting a benchmarking exercise, the onsite account team
recommended MindX, an app-based assessment tool that uses gamification to
assess cognitive abilities. Gamification takes a different skills-based approach
that strikes a good balance between being entertaining and being challenging.
The specific assessment selected was ‘general cognition’, which looked at
general intelligence as well as verbal, numerical, and problem-solving ability.

The vast majority of candidates (89%) who used MindX told us they liked the
cognition gaming element; and together with video interviewing technology,
Sonru, the onsite account team was able to generate significant time savings for
the client’s programme recruitment.

We were thrilled with the approach we took; the numbers and its success helped
shift the mind-set for recruiters and our Hiring Managers to consider alternative
approaches to finding the right candidate.
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LinkedIn Talent Insights

HR professionals are eager to pilot LinkedIn Talent Insights at their
business. The self-service big data analytics tool promises employers
access to a wealth of data for the sourcing of candidates.
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Google for Jobs generated a lot of discussion during 2017. The new job board
aggregator uses machine learning to understand how job titles and skills relate
to one another and which job, location, and seniority are a closest match to a
jobseeker’s preferences.

Whichever technology comes out on top, it's safe to say that 2018 will be a year
of significant growth. Technology is enabling change in the digitisation of HR

models, pushing for tech-augmented recruitment practices and expanding data-
driven capabilities.
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