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The global skills shortage and the ‘Great Resignation’ 
have created a laser focus on candidate experience.  
A quick glance at the numbers reveals why:

Due to the widening global skills gap and changing employee 
expectations, the war for top talent is acute. With employer 
branding essential to recruitment success and candidate review 
platforms making candidate experience public, leading firms are 
focused on enhancing candidate experience.

in numbersCANDIDATE EXPERIENCE

Applicants who are satisfied with 
their candidate experience are 
twice as likely to recommend the 
hiring organisation.
(IBM)

70% of companies that develop a 
positive candidate hiring 
experience report a 70% 
improvement in hire quality.
(Glassdoor)

70%

82% of jobseekers consider brand 
and reputation before applying to 
a job.
(CareerArc)

82%
80% of candidates abandon the 
application process at some stage.
(LinkedIn)80%

81% of jobseekers say continuous status 
updates from employers would greatly 
improve the candidate experience.
(CareerBuilder)

81%

83% percent of jobseekers are discouraged 
by a negative interview experience, but 
87% will change their opinion of a role or 
company after a positive one.
(LinkedIn)

83%

41% of candidates won’t buy from 
or recommend a company after a 
bad recruitment experience.
(HR Executive)

41%
90% of jobseekers say it's 
important to work for an employer 
that embraces transparency.
(Glassdoor)

90%



The pandemic triggered 
a seismic shift in 

employee expectations 
and an unprecedented 
wave of resignations.
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Candidate experience is a jobseeker’s perception of your company as a 
prospective employer, based on the touchpoints and interactions they 
have with your organisation throughout the recruitment process. These 
interactions include all the steps on the candidate’s journey, from the initial 
job advert, application and screening processes through to interviews and 
onboarding. Key metrics include recruiter response times, time to offer, 
offer acceptance rate and Net Promoter Scores.  

In the current recruitment market, positive candidate experience is a 
business imperative. As technology continues to advance, the 
global skills shortage is likely to become more acute in 
coming years. In fact, research by Korn Ferry consultants 
suggests that by 2030, the global talent deficit may top 
85 million positions. On top of the existing skill shortage, 
the pandemic triggered a seismic shift in employee 
expectations and an unprecedented wave of resignations 
that further contracted the available talent pool. Reversing 
2020’s unemployment trend, in the wake of the crisis, half 
the world’s workforce was on the move (Microsoft). We 
have entered a candidate-driven recruitment market.
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WHAT IS ‘CANDIDATE EXPERIENCE’? 

WHY IS CANDIDATE EXPERIENCE IMPORTANT? 



Negative reviews from 
unhappy candidates 

on career sites like 
Glassdoor can dissuade 
other candidates from 

considering your company 
as an employer. 

The same Korn Ferry study revealed a direct relationship between highly 
engaged employees and higher sales and revenue. So a high-quality 
candidate experience means better business outcomes.  But while 73% of 
organisations say that candidate experience is crucial for their business, 
less than half believe their processes are effective (Brandon Hall Group). 
Poor candidate experiences will cost you top talent, and as many as 50% 
of jobseekers say they have declined a job offer due to poor candidate 
experience (Echevarria). 

One in five candidates has rejected a job offer because it 

took too long to arrive. Glassdoor 

Poor candidate experience can also damage your 
company’s reputation and brand attractiveness. Negative 
reviews from unhappy candidates on career sites 
like Glassdoor can dissuade other candidates from 
considering your company as an employer. 55% of 
jobseekers say they have avoided a company after reading 
negative reviews online (HCI). Since 60% of the talent pool 
uses social networks to discover new opportunities (LinkedIn), 
negative candidate experiences are also likely to inhibit your ability to 
attract top talent going forward. Recruitment statistics show that negative 
candidate experiences can also lead to a significant loss of revenue (HCI).  
 

75% of employees say that a positive candidate experience influenced their 

decision to accept the offer. Echevarria
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The cost of a poor candidate experience is something telecommunications 
company Virgin Media knows first-hand. Back in 2015, Virgin executives 
realised that bad candidate experiences -often due to poor interview 
experiences and a lack of communication- were costing the company 
over £5 million in lost revenue every year. Since many applicants to roles 
at the company were Virgin customers, they cancelled their subscriptions  
following their negative experiences as candidates and naturally switched to 
competitors. To address this damaging trend, Virgin Media took a strategic 
approach to improving candidate experience and turned their £5 million 
loss into a £6 million revenue stream. Virgin Media’s example shows that 
whilst a poor candidate experience can lead to reputational damage for your 
company, a positive one can increase revenue and brand loyalty.
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One in five candidates say they 
have rejected a job offer because it 

took too long to arrive.
(Glassdoor).

55% of jobseekers have avoided a 
company after reading negative reviews 

online.
(HCI).

REAL WORLD IMPACTS OF CANDIDATE EXPERIENCE 
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Candidate experience is everything. In today’s tight labour market, 
organisations are under pressure to accelerate their recruitment processes, 
but this risks sacrificing hire quality, and could exacerbate retention 
challenges. 55% of professionals believe that employee turnover will 
continue to increase in the coming year, suggesting that the ‘Great 
Resignation’ could continue (Korn Ferry). As the war on talent reaches a 
new zenith, salaries are also on the rise, and the job market is rife with 
counteroffers. The intense pressures of the labour market have driven many 
firms to adopt short-term talent attraction strategies to meet demand. But 
to succeed long term, organisations must focus on elevating candidate 
experience and engagement, without forgoing robust candidate evaluation. 
Here are five root causes of poor candidate experience, and how to weed 
them out of your recruitment process to enhance your employer brand and 
win the war on talent.

5
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5 ROOT CAUSES OF POOR CANDIDATE EXPERIENCE 

(AND HOW TO FIX THEM)   
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90% of attrition in small 
and medium-sized 

businesses is poor fit 
with the organisation’s 

culture.

1MISALIGNED VALUES
Employer brand and reputation are now almost 10% more 
important to jobseekers than five years ago, and a key 

consideration for 82% (Careerarc). 93% of job applicants say they value 
information about a company’s culture and benefits (Talentology). According 
to research by consultancy Leadership IQ, 90% of attrition in small and 
medium-sized businesses is poor fit with the organisation’s culture, 
contributing to a huge 50% failure rate for new hires 
within the first 18 months. Given the centrality of values-
alignment to the candidate experience, publicising progress 
against corporate social responsibility objectives can be a 
crucial differentiator for your brand in the eyes of top talent. 
According to Korn Ferry research, trust in senior leaders is 
also linked with organisational success, increasing financial 
returns by 25% over a five-year period.

Although the ‘The Great Resignation’ may wane as the 
economic impacts of the pandemic come to the fore, the 
‘values-driven business’ trend is set to continue. 93% of Gen 
Z workers say that a company’s impact on society affects their decision to 
apply for a role, a higher proportion than in previous generations (BuiltIn). 
According to Stanford sociologist Roberta Katz, a typical Gen Z “cares 
deeply about others”, and their socially conscious values affect their buying 
behaviours and professional ambitions. As many as 73% of the current 
workforce say diminishing brand reputation affected their decision to leave 
a previous company. Conversely, employees who are intrinsically motivated 
by their jobs are 35-45% more likely to remain committed (McKinsey). 

HOW CAN YOU ESTABLISH CANDIDATES’ DEGREE OF 
VALUES ALIGNMENT?
84% of executives in a Deloitte survey said that organisational fit is 
essential to success at work. A Personality assessment is a quick and 
accurate way of determining the degree to which a candidate’s values 
aligns with those of your organisation. The assessment indicates how likely 
an individual is to succeed in the role, and provides information on how 
they manage stress, approach risk and their level of competitiveness and 
preference for novelty. All of this will determine how successful and fulfilled 
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Values alignment is 
essential for senior hires, 
who are responsible for 

driving your organisation’s 
culture forward.  
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they will ultimately be in your workplace. Using psychometric assessments 
in the recruitment process signals to candidates that your organisation 
values self-awareness and invests in its culture. Doing so has been shown 
to increase stock prices by as much as 900%, compared with just 75% for 
companies that fail to invest in culture (Forbes).   
 
Values alignment is essential for senior hires, who are 
responsible for driving your organisation’s culture forward. 
The opportunity to discuss the results of an Emotional 
Intelligence assessment adds value for senior candidates 
by enabling them to ascertain the degree of cultural 
alignment themselves. The assessment results benefit 
both company and candidate, helping to facilitate deeper 
conversations and build rapport quickly. A candidate’s 
emotional intelligence determines their ability to manage 
their emotions and influence those of others. In senior 
positions that involve leading and managing people, 
this has a direct impact on performance. Candidates’ 
emotional intelligence will also provide an indication of their 
ability to make decisions that create social value, as well as the degree to 
which they naturally align with and can enhance your company culture.

When employees are a mismatch for their role and organisation, they 

often struggle to succeed or become bored and restless. 

Their days — even their careers — can feel wasted, along 

with their sense of purpose. Gallup 

   

2LACK OF INCLUSION
83% of job candidates say diversity is an important consideration 
when deciding whether to accept a job (Yello). Generation Z 

actively seek out companies that value diversity, with 77% looking for 
evidence of diversity in prospective employers early in the application 
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process (BuiltIn). Another study by Careerarc found that 63% of jobseekers 
will go as far as checking social media to assess the level of diversity at a 
company. Companies that have a diversity and inclusion policy but do not 
provide evidence of a diverse and inclusive workplace are viewed more 
negatively by minority groups (Wilton). This means that employers that want 
top talent and the 35% improvement in financial performance afforded by a 
diverse workforce must evolve (McKinsey). 

Besides the ethical and financial benefits of diversity, diversity recruiting 
also expands the talent pool at a time of acute skill shortage. Recognising 
this, organisations are starting to seek out talent in non-traditional places, 
such as outside their industry or among the retired population. Despite 
their efforts to recruit a diverse workforce however, many organisations 
still struggle to overcome unconscious bias in their recruitment 
processes, and struggle with the societal inequalities that 
can contribute to inequality in the workplace. What is 
truly important is how quickly an individual can learn and 
respond in an agile way to meet the evolving needs of the 
organisation and marketplace. Consequently, employers are 
becoming more understanding of gaps in experience. But 
under pressure to hire quickly, they need a means of rapidly 
and objectively establishing hire quality. 
 

HOW CAN YOU RECRUIT FOR DIVERSITY? 

67% of recruitment managers say that CVs are a poor indicator of future 
success (Cranfield School of Management). Instead of relying on CVs which 
are inherently biased by social inequalities, organisations must measure 
what matters - candidates’ speed of learning and cognition. Objective 
science can help you hire diverse candidates who are highly capable in 
specific role requirements, whilst demonstrating your commitment as an 
employer to fair hiring processes that facilitate diversity. Psychometric 
assessments provide insights into the underlying motivations, cognitive 
speed and behavioural traits of prospective employees, which can help to 
counteract bias. For example, using aptitude assessments at the screening 
stage reliably predicts future performance. It can also widen your talent 
pool and save time whilst ensuring hire quality.

Diversity recruiting 
also expands the 

talent pool at a time of 
acute skill shortage.
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Comparing the 
results against your 

ideal role profile 
will help you quickly 
rank candidates for 

interview and  
beat bias.
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Rather than relying on first impressions and risking biased 
recruitment decisions, Hiring Managers can measure a 
candidate’s level of the traits shown to have the greatest 
bearing on success with a Workplace Personality assessment. 
Comparing the results against your ideal role profile will 
help you quickly rank candidates for interview and beat bias. 
Since personality is relatively stable over time, personality 
assessment results will also be of benefit to candidates 
throughout their career, and the deep insights they contain 
can alter career trajectories. This is especially true for graduate 
recruitment, at the outset of candidates’ careers. Taking 
just ten minutes to complete, a personality assessment can 
open doors for diverse talent and differentiate your company from the 
competition. For more tips about recruiting for diversity, download our 
guide to Beating Bias in Recruitment. 

“A lack of diversity in the leadership of an organisation will 

only hamper business and public services. We now need all 

employers and the Government to step up and accelerate the

 pace of change especially as growth is faltering and 

thousands of employers see skills shortages.”

Ann Francke OBE, CEO, Chartered Management Institute

Part of the Thomas International TEN MINUTE TAKEAWAYS seriesCANDIDATE EXPERIENCE

https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-beating-bias-recruitment


Communication is 
crucial to maintaining 

engagement throughout 
the recruitment process.

3COMMUNICATION BREAKDOWNS
The shift towards hybrid hiring processes can make it more 
difficult to communicate effectively with candidates. But in 

today’s hot job market, engaging candidates is vital, and 63% say most 
employers don’t communicate adequately (Talent Board).  Simplicity and 
speed are important to candidates, 80% of whom expect employers to 
communicate a clear timeline for the hiring process (Miller). 60% will 
abandon an overly long or complex application process (Talentology). The 
average time to hire after the first interview is around three times as long 
as candidates’ ideal interval, of one to two weeks (Duszynski). 
Yet with instant messaging platforms used for jobhunting by 
the majority (60%) of jobseekers, slow response times are 
unlikely to lead to successful hiring outcomes (LinkedIn).

Communication is crucial to maintaining engagement 
throughout the recruitment process, and 81% of 
jobseekers say continuous status updates from 
employers would greatly improve the candidate experience 
(CareerBuilder). To overcome the communication barriers 
created by hybrid hiring and accelerate integration, some hiring 
managers are reinventing onboarding processes. Sending video tours of 
offices and encouraging future colleagues to reach out before new hires’ 
start date are some of the tactics hiring managers are using to accelerate 
the onboarding process. Clear communication and expectation-setting early 
in the candidate journey will also help to prevent the huge 28% of new 
hires who currently quit within the first 90 days from doing so (Echevarria). 
Keeping candidates engaged throughout the recruitment process is vital 
to not only improve the candidate experience, but it also sets the stage for 
ongoing high engagement post-hire.

HOW CAN YOU OPTIMISE YOUR COMMUNICATION  
WITH CANDIDATES? 
In the current high-speed hiring environment, psychometric assessments 
can help your business quickly build rapport with candidates. Providing 
valuable insights into their working style and preferences, assessment 
results can help candidates to ascertain whether they will be fulfilled in the 
role. Tests such as personality and behavioural assessments take as little as 
ten minutes to complete and offer rich insights that make communications 
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People with high 
levels of ‘dominance’ 

behaviourally are often 
focused on expediting 

action, comfortable with 
challenge and decisive.  

more engaging, incentivising candidates to remain in the recruitment 
process. They also facilitate better communication throughout hires’ tenure 
at your company. Though quick to obtain, psychometrics can be especially 
useful for differentiating your business when recruiting senior hires, who 
are likely to be concerned with establishing job fit.  

Understanding candidates’ communication preferences 
will help you tailor communication so that it is compelling 
during the recruitment process and beyond. For example, 
people with high levels of ‘dominance’ behaviourally are 
often focused on expediting action, comfortable with 
challenge and decisive. They tend to prefer brief, direct 
communication and are likely to be assertive in negotiations. 
Conversely, people with high levels of ‘compliance’ in 
their behavioural profile are more interested in accuracy 
and detailed analysis. They are likely to value time to 
study contractual documents in advance of in-person 
negotiations and discussions. Personalising communication 
in the recruitment process will not only enhance candidates’ 
experience of your company, but also help to ensure that you hire 
people who can excel at your organisation. 
 
 

“While the market has mastered the art of assessing short-term financial 

performance, long-term success is built on effective management-a factor 

that is more difficult to measure. Boards and leadership teams can take the 

guess work out of what they need to look for and develop among leaders 

who will navigate their organisations toward long-term success.” 

Zachary First, Executive Director, The Drucker Institute.
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70% of candidates say 
they have missed out 
on a job opportunity 

due to technology 
problems during a 

video interview.

Part of the Thomas International TEN MINUTE TAKEAWAYS seriesCANDIDATE EXPERIENCE

4INEFFECTIVE INTERVIEWS
Prior to the pandemic, 94% of final interviews were carried 
out face-to-face. That figure has dropped to just 17% today 

(Personnel Today). More than half of employers say they will continue to 
conduct video interviews, which means that online interviews are here 
to stay (Forbes). Hiring managers conduct an average of six interviews for 
every vacancy, so video interviews have the benefit of creating 
significant time savings for both candidate and company. But 
while video interviews help to expedite the recruitment 
process, they can create challenges for candidate evaluation. 
Online interviews may be advantageous for candidates 
with disabilities, caregiving responsibilities or accessibility 
challenges. But for candidates without the requisite technology 
and a stable internet connection, accessibility can be reduced. 
A huge 70% of candidates say they have missed out on a 
job opportunity due to technology problems during a video 
interview (Glassdoor). 

The full impact of online interviewing on recruitment is not 
yet known. But interviews remain a pivotal part of the hiring 
process. 97% of interviewees say that the experience has a major impact 
on their decision about whether to join a company (Workable). On the flip 
side, 33% of Hiring Managers say they know whether they would hire a 
candidate within thirty seconds of meeting them (Social Talent). As discussed 
above, these decisions are likely to be subject to unconscious biases. 
Under pressure to reduce time to hire and with less information than ever 
to go on, Recruitment Managers could be in danger of making poor hiring 
decisions that will negatively impact employee engagement and retention 
in the long run. In fact, our Spotlight on Recruitment Research Report 
revealed that at as many as 57% of new hires aren’t working out, according 
to the people who made the hire.

CANDIDATE 
EXPERIENCE
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HOW CAN YOU ENSURE YOUR INTERVIEWS ARE 
EFFECTIVE?  
Hiring Managers can sift applicants and progress them to the interview 
stage more quickly by measuring their aptitude, or speed of cognition. 
Due to the time pressure on recruitment processes and professional life in 
general, speed is crucial. Using psychometrics early in the hiring process 
also ensures that you only interview candidates who are a strong fit for 
the job. This improves the experience for the candidate and leads to better 
quality interviews. Using the insights provided by psychometric tests 
such as aptitude, workplace personality and behavioural assessments, 
interviewers can probe beneath candidates’ surface characteristics, opening 
up deeper discussions and more rigorous evaluation of a candidate’s natural 
tendencies in relation to the role.

Using psychometrics in the early stages means that you 
only interview people with high potential to succeed 
at your organisation. An awareness of psychological 
factors can also help hiring managers to have better 
conversations and tailor the questions to get to the heart 
of the matter more quickly, and ultimately to accurately 
assess candidates’ aptness for roles. Using psychometrics 
to establish that there is strong alignment between the 
candidate and with the role, team and organisational culture 
ensures that you only hire candidates who will be engaged 
by your work environment. Using science to validate hiring decisions will 
help to avoid negative Glassdoor reviews down the line. It also benefits 
candidates, whose experience of your company will be one in which 
their unique traits are valued and where they are set up to succeed in a 
workplace that truly suits them. 

“It is so important to identify the exact attitudes you are looking for, create 

dependable interview questions that reveal the truth about attitude, and 

have reliable answer guidelines by which to evaluate candidate responses

to interview questions.”

Mark Murphy, Hiring for Attitude
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Using science to validate 
hiring decisions will 

help to avoid negative 
Glassdoor reviews down 

the line.



75% of jobseekers say 
that they were rarely 

or never asked for 
feedback following 
their application.
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5FORGOING FEEDBACK
Feedback is the most important factor in a candidate’s long-term 
connection with your brand (LinkedIn). Although 98% of recruiters 

say they always give feedback to unsuccessful candidates after an interview, 
30% of candidates say that they have attended an interview without 
receiving any feedback from the employer (Workopolis). The transparency 
created by platforms like Glassdoor means that feedback can no longer be 
avoided. The fact is that 86% of employees and jobseekers research company 
reviews to decide on where to apply for a job (Glassdoor). Despite concern 
about receiving disproportionately negative reviews from disgruntled 
candidates and employees, 82% of jobseekers say they would share a 
positive candidate experience, while just 69% a negative one. 

Especially in the current climate, companies can’t afford not to 
maximise the opportunity presented by review platforms like 
Glassdoor to create a virtuous cycle for recruitment and 
employer branding. Such online platforms will either be a 
gateway or a barrier to top talent entering your organisation. 
As many as 80% of candidates would be discouraged from 
applying for a role with a company that failed to feedback on 
a previous application (Workopolis), and 90% want to work for 
a company that embraces transparency (Glassdoor). Despite the vast 
majority of jobseekers’ appetite for feedback, 75% of jobseekers say that they 
were rarely or never asked for feedback following their application (Talentology). 
Used constructively however, feedback can be an engine for continually 
improving candidate experience and even company performance.

HOW CAN YOU DRIVE IMPROVED CANDIDATE EXPERIENCE 
THROUGH FEEDBACK?  
Feedback is fundamental to both the recruitment process and to optimising 
candidate experience. Caretaking candidate experience relies on actively 
seeking, listening to and offering constructive feedback. As discussed in the 
introduction to this guide, Virgin Media learned from experience to proactively 
solicit and act on feedback. Rather than fearing bad reviews, take advantage 
of the transparency afforded by social media platforms like Glassdoor to 
continually improve candidate experience. 70% of jobseekers have changed 
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their opinion about a company based on their reply to a review (Glassdoor), 
so actively engaging with feedback can be game-changing. Given that 
jobseekers perceive employee voice as being three times as credible as the 
CEO, (Glassdoor), the opportunity that social feedback offers to boost your 
employer brand is huge.

Providing candidates with feedback on the results of psychometric 
assessments creates lasting value and enhances their experience, regardless 
of whether they subsequently come to work for you. Taking as little as 10 
minutes to complete, psychometric tests such as behaviour and personality 
assessments demonstrate investment in candidates and differentiate your 
brand from competitors in the war for the best talent. Insights gained using 
behavioural assessments will provide candidates with the kind of feedback 
they will understand, integrate and be engaged by. This helps establish 
a positive working relationship with managers and teams, accelerating 
integration during onboarding. A recent Korn Ferry survey showed that 55% 
of professionals believe employee turnover will increase in the coming year. 
This means that self-aware communication is crucial, both for candidate 
experience and setting your new recruits up for success long into their 
tenure at your company.  

"In a world dubbed as the "Great Resignation," the candidate experience is

very important, even if you are not moving forward with someone. Treat 

people with respect and courtesy by giving feedback in a timely manner. 

This will allow you to maintain the relationship. You never know if the 

candidate you end up hiring might be a referral from the candidate you

didn't move forward with".

Angela Persaud, Global Head of People and Culture, G/O Media



Fact File: 
PREDICTORS OF JOB SUCCESS

Adapted from Schmidt & Hunter 1998, Schmidt, Oh & Shaffer 2016

Great Predictors
(of job success)

Aptitude

.65

.51

.41

.16

.00

Structured 
interviews

Personality & 
Behaviour

Experience

Handwriting
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In a meta-analysis of 85 years of research on the validity of personnel 
selection methods, researchers Schmit and Hunter found that previous work 
experience and CVs were poor predictors of job success, and that personality, 
structured interviews and aptitude (speed of learning) correlated much more 
strongly with candidates’ future performance at work. 



“We use the assessments for senior hires. 
This allows us to map out what a new 
recruit means for the team as a whole. It 
helps you see how you can work together 
and capitalise on the areas you are 
individually good at and collaboratively 
address weaker areas. We talk about 
their behavioural preferences, their 
emotional intelligence, and how that 
might influence how they are received by 
other people. For senior recruitment, it’s 
really, really valuable for us.” 

Elaine Fleat

HEAD OF PEOPLE AND CULTURE

VISIONABLE

“Some companies struggle with their talent 
pipeline. We have the opposite problem, which 
is that we can hire for positions in 80-100 cities 
concurrently. Because we have so many people 
applying for our positions, we use the Aptitude 
assessment to funnel these down in an effective 
and candidate-friendly way. We use the Thomas 
International Behaviour assessment as both 
a lead and lag indicator within our process to 
inform the interviews. Proffesionalising and 
standardising our recruitment process has 
helped in attracting better top-end funnel, 
and conversion in terms of diversity hiring.” 

Ian Kendrick

DIRECTOR OF HR

CANONICAL

“We know that the key to the success of students in the development programme is 
dependent on how fast and how easily they understand and cope with learning new 
things. They are our future leaders, so we want everyone on this programme to be very 
qualified, have high learning agility and be quick to adapt to new circumstances. From 
our experience, we see that candidates with high scores absorb the learning material 
more easily and have good analytical skills. It is very important to use the appropriate 
tools to make sure the quality of our participants is better and better.”  

Widyarini Utami

SENIOR VICE PRESIDENT OF TALENT ACQUISITION AND HEAD OF EMPLOYER BRANDING

DANAMON BANK

MANAGING CANDIDATE 
EXPERIENCE IN THE  
REAL WORLD



Visit Thomas.co now for more information.

PERSONALITY 

Our Personality assessment is grounded in the ‘Big 5’ model, assessing 
traits that predict professional success and risk for derailment. With 
their personality profile, you can identify candidates with the highest 
potential for workplace success and achievement. 
 

APTITUDE 
The General Intelligence or Aptitude assessment provides an objective 
picture of a candidate or employee’s speed of cognition and learning. 
The assessment can also assist in removing bias from recruitment 
processes and widening your talent pool. 
 

EMOTIONAL INTELLIGENCE 
Our Emotional Intelligence assessment measures 15 emotional traits 
concerning wellbeing, self-control, emotionality and sociability. These 
traits will help you to provide targeted support that will enhance your 
highfliers’ ability to deliver organisational outcomes. 
 

BEHAVIOUR 
Our Behavioural assessment provides deep insights into a person’s 
behavioural preferences, strengths, limitations and communication 
style. This helps to increase self-awareness and provides a vocabulary 
for discussing nuanced behavioural dynamics. 

ENGAGE 
Our Employee Engagement assessment establishes the level of 
engagement within your organisation, and identifies strategies to 
improve employee wellbeing, motivation and productivity. This helps 
to identify the areas in which to focus engagement initiatives. 

OUR
ASSESSMENTS
Psychometric assessments provide an objective source of rich 
information about an individual’s performance at work. They provide 
insight into an individual’s communication style and behavioural 
preferences, helping to develop rapport and increase engagement 
during recruitment and onboarding phases and beyond.  
Start delighting candidates today. 

http://www.thomas.co


© Thomas International Ltd 2022. Founded in 1981, Thomas International transforms the
performance of organisations around the world through smarter people decisions, looking 
beyond just skills and experience to identify the true potential and capability of people. Its talent 
assessment platform combines technology, psychology and data to make the complex nature of 
human behaviour, aptitude and personality easier for everyone to understand. Today, Thomas 
helps over 11,000 companies across 140 countries unleash the power of their people.

 

Alternatively, we’d love to hear from you. So get in touch for 
a one-to-one chat on 01628 470980 or info@thomas.co.uk.
Alternatively, we’d love to hear from you. So get in touch for 
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TEN MINUTE
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GUIDING YOU THROUGH THE 
CHANGING WORLD OF HR

Download the entire '10-minute takeaways' series 
today to unleash the power of your people.

Employee 
Engagement 
and Motivation 
post-pandemic.

Succession 
Planning for an 
uncertain 
future.

Employee 
Retention 
during  
‘The Great 
Resignation.

Effective 
Onboarding  
for agile 
organisations.

Building and 
nurturing High 
Performing 
Teams.

Recruiting 
Leaders in a 
labour 
shortage.

Delivering on 
your Diversity 
and Inclusion 
goals.

Beating Bias  
in recruitment. 

5 barriers to successful 
leadership and how to 
tackle them.

LEADERSHIPTEN MINUTE
TAKEAWAYS

Leadership in a 
complex and 
changing 
environment.

Recruiting for 
Potential in a 
skill shortage.

Managing 
Hybrid Teams 
for sustainable 
success. 

5 root causes of poor 
candidate experience  
and how to fix them. 

TWO MINUTE
TAKEAWAYS

CANDIDATE  
EXPERIENCE

Elevate your 
brand through  
Candidate 
Experience.

Download and  
keep forever

You can learn more about our 
psychometric assessments

You can also explore the new 
and improved Thomas Perform

https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-high-performing-teams
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-high-performing-teams
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-engagement-motivation?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-engagement-motivation&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-engagement-motivation
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-engagement-motivation?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-engagement-motivation&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-engagement-motivation
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-engagement-motivation?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-engagement-motivation&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-engagement-motivation
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-succession-planning?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-succession-planning&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-succession-planning
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-succession-planning?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-succession-planning&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-succession-planning
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-succession-planning?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-succession-planning&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-succession-planning
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-retention?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-retention&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-retention
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-retention?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-retention&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-retention
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-onboarding?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-effective-onboarding&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-effective-onboarding
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-onboarding?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-effective-onboarding&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-effective-onboarding
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-onboarding?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-effective-onboarding&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-effective-onboarding
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-high-performing-teams?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-high-performing-teams&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-high-performing-teams
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-high-performing-teams?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-high-performing-teams&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-high-performing-teams
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-high-performing-teams?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-high-performing-teams&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-high-performing-teams
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-high-performing-teams?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-high-performing-teams&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-high-performing-teams
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-recruiting-leaders?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-recruiting-leaders&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-recruiting-leaders
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-recruiting-leaders?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-recruiting-leaders&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-recruiting-leaders
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-recruiting-leaders?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-recruiting-leaders&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-recruiting-leaders
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-diversity-inclusion?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-diversity-inclusion&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-diversity-inclusion
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-diversity-inclusion?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-diversity-inclusion&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-diversity-inclusion
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-diversity-inclusion?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-diversity-inclusion&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-diversity-inclusion
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-beating-bias-recruitment?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-beat-bias-in-recruitment&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-beat-bias-in-recruitment
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-beating-bias-recruitment
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-leadership?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-leadership&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-leadership
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-leadership?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-leadership&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-leadership
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-recruiting-for-potential?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-recruiting-for-potential&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-recruiting-for-potential
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-recruiting-for-potential?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-recruiting-for-potential&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-recruiting-for-potential
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-recruiting-for-potential?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-recruiting-for-potential&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-recruiting-for-potential
https://www.thomas.co/resources/type/whitepapers/thomas-knows/10-minute-takeaways-managing-hybrid-teams?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-managing-hybrid-teams&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-managing-hybrid-teams
https://www.thomas.co/resources/type/whitepapers/thomas-knows/10-minute-takeaways-managing-hybrid-teams?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-managing-hybrid-teams&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-managing-hybrid-teams
https://www.thomas.co/resources/type/whitepapers/thomas-knows/10-minute-takeaways-managing-hybrid-teams?utm_source=Practice-Leadership-Landing-Page&utm_medium=2-minute-takeaways-managing-hybrid-teams&utm_campaign=practice-leadership&utm_content=2-minute-takeaways-managing-hybrid-teams
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-candidate-experience
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-candidate-experience
https://www.thomas.co/resources/type/whitepapers/thomas-knows/2-minute-takeaways-candidate-experience
https://www.thomas.co/resources/practice-leadership

