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Sorry, the computer is saying ‘no’

TS known as minkme syndrome,
Executives and others involved in
the recruitment process subcon-
sciously have a bias to choose
employees who are s
themselves, This unconscior
to recruit in our own image restricts the
future mix of organisations, so the use
of computers tosift applications shoubkd
be welcomed by candidates who can
shine on their talents not because the
interviewer has taken a shine to :hem
However, there is deep scepticism
about the use of computer programs,
ess-driven recruitment
oo blunt

atool tospot the
nt )\'-H.N.I.Ill\rl'l
g Comy

e on talent ac Juisition. Sev-
eral distinguished recruitment experts
who attended said that “disinterme-
diation” - using technology to remove
the recruitment intermediary - could
@ human judgment,
den, director of profes-
sional services at Alexander Mann

while te llmalnp\\

times inundated with tens of thousands
of CVs — often have no option but 1o
use online computer programs (o
screen the sheer volume of applica-
tions they are now rec g,

A SCIENTIFIC APPROACH

ging science into the equation also
makes the recruitment _process
much fairer and helps o

Mean machine: in the TV show Little
Britain, David Walliams plays a rude

office worker dependent on the computer

identify those candidates who can
ma e business more productive
and profitable in the future.

SHL, the talent assessments firm
which conducts 25 million assessments
across the world ev now

Iy based talent assess-
ld intelligence o help
s the best candidates

ns recognise people
important asset, but few

dl'\'l‘llipl]]ul’ll de
importantly, measure those decisions
in the context of thei mmpul[mn and
the industry as a whole.

SHL has been capturing People
Intelligence data for 30 years on the

Technology is increasingly being used to select recruits. However,
computerised assessments have been criticised as too blunt a tool
to spot the right candidates. So what does this mean for jobseekers,
particularly if they can't tick all the boxes? By Niki Chesworth
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the sheer volume of appli
“One firm we w mk with recer

putting online
front of the recr
they even look

b but what they are
;:um;: to do with what they know that
counts. A fairer, evidenced-based
approach enables organisations to be
more intelligent about their people.
“They may want to re-engineer their

Organisy fon in some way or ha

decided that there are cniti lll.,(l-!'k[h.ll
need to be ac hat could be a
e in the way lhl“\ interact w |(h

inanew glu'l:.ll market.
¢ need to drive more

need a shift in the:

“The next step is to look at the
attributes of the people they need by
looking at the top talent within their

identify those talented individuals who

HOW DO YOU
MEASURE UP?

ARE you good at solving problems?
Do you communicate effectively?

Find out more about how
assessment tests can reveal your
strengths and weaknesses, and
familiarise yourself with what to
expect when faced with a test, at
shidirect.com/practice tests.html.

The site contains a range of online
practice tests including verbal
reasoning, verbal comprehension
and numerical reasoning tests as
well as a personality questionnaire
and situational judgment test.

match these requirements. This is
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IDENTIFYING FUTURE STARS
alvtics can also help orga

o build a talent pipeline by ident
which of their people has what it takes
o succeed o the next leadership level.
“We use our database to look at those
who perform well in closely matching
adds Burke. one cable
we identified the upper quar-
3,000 employees and found
v were 19 per cent faster at
1 were likely
o generate 25 per cent more revenue
as w |’|| as thre
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«.AND SOMETIMES THE
COMPUTER SAYS ‘YES'
Many major erlu\ have now
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Move to improve your job

TWO-THIRDS of us would move jobs in

@ Inngcr hours and
of us are

surprising in our work, with
maore than four in 10 of those who are

not looking for new employment
they are staying put because
heir current job.

Workers in London top the league of
those most keen to move (o another
role, with 49 per cent saying they
want to switch jobs while
are open to offers. Charles Logan,
director at Hays These results

chances

indicate just how much the British
workforce ha

ffered in recent

are opportunities out there for
talented people. Emplovers need to
take urgent steps to re-
motivate
skilled and experienced worke

Overworked and underpaid?

UK workers are putting in a total of
26 ion of extra unpaid hours in
the workplace each day, according
toa Slllﬂ)« from Aviva which found
that six in 10 employees regularly
put in an average of 1.5 hours
unpaid overtime a day
As aresult more than a quarter of
us report that we feel tired all the

time and nearly as many say they
feel really stressed.

‘While one in five say they work
longer for the love of the job, most
extra hours are put in because

employees claim they have too
much work (41 per cent) or because
they want to give a good impression
ln the boss (20 per cent),
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