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Personality can trump technical qualifica-
tions when it comes to choosing someone who 
will fit the role and grow within the position. 
According to 2012 research from the Society for 
Human Resource Management (SHRM), only 
about 20 percent of employers use personality 
assessments during the hiring process,1 although 
71 percent indicated these tests can be useful 
in predicting organizational fit and job-related 
behavior.

Today, an increasing number of data-driven 
psychometric tools and solutions are popping 
up to bring science-based decisions to human 
resources and recruiting. Algorithm-based 
decision tools are allowing recruiters and HR to 
move from “gut feeling” to objective, data-driven 
decisions for hiring and talent assessment. A 
recent study by the Harvard Business Review 
reported that “a simple equation outperforms 
human decisions by at least 25 percent.”2 Using 
psychometrics and predictive behavioral analyt-
ics, talent professionals are now able to improve 
and strategically enhance their practices. 

The Perfect Combination: Soft skills 
+ Data science + Hiring experience = 
Placement Success

Given the ever-widening skills gap, there’s logic 
in finding candidates who will fit in a company, 
even if they don’t have every qualification for the 
job. In fact, 38 percent of employers have open 
positions they cannot find the talent to fill.3 To 
jump the skills gap, many employers are looking 
to candidates who have the right personality and 
motivations for the organization, along with the 
enthusiasm and ability to learn the skills they lack.

A candidate’s personality and passion influ-
ences what they enjoy doing, and are ultimately 
good at doing. What project will a particular 
candidate enjoy? What team members they will 
gel best with? To answer these questions, a com-
bination of psychometrics and hiring expertise is 
ideal. Smart organizations are taking personal-
ity assessments to the next level, using modern 
tools to complement soft skills assessment and 
the recruiter’s hiring experience. Data-driven 

recruiting allows HR professionals to save time 
by prequalifying and interviewing the right can-
didates, provide evidence for their decisions, and 
select and place the right candidate in the right 
position. 

Using Psychometrics in the  
Workplace

Using psychometrics as a means to screen can-
didates is not a new form of recruiting, but usage 
has dramatically increased in the past few years. 
There are several factors that explain the success 
and widespread use of psychometrics and data 
into the recruiting process. 

First, replacing employees is costly; employers 
are using psychometrics as a means of reducing 
turnover. Recruiting costs, including costs associ-
ated with sourcing and interviewing, are extreme-
ly high, as is the cost of training and onboarding 
new hires. According to one estimate in a recent 
CareerBuilder study, the price tag of a “bad 
hire” costs American companies an average of 
$50,000.4 For some jobs, it may cost much more. 

Second, psychometrics allow HR professionals 
to get to know their candidates beyond their tech-
nical qualifications and past experiences. As an 
early step in the recruiting process, psychometrics 
can be used to help prepare behavioral interview 
questions that focus on the essential personal-
ity traits for the desired position. By analyzing 
personality test results, trained HR professionals 
can determine where a candidate may or may not 
fit within the organization.

A third effective use of psychometrics is to 
discover if candidates match company culture. By 
first using psychometric testing within the organi-
zation on current employees, HR can strategically 
determine the culture of their organization and 
the personality that makes for a top-performing 
employee within that culture. Avoiding a costly 
mismatch is essential, and by identifying if the 
candidates’ traits and motivations align with a 
company’s culture is not easy to detect during an 
interview. With data-driven psychometric testing, 
HR professionals are able to gain insight into 
who the candidate is and how they will fit in the 
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company.
Lastly, effective deployment of assessment 

tools provides candidates with opportunities 
for self-discovery and empowerment. Taking an 
employee/candidate-centric attitude and deliver-
ing value-added services to candidates will reflect 
positively on the company.

Psychometric-based People Analytics 
Solution

Talentoday provides HR professionals with 
in-depth behavioral analytics based on validated 
psychometrics. The company was created to 
provide individuals and enterprises with intel-
ligent recommendations for career success. The 
People Analytics solution was created by a team 
of accredited psychologists, engineers, data sci-
entists, and HR experts. The team has collected 
massive datasets and transformed this data into 
personalized career analytics. The solution allows 
recruitment professionals to ensure the reliabil-
ity of their candidate selections by evaluating 
the personality and professional motivations of 
each individual. Professionals are able to iden-
tify best-fit opportunities and matches between 
the candidate, position, and company culture, 
optimizing job placements, and proposing high-
value services to candidates. Since launching in 
January 2014, more than 3 million people have 
taken the Talentoday assessment. 

“Nowadays, companies that are looking to 
recruit are often faced with a homogenous pool 
of candidates—same age, same degree, same 
studies, and thus, same hard skills—and find it 
difficult to obtain specific insights about how 
one candidate or another will be a better fit with 
the company,” explains Pierre-François Verley, 
psychologist, co-founder and CEO of Talentoday. 
Combining soft skills assessment and previously 
identified people analytics allows the recruiter 
to identify how well a candidate will adapt to the 
company culture, work with a team, and excel in 
a given position.

Talentoday is introducing analytics and 
psychometrics to organizations and HR profes-
sionals, empowering them to use objective data 
to make better hiring and career-long decisions. 
At the same time, psychometrics-based question-
naires can provide individuals with insights that 
support self awareness, and potentially lead to 
greater career fulfillment.  

Using Psychometrics to predict  
Future Success: Predictive Behavioral 
Analytics

Beyond selection and hiring, behavioral ana-
lytics can be used to predict whether a candidate 
will be a successful manager or describe how 
they tend to communicate with their co-workers. 
Personality information combined with big data 
analytics is providing more information than 
ever before. 

Pierre-François Verley explains, “The mix of 
data-based insights and the wisdom of expe-
rienced recruiters allows for the best decision 
making ever.” By integrating big data technology 
solutions such as Talentoday into traditional HR 
practices, not only will professionals enhance 
their services, but candidates and employees will 
also benefit from learning how they can perform 
at their peak and find fulfillment in their careers. 

Match Candidates to Job Positions and  
Company Culture 

With Talentoday’s Target Profile, HR profes-
sionals are able to precisely define who they want 
to fill an open position and match candidate lists 
to job profiles. The tool highlights key personality 
traits and motivations necessary to be successful 
in a given position and fit with the company cul-
ture. Target Profile automates the definition of key 
success factors by analyzing required soft skills 
and current employee perfor-
mance data. After assessing 
and compiling the results of 
a selection of employees, a 
personality profile is created 
to illustrate the keys to success 
in a job position and organiza-
tion. 

Using an algorithm devel-
oped with data scientists from 
MIT and Stanford University, 
Target Profile provides intel-
ligent recommendations for 
career direction to individuals 
and enterprises. The algorithm 
uses Talentoday datasets to de-
termine behavioral constants of 
a successful and fulfilled popu-
lation, defining a Target Profile 
for a dedicated position, team, 
business unit, etc. Once deter-
mined, it is possible to quickly 
screen a pool of candidates and 
reveal the individuals who best 
match those behavioral criteria.

Figure 1.Talentoday Profile 

Figure 2. Target Profile | Talentoday.com.
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Case Study: Adecco Group
Adecco Group, a global leader in 

HR services, has seen the workforce 
evolve over nearly two decades. The 
company understands the advantag-
es of using psychometrics and data 
in people operations and recruit-
ing. Using Talentoday, Adecco has 
brought innovation to the recruiting 
by using a new method based on 
data, with the ability to determine 
the perfect fit between a candidate’s 
personality, the job position, and the 
organization culture.

Challenges and Needs
Adecco Group faced two main 

challenges when approaching their 
recruiting practices, and looked to 
a modern solution to answer these 
needs. First, they were looking to 
save time by enhancing the efficiency 
of their consultants, especially with 
respect to data-driven prescreening 
of their candidates — and reducing 

the time spent in interviews. Additionally, Adecco 
looked to offer a more positive experience for 
every candidate, attracting and satisfying the best 
candidates for clients with a modern and innova-
tive tool. 

Solution: How they set up Talentoday and How 
the Solution is Answering their Needs

Adecco implemented Talentoday into their 
recruiting and placement practices to allow their 
consultants to better serve every candidate and 
client. By training their team of consultants to 

be data-centric recruiters, they are 
able to offer intelligent recommen-
dations and placement support for 
candidates. Consultants equipped 
with expert knowledge of analyt-
ics and psychometrics are able to 
implement more user-centric solu-
tions and serve clients with a more 
personalized approach—despite 
working on a massive scale. 

Loren Resal, training and devel-
opment manager for Spring France 
Adecco, weighed in on Talentoday’s 
impact:

“A successful recruitment is 

strongly linked to our ability to assess not only 
the technical skills of candidates, but also their 
personality and professional motivations. Our 
partnership with Talentoday offers each of our 
consultants a tool that is both powerful and 
easy to use, allowing them to prepare for each 
of their interviews. Based on a comprehensive 
report, each consultant can design the inter-
views and questions based on the positions 
they are recruiting for. Our candidates benefit 
from feedback sessions focused on their career 
paths, best-fit job positions, and their person-
ality preferences and professional motivations.

As “creators of professional affinities,” our 
ambition is to provide our clients with candi-
dates who bring the necessary skills to succeed 
in their organizations…a compatible person-
ality to work with the team, and an aligned 
motivation to the proposed position. The easy 
assessment process, positive user experience, 
reliability, and transparency of the Talentoday 
results are real assets to Spring and Adecco. 
They contribute to the image and message we 
are sending to our clients and candidates.”

Results
In just 6 weeks, 200 Adecco consultants were 

trained on the psychometrics and effective usage 
of Talentoday for their clients and candidates. 
These 200 consultants are assessing 15 candi-
dates per week on average. Overall, Talentoday is 
helping Adecco consultants reduce the time for 
placements by 32 percent, and with the addition 
of this high-value solution to their portfolio, some 
consultants have upsold their existing clients full 
personality reports. Adecco is looking to see a 2x 
return-on-investment (ROI) by the end of 2015. 
CEO of the Adecco Executive Branch, Christophe 
Catoir, says, “Our partnership with Talentoday 
responds to the objective to transform conven-
tional recruitment methods. Given the volume at 
which we recruit technical, middle and top man-
agement talent, Talentoday allows us to leverage 
big data to optimize job placements.”

“In 2001, 26 percent of large U.S. employers 
used pre-hire assessments. By 2013, the number 
had climbed to 57 percent.”5 This number will in-
evitably increase as more and more professionals 
and enterprises integrate personality assessment 
and data-driven approaches to selection practices. 
Ultimately, we expect to see an increase in the use 
candidate and employee-centric solutions across 
the range of HR activities. 
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