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Beyond the CV:

The Science and Strategy
of Skills-Based Recruitment




GENIUS

INTRODUCTION

For decades, recruitment has revolved around
a simple idea: the best predictor of future
performance is past experience.

The CV became its proof —a curated record of education,
job titles, and achievements designed to signal capability.

But in the age of Al, automation, and accelerated change,
that assumption no longer holds true. Work has evolved faster
than hiring has.

Today's organisations compete not only for talent but for
‘adaptability' — people who can learn quickly, collaborate
effectively, and thrive in uncertainty. Yet traditional hiring
systems still screen candidates by where they've been,
not what they can do. The result? Missed potential,
hidden bias, and costly mismatches.

Across industries, the evidence is mounting: skills-based
recruitment consistently outperforms traditional methods.
Research from LinkedIn, Deloitte, and the CIPD shows that
companies using skills-based assessments are up to 60%
more likely to make successful hires, and nearly twice as
likely to improve retention and performance.

This shiftisn't just a trend —it's a transformation.

The global workforce is changing shape. The half-life of
technical skills has fallen to less than three years. Generative
Alis rewriting job content faster than qualifications can keep
up. Governments are phasing out degree requirements for
public-sector roles. And the new Employment Rights Bill
makes quality-of-hire more critical than ever.
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740/ O Reductionin cost-to-hire

890/ O Increaseinretention

In this environment, employers need 'proof over paper' —a
way to see a candidate's real capabilities before day one.

That's where Genius comesiin.

After more than two decades of analysing recruitment data,
behavioural science, and organisational psychology, we built
iQ —the world's first skills-first Applicant Tracking System
(ATS).

iQ brings science, structure, and simplicity to modern hiring.

Its methodology is grounded in four universal behavioural
pillars that predict success across any role:

Culture: values alignment and adaptability

Team: collaboration and communication

Customer: empathy and service excellence

Self: awareness and growth mindset
These Four Pillars form a measurable framework for human

potential — one that turns recruitment from guesswork into
insight, and insight into performance.

This white paper explores why skills-based hiring makes both
practical and economic sense, how legislation and technology
are reshaping talent strategy, and how the science behind iQ
gives employers a measurable, evidence-led advantage in
identifying, engaging, and retaining top talent.

Because the future of hiring isn't about chance
—it's about 'proof'.
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CHAPTER 1:
Beyond the CV.

Why Skills-Based Hiring Outperforms Traditional Recruitment

The problem with "proxies"

For decades, hiring has leaned on proxies — school names,
degree requirements, years of experience, and unstructured
interviews —to guess who will excel. Those signals are easy to
scan but noisy and biased.

Meta-analyses spanning a century of research show why:
traditional methods simply don't predict on-the-job
performance very well. Unstructured interviews — still the
default in many organisations —are among the weakest
predictors; structured, job-related interviews perform
meaningfully better, but the biggest predictive gains come
when you ask candidates to 'do' the work (work samples,

job knowledge tests) and assess the specific skills the job will
actually use.

In short: measure what matters, not what's on paper.

What the science says about prediction
(and why that matters economically)

Hiring is an investment decision. The science is clear that the
'predictive validity' of your assessment methods —how
strongly they correlate with later performance —drives
business value: higher validity — higher productivity,

faster ramp, fewer mis-hires.

The classic and updated meta-analyses find:

Structured interviews (standardised, job-related questions
with scoring rubrics) achieve mean validities around .42 (with an
80% credibility interval ~.18 — .66), substantially higher than
unstructured conversations. [Cambridge University Press &
Assessment]

Work samples and job knowledge tests are among the
strongest predictors when the role allows them; earlier
estimates put work samples ~.54, with more recent
meta-analyses around .33 on average (still strong), and job
knowledge tests ~.48. [home.ubaltedu+1]

These coefficients aren't academic trivia: decades of utility
research link a method's validity directly to tangible output
gains and monetary value. Firms that adopt higher-validity
selection steps see measurable increases in performance and
training effectiveness.

The practical wins:
speed, cost, retention, and quality

Organisations that switch from proxy-heavy processes

(CV screens + unstructured interviews) to skills-based hiring
consistently report better funnel metrics and downstream
outcomes:

» Fewer mis-hires. Among employers adopting skills-based
hiring, 88% report reduced mis-hires; 41% cut mis-hires by
~18% on average, and 23% more than halved them.
[Contentful Assets]

« Faster time-to-hire. 82% reduced total time-to-hire;
36% saw ~18% reductions on average, and 19% cut time-to-
hire by at least 51%. [Contentful Assets]

« Lower cost-to-hire. 74% reduced cost-to-hire; 31%
achieved ~18% savings on average, and 16% saved 51%#+.
[Contentful Assets]

« Higher retention. 89% reported increased retention;
46% improved retention by ~18% on average and
23% improved it by 51%+. [Contentful Assets]

» Better DEIl outcomes. 84% say skills-based hiring positively
impacts workforce diversity (with 23% reporting a "very
large" impact), because it opens doors to capable candidates
overlooked by pedigree screens. [Contentful Assets]

The mechanism is straightforward: job-relevant assessments
reduce noise and bias, so more candidates who can do the work
make it to offer, ramp faster, and stay longer — cutting backfill
costs and stabilising teams.
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CHAPTER 1:
Beyond the CV.

Why Skills-Based Hiring Outperforms Traditional Recruitment

The market shift: less "paper ceiling,"
more real skills

Labour markets are adjusting to this evidence. Employers and
governments are de-emphasising blanket degree
requirements, which exclude strong, nontraditional talent:

« A 2023 survey found 53% of hiring managers eliminated
bachelor's degree requirements for some roles in the prior
year; many states have formally dropped degree
requirements for broad classes of public jobs. [NCSL+1]

« Longitudinal research from Harvard Business School shows a
near fourfold increase (2014 —2023) in roles where firms
removed degree requirements (with some backsliding
post-2022), and emphasises that removing a requirement in
apostingis just step one —the real goal is changingwho is
‘actually hired'. [Harvard Business School]

« Major employers (e.g., Walmart) have publicly reduced
degree requirements for corporate roles, reflecting a
broader skills-based trend. [Axios]

This shift responds to an earlier wave of "degree inflation,"
which made the labor market less efficient —raising costs for
employers and closing off middle-skill career paths without
improving performance. [Harvard Business School+1]

Why testing fit 'before' day one makes
business sense
"Try before you buy" is common sense everywhere except,

historically, hiring. Skills-based methods operationalise this idea
by simulating the job:

Work samples/assignments replicate core tasks; candidates
demonstrate proficiency, problem-solving, and judgment in
context. Predictive validities in the .3 —.5 range outperform
years-of-experience and unstructured interviews by a wide
margin. [home.ubaltedu+1]

Structured interviews translate job analysis into standardised
behavioural/situational questions with anchored scoring—
raising signal, reducing bias, and yielding far better prediction
than conversational interviews. [Cambridge University Press &
Assessment]

Economically, this front-loads a small, fixed assessment cost to
avoid the very large, variable costs of mis-hire (lost productivity,
team churn, backfill recruiting, and delayed projects). The reported
cuts in mis-hire rates, time-to-hire, and cost-to-hire (above) are
precisely the outcomes you'd expect when you replace weak
proxies with high-signal evaluations. [Contentful Assets]

Candidate experience and employer brand

Candidates prefer fair, job-relevant processes. In one large
international survey, 86% said they're more likely to land their
"dream job" when hiring includes skills-based assessments;
56% explicitly prefer such processes. Happier hires tend to stay
longer and advocate for your brand, compounding the retention
and referral flywheel. [Contentful Assets]

What "traditional" still gets right
— and how to evolve it

Credentials and experience aren't useless; they're just
insufficient and often inequitable when used as hard filters.
The research consensus — especially after recent
methodological updates — suggests that the 'best’ systems
blend: (1) structured, job-related interviews; (2) validated skills
assessments/work samples; (3) job knowledge where
applicable; and (4) targeted, role-specific credentials. That mix
maximises prediction while minimising bias and cost.
[Cambridge University Press & Assessment+1]

Takeaway

Skills-based hiring replaces guesswork with evidence. It makes
practical sense —because it measures real capability before
day one —and economic sense — because it reliably reduces
mis-hires, time-to-hire, cost-to-hire, and churn while improving
performance and diversity. Traditional signals can still play a
supporting role, but they shouldn't be the gate.
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CHAPTER 2:

The Age of Al and the Death of the CV:
Why Static Credentials Can't Keep Up with Dynamic Skills

The CV is collapsing under its own weight

For over a century, the résumé or CV has been the universal
hiring currency — a curated record of education, job titles, and
responsibilities. But in the age of Artificial Intelligence (Al),

the value of that document is eroding faster than ever. Therise
of Al-assisted writing tools, algorithmic résumé screeners, and
an accelerating pace of skill evolution have turned the CV froma
signal into 'noise’.

Today, employers are discovering that what's written on

paper no longer reflects what a person can actually do.

The implications are profound: if your recruitment strategy still
hinges on keyword-matching résumés, you're selecting based
on 'self-presentation’, not 'capability'.

Al has made CV inflation effortless

The rapid diffusion of Al tools like ChatGPT, Grammarly, and
CV-optimisation platforms has fundamentally changed how
candidates represent themselves. A 2024 survey by
ResumeBuilder found that 46% of job seekers now use Al to
write or enhance their résumés, and 70% of hiring managers
admit it's increasingly hard to tell whether applications were
written by humans.

On one hand, this democratises access — candidates with
weaker writing skills can present themselves more
professionally. But it also creates a new problem: 'everyone can
look exceptional on paper'. The CV ceases to differentiate
based on skill; it differentiates based on prompt engineering
and formatting advice.

A 2023 MIT Sloan study showed that generative Al assistance
increased the average quality of résumés by over 40% in
recruiters' subjective ratings — but recruiters could not reliably
distinguish true skill level from Al-polished presentation. This is
the hiring equivalent of an inflated currency: when everyone can
mint "perfect résumés," their value as a screening tool
collapses.

Skills evolve faster than job titles

Even without Al, the traditional résumé has always lagged
behind reality. The World Economic Forum estimates that
44% of core job skills will change by 2027 —a dramatic
increase from 33% inits 2020 survey. Similarly, LinkedIn's 2024
Global Skills Report found that the 'half-life of technical skills' is
now 2.5 years, meaning that half of what a professional knows
today will be obsolete within 30 months.

Ajob title like "Marketing Manager" or "Software Engineer" tells
you very little about whether the person can manage
generative content pipelines, prompt-tune models, or leverage
Al analytics dashboards — skills that didn't exist when many
professionals earned their degrees.

This mismatch between 'static credentials' and 'dynamic skills'
explains why 79% of CEOs (PwC, 2024 Global CEO Survey) now list
"skills availability" as a top strategic concern—evenin
Organisations with large applicant pools. They're drowningin
candidates, but starving for verified capability.

Al has blurred authorship and ownership
of work

In a pre-Alworld, a candidate's portfolio or past deliverables
served as direct evidence of skill. Today, that's no longer
guaranteed. A striking 2024 Adobe report found that 64% of
professionals use Al tools to complete some portion of their
work, and 37% use Al for the majority of content creation tasks.

That means what's showcased on a CV — "Built marketing
campaign that drove 300% ROI" or "Developed predictive
model for sales forecasting” — may reflect an individual's skill in
‘using' Al rather than 'doing’ the task itself. This distinction
matters deeply when you're hiring for creative, analytical, or
technicalroles.

Hiring based on claimed outcomes without verifying underlying
skill can lead to what economists call “capability collapse™:
teams that look strong on paper but underperform when Al
tools or context change.
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The Age of Al and the Death of the CV:
Why Static Credentials Can't Keep Up with Dynamic Skills

Automation has weaponised keyword
matching

Traditional Applicant Tracking Systems (ATS) were designed to
parse text, not understand meaning. Recruiters feed them
keywords ("Python," "budget forecasting," "project
management"), and they filter résumés accordingly.

But with Al-powered résumé writers, candidates can now
reverse-engineer these filters. Tools like Jobscan and Teal
automatically optimise a CV's language to "beat the bots,"
boosting keyword match rates by up to 80%.

The result? A false positive crisis. The résumés that rise to the
top often belong not to the best candidates, but to those who
are most skilled at gaming the algorithm. This undermines both
fairness and efficiency, costing businesses time, money, and
credibility.

A 2023 Harvard Business Review analysis estimated that

over 75% of qualified candidates are filtered out by automated
screening tools due to rigid keyword rules — while under-
qualified but keyword-optimised candidates pass through.

The economic case for measuring skills directly

When you recruit on the basis of skills — through work
simulations, technical assessments, or structured problem-
solving— you're not just improving fairness; you're optimising
ROL.

Studies by the Boston Consulting Group (BCG, 2023) show that
organisations adopting skills-based hiring outperform peers by
63% in talent match efficiency and experience 24% higher
productivity within the first six months of hire.

Furthermore, LinkedIn's 2024 'Future of Recruiting' report
found that skills-based hires stay 27% longer and ramp up 20
— 30% faster than traditionally screened hires.

In other words: every misaligned hire avoided through skill
verification represents thousands in saved cost, and months of
avoided disruption. The economics are no longer abstract —
they're measurable.

Al in recruitment should measure, not mask

Ironically, Alis both the disruptor ‘and’ the solution. Instead of
using it to polish résumés or scan keywords, forward-thinking
firms are deploying Al to 'assess skills directly":

« Adaptive technical assessments that calibrate in real time to
candidate performance (used by firms like Google and IBM).

» Al-driven video interview scoring that evaluates structured,
job-relevant responses rather than personality impressions.

« Portfolio verification platforms that detect Al-generated
work and benchmark originality.

The purpose s not to eliminate human judgment, but to
‘elevate it': to let recruiters focus on fit, growth potential, and
culture, once skill competence has been objectively confirmed.

The human dividend of a skills-first approach

When Al floods the market with generic excellence, genuine skill
becomes the rarest commodity. Shifting focus from "résumé
polish” to “capability proof* restores the human essence of
hiring— curiosity, learning agility, and adaptability.

Candidates benefit too: skills-based processes reduce bias,
broaden opportunity, and allow people without traditional
credentials to compete on merit. For employers, it creates a
workforce that's resilient to technological disruption —a critical
advantage in a world where Al continuously rewrites the rules of
productivity.

Conclusion — From static stories to dynamic
evidence

Inthe age of Al, the CV is no longer a reliable map of human
potential. It's a snapshot from a world that's already gone.
Organisations that continue to rely on it will make slower,
costlier,and more biased hiring decisions.

Skills-based recruitment isn't just a trend —it's an adaptation
to anew reality. The questionisn't ‘whether' you can trusta CV
anymore; it's 'why' you'd want to.
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CHAPTER 3:

Why the Employment Rights Bill Raises the Stakes

Quality Over Quantity in Hiring, and the Role of Skills-Based Recruitment

The changing legal context: risks and
constraints

The UK's proposed Employment Rights Bill (ERB) introduces
several changes that shift liability, increase protections for
employees, and reduce employers' freedom to "undo" hiring
decisions retrospectively. In effect, it raises the cost of a poor
hire and makes vetting capability up front (rather than
correcting mistakes later) more essential.

1.1 "Day-one" unfair dismissal rights

Under current UK law, an employee generally must serve two
years' continuous employment before bringing a claim for unfair
dismissal. The ERB proposes reducing or removing that
minimum, making unfair dismissal rights effective from day one.
[Ogletree+2RWK Goodman+2]

To balance employer flexibility, the Bill envisages an initial
(probationary) period of around nine months, during which
dismissal might follow a lighter process (e.g. performance
meetings rather than a full tribunal procedure). [ The REC+3RWK
Goodman+30gletree+3]

This change means that even relatively new hires could bring
legal challenge if dismissed, increasing the legal and
reputational risk of "getting it wrong." Employers will have less
room to "test and fire" without consequences; they must be
more confident in their selection decisions from the outset.

1.2 Increased employee protections and contract rigidity

Among other reforms, the ERB proposes:

« More rights regarding zero-hours and low-hours contracts:
workers may gain right to a contract matching their typical
hours over a reference period (e.g. 12 weeks). [The REC+1]

» Harder constraints on variations to contracts and the
practice of “fire and rehire" — e.g., dismissing someone for
refusing new contract terms may itself become an unfair
dismissal. [Ogletree+2RWK Goodman+2]

» Making flexible working a default unless employers can justify
refusal by certain business reasons.
[RWK Goodman+3Ogletree +3The REC+3]

All of these tighten the boundaries within which employers can
adjust employment terms after hire. In effect, more of the "risk"
has to be borne at the moment of hiring rather than during
employment adjustments.

1.3 Higher expected cost of a bad hire

The government's impact assessment observes that typical
employment costs for businesses might increase by up to
1.5% when the ERB is fully implemented, largely due to
compliance burdens, but also from the elevated risks
associated with employment decisions. [Parliament
Publications+1]

For employers, especially SMEs, this means that each bad hire is
now more expensive — not just in terms of productivity and
culture, butinlegal risk, administrative cost, and reputational
exposure. The Institute of Chartered Accountants in England &
Wales (ICAEW) warns that in this new environment, businesses
"will be more risk averse, choosing a ‘safe pair of hands' over
bold, innovative talent." [[CAEW]

As one interviewee summarised: "Whether large or small ...
every business leader knows how crucial it is to get recruitment
right, and they feel this Bill raises the risk of getting it wrong."
[ICAEW]

Why superficial signals (CVs, credentials)
become costlier mistakes

Given the new legal backdrop, relying on shaky proxies for
competence becomes an even more perilous gamble.
Let's break down the key risks.

2.1 Upfront commitment with less fallback

Historically, once a hire proved misaligned, employers might
lean on probation, performance management, or if necessary,
termination (subject to the two-year threshold). Under ERB, the
margin for error is narrower. Employers may not be able to
dismiss subpar hires without facing procedural scrutiny or legal
claims —even early on. That raises the stakes on upfront
selection.

2.2 Overvaluation of presentation, undervaluation of
substance

As discussed earlier, CVs can be polished, keyword-optimised,
inflated or even Al-augmented. In ariskier legal climate, selecting
someone who only 'looks' good on paper but under delivers
becomes more dangerous. The reputational and legal downside
of amismatchrises.

2.3 Culture, engagement, and retention risk magnified

Abad hireisn't only a performance drag—it burdens teams, saps
morale, and increases churn. Under ERB, replacing someone may
involve more negotiation, consultation, and process. So avoiding
those scenarios is more than convenient —it's alegal and
operational imperative.
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How skills-based recruitment aligns with the
new risk landscape

Given these structural shifts, skills-based hiring becomes not just
abest practice, but a defensive necessity. Below are the
mechanisms by which it helps manage the heightened risk
environment.

3.1 Lowering the probability of a mismatch

By measuring what a candidate can actually do via realistic work
samples, simulations, or validated assessments, you reduce the
chance of hiring someone who will fail to deliver. The result: fewer
performance issues and fewer situations where dismissalis
considered.

3.2 Documented decision logic as a legal safeguard

Structured assessments, scoring rubrics, and clear decision
records provide a defensible trail: "We rejected A because score X
ontestY," rather than subjective “felt- fit" judgments. That
defensibility is a strong buffer if selection decisions are
challenged legally.

Moreover, if one can show that dismissal or a non-hire was
grounded in valid, job-related assessments rather than bias or
whim, the employer's legal position is stronger.

3.3 Better onboarding alignment and performance monitoring

Skills-based hiring provides a clear map of what abilities a new
hire brings and where gaps may remain. That greatly enhances
the onboarding and performance-monitoring plan. Early flagging
of misalignment (before systemic damage) is easier when
baseline expectations and assessments are transparent.

3.4 Reducing hidden "risk buffer"” cost

When the cost of error is high, firms often build in buffer zones —
over-hiring, redundancy, longer probation, extensive training to
"catch up." These buffers are expensive. Skills-based hiring
reduces the need for large buffers because the variance of
candidate capability is lower; you bring in more reliable
performers from day one.

Strategic design: embedding quality into a skills-
based hiring system

To leverage these advantagesin an ERB era, the skills-based
process must be rigorous, fair, and legally defensible. Below is a
suggested architecture:

Stage

Purpose

Key Best Practices

Job analysis &
role blueprint

Identify essential
skills and

performance drivers

Involve senior
incumbents; validate
via data (e.g. top
performers)

Design of
assessments /
simulations

Create realistic
tasks that mimic
core work

Use pilot testing and
calibration; vary
difficulty levels

Pre-screening /
filtering

Reduce volume
while preserving

Use brief skills mini-
assessments rather

promising than résumé cut filters
candidates
Structured Probe behavioural Use anchored rating
interview(s) & situational fit scales and interviewer
training
Scoring & cut Apply objective Pre-specify pass/fail
thresholds decisionrules cutpoints; avoid “score
creep”
Transparency & | Communicate to Helps with appeal or
feedback candidates how legal scrutiny; also
decisions were strengthens employer
reached brand
Onboarding Use initial Monitor early
alignment & assessments to indicators, re-test as
performance tailor plans needed
tracking

To further strengthen legal defensibility and reduce bias:

« Document every stage of the process (assessment design,
validation evidence, scoring rubrics, decision logs).

« Use multiple independent assessors or review panels,
especially for borderline cases.

 Ensure that assessments are job-relevant and validated (i.e.
tied to actual role outcomes).

» Conduct adverse impact analyses (e.g. demographic
breakdowns) to ensure fairness and compliance.
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Estimating ROIL: marrying quality with cost
control

Though the legal environment shifts, the economic logic of
skills-based recruitment remains acute —and arguably
stronger.

5.1 Cost of error is magnified

Under ERB, a bad hire can now carry legal risk and higher internal
friction. If that risk is quantified (e.g. legal costs, severance,
morale drop, diverted management time), the return on
stronger upfront assessment becomes even more favourable.

5.2 Savings from avoidance of buffer strategies

If you no longer need large redundancy margins, staged "safe
hires," or long catch-up training, you can redirect those savings
into stronger hires up front. The net cost of a better hiring
process can be offset by lower downstream buffer waste.

5.3 Improved retention and performance as compounding
benefit

Better matches lead to longer retention, higher productivity,
and less need for rehiring. In an environment where firing is
more constrained and costly, the value of retention increases.
Over time, your cumulative reduction in replacement and
disruption cost can far exceed the incremental expense of
better assessment design.

Narrative example (hypothetical scenario)

Imagine a mid-sized UK tech firmin 2026, having fully adopted
the ERB. They need to hire a data scientist.

« Under atraditional résumé-based model, they filter to 5
candidates and hire the one with the most relevant degree +
"past project” descriptions. Six months later, the hire under
delivers because their actual capability in model deployment
was weak. The firm wants to terminate — but faces unfair
dismissal risk, especially since the probation rules are stricter
and must follow procedural safeguards.

« Incontrast, under a skills-based approach, the top candidate
delivered a clean working pipeline, scored consistently high,
and in onboarding the manager sees no red flags. The hire
starts contributing within weeks; the firm avoids the entire
legal and performance risk of mis selection.

In that setting, a more robust upfront selection becomes a
'strategic necessity', not just "nice to have.”

Conclusion

The Employment Rights Bill changes the rules of the game:

it shifts risk toward the moment of hire, limits your ability to "fix"
talent mismatches later, and raises the legal and operational
cost of error. In this environment, superficial signals — CVs,
credentials, gut feel—are increasingly dangerous.

Skills-based recruitment offers a powerful antidote.

By measuring what matters, documenting choices, reducing
mismatch probability, and enabling defensible decision-making,
it helps organisations navigate higher-stakes hiring. As the legal
constraints tighten, the premium on 'quality of hire' —not just
speed of hire—grows ever larger.
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CHAPTER 4:

The Science of Skills-Based Recruitment

How iQ's Four Pillars Predict Real-World Performance

The world of work has changed.
Hiring hasn't — until now.

For decades, recruitment has relied on ‘proxies’ for ability: CVs,
qualifications, and years in post.

But experience doesn't equal excellence. And a polished résumé
doesn't guarantee performance.

In an era defined by transformation — automation, hybrid work,
and Al-driven productivity — agility, collaboration, and
adaptability are the real differentiators of success.

Traditional hiring methods, rooted in static credentials, can no
longer keep up.

That is why forward-thinking organisations are turning to skills-
based recruitment: an approach that evaluates what people
can'do', not just what they have 'done'.

At Genius, we have spent years studying what drives success at
work — combining behavioural science, performance data, and
organisational psychology. From that research, we creatediQ,
the world's first skills-first Applicant Tracking System (ATS).

iQ brings science, structure, and simplicity to the art of
selection.

Its foundation is a behavioural framework built around four
universal predictors of high performance:

Culture: Values alignment and adaptability.
Team: Collaboration and communication.
Customer: Empathy and service excellence.
Self: Awareness and growth mindset.
Together, these pillars create a measurable, human-centred

framework for understanding potential — one that reveals 'who
will perform, who will thrive, and who will stay.'

Executive Summary

Hiring on CVs and experience alone is no longer sufficient.

Modern organisations need clarity on what truly predicts
success: skills, behaviours, and cultural alignment.

iQ, Genius's skills-first ATS, operationalises that insight through
four scientifically validated pillars: Culture, Team, Customer, and
Self.

This chapter explains the data-driven reasoning behind those
pillars, the behavioural science that supports them, and how
they help employers identify, engage, and retain the right people
for everyrole.

The Shift to Skills-Based Recruitment
The Problem with Traditional Hiring

Traditional recruitment is anchored in outdated assumptions:

« CVsare taken as evidence of ability — yet they measure
‘exposure’, not ‘competence.’

« Interviews often depend on intuition rather than structured
behavioural evidence.

« "Experience"is used as a proxy for future performance,
though studies show its predictive validity rarely exceeds 0.18
—0.20in correlation with actual job outcomes.

The Rise of Skills-Based Recruitment

Skills-based hiring replaces guesswork with measurement.

It focuses on observable, testable behaviours and capabilities
—scenario-based assessments, work samples, and structured
scoring.

Global research reinforces its impact:

« Organisations using skills-based assessments are 60% more
likely to make successful hires.

« 89% of HR professionals say such methods make hiring
‘fairer' and 'more inclusive.'

« Companies shifting to skills-based models report, on average,
24% higher productivity within six months of hire.

iQ brings this concept to life through a measurable, digital
methodology embedded directly into the recruitment workflow.
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The Science of Skills-Based Recruitment

How iQ's Four Pillars Predict Real-World Performance

The iQ Methodology

Through analysing more than 20 years of recruitment data,
psychometric validation, and behavioural research, Genius

identified four domains that consistently predict real-world
performance — across industries, seniority levels,

and geographies.

These domains form the iQ Four-Pillar Model:

1. Culture:
Alignment with values and working style.

2. Team:
Collaboration, communication, and conflict resolution.

3. Customer:
Empathy, service orientation, and problem-solving.

4. Self:
Self-awareness, accountability, and learning agility.

Each pillar measures specific, observable behaviours.
Together, they provide a 360-degree view of how a person will
'‘perform' and 'develop' in their environment.

The Science Behind the Four Pillars

@ Culture: The Foundation of Fit

Culture fitis not sameness; it is alignment of values and
adaptability to context.

Research by Deloitte and SHRM shows that employees who
align with their company's values are:

- 27% more likely to stay beyond three years.
- 21% more productive within six months.

iQ's Culture assessments measure value congruence,
openness, and adaptability, enabling organisations to hire for
‘culture add' — people who strengthen and evolve the
workplace.

(@)
"f—\ Team: The Core of Collaboration
No one works inisolation. Team effectiveness is the engine of
organisational performance.

iQ's Team scenarios measure a candidate's ability to:

- Share information transparently.
- Navigate disagreement constructively.
- Balance empathy with accountability.

Research from Google's 'Project Aristotle’ found that
psychological safety and communication quality predict team
success more than technical skill alone. The iQ Team pillar
translates that insight into measurable hiring data.

? Customer: The Essence of Service

Whether external clients or internal stakeholders, every
employee has a "customer."

The Customer pillar evaluates empathy, problem-solving, and
service mindset — predictors of loyalty, satisfaction, and brand
trust.

Harvard Business Review studies link strong customer
orientation to up to 23% higher profitability and 17% greater
employee engagement.

iQ assesses these behaviours through realistic case scenarios,
ensuring every role connects to its ultimate value chain: serving
others effectively.

o Self: The Engine of Growth

The single best predictor of future performance is learning
agility — the capacity to reflect, adapt, and improve.

Employees high in self-awareness and accountability are more
promotable and demonstrate 50% faster performance growth
over time (Center for Creative Leadership, 2023).

iQ's Self assessments measure reflection, feedback-seeking,
and resilience under change —identifying individuals who don't
just perform today, but evolve tomorrow.
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CHAPTER 4:

The Science of Skills-Based Recruitment

How iQ's Four Pillars Predict Real-World Performance

Why These Pillars Fit Every Role

Across roles and industries, the Four Pillars appear again and
againin top performers:

Role Key Pillars Example Behaviours

Software Team, Self, Culture | Collaborates across

Engineer functions, embraces
feedback, aligns with
agile values.

Customer Customer, Team, Empathetic

Service Agent Self communication, calm
under pressure,

eagerness to learn.

Values-driven
leadership, inclusive
decision-making,
developmental
coaching.

Manager / Culture, Team, Self

Leader

Theresult is a universal behavioural map — one that translates
complex human qualities into quantifiable, comparable insight.

How iQQ Puts the Science into Practice

Step 1: Build Real-World Scenarios

Hiring teams use iQ to design timed, job-specific scenarios
aligned to the Four Pillars.

Step 2: Capture Genuine Behavioural Data

Candidates complete interactive exercises that simulate real
challenges. Their responses reveal authentic behaviours
—not rehearsed interview answers.

Step 3: Analyse and Compare

iQ's algorithms benchmark each candidate against role-specific

normes, visualising behavioural strengths and development
areas.

Step 4: Hire with Confidence

Recruiters combine quantitative data with structured
interviews to make evidence-based decisions. The result: hires
who perform, engage, and stay.

Using iQ for Maximum Insight

To maximise iQ's predictive power, employers should:

 Mirror 'real' work challenges in assessments.

« Calibrate scoring criteria with hiring managers for relevance.

« Use pillarinsights to guide structured interview questions.

« Combine numeric scores with qualitative observations.

« Feed post-hire performance data back into iQ to refine
benchmarks over time.

In this way, iQ becomes a continuous-learning engine—not just
ahiring tool, but a 'talent intelligence system.'

The Outcome: Hiring That Works

Predictive. Fair. Insightful.

iQ's approach converts behavioural science into everyday
practice, enabling organisations to:

« |dentify who will perform and stay.

» Reduce bias and turnover.

« Deliver amore transparent and engaging candidate
experience.

Thisis recruitment with proof —a system that transforms
intuition into evidence and data into decisions.

Conclusion

"Proof over paper. People over process. Skills over CVs."

The future of hiringisn't theoretical —it's operational.
Organisations embracing skills-based recruitment are already
building more diverse, agile, and high-performing teams.

The Four Pillars — Culture, Team, Customer, Self — are more
than a framework; they are the DNA of performance.
They capture how people think, act, and grow.

WithiQ, Genius has fused behavioural science and technology
into a single platform — giving employers something they have
never had before: ‘clarity.’

Clarity about who can do the job.
Clarity about who will thrive.
Clarity about who will stay and grow.

Recruitment should be both scientific and human.
iQis where those two worlds meet.

Skills-firstisn't just the future of hiring—it's the foundation of
better work.
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ABOUT GENIUS

Genius (Genius Online) is a creative communications and
recruitment marketing agency dedicated to transforming
how organisations attract, engage, and retain talent.

We're not just an agency — we're a strategic partner
blending creativity, technology, and human insight to
deliver experiences that connect people to purpose.

Founded in 2009, Genius is known for innovation,
authenticity, and UX excellence.

Our Philosophy

We believe the best communications are those that
make people ‘feel' something— combining creativity,
clarity, and intelligence to drive real connection.

Our work is guided by four principles:

« Creativity & UX Excellence
Design that delights and performs.

« Innovation & Simplicity
Complex made clear.

« Integrity & Straight-Talk
Honest, transparent, constructive.

« Sustainability & Responsibility
Positive impact by design.

Core Services

Genius offers a complete suite of recruitment
communications and digital services:

1. Employer Branding & Recruitment Marketing
Brands people believe in.

2. Websites & Digital Platforms
Award-winning UX and performance.

3. Digital Marketing & Social Media
Storytelling that converts.

4.Video & Photography
Visuals that connect and inspire.

5. OOH & Print Management
Creative control from concept to delivery.

6. Data, EVP, Content & Insights
Truth-driven storytelling powered by data.

7. Education Marketing
Engaging the next generation of talent.

8. Recruitment Technology
Tools that simplify, humanise, and empower.

Our Products:

iQ: The Skills-First ATS Q
"The ATS that ends the guesswork”

» World's first skills-based Applicant Tracking System.

« Tests candidates on real-world capability: Team, Self,
Customer, Culture.

Al-assisted selection reduces bias and increases accuracy.
Unified job + application page for friction-free UX.

« Drag-and-drop workflow, talent banking, and custom
reporting.

Integrated onboarding through AndMe.

Beautiful, fast, and human-centred.

AndMe: Next-Generation Onboarding
N

"Where onboarding becomes belonging.”

« Handles contracts, offers, and e-signatures beautifully.

« Interactive tile-based interface to explore company culture,
team intros, and key info.

« Built-in line-manager chat and intelligent notifications.

« Custom subdomain: 'yourorganisation.andme.work’

» Massively reduces attrition and builds engagement from
day one.

CXLabs: The Science of Candidate Experience
The Genius innovation hub.

Research, testing, and insight-driven strategy designed to
perfect every touchpoint of the candidate journey.

CXLabs = evidence + empathy + innovation.

Our Clients

Forward-thinking organisations who value creativity, efficiency,
and authenticity in their employer brand and candidate
experience.

Why Genius

- Creativity backed by strategy and data.

- Transparency, partnership, and integrity.

- Deep expertise in candidate experience and UX.

- Award-winning design and technology that perform.

We don't just build campaigns.

We build experiences that move people.
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THE GENIUS APPROACH

At Genius, we believe that digital solutions are about more than just technology — they're about creating
meaningful experiences, telling compelling stories, and building lasting connections. Our approach is grounded in
a commitment to innovation, creativity, and purpose, making sure every project we undertake has real impact.
Here's what makes the Genius Approach unique and why we're dedicated to going beyond expectations in

everything we do.

Creativity and Innovation at the Core

Innovationisn't just a goal; it's at the core of how we think, design,
and deliver. Our team is passionate about pushing boundaries to
create solutions that stand out. Whether it's an interactive feature,
abold new design, or a seamless integration, we combine creativity
with cutting-edge technology to make sure our clients lead the
way in their field.

Our process involves regular brainstorming, design sprints, and
prototyping to bring freshideas to life. We encourage an open-
minded and collaborative environment where creativity flourishes,
allowing us to stay ahead of digital trends and deliver experiences
that captivate audiences and drive engagement.

Storytelling that Resonates

Every organisation has a unique story to tell, and at Genius,

we make it our mission to bring that story to life. We view each
project as ajourney to uncover and communicate the essence of
our client's brand, values, and vision. Through thoughtful content,
compelling visuals, and intuitive design, we build digital platforms
that connect onan emotionallevel, making lasting impressions.

Our team of designers, writers, and strategists collaborates closely
with clients to understand their narrative and translate it into an
experience that feels genuine and relatable. We combine your
message with our creative expertise to ensure that every user
interaction tells a piece of your story and fosters a deeper
connection with your audience.

Engagement that Drives Connection

Inaworld where people expect instant access, seamless
experiences, and meaningful content, engagement is essential.
Our approach focuses on creating platforms that not only attract
but actively involve users. From interactive elements and intuitive
user journeys to accessible, inclusive design, we work to build
websites and digital spaces that encourage interaction and make
users feel valued.

To achieve this, we prioritise user experience at every stage of
the project. By using data-driveninsights, user testing, and
accessibility standards, we ensure that our designs are not
only beautiful but also functional and accessible to all.

This commitment to inclusivity ensures that everyone can
engage fully, creating a welcoming and connected experience.

e
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Our Values: Integrity, Excellence, and Community

At Genius, our values shape every decision we make and every
project we deliver. These guiding principles are our foundation, and
they drive us to continuously strive for better results and stronger
partnerships:

Integrity: We believe in honest, transparent relationships with

our clients and partners. Integrity means staying true to our
commitments, communicating openly, and building trust through
consistent quality and accountability.

Excellence: We're committed to delivering exceptional quality in
every aspect of our work. From our design and development to our
customer service and support, we aim for excellence, knowing that
each detail contributes to the bigger picture.

Community: We recognise the impact our work has on
communities and the responsibility we carry as creators.

This inspires us to prioritise inclusivity, accessibility, and
sustainability in our projects, contributing positively to the people
and environments we serve.

A Partnership-First Approach

We view each client relationship as a partnership built on
collaboration, respect, and shared success. We believe that the
best results come from working closely with our clients,
understanding their goals, and treating each projectas a
collaborative journey. By keeping communication openand
involving our clients at every step, we ensure that the final product
aligns perfectly with their vision.

The Genius Approach is more than a methodology —it's a
commitment to making a difference through creativity,
connection, and unwavering dedication to our clients and their
communities. We're not just developing comms; we're building
experiences, relationships, and digital spaces that inspire.




We are an experienced group of
recruitment solutions, marketing and
digital talent specialists: Creatives,
client support teams, UX specialists,
media professionals, designers,
project managers, writers and
specialist developers all collaborating
together under the same roof to
create cutting-edge solutions to real
recruiting problems.

WE ARE ALL GENIUS.

01756 701222
www.genius.online
hello@genius.online
South Barn
Broughton

Skipton

BD23 3AE

www.genius.online
www.weloveig.com
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http://www.genius.online
http://www.weloveiq.com



