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 Data-Driven Hiring 
The Secret of Successful Recruitment



Analytics have permeated all 
aspects of the modern entreprise. 
From your IT department,  
to your marketing and sales 
teams, every area of your 
organization is using data to 
deepen understanding, shape 
strategic decisions, and build 
new competitive edge. So, why 
should HR be any different? 

When it comes to getting the right  
talent in the right roles, traditional hiring 
tools – self-assessments, personality 
tests, even interviews – are only part  
of equation. Today’s most pioneering  
HR professionals are going deeper, 
and using advanced, data-driven  
hiring tactics to help improve decision-
making and onboard the best talent  
in the fastest, most efficient way.

By applying data and insight they’re 
transforming the talent lifecycle  
from a sometimes slow, inefficient, 
variable process to a streamlined,  
high-confidence workflow. 

And they’re not just using data-driven 
insights to hire – and develop – stronger 
candidates. They’re using them to 
strengthen the strategic contribution of 
the HR function, improve their business 
relationships with hiring managers and 
show how invaluable their department  
is to the organization’s overall success.

— 
Introduction
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Often considered the world’s 
first data scientist, W. Edwards 
Deming once said that “you 
can’t manage what you don’t 
measure.” In today’s data driven 
world where everything is about 
the numbers, this sentiment 
seems more pertinent than ever. 

Data means insight, and added insight 
means greater control, more scope  
for innovation and new opportunities  
for improvement.

When it comes to HR, the new era of data 
has seen metrics move beyond simple 
performance tracking and instead begin 
to fuel strategic decision-making. This can 
provide an advantage in a number of 
ways. Consider, for example, that talent 
acquisition teams with mature analytics 
are twice as likely to improve recruiting 
efforts and three times more likely to realize 
cost reductions and efficiency gains.1 

Data can help HR departments find the 
top talent for all roles in their organization. 
The result is greater productivity, 
reduced turnover (because you’re no 
longer trying to fit square pegs into 
round holes) and ultimately, greater 
profitability companywide.

— 
The business case 
for data-driven HR

2

— 
1  Bersin by Deloitte, WhatWorks Brief: High-Impact Talent Analytics 

- Building a World-Class HR Measurement and Analytics Function, (Oct 2013).



77 % of recruiters say they are more 
efficient in their recruiting efforts when 

they have a solid understanding  
of the market and talent pool they’re 

recruiting from.2

3The business case for data-driven HR
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With this in mind, it’s surprising that 75%3 
of recruiters still don’t use any data to 
recruit, and of those that do, 67 % are 
‘weak’ at doing so.4

This means two things: firstly, the majority 
of organizations are not taking full 
advantage of data that could significantly 
improve their hiring and onboarding 
strategies. Secondly, as a result of this, 
those who do are in a position to gain a 
significant advantage.

4The business case for data-driven HR
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3  http://talent.linkedin.com/blog/index.php/2015/03/why-data-

empowers-recruiters-to-hire-better-faster-infographic
4 Deloitte study 2014



“Human capital data can be leveraged 
to identify and hire more great people 
more quickly... But the vast majority  

of companies have yet to fully embrace 
data as a strategic asset in  

talent acquisition.”

 Glen Cathey, SVP Talent Strategy and Innovation, Kforce
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Increasingly, senior executives 
are asking function leaders to 
prove their worth in the most 
specific terms; with metrics. 

This means HR has to use analytics not just 
to improve hiring processes, but also to 
illustrate how these processes are helping 
to enhance organizational performance 
and drive decisions going forward. 

In short, the modern HR department is 
expected to know a lot – and be able to 
prove what it knows. With this in mind, 
how many of the following questions do 
you have the data to answer accurately?  

— 
Elevating the value  
of the HR department
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 −  Can you demonstrate the dollar 
impact of your recruiting methods? 

 −  Can you identify the factors that 
attract top performers?

 −  Can you advise hiring managers  
on what qualities to look for in a top 
performer for a given job?

 −  Can you identify the impact of hiring 
errors, and what factors are likely to 
lead to errors?

 −  Can you show how your approach 
to hiring provides competitive 
advantage in the marketplace?

 −  Can you show that your efforts relate 
to better on-the-job performance of 
new hires?

 −  Do you know which recruiting source 
produces the best performers?

 −  Can you demonstrate a growing 
passive talent pipeline?

7Elevating the value of the HR department

Charts like this can be helpful in demonstrating recruiting success. N=number of candidates 
identified likely to turn-over. Savings are calculated by the number of candidates multiplied  
by the median salaries for each job role.
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 Tips for using data to  
improve talent management

 “You need to be as data-driven about your 
hiring as you are about your product.” 

That’s the advice Eric Feng, Flipboard CTO 
and one time Senior Executive at Hulu, 
gives to the modern HR department.  
In the last section we talked about the 
importance of not only hiring well, but 
using figures to prove that you are and  
to gain insight into your processes. 

Data can help you pinpoint successful 
recruitment techniques, from figuring 
out how many candidates should make 
it through each stage of your hiring 
process, to knowing which recruitment 
channels deliver the best results. 

For instance, HR leaders have learned 
from past experience that:

These are just three things recruiters 
have learned about hiring from data. 
Insights like these can have a big impact 
when it comes to improving hiring 
practices, but what about when it comes 
to the next step – candidate selection? 

50 % 
You can improve hiring efficiency by at least 
50% through an applicant tracking system. 

25 % 
Only 25% of the workforce is actively looking 
at any given time, but 85% is willing to talk.6

The best approach to hiring is to target an 
equal number of candidates through 
outbound, inbound and referrals.5
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5  http://firstround.com/review/the-simple-numbers-that-could-change-

how-you-hire/
6  LinkedIn (via http://firstround.com/review/the-simple-numbers-that-

could-change-how-you-hire/)



In the right hands, data can 
help simplify the identification, 
hiring, and onboarding of 
quality hires, helping you to not 
only attract the top talent, but 
also ensure you put them in the 
right roles, keep them satisfied, 
and get the biggest return on 
your human capital investment. 

The tricky part is knowing how to use the 
data that’s available to your advantage. 
What should you be looking for? How can 
you obtain it reliably? And how do you  
act on it?

When it comes to candidate selection, 
data can be used to isolate those with the 
core competencies necessary for a 
particular role, delivering more than the 
standard process of looking at resumes 
or CVs and relying on generic references. 
This can also be a great way of identifying 
important transferable skills for new and 
existing hires. 

A new kind of data-driven hiring uses 
scientific methods to move beyond 
traditional self-assessments and 

personality tests with job-specific surveys 
that ask about the behaviors and 
competencies that translate into success 
for a given role. The best sources of that 
data are those who have observed the 
candidate in the workplace, such as 
managers, peers, subordinates and 
clients. Get them to complete a job-
specific survey on a candidate and you 
have a data goldmine. Your HR teams 
can then view this feedback and use the 
insights to not only help you ask better 
interview questions, but craft a detailed 
onboarding program and uncover more 
information about potential hires.

The feedback is typically available in two 
days or faster, meaning hiring processes 
are as swift as they are successful. 

— 
How data-driven 
hiring works
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The Benefits
−  Gain detailed insight into top talent 
−  Reduce costs through improved decision-making 
−  Track recruiting team performance and identify best practices

  Reference Feedback Customer Service Representative

Cluster 1 — Professionalism 

Show an attention to detail (e.g., correctly process customer 
orders and other requests)

Cluster 2 — Interpersonal Skills

Listen carefully to customer calls, taking time to understand 
and ask appropriate questions without interrupting

Gather information from customers and relevant sources  
to effectively answer questions or resolve problems

Cluster 3 — Problem Solving and Adaptability

Tailor recommendations of company products and services 
based upon available information about the customer

Create records of interactions and transactions, as well as 
steps taken to resolve issues

Reference Response Rate

Number of references entered: 5

Number of responses: 5

Reference response rate: 100%

Reference reponse time: (median #business days) 1.52

Reference reponse time: (median #calendar days) 2.09

How many and how fast references respond has been found to be a new, 
highly predictive data point. Studies have shown that candidates with less 
than 60% Reference Response Rate are more likely to be turnover for cause.

— Managers 
— All References

Data from references on a candidate's past performance can  
help identify areas to focus future training.



The Pre-Hire 360 reference 
check process consists of  
four key stages:

            Job candidates are sent an email  
            with a link to enter their reference  
            contacts.

            A confidential survey is then sent 
            to each of the reference contacts 
            the candidate enters.

           Once completed, this survey forms 
           a detailed, scientific assessment of 
           past work performance – enabling 
           you to evaluate the data based on 
           the specific skills and behaviors 
           proven to drive success for that job. 

The results are made available in a 
report that organizes responses 
into the six core ‘soft skills’, providing 
detailed and important information 
about applicants’ past performance. 

The result is, simply put, the best 
candidates stand out. And when it’s 
easier to identify top talent that’s truly 
suited to a role it’s likely your workforce 
will perform to a higher standard, stay 
with your organization longer, and 
contribute more to the overall success 
of your business. 

— 
SkillSurvey Reference™ & The Pre-Hire 
360® Reference Check Process
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Comparing candidate information helps hiring managers 
make more informed hiring decisions.



These aren’t the only benefits: 
candidates are evaluated with consistent 
criteria, helping to ensure compliance 
with both internal and legal hiring 
regulations. Plus, all feedback is saved 
automatically for reporting and tracking, 
which means it’s always easily accessible 
to assist your hiring managers with their 
decision-making. What’s more, the 
references who complete your surveys 
can choose to opt-in and become a 
passive sourcing pipeline, allowing your 
candidate pool to grow exponentially.

Establish a new formula for sourcing.

12The Pre-Hire 360 Reference Check Process



— 
Data-driven HR 
in practice
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Brinker International
Securing the ideal candidate.

Brinker – the multinational company 
behind Chili’s Grill and Bar – used 
SkillSurvey solutions  to maximize 
the value of its candidate data and 
improve their hiring decisions to 
drive business results.

Results:
 −  Reduced manager turnover 

translating into savings of over $1.5m. 

 −  Turnover for management is now  
13 points below the national average  
of 32.

 “The recruiters were just wide-eyed,  
in awe of how quickly we were  
getting reference feedback.”
Mike Manzo, Senior Manager of Talent Acquisition 
Brinker International

Littelfuse 
Faster feedback, better hires.

Littelfuse is a world leader in circuit 
protection and ranked among the best 
places to work in Illinois. The company 
used used the Pre-Hire 360 reference 
check to get better and faster potential-
hire feedback.

Results:
 −  $4m saved by improving hiring 

decisions and hiring best-fit employees.

 −  85% less time spent checking references.

 − 90% reference response rate.

 “The behavioral-based questions provide 
the assurance we need; and the 
objective feedback reflects better on the 
integrity of our selection process.  
It not only helps us identify the most 
optimal future employees, it also speaks 
well of the company.”
Holly Stanton, HR Director for Global Talent and the 
Americas, Littelfuse

Visit skillsurvey.com/customers to read 
about other hiring experts.

If you’re interested in discovering the benefits of data driven hiring 
then see what SkillSurvey Reference and the Pre-Hire 360 reference 
check process has helped other HR departments achieve.

www.skillsurvey.com/customers
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The data-driven age has 
placed new demands on  
HR departments, but as  
much as this can be seen  
as a challenge, it can also  
be a huge opportunity.  
With the right systems  
and processes in place,  
your department can use 
data to identify, attract,  
and retain the most suitable 
talent for your organization, 
simplify the hiring process, 
and prove the value of the  
HR department to your  
senior executives.

Learn more about  
SkillSurvey Reference. 

Discover how the data we present  
on job specific soft skills can help you  
to really understand your potential  
hires and identify top talent. 

Read the eBook.

— 
Conclusion
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