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=@ The programme

“The programme has been designed around the
journey from identifying the need to implementing
the process to demonstrating value to your
stakeholders”

« Session 1: The journey starts with your attraction strategy
Fernando de Benavides, Huw Davies and Martha Helena Lopez
« Session 2: Identifying and assessing for talent

- Jeroen Bogaert, Lieve van Molle, Ryan O’Leary and Steve
Williams

- Session 3: Implementing an assessment strategy: Sharing
the experience of the user and supplier in best practice
talent acquisition

*  Bryan Andrews , Padraig Love, Gerry Thom and Nicoletta Vullo

« Session 4: Demonstrating value to your stakeholders
- John Boileau and Michael Emery

www.testpublishers.org www.eucareers.eu
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The journey starts with your
attraction strategy

“How to establish and market your employer brand”

Fernando de Benavides, Huw Davies and Martha Helena Lopez

www.testpublishers.org www.eucareers.eu 5




IR2AR

INSTTIUTO NACHINAL I
AIRMINISTRACION PUBLICA

“Attraction strategies for
recruitment”

Fernando de Benavides
Terra Firma Associates

www.testpublishers.org www.eucareers.eu 6
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Fernando de Benavides
ISPAR Conference
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Solid ground from the start
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Now advertising in... )?

o

39
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Every xéar... * "’
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700 media
120+ contries
*>98% globalliti¥@itising
)
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Operations & Knowledge

One team, no “networks”




TFA can support your communications

needs along the Recruitment journey

Print
advertizing 2 : Engage with existing
Video/photo production candidate pool
— e ——
Online job boards
- Website oplimization and development
social media advertising — p—
I — B
Promoting via Social media Induction materials
Careers Fairs E— ———— —— e —

Attraction Engagement Application Selection Induction

- Employer branding /




Terra,/
firma

Associates

Up for a changec®




Why change®@¢




If Infernet usage was 1 hour...




Most candidates look for jobs %,

online

Where do job seekers look for employers and careers?

Internet

Newspapers, magazines, print

20N

" 2010
Friends and family

Oncampus

0% 20% 40% 60% 80% 100%

Potentialpark Communicationz, Trend Study 2011



Too much choice
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y . . Terrd
It's the communication | j

CHANNEL - ——— . C ' UNITY




What do your peers thinke j

e |nternational * Specialist online
press » General online job boards
» National press Job boards * Social Media

Imtemational Public Sector Survay, TRA 2011




Our predictione Pick one channel %

7675

of job seeker use/would use mobile
internet for career-related activities

Potentialpark Communications, Trend Study 2011



Building YOUR roadmap
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Prioritise your platforms
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Consider all types of presence %
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Case Study
Attracting Graduates




Facebook advertfising fo recruit j

Young Professionals

 The brief
— Aftract high-calibre Graduates for World Bank’s YPP

— Target nationdlities: Brazil, Japan, Norway, Mexico,
Morocco, The Netherlands, Rwanda, Saudi Arabia,
Turkey and Tanzania etc

* Our Approach

— lTargeted advertising with Facebook
— Targeting by age group, qualifications, languages,
geography, inferest in Int. Development, NGOs

— Tracking & reporting deliver real-time insights about
campaign performance




Results: 12,500 clicks ﬂ

e Over 45 million impressions

* More than 12,500 clicks over a one-month
period

* Rwanda and Tanzania generated 1,810

clicks in only 4 weeks for a media spend of
less than $500

Glnhal Opportunities Young Professional?

g I % Do you have a passion for “ N
LA
2 3

Irterna tional
Develspment and a drive H - 3 s
elp fight world povert .- . .
- to lead? The World Bank Y g Ve I.":_n;nl__ﬁ tr I N e sty o ol
J =8 Young Professionals the world with The Warld v T L leaders. Apphy by 30
- Program needs yaul Tune,

I woer himva @ passion fof
|ewked Akl on

Development. jolr the
Winald ak'c sresminant

Bank's Young

Professionals Program.
Apply before 30 June
and make a change,
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Case Study
Attracting Senior Roles




Leverage social media for ﬂ

Aeaciaiey

senior roles with Linkedin

« Cost per click Advertising on professional network
LinkedIn
 Targeting criteria

— People working in Educational Management, members of
specific groups related to higher education

— Age group: 35 to 54 years
* Campaign

— Creatfion of one composite and four country specific ad
groups with multiple advert versions

UNESCO is hiring!

Click here to find out about senior education Education for All
t jobs at UNESCO. T
management Jobs a . UMESCO needs a Programme Specialist in

From; UNESCO Higher Education in Switzerland.

From: LINESCO




Results: 3,04/ clicks

3,074 clicks 1o the recruitment
website in 7 weeks

LinkedIn adverts being used
again for senior roles

Mumber of clicks per
creative sclution

Click Through Rate per creative solution

3.4%

0.3%

0.2% @ Composite adven 8§ Switzerond
Thokond @ .lordon

0.1% @ Eihlopia

0%

Covmiposite  Swilledond Treiana Jordan Elhicexia



Case Study
Confinuous & Specialised Recruitment




Drive traffic to the EPO careers ﬂ

Lesacialey

page with Google Adwords

* Recruit Engineering positions all year round
» Google Adwords

— flexible solution to provide visibility fo job seekers
— largeting by geography and relevant key words
— Regular monitoring and optimising

* 84,000 people clicked on the advertin 2011 and
were redirected to the careers page

Career in Chemistry
Discover Europe’s Patent Authority

and start your career. Apply now! Mechanical Engineer Jobs
Physicists wanted WWWw.epo.org/fjobs Discover Europe’s Patent Authority
Build your career at the European and start a new career. Apply now!
Patent Cffice. Apply now! WWW.ED0.0rg/jobs

WIWW_ e D0, 0MgNoohs
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.fowards the new microsite
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Engage your audience

1eyP Wikl Miodes s

T SantinTen prad | hpeen (AR

S preikinl bt

*I'he minst
e rable
r't'|_'||-ri e I hind ns n
s i WASH Specinlist in
1 Minli was organizing &
concert for the
VW et nteaetesd wou v the WETT - promotion of hand
[HORFaii washing with soap In
i Bamako's main
el ot Tt o | i : stadium, which was

felratl T 1 ¥ 1

- N A altended by 25,000
it e O T T ¢ g ehildwi. ™
e R T T | i — & il
il AT : |

TR AT

b kil L T Firrpa bely rebcleute Gl

AFPLY FOR
LHE g0
PROGRAM
Cliick b




Increase quality e

S unicef &

Test Yourself VIDEO

GALLERY
Are you a NETI? For Every Child-

Highlights the
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children’s nights 45
Toreseen 1o the
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Case Study
Measuring & Tracking
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Follow through and be consistent ﬁ

did Interested?
. Apply Now
Closing dale:

Tath April 12:00 CET




Monitor, measure and

sees clicks on link or enters
advert URL for website
Circulalion Clicks
figures {print) ———
Impressions
(online)
Click throwgh rate [CTR)

{clicks / impressions) for
each media channel

Eﬂﬁfﬁﬂﬁﬂﬁ{ﬂﬂj for
n:lt:hmmﬁu t:lil:rﬂ'tﬂ

landz on
website

Visils

leaves website
immedialtely

Bounce rate

R

stays on
website

Foges visited
and fime
spent on site

R

Terra
wl

ol

clicks to
apply

Number of
started
applications

R

(CPAS) for each
media channel




Results: 19,300 clicks on ‘Apply now’

Applications by day

2000

1800

1400

1200

GO0
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200




Facebook delivered high traffic




What is your Roadmap?@




Final thoughts - Best practice

Know why

Know your farget audience
Prioritise your platforms

Create messages

1.
2
3
4
5. Promote and infegrate what you are doing
6. Follow through and be consistent

/. Listen and respond

8. Sustain engagement

9. Monitor, measure and optimise

l

0. Keep developing




Thank You

&
Questions?

fhenavides@terrafirmaassociates.com
+44 207 253 1137

@fbenavides] 267
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“Developing your attraction
strategy”

Huw Davies
European Personnel Selection Office (EPSO)

www.testpublishers.org www.eucareers.eu 46
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Developing Your Attraction Strategy
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Press and Communication Manager
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TODAY

+2010/11 we attracted enough high-calibre
applicants to fill over 90% of our places.

>95% of applicants who reach the final
phase are familiar with our visual identity.

careers

*EU Careers Facebook page: over 65,000
likes.

* EU Careers Twitter: nearly 10,000
followers.

www.testpublishers.org www.eucareers.eu 48




IPSAR

How did we
get here?

1) A new visual identity
2) A new approach to publicity

www.testpublishers.org www.eucareers.eu 49
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2009

*Brand promotion had focused on raising
awareness of the European Personnel
Selection Office (EPSO).

*EPSO was only created in 2003.

5 L, *The website and some promotional

y '- material had switched to the name 'EU
| | Careers'. Visually still strongly linked to
EPSO.

European Personnel

Selection Office 4N :
* Publicity focused on press campaigns

per recruitment drive.

www.testpublishers.org www.eucareers.eu 50
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Background

- Development Programme
implemented 2008-2011.

- Shift from knowledge to competency
testing.

- Introduction of annual cycle for main
selection procedures.

- Improved front-end planning of HR
needs.

2

ﬁ




1. New Visual Identity

Why?
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We wanted potential
applicants to be
aware of the single
entry point
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We wanted our
modernised
selection procedure
to be reflected in
our visual identity

euU

careers

European Personnel
Selection Office

www.testpublishers.org www.eucareers.eu 55
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Step 1: Defining the
Employer Value Proposition

- What can you offer?

- What do you want i
your ideal applicant euv
to want?

www.testpublishers.org www.eucareers.eu 56
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) g i INAP
- Developed CRIE:

of 12 'items"

-Deflned _.ur-.:;' %
target audlenbé :

I1If|-r N PUBLICA

- Tested the list
with anecus group.
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Defining the Target Audience

- Overall: No problem
attracting enough applicants.

- Two key issues:

a) Age: Average age of applicants
for entry-level posts was 35.

b) Diversity: Not enough applicants
from specific groups. Particularly
several nationalities = 6 focus
countries.

www.testpublishers.org www.eucareers.eu 58




MADRID 2012

The Focus Group helped us to refine a INAP
list of 5 key elements to our offer:

ATPMINISTRACION PUBLICA

- A lifetime of different jobs

- Interesting and challenging work that
makes a real difference for Europe

- An environment where you are
encouraged to learn new skills and
languages

- The opportunity to work and travel
abroad, and work with people from all
over Europe

-An attractive benefits package

www.testpublishers.org www.eucareers.eu 59
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. . INAP
Step 2 - The Visual Identity

We then worked with a /é

design agency, ESN, to produce
a new visual identity to reflect

our EVP and our modernisation. \i
This included:
- New logo ‘__‘-I:I
- Style guide for documents ——

Details: 1 ~ B
- Overall cost <€10,000
- Time: < 2 months
- Minimal staff time

www.testpublishers.org www.eucareers.eu 60
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So, now we had our new visual INAP
identity- our 'brand' as we wanted it to
be seen....
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AIMINISTRACION PLBLICA

How could we raise awareness of our
brand- our offer, our desired image - to
potential applicants?

www.testpublishers.org www.eucareers.eu 61




2. Changing our publicity approach




3

Key

Problems




IR2AR

A) PERCEPTION

- Grey buildings.
- Not much human contact.

- 'Faceless' bureaucrats.

www.testpublishers.org www.eucareers.eu 64
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B) Re pUtati o n ADMINISTRACION PUBLICA
- Qut-dated...

- Not in touch with modern
society (or particularly
youth culture)...

www.testpublishers.org www.eucareers.eu 65
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C) Efficiency

- We are very popular!

- We attract over 100,000
applications each year...

- We need to target the people
we want..

www.testpublishers.org www.eucareers.eu 66




How did we change our publicity approach to tackle these issues?

1. Staff as case-studies

2. Social media and
student amhassadors

3. Targeted online and
social media advertising

www.testpublishers.org www.eucareers.eu

MADRID 2012

INAP
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ARMINISTRACION PUBLICA
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1. Staff as Case Studies

e
|uEn: - Profiles on campaign

Bon
microsites.

careers .
Build your career

across a confinent §

e R s e 1T

Apply Now

- 'Raconteurs' blogging
| on Facebook and
tweeting on Twitter.

- Podcasts.

- Webcasts.

www.testpublishers.org www.eucareers.eu
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1. Staff as Case Studies - Details -

- Important to find the right staff!

- Review bloggers and don't be afraid to
remove them from the project.

- Low cost (professional photographer =
approx. €1000) but...

- A lot of staff time to 'recruit’ right case
studies and bloggers.

www.testpublishers.org www.eucareers.eu 69




2.a. Student Ambassadors

- Piloted in 6 focus
countries.

- Now in 50 universities
across 25 countries.

- Unpaid.

- Training conference in
Brussels.

- Low cost but staff-time
intensive (1 x FTE).

www.testpublishers.org www.eucareers.eu
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2.b Social media

[ oo — o . [ 'EU Careers'

Crmirs Fogn

EU Careers =

€Y M. wmm:  Facebook
- -"EU Careers - I've
= g=_  Applied' Facebook
~= = -'EUCareers' Twitter
= - LinkedIn group

www.testpublishers.org www.eucareers.eu 71
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2.b Social Media: Issues and Details

facelracit A - i -

Dana Councll i ey P

A

\i i or o
ol

-How to manage negative comments? -~ "~ &7

I [ ——
'|_.---.|......--|.....| aihinl i b
w7, GOV, 4 5 ot o o -t g i
W e
[

- How to deal with different populations? .. i G

‘ . R o
- How to determine staff time spenton @ s ... W=5
social media?

www.testpublishers.org www.eucareers.eu 72
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3. Targeted Media and Online Advertising

- Survey data showed that our target
group, in every EU country, used
online or social media as their
primary means for job hunting.

- In 20111 grad campaign 66% of
microsite traffic came from Facebook.

- Social media advertising allows
specific groups to be targeted.

www.testpublishers.org www.eucareers.eu 73
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3. Targeted Media and Online Advertising
- Worked closely with media

/ contractor.

3 - Budget per activity varies
Terma but weighted towards target
Fi”ﬂ g  countries and 'difficult’

Associales profiles.
- Less and less on press.
Communjw,[ons - More and more on social

media.

www.testpublishers.org www.eucareers.eu 74
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Finally... Working together

Public sector...

- Pool resources.

- Share best practice.
- Share 'brand' with
mulipliers with
shared interests.

- Collaborate don't
compete!

www.testpublishers.org www.eucareers.eu 75
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euU

careecrs

Developing Your Attraction Strategy

Huw Davies
Press and Communication Manager
European Personnel Selection Office

www.testpublishers.org www.eucareers.eu 76
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“The journey starts with your
attraction strategy’”

Martha Helena Lopez,
United Nations Secretariat

www.testpublishers.org www.eucareers.eu 77







| find you
very
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Case Study:
United Nations

 Partners & collaborators
e Brand

e New tools & materials

e Media

 Missions & fairs

e New e-staffing IT system
e What next?

The Journey Starts with your
attraction strategy .




Parrners &
Collaborators



Partners & collaborators

e Member States * The Department of Public
A Information (DPI)

* EU Institutions established in promote

e Universities global awareness and
understanding of the

* UN System work of the United

 UN Secretariat Nations
— Strategic

* NGOs Communications

* Professional Division

Networks — News & Media Division

— Quireach Division

; .
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Before

 No information on myriad of career opportunities, who
we are, what we do, what we look for ...

 No consistent visual imagery

: . e
United Nations \"{ i Human Resources
'GALAXY' \'l.}; Sl my un

-

HR Home How to apply Freguently Asked Questions  Privacy Policy

User Name: Register as a User
: Forgot your Password?

WARNING TO APPLICANTS:

THE UNITED NATIONS DOES NOT CHARGE A FEE AT ANY STAGE OF THE RECRUITMENT PROCESS (APPLICATION, INTERVIEW
MEETING, PROCESSING, TRAINING OR ANY OTHER FEES). THE UNITED NATIONS DOES NOT CONCERN ITSELF WITH
INFORMATION ON BANK ACCOUNTS.

Candidates who are seriously being considered for a post will be contacted for an interview. For additional information on the UN recruitment
process and information security, please refer to the following links: Frequently Asked Questions and United Nations Privacy Policy.

The United Mations is aware of various e-mails and vacancy announcement falsely stating that they are issued by or assodated with the
United Nations....more

Compendium - Occupational Groups b United Nations Peace Operations
The following occupational groups contain posts currently open for Welcome to the recruitment centre for United Nations
recruitment: peace operations—some of the most challenging and

rewarding work in the world!

Administration [35] b Job Opportunities in other UN entities
Conference Services [33] :

Drug Control and Crime Prevention [3]

Econormic Affairs [14]




e Adverts previously placed in publications such as The
Economist, Jeune Afrique and Le Monde.
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Thie CMEP prigect & the 51.% hilliom remivation of U existing Unibad Matsons Hisdgueariors

comples

Reparmng 10 the Excoutve Exnector, the Poogramme Einecios will

& Pt time and cost objectives with-respect o contracting, scheduling. estimating;. gualily
civtral, procurement, comdrect administration ond Zlos 3

o Ceondinae and dirssr CMP progss sl (m
Mlanager™s project Slall@md thie Construciim ban

+ Esmblish, maintain snd implemens the  proji 8

A Chaﬂenginglnternatiunai Career at the United Mations

performanie standmis,

*  Crastration phasing. sie lepisties plan comsunig

= Review and nrcomimesd for appraval all Gua
submitied by the Construction Mamzgement Con
cosl analysts worksbeets, awner’s mepons lioe
master cosl hreadulown, gonerad conditions estimg]
repdics darwl approvals wilh respech o Consirog
Allowanve Requests, Chanpe Onler Reguesis
coanplete and socurang scis o As-Buls and Own)
work flema, sinstandial completian niices and s

Core and Maragenal competencies required  for
aecoumtabilicy, lepdorship, managmg perfoemance an

AL leasr 13 wears of experience i wanapemp ke
sinkehodders is required. Expencnce in lorg
wedl s experience working at the invemational level
deimmhle. Flueney in Erglish (ol and weitten} is re
is dhesirafle,

T Llnited Magurns bl place b sk wes w the elig
¢ amd under conadmions of equality in its pring
mis - Chapter 3 anicle 8). Englsh and Fra
s mecigtihan, The Ulniied Peatictis Sepnciain

PLEASE RMOTE THAT APPLICATHINS RECEIVE
IR0E WILL MNOT BE ACCEPTED.

Imtcresbesd applicimts shivuld mniew Vaciney: Aomscenuen)
the Perscral History Form mnd apply dor the WAL

Mations
Programime Director | Deputy Executive Director (T32)
Capital Master Plan
U™ Headquarters, Mew York

5

ATIONS U

Ooes making o difference motivale you? A you setiloss and derven 10 be part of a bigger
purpess & the seviee of humanity? A yi deady 1o emvel and week anywhise at 8 mement’s
notea? Do yom thive ina mebti-culursl endiroement? |

IF this &y, the: United Katios Ssoieteri is seeking highlyqualilied indwidists for smploy-
ment & pusinr ponlessiong officees (P2 level. Foo this pepess, 8 compedilive exsmination wil
be held o 1 Decamber 2010 in the Tofowing discipines, Adminislmtion, ngnm;" Economice.
Humezr: Righte. Legal Afaire. Radio Proderar, Security. Stalistics. Web Design/Devalopenent.

The: competithee exsmination will be open 1o nationals of the foowing counries:

Afghanistan Angola Antigua-
Eelgium Brunei Carussalam Lomores
Ropubllcof Korea. | Dominoan Regudic | Equatol Guings
Finland Granada Tran
Japan R L = Linarig o
bgjnﬁl;:mh | Liechtenstein Monaca
Montanagro lWozamhbique MNamibiz
Mepal Moneay Republic of Korea
Saint Lueia Sainoa | Saudi Arabia

ovenia Solomon lslends - | Spain
Tonga | Turkey United Areb Emirates
{Uinited Finpdom Unitted Siatas of Amsrica | Yeman '

In erdar to guafdy for the sxamination, applicants must meet all of the folfowing
mdAnimum reguirsmens;

1. Be -2 naliorm| of the countries listed above; 2. Be no more than 37 years a5 of 31
[recember 2010 [should be bem en 1 Jaruarg 1978 o after]; 3. Have 2t least s first-
lewal univereity degees refevant to the discipling for which they apply; and 4. Be fuan
Irs githes Eng®sh or Franch, the two working languages of the Secretariat. Knowledge
of other oéficial LN languages is an advantags.

Sddiional eriteda aver and abave the animien miy be requined 1 you helieve in the
purpases o the Unfted MNations and mest the minkmum requiremesns to partizipate =
the compstitive exemination, ve encoursqe you to epply The deadline I';“

19 September 2000, Datailad information on the examination and submission of
application may be chtained fram the United Mations Secretariat careers portal at
btipffoareers, bnorg under Mational Competitive Recruitmes Examination,

UNITED NATIONS

Concours 2010 de recrutement
d'interprétes de langue francaise

L'Orpanistion des Mations Unies prévoil d creaniser ke 29 juin 2010
1 concours de recnatement dimterpeétes de langue frangaise.

Les candidats dorvent -
= Avair le frangais comme langue principale ;
= Avoir une excellente conmaizsance de 1anglais el du russe 2

Il sera fait appel aux lauréats inscrits sur la liste de réserve érablie
A Missue du concours pour pourvodr les postes vacanis ou gui

le deviendront dans les services dinterprétation de MNew York,
Gendve, Vienne et Mairobi.

Les candidatures doivent étee recues le 14 mai 2000 au prlus fard,

Les précisions sur les conditions d*inseription f le dépht des
candidatures sont disponibles & I'adresse internet ci-apris :

httpe s un,org french/Diepts OHRMexamin/fexam, him
(Welllez & respecter Pemplol des majuscules ef des minuscules)

NATIONS UNIES




Rethinking our brand, how?

e Research
- International Organizations
- Private and Public Sectors

e Brainstorming and consultations
- Departments/Offices worldwide

e Limited Budget




Who we are?

We are international civil servants.
Our work

- touches lives in every corner of the
globe

- Is complex and mullifaceted

- extends directly and indirectly to our
193 Member States.

* Inthe last decade, the United Nations
has increased its field-based operations

e Over 50 per cent of our 44,000 staff
work in field locations all over the world

e Over 100,000 personnelin 16

peacekeeping and 11 political mission.
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Who we are looking for?

People with integrity, who are fair and impartial and who:

e making a difference in the world motivates them

e are driven to be a part of a bigger purpose in the service
of humanity

e are dynamic and adaptable professionals who think
creatively and are proactive, flexible and responsive.
will travel to and work anywhere at a moment’s notice

e thrive in an environment that:
o Is truly international and multi-cultural
- respects and promotes diversity

- functions at its best through team efforts .
88




Who we are looking for?

Audit

Administrators

Aviation

Cartography

Conference and Language Staff
Drug Control & Crime Prevention
Demographics

Economic Affairs

Electoral Affairs

Engineering

Information and
Communications Technology

Information Management
Library Science
Logistics

Procurement
Medical

Programme/Project
Management

Security

Humanitarian Affairs

Human Rights

Legal Affairs

Political Affairs

Public Administration

Public Information, Radio & TV
Rule of Law

Social Affairs

Statistics
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Our challenges

« Geographical Representation:
worldwide focus with emphasis
— Un-represented: 20 countries
— Under-represented: 56 countries
— In/near danger: 50 countries

e Gender Parity particularly in the
field and senior levels

 Average external
recruitments: 35 %




Ouvur brand attributes

Mobile Highly talented

Commitment to anﬁnuous Learning
Professionalism

Respect for Diversity

Creative
Communication

Selflessness

Technical Awareness

Challenging work  Tlexibility

Ability to Handle Change
Citizen of the world




Ouvur brand look & feel

e Clear, clean, simple
 Informal: conversational

* Personable: staff
showcasing the
Organization
(real stories)




New Tools
and Materials



Careers Portal

¢ cdareers.un.org

2011

Total visits:

5,316,618
by

. 4 : i
e | 3
¥ Supported Troining Acod=mil Tney wi :i!:.\lde.':a:-:lﬁr for he ragion's uoooming 2 ’ 5 8 0 ’ 45 1
I L i h

(20N ) s
Unique Visitors
Peace ond decunty Hheman Rights ?&Eﬁ":‘:’ﬁu’”ma.q
ieet our Global Workforce Average no. of

visits per day:

14,566
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Banners, Brochures, Presentations, Posters

B

SiCareers

P




Videos

* Production of two videos highlighting the role and work
of the United Nations

— Avadilable on the careers.un.org website as well as
“YouTube” and have had 14,650 total hits

— Quireach events
— Special events

e South Africa, 2010 World Cup
 Shanghai, 2010 Expo







Advertisement Printed and On-Line Media

Do you drive for change and improvement without sccepting the status qua?

Do you have excelient management and leadarship skilis?
Do you possess the ability to build and manege teams and creats an enabling work environmant?

The United Mattons 5 looking for anergetic, experienced lesders far the lollowing
positions in MewYork:
= Diractor, Department of Political Affairs, Middle East and Wast Azla Division
* Directorn, Departrment of Folitical Afairs, Africa || Division
= Director, Department of Economic and Social Affairs, Office for Economic
and Social Council Su pport and Coordination

Education: Master's degree or equivalent in an-ar¢a relavant fo the position,

Work experience: A minimum of fiftean years of progressively responsible
gxpericnce in an arca related 10 the position is required, as well 35 a proven
track record of axcellant managemant and lsadarship skills.

Spplications from women ars stongly encosraged

Far full details of these positions go to: coraasun.om/jobopanings

r-ﬁ
iﬁ% CCJ FE‘ E‘I’S Medical Director Paositions of the United Nations

Do yvou have expert medical knowledge and excellent leadership skills?
Are you motivated to make a difference in the world?

Tha United Mations is iooking for a dynamic and axperienced Medical Director
10:2) and Deputy Director (B-1] for the Madical Services Division of the
Department of Management, Mew York

The risgpangibilities of these I&qﬂershiﬂ positions inchede: developing giabal
medical policies seross tha United Mations and its Funds and Programimes;
awversight of staff health facilities In peacekeeping rmisslons worldwide;
coordination of amployes health promotion initiatives; and stretegic
leadership of tha Medical Services Division in Mew York,

Education: An advanced degres in medicine, prafarably in internal medicine.

Work experience; A minimum of fifteen years of prograssively responsible,
practical experience in dinical medicine as well as proven mansgerial skills
in an international organization, hospital ar cccupitional hzalth fatility.

Applications from women are: steangly enaouraged

For full detalls of these positions go 10: coesE.lnom/obopening:

@ careers

Director of Accounts Division (D-2)

Do you have excellent management and
leadership skills?

The United Mations Department of Management is
looking for an energetic and experienced Director
who will be responsible for establishing appropriate

accounting policies and leading implementation

of IPSAS in the UN.

Education: Master’s degree or equivalent
in finance, accounting, business
administration or related area.

Work experience: At least fifteen years
of progressively responsible experience
in financial management, preferably
in an international organization.

Applications from women
are strongly encouraged.

For more information
goto: Careers.un.org




TV & Radio Spots

 Produced 3-minute TV/radio spots e.g.

— eight spots with staff members with mother
tongue Arabic, Chinese, English, French, Russian
and Spanish plus Portuguese and Swahili
launched for YPP 2011

— one for the Tribunal Judges Campaign

: .




Social Media

Linked .

e Launched April 2011

— Targeting the 3 major
channels with a more
global focus (Facebook, u V|

'f = United Nations Careers
Twitter and LinkedIn) ‘B @ '
— Planning, benchmarking s '
and implementing Dews -
— Monitoring, managing R (L e e X
and measuring B G B

.‘ ij ?ﬁ” http://www.facebook.com/UN.Careers

http://twitter.com/un careers
http://linkd.in/un_careers 100



http://www.facebook.com/UN.Careers
http://twitter.com/un_careers
http://linkd.in/un_careers

Social Media - overall site usage

Time Period: 1 April 1 -= 25 January

Twitter: 5,239 Followers

LinkedIn: 54,689 Networks, 5,031,429 connections
642 connections link to 5,189,141+ professionals

Facebook: 7,148,769 Post views 5,216,093

Likes: more than 20,000
Weekly Total Reach: 19,380
Post feedback: 7,249

Rank 39 among all fraffic sources referral to
un.career.org 54,696 visits, 3.06 page visits, 47.17%

new Visits %, 57.23% bounce rate .




Estonian
Polish
Korean

Hungarian
Russian
Greeek

Swedish
Czech
Dutch

Turkish

Serman Our visitors are from:

French (France)

Portuguese

- 6 continents over 50

Italian

Q 500 1000 1500 2000 2500

Amount of visitors using Non-English countries speaklng
English, French, Spanish,
Italian, Russian, German,

Turkish, Arabic, Chinese,

i "» etc.

Vislis__

. . . Data Source: Facebook
Country distribution chart Insights and Google Analytics




Gender & Age Distribution Graph

| 10262011 - 01/25(2012 v | | & Export Data || * |

¥ho You Reached {Demographics and Location)

Gender and Age?
1. 7%
Female 56% 1 o 4.9% &
13 17 18-24 2524 3C-d4 5.5 CC+

T
Male - o “ ' N

Tremendous atiraction to people aged 18-34

Data source: Facebook Insights

Less visits from senior level applicants







Job Fairs,




New Talent
Management
[T System



New Talent Management IT System
(inspira)

e Single global system integrating :

— Staffing (launched April 2010)
— Performance Management

— Learning Management and Staff Development
— Workforce planning

e User-friendly application journey

- .




Inspira Metrics

As at 31 December 2011 (since 22 April 2010)

Category Metric
Ex’r?rnal applicants 449 944
registered

Jobs posted 3361
Applications for these jobs

Staff 62,657
External 467,167
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What nexte



What next?

* More exposure into Middle-East , Asia and paris of Africa
« Senior level positions, female applicants
« Expansion of internal and external partnerships

« Greater use of webcasts and other social media
messaging

« Mobile outreach




WWW.UN.org hitp://careers.un.org
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INSTTIUTO NACHINAL I
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Identifying and assessing for talent

“Defining what goods looks like and translating that
into assessment strategies that work”

Jeroen Bogaert, Lieve van Molle, Ryan O’Leary and Steve Williams
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“Assessments in action: Reforming the
US Government hiring process ”

Dr. Ryan O’Leary
PDRI
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Assessments in Action: Reforming the
U.S. Federal Government Hiring Process

Ryan S. O’Leary, Ph.D.
Manager, Selection and ﬂ
Individual Assessment

PDRI an SHL Company IPSAR

MR P02

International Public Sector Assessment
for Recruitment Conference

January 30-31, 2012

dr! Get Fitted for High Performance
IPSAR Madrid January 2012

an SHL company PDRI Proprietary




U.S. Federal Hiring Volume

» Workforce of approximately 2M (" vmpere's no question that

. . hiring reform is more
Hundreds hired each day import?mt now than ever.

* More hires annually than .
In a resource constrained

Microsoft, Google, and Amazon environment, you don't have
combined the option to make the wrong
choice. You should be doubling
e In FY’]_]_, USAJOBS had: down' on making sure we fix
the hiring process - not only
° 413K JOb openings faster, but so that the end

. . result is getting better talent.”
* 160M registered job seekers
GOVERMMEMNT

- 23M applications EXECUTIVE..

* 620K visits per day \ /

IPSAR Madrid January 2012 Get Fitted for High Performance
PDRI Proprietary 115
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http://jfactivist.typepad.com/jfactivist/images/2008/09/04/government_executive_logo.jpg

The U.S. Federal Hiring Problem

mrel HREME  HRIE
MMES 1Y S ¢
Ne) @

s
Large Potential Talent Supply
and Ineffective Screens

Long, Inefficient Hiring
Processes

With a few exceptions, objective No centralized examining procedures !
assessments not used since early ‘90s

IPSAR Madrid January 2012 Get Fitted for High Performance
PDRI Proprietary 116
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The Result

Frustrated Frustrated
Managers Applicants

IPSAR Madrid January 2012 Get Fitted for High Performance
PDRI Proprietary 117
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Technology Has Helped, But ...

When asked whether their agencies have
made progress on hiring reform, some attendees reported
that they have decreased the time to hire.

But, most said applicant quality has declined.

Attrition, particularly for young hires, is “abysmal.”

Excerpt from: Hiring reform may not be enough to boost federal workforce by Emily Long; July 11, 2011.

IPSAR Madrid January 2012 Get Fitted for High Performance
PDRI Proprietary 118
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Impact of Ineffective Assessment

ul
el
1l
1l
i}
e

i)
1l
i

But he had the
education and

experience...
—

IPSAR Madrid January 2012 Get Fitted for High Performance
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Why Assessments Add Value

=

e « Resumes and Self Report

J‘*’-.-c! Experience Assessments

N Tell me how good you are

Knowledge Abilities
=kills Values

interesls Maotivations

* Objective Competency
Assessments

Show me what you can do

IPSAR Madrid January 2012 Get Fitted for High Performance
PDRI Proprietary 120




Automated Hiring Assessments

Technology Improves
Reach to Applicants,
Speed to Hire, and
Quality of Hire

Get Fitted for High Performance
121




Placement of Assessments in the Hiring
Process

. I l ! . ! ._!| l Recruitment & Job Posting

Remote Assessments
Automated and Unproctored

On-site Proctored Verification Assessments,
Job-Specific Assessments, & Interview

Great Hiring Decision

IPSAR Madrid January 2012 Get Fitted for High Performance
PDRI Proprietary 122
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IBT Unproctored Assessment Considerations

Challenges

= Protect item security so
applicants do not have
advance copies of items
Or answers

Mitigating cheating — use
of reference materials or
someone other than
applicant taking
assessment

sn SHL compary

Solutions

Use technology-enabled assessment delivery solutions

» Computer Adaptive Testing (CAT) and “Linear on the Fly”
Testing (LOFT)

» Jtems selected dynamically from large banks based on computer
algorithms

» Virtually no applicants receive same items

Verification assessment
Conduct statistical analyses to monitor item exposure

Use more complex scoring protocols instead of clear
correct and incorrect answers, when possible

IPSAR Madrid January 2012 Get Fitted for High Performance
PDRI Proprietary 123



Reforming the U.S. Federal Hiring Process

* Requirements

» Develop valid and reliable assessments
for mission critical occupations

» Administer on-line and unproctored
* Covers 33% of all new hires

*Accounting *Human Resources Specialist
*Budget Analysis *Human Resources Assistant
*Clerk and Assistant *Information Technology
*Contact Representative *Management Analyst
*Contracting *Secretary
*Financial Administration *Security Administration

* Goals

- Manage large applicant pools

« Improve quality of hire

* Minimize applicant testing time
* Decrease time-to-hire

IPSAR Madrid January 2012
PDRI Proprietary
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Wmama..
7% USA STAFFING

&l Great Government Starts Here

Get Fitted for High Performance
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Cognitive Assessments

Measures cognitive

competencies — Assess
reasoning, mathematical

. . Qecupational Reasoning DEMO 4 Min. §1 Sec. Remaining
reasoning, reading, and o T A S N N eSS

Empityess monthly gym membershep  The ressonmg behend This propasal | thal thes will 2ncourage
Others employess 1o join 3 gym and, in the long run. redsce the number of sk days per employes:

Wiach of the following salements, f tras, provades the best ewdences thal thes proposal wll be
s essful?

A the 50% of the employess thal Sored wp for thes health bendfit, only 20% aftend the gym

Highly valid predictors of Mo o £0% f e iy 5 o e

Oty compames, with 3 similar plan, have reporded moed nesulls

performance across jobs A e it e e e s 5 0

A few monilirs: alter (he implementation of Bus pban. Uhe umibeér of reponied Sk diys moresses
by 10%

Adverse impact concerns

|
Technology provides T —

enhanced item security

IPSAR Madrid January 2012 Get Fitted for High Performance
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Personality/Work Styles Assessments

Provides assessment of
soft skill competencies,
such as self management,
initiative, flexibility,
teamwork, stress
tolerance, and others

Adds value beyond
cognitive tests

Minimal adverse impact

Technology mitigates
faking and self-
promotion

sn SHL compary

Response Scale for the Tollowing 8 questions
Strongly

CAT Personality Survey

Chugus which of the bea disberse il helos i more lrus o vl
[ grans dmieis whisdvnr | Ghm gul Rely s il

T 1 just dan ) rotice werues whan | eorteed dacuraims

v -

0 n eiied el ORLe ol Berppees Vasagreati =5l pne
§ 6y Nor Pl jukes ol wod lppmasl iwhewmpiing

Disagree Crsagres Hgutral bgres Strongly Agres
1 2 3 g 5
(1f2]a]e]s]
Profits lost to the®t can be wntten off by an organization Gl e { ololo
Tam able to deal very effectively with most work problems [ face. |D olololol
| usually find it difficult: to thenk of new ideas when | am askedto doso. | oy | o C
1 | got bored with & project, | set it asida for a whila. |{::, olo 0l
When a coworkar offers an idea that s better accepted than mine, | 'S oGilosl e
vigorousty defend my position -
] EaE SESTST NN SN PSRN | N S e | P = 7~ |
T -
ASSESS .
0|

IPSAR Madrid January 2012
PDRI Proprietary

Get Fitted for High Performance
126



Judgment Assessments

Realistic job problems

Occupational Judgmenl ELaimpld 2 Min. 78 Sac. Remaining Progress

Applicants Select mO St ;:?:'T the following wdeo Choose the most AND least effective course of action from the apbons
and least effective way to | | sw 1 sconario
handle Situation GO % U, SeSET Ut e aistimmans rye the

i of § ppazific computer progrim Darl ~alka soere
Eyrbars g cubeziere spasd o2 hes

s ogry o iy § D03 Tem WRET IET B IR TOET AT
[= VB CNIESF JITPS T8 D Frgrm Py Oy

Difficult to cheat because | = IR
scoring is not obvious

Step 2. Courses of Action Most Effective Least Effective

Can mitigate adverse Ty 1o find ofher coworkers who can explain howto uss the

REW Drogram

[ ] L]
t b Tell yo A5 0F that you donTknow how to use i
1npact by using o b e ke
L] °
Use Ta program reference Malensls. utonal program. and
VldeOtaped Or anlmated manelame?.umjeamnm:nu;emanm;wura:an.;u
Ewm

°
Scenarlos Esplain the siuation o your supenisor and ask him whatto

ga

y-“ ol aneer

Positive applicant
reactions

IPSAR Madrid January 2012 Get Fitted for High Performance
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SJT.mov

Automated Writing Assessments

Can assess any

competencies humans e
can score = SRS _

CASE RACRCROLSD

£ 10BD wwr Erupred Bereeen tran and frag. Tl o

readlted in Purdceds of (Poutands of ciscaleies ard &
trémedous Toss of 011 FEVETUES for both countries The war
weentual 1y erded 0 LBES Bul anomosiTies have persisted.
while the ciped of the cond 1idt wire rumeroul e

Add value beyond
reasoning assessments

varied, one of the principals was access o, and Control
of, The -.'-'\-11'1:-41-»& waTarwdy. Coriral of The maTsrmay
and i3 wie ad 4 border kave been & source of cetention
bevween var fdus Staves simce The Poace Treaty of LAY
asblguities Bn this agesamdnt [hatessc The Peridusd b
the dttomn e lid to continual G'-wul:t" that have
O been rassived To This day. Ses saps of Irag and Iran
respect ively below,

rH- descripr bve porrion of this Cade sTudy has bees
ghtged dote a rusber of sph-sectioms iR an attespt 1o
provioe a Tagical flow of inforsacion the first of thaca

L] E-
V8 mh Bigterical hadkorours that sxinired bath Th the
andidates combpose Iree A St ke e oy Bk o
Wiiing Assignment that precedsd the infriation of hostilitles. The sezond

wection focwies on the economic jepacts of the corfitct.

I this evercise, assun fhe role of an Inksligance Resaarth Spacialst whase A% SEAE (ahed abdiroe, the dldputs e the Share-wl-aFab 18
text response to prompt et o T LTS B

this gvent alons would Fawe sufficed, (37 they sre in The

mingrity, This sectiom will Flrst expedre fohe of the
Foaviires tha casa andwiite & fothe : gocfal #emeras Chat cortributed DO The war, &md Chem
origfly gdescribe g muber of phe treaties thar pregeded
° arzod on th: Ecmaiion e revies, Concisely SUmmanze he shsalon. The opening shots.
Automated scorin sy i ey e e[| 55 EEE P e
ACTUD $LEd0 T ‘ormatfon of #iTher courcry. Tha
o — i i first F?’hn- Y5 Trm 13 the inheritor of The Beryimn
¥OU actacly el o siped erpire wihlle Irag 15 the inhericor of the Sabyloniam

cupfre. THiZ §2 stgnificant if for ne oTRGF FRASos Chan

L] L[] L] L]
. ==is fx megny frardans Tdent it hesanTves a2 Feriipn shile
].II]. rO V eS rellablllt aIld ﬁﬂnmmummmmmhmm fragis idenutly t"ﬂilhifi Arabs, corsequently the
I.'J:ulllil:-\. &F rranlans sgeak pargtan dialezes while The

“fiour merma should be i essay B and) mest conlan botwesn and 3500 wast majordiy of the Tragd populatiom speaks arabic,
R ik 5 Thesa uifr:-’er-:uf. ars 'ruflmr h1m11{d-uu when o

significantly reduces R
administrative burden . . —E
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Case File.mp4

Work Simulations/Branching Role Plays

Can assess multitude of

competencies — First Line Manager Assessment ..
knowledge, skill, non- == e P —

cognitive, cognitive
High validity

Low to moderate
adverse impact,
depending on
competencies assessed

wrul W A VRIS PR

Applicant reactions oo o .
uniformly positive due
to high job relevance
L
IPSAR Madrid January 2012 Get Fitted for High Performance
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In Basket.pptx

The Business Case for Assessments

Productivity « Cost savi
Retention - Time to pror

IPSAR Madrid January 2012 Get Fitted for High Performance
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Conclusion

v Technology is key for hiring efficiency and quality

v" Valid and reliable objective assessments most
effective

v Unproctored assessment is most effective screen

v Technological advances mitigate unproctored
risks

v Show value of assessment via Business OQutcomes

@
IPSAR Madrid January 2012 Get Fitted for High Performance
PDRI Proprietary 131
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dr

an SHL company

Ryan S. O’Leary, Ph.D.
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TESTING AND ASSESSMENT SERVICES
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PROMETRIC *+

Some considerations for delivering a valid assessment

* Holistic Testing System

* |tem Banking

* Delivery Models

* Test Driver

Copyright © 2008 Prometric Inc. All rights reserved.
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b Delivery Services

Copyright © 2008 Prometric Inc. All rights reserved. 13
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Item Banking

Intelitest is an item banking tool that improves the effectiveness
and efficiency of the test development process by:

* shortening test development cycles by enabling you to quickly
create store and search items and their related assets and
analyze item performance

°* managing SMEs and workflow to lower content development
cost

* building and analyzing statistics that enable you to extend the
life of your items and refresh content efficiently, when necessary

* securely storing and encrypting your data to protect your
intellectual property

Copyright © 2008 Prometric Inc. All rights reserved.
ODVIIANt ©
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The Many Benefits of Intelitest

°* Lower Test Development Cost / Improved Efficiency

— 24/7 web-based interface; Distributed item writing; Client-customizable item-
style rules; Item author efficiency tracking; Internal graphic asset support; ltem
relationship tracking; Automatic exam generation; Touch-of-a-button test
development reports; Multi-language support (including double-byte characters)

° Improved Test Validity

— Centralized exam documentation; Customized item and exam approval
workflows; Lifecycle tracking of review and approval processes; Psychometric
statistics regularly available for review and analysis

* Security and Full Visibility

— Encrypted data; Redundant backup; Controlled user access and permissions;
History Tracking; Full user accountability

Copyright © 2008 Prometric Inc. All rights reserved.
opVvrant ©




PROMETRIC

Adaptable to meet your current workflow needs

Structured workflow walks users through item creation and
management

SMEs are automatically linked to their items

Editing and review processes can begin as soon as items are
authored

Dynamic feedback can be provided to authors immediately
Advanced search capabillities allow you to locate items quickly

by a wide variety of search parameters
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WYSIWYG Preview

Preview option displays what the candidate will see on test day

Enable authors to act as real-time Quality Control

Speed approval of items

Shorten approval process

Improves exam quality

Copyright © 2008 Prometric Inc. All rights reserved.
opVvrant ©
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The Testing Spectrum

. Mastery .
Linear LOFT Testlet Adaptive
Models

Degree of adaptiviy at the item level

Copyright © 2008 Prometric Inc. All rights reserved.
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Typical Considerations

e Item Pool Pressure
« Security
« SME Availability
* [tem Refresh Rate
* Pre-Test Strategy
* [tem Currency
« Content Domain Complexity
» Test Suite/Exam Stratification
 Theory and Practical Testing

Copyright © 2008 Prometric Inc. All rights reserved.
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Linear (Fixed Forms)

Description

— The delivery of a predetermined set of items that are presented in
either a sequential or random sequence

Advantages

— Substantial industry knowledge and best practice exists

— Can utilize either Classical or Iltem Response Theory statistics

— Relatively easy test development and psychometric effort
Disadvantages

— May pose higher memorization risk than other models

— Requires regular republication to refresh over-exposed material
Recommended Uses

— Continues to be a viable approach for many content domains

Copyright © 2008 Prometric Inc. All rights reserved.
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Linear (Random Generation)

Description

— The delivery of a pre-determined number of items that are randomly selected
from a large pool of content

Advantages

— Virtually unique test form for each candidate enhances security

— Reduced risk of memorization compared with fixed form delivery

— Large initial pool can reduce the need for frequent publications
Disadvantages

— Inconsistency in terms of overall difficulty and content coverage

— Different ‘contests’ are delivered to each candidate, raising fairness concerns

— Increased legal defensibility risk due to the high degree of variability
Recommended Uses

— Appropriate for practice tests and for item pre-test blocks

Copyright © 2008 Prometric Inc. All rights reserved. 14 -
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Interactive Scenarios

Description

— Case-based scenarios that provide real-time feedback as a means

of creating a more immersive candidate experience

Advantages

— Assesses practical, real-world, knowledge, skills and abilities

— Evaluates decision-making and problem solving competencies

— Can eliminate need for hands-on or practical exams
Disadvantages

— Requires significant advance planning and SME input

— Test development and publishing effort is more time-consuming

Recommended Uses

— Well suited to measuring time-sensitive and/or mission critical
decision-making and higher order cognitive abilities

Copyright © 2008 Prometric Inc. All rights reserved.
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Interactive Scenarios

Section A

Introduction
A potenbal customer is irferasted in hawng the first floor of her house painted and she has asked vou for & quobe, You'yva amived
gt the home at the soheduled ime and have mads same preiminary obsarvations

= The first floor cansiets of a living room, dining reom, ketchan, family room and a ¥ Bath
+ Tha home 15 a-central hall colonial

+ The dining roor Nas wall paper

+ The kving room R&s wainsooting

« The anbmyvisay and family room ars dpan 10 the secand Roar

With the information you now have, what action{s) would you taks to complete this asslgnmeant?

{Choose the actions that you fael are essential at this time and then proceed to the next item}
D Ask, “wihen were hoping 1o have the work compbabed ™
@ Take measurements of asch of the roams There is a total of 6,500 sq. feet of walls and ceilings space
O fsk, “whiat colors ara wau planning o uses
2 Confirm which rooms ane o be painted
& Call your paint supplier and plece an order
@ Ask, "do you want me to remove the wallpapar?® “Oh, no. | just put that in. | just want you to paint the trim”
¢y Confirm he homeowner's plan for the openings o the 2™ foor

O Weasura the exterior of the home

| Newt | | sk

Copyright © 2008 Prometric Inc. All rights reserved.
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Linear on the Fly Testing (LOFT)

Description
— Dynamic forms generation that automates item selection
— Test forms are balanced for content and item difficulty
Advantages
— Virtually unique experience, with the ability for item review/revision
— Ensures each candidate is assessed against the same ‘contest’
— Cost effective alternative to item-level adaptive
Disadvantages
— Requires a larger pool of available items than a fixed form exam
— Pool must contain a sufficient number of items across all domains
— Selection routine requires Item Response Theory (IRT) statistics
Recommended Uses
— ldeal when the pressure on the item pool is significant

Copyright © 2008 Prometric Inc. All rights reserved.
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Test Blocks/Testlets

Description

— Assembly of items into discrete units which can reordered and
selected either in advance or “on the fly”

Advantages
— Enhanced security through item and test block diversity
— Supports very complex content specifications and domains
— Allows ordering by test objectives and difficulty
Disadvantages
— Test development effort requires significant advanced design work
— More complicated and time-consuming publishing process
Recommended Uses
— Particularly well-suited for item sets, case studies and scenarios
— Can benefit from Resource Level Blocking

Copyright © 2008 Prometric Inc. All rights reserved.
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Computerized Mastery Testing (CMT)

Description

— Measures mastery, or non-mastery, through an iterative series of
equivalent testlets that are preassembled and invoked as required

Advantages

— Ensures complete coverage of content domain

— Decision-based stopping rules based on pre-defined targets

— Potential for reduced item exposure and increased pass/fail efficiency
Disadvantages

— Requires much more test development/psychometric effort than linear

— Each testlet operates independently, with no item review or revision
Recommended Uses

— Ideal for situations in which candidate time is at a premium and prompt
and highly accurate pass/fail decisions are seen as advantageous

Copyright © 2008 Prometric Inc. All rights reserved. 14 -
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Computer Adaptive Testing (CAT) ltem-Level

Description
— Dynamic exam generation that tailors item selection to candidate ability

Advantages
— Each candidate receives a ‘unique’ test experience
— Highly accurate scores across a wide range of ability levels
— Can provided fixed or variable length tests
Disadvantages
— Candidates aren’t tested against the same ‘contest’
— Item review, revision and omission are not available to candidates
— Significant effort required to support Item Response Theory
Recommended Uses

— Very well suited for exams, such as admissions tests, which must be able
to rank order candidates across a wide ability range

Copyright © 2008 Prometric Inc. All rights reserved. 15 -
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Test Design Considerations

Kouaioiy3
Kyipijep

Delivery Mode

(/)] (/)]

® 0

2 L
)

q

— C.

< —
=
<

Aouajsisuon
aouejdasoy
Aipqisusyx3

Linear (Fixed Form)

Linear (Random Generation)
Interactive Scenarios

Linear On the Fly Testing (LOFT)
Test Blocks/Testlets

Computerized Mastery Testing (CMT)

Computer Adaptive Testing (CAT)

Copyright © 2008 Prometric Inc. All rights reserved.
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Linear on the Fly Testing (LOFT): Sample Analysis

* Dynamic forms generation

Every candidate receives a unique test

An equal opportunity is provided to
everyone

Each test is balanced for overall difficulty

Consistent content coverage is assured

Item exposure is automatically managed

Enhanced security and test integrity

Seamless item pre-testing

Item Bank Efficiency & Scalability

Consistency & Faimess * Continual item bank expansion

Copyright © 2008 Prometric Inc. All rights reserved.
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Universal Test Driver (UTD)

* |nnovative, modular design offers tailored solutions
* Global test delivery platform
— Unicode compliance provides localization support
— Available in all of Prometric’s locations worldwide
e Sophisticated functionality
— Robust browser technologies (html, xml, Flash, etc.)
— Comprehensive item type support
— Flexible delivery options
— Customized functionality
— Integration with Intelitest item banking system

— Detailed data collection and reporting capability

Copyright © 2008 Prometric Inc. All rights reserved.
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UTD Supported Item Types
True / False
Multiple Choice — Single Response
Multiple Choice — Multiple Response
Constructed Response — Short Answer
Constructed Response — Essay
Drag and Drop

Point and Click / Hotspot

Copyright © 2008 Prometric Inc. All rights reserved.

Scenarios / Reading Passages
References / Exhibits
Multimedia — Static Graphics
Multimedia — Audio

Multimedia — Video

Multimedia — Animation

Simulations
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* assess Talent
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A short story to start with

How ready are you to
identify and assess talent

— Faster
— Cheaper
— More accurately

— With a positive experience for
all stakeholders

In a final selection phase

For promotion, internal mobility,
development...







Tailor made approach: 4D perspective




1. View on talent: What do | need to know?
... in this cha(lle)nging world

Shift from knowledge to
competency based selection

Shift in choice of competencies
(capability, mindset, ...) , Performance motivation >

depending on the organisation

Internal talent / high potential
identification & development

Competency frameworks for:

- Function
- Department
- Layered: senior/ middle / junion / expert/ ...

- The whole organisation or mixed




1. View on talent: What do | need to know?
What instruments do | use and when?

m=) \What do | need to know in what stage of the selection?

Siftout: go/nogo i L (EALINEI ATV EARINERIAT

== What is the complexity of the job? Dala collection

Objective Subjective

Has an impaCt on Reasoning ability, el

L . Work styles
Objective Aptitude tests, Self evaluation

. . . D t _
Choice of instruments ata SJT, E-trays questionnaires

interpretation

* Choice of technology - Simulation exercises .
SUbJeCt|Ve (Group exercises Interview
In / E-Tray Exercises, Role plays,
XEercises, ...)




1. View on talent:
technology to support assessor

Example: results of a personality / work styles questionnaire
- Translated into crucial competencies for your organisation / for a role / ...

* And into a tailored interview guide for recruiters / selection boards
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1. View on talent:
technology to support assessor

E- tray observes behaviour of candidate

"
S FLEXIENE COMPETENCY ASEESEMENT

60 -
50

COMPETENCIES

40 -
30 -
20 -
10 -
0

e e et . s o e . ey e |

:'-'—- [r——

1357 91113151719

+ life simulation(s)
+ interview
+ knowledge test / SJT

Hudson
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Predictive validity: depends on: e

Gathering Behavioral lSampies

Number of types of exercises used: incremental validity Tigush 2 Sompuiece. o
Center Exercise

Yex, it ks Possibla

Standardisation & objectivity of approach SR

Quality of trained assessors

Competency framework

1

i g L e, W,

AR o i oreere o iy Ry

o i e s
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-
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==) Literature versus your procedure
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S

Data collection

Objective Subijective

Personality
Work styles
Self evaluation
questionnaires

Reasoning ability,
Objective Aptitude tests,
Data SJT, E-trays
interpretation

- Simulation exercises .
Su bJeCt|Ve (Group exercises Interview
In / E-Tray Exercises, Role plays,
Presentation exercises, ...)




2. ‘Right’ talent: Key principles of an assessment

to guarantee validity: more than one ...

Systematic assessment of applicants

Predefined set of critical competencies

Different scientific instruments

Right level of complexity

Trained assessors

Highly standardised process

Observe behaviour in response to a
variety of situations and tasks

Each competency measured in at least
two different exercises

Behaviour predicts behaviour



http://www.istockphoto.com/stock-photo-10621776-conference-speaker.php
http://www.istockphoto.com/stock-photo-8581419-interacting-business-people.php
http://www.istockphoto.com/stock-photo-10458911-business-man.php
http://www.istockphoto.com/stock-photo-8859561-successful-job-interview.php
http://www.istockphoto.com/stock-photo-7198789-power-meeting-from-above.php

3. Talent diversity | I"m m
5 L Eﬁ,hlgll]lr] bk

Offering equal opportunities: |

* Research on:
— Age effects

— Gender effects :
—  Ethnic Background COULD THE

RIGHT MAN FOR

LA THE JOB BE A
—  Country / culture / ... A WOMAN?

HOW \WOAEM DIFFER FEOM
MER AL LCADERS

*  Multiple opportunities
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4,00

- Gender balance, | 200
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« Geographical balance, ...

* Diversity




4. Talent experience: the candidate perspective

e p—

Positive experience depends on B — -

o E— - s bomme mem LR

— Interactivity & communication, “personal touch”

—  Professionalism

— Perceived validity
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* | i . interpretation

Simulation exercises
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How to manage the 4D assessment ? eu
An example

careers

Define critical competencies

Define exercises (4 quadrants)

Set up a competency matrix

- Develop simulation exercises

Guarantee double assessment

o e ek il o
T s

S s S Make evaluation sheets

Create interview guides

Manage procedure via IT platform

we  Compelency
3 Fovpor

Design report format
Train, manage and coach assessors

Validate procedure

Hudson




Conclusion: 4 D questions to ask yourself
when setting up and tailoring an assessment strategy

What is my goal? What are the criteria & what is the
information on which basis | want to take my decision?

What is the required level of accuracy/ predictive validity in
this specific phase? For this purpose (Sift out vs sift in)?

What populations / target groups do | take into account?
And how? How do | avoid adverse impact to respect and
welcome diversity?

" T alent diversity

How is my employer branding and image? How important
is the candidate experience? What about the people who
‘fail'? Who receives feedback?

Hudson
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PROMETRIC &

CBT Implementation in talent acquisition:
Case Studies and Best Practices




PROMETRIC

Wholly-owned subsidiary of Educational Testing Services (ETS)
Recognised global leader in technology-enabled testing and assessment

Its market-leading test development and delivery solutions allow Clients
to develop and launch global testing programmes and accurately measure
results and data

+ For over 450 clients in the Government, Academic and Professional, Financial,
Healthcare, IT& Corporate markets

Delivery of over 9 million exams a year
In more than 10,000 test centres or via the Web
Across 160 countries in 26 languages

2,500 staff
HQ in Baltimore, US, and 12 global offices and major centres

+ Europe: UK, Ireland, Netherlands

Track record of successful implementations in the fields of candidate
selection and competency assessments in different fields and geographies
around the world
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The Principles of Computer Based Testing PROMETRIC

DATA-RICH TEST
RESULTS

ENHANCED
FLEXIBILITY SECURITY

ENGAGING CONSISTENCY AND

NAVIGATION AND RELIABILITY
PRESENTATION

ADVANCED AVAILABILITY OF
IMMEDIATE
ITEM TYPES STREAMLINED SCORING

LOGISTICS

Copyright © 2012 Prometric. All rights reserved.



CBT Implementation: successful stories PROMETRIC %

Major Client in the Financial market in the US
+ Competency based credential exam

Most prestigious network of Business Schools
in India

+ Academic admission exam
Major Federal Agency in the US
+ Licensure exam
EPSO — European Personnel Selection Office

+ Pre-selection exams




Case Study 1 — Major Client in the Financial market PROMETRIC
in the US (2004)

Challenge
+ Two stakeholders, one responsible for developing the exam and the other for issuing the
licensure

+ Convert a four section examination available twice a year for a two-day testing period in limited
locations for thousands of candidates simultaneously to a computerised exam available on a
continuous basis either in its entirety or in sections across North America

Strategy

+ New approach to project implementation management. Establishment of an exam conversion
steering committee and several targeted groups with representation from each stakeholder,
meeting on a frequent, regular basis for over a year . The whole project was overseen by an
independent project manager.

Outcome

+ Integration of more than 55 geographically dispersed systems and related personnel and
management of a simultaneous, on schedule launch with a success rate of over 99.9% at launch
The competency test is offered the whole year round at more than 300 secure testing locations

Over 1 million exams delivered since inception of the programme with annual volumes now
showing 80% increase over the annual volume at launch

Services Provided

+ Item-banking; ongoing candidate scheduling, test delivery, biometrics and image collection

Q



Case Study 2 — Prestigious Network PROMETRIC &
of Business Schools in India (2009)

Challenge

+ Expand exam offer from one day to ten days per year with two sessions per day with 250,000
participants in a geography with inherent security issues and with insufficient testing infrastructure in
place

+ Narrow window of time available for CBT readiness

Strategy
+ Adopted a “All hands on deck” approach at Prometric with full engagement from the Clients
constituencies and made use of local support for both the test development and test delivery process
Outcome
+ Creation of 20+ post-test equated test forms per administration

+ 361 testing labs established at 104 university locations in 32 cities with nearly 17,000 computer
workstations offered and 1,000 trained proctors. Each lab was equipped with DVR’s and all
candidates were photographed and digitally fingerprinted. The candidate identities were then
verified against this data at the time of the university interview process

More than 200,000 candidates tested per year since inception of the programme in 2009
Services Provided

+ Test Development Services, Item banking, candidate scheduling, exam delivery, biometrics and image
collection

Q



Case Study 3 — Major Federal Agency in the US (2011) PROMETRIC

Challenge
+ Design, develop and deliver a new competency exam to several hundred thousand
candidates in a secure environment in six months
+ Compliance to government-mandated standards regarding data security,
interoperability and special accommodations
Strategy
+ Introduced a new approach to manage the Test Development effort. To ensure
flexibility into the planning and scheduling of Test Development activities a Job
Analysis Task Force was established and 680 SME’s were recruited.
Outcome

+ A 2.5 hours Beta exam, that contains 120 items and Client publications as
reference material was launched on schedule in the autumn of 2011 by using
forms validation and standard setting.

+ An estimated 400,000 tests are expected to be delivered by the end of 2013

Services Provided

+ Complete end to end solution from exam development to delivery in the US
testing network

G



EPSO - European Personnel Selection Office PROMETRIC
Pre-selection exams (2005) |

Challenge

+ At programme inception back in 2005: Introduce Computer Based Testing as
part of an effort to “modernize” and introduce operational efficiencies in
selection procedures within an environment resistant to changes

+ From 2009 onwards: Exploit the full potential of CBT to enhance and make
more relevant the overall process and criteria of staff selection in support of
the EPSO Development Programme and strategic roadmap execution

Strategy
+ Phased approach on CBT adoption

+ Progressive conversion from Paper Based to Computer Based Testing and shift

from knowledge based exams in three languages to competency based exams
in 23 languages

Services

+ Itembanking, customised online scheduling, exam delivery, psychometric
analysis

ﬂ



PROMETRIC

Timeframe

Phase 1 (2005)

Phase 2 (2006 - 2009)

Phase 3 (2010 onwards)

Objective

Evaluation of CBT adoption

Realisation of full conversion to CBT

Execution of the EPSO Development
Programme by exploiting the full
potentail of CBT

Testing periods ("windows")

One testing window

Forty testing windows

Yearly testing cycles combined with
Specialists testing

Number of candidates
tested

16,000

146,000

130,000

Testing network

EU 25 member states

EU 27 member states

EU 27 member states and WW
testing (from 5 to 37 locations).
Testing centerin EPSO Assessment
Center.

Combination of permanent and
"temporary" testing centers
("conference testing")

Establishment of a network of
standardised permanent testing
centers

Testing centers fully standardised,
with increased security features and
DDA compliant, with ad hoc
expansion sites to support capacity
demand peaks

Exam booking

Establishment of a link between the
EPSO and Prometric websites

Full integration of the EPSO and
Prometric websites

Full alignment of EPSO and
Prometric websites and
communication languages

Exam type

Knowledge based multiple choice in
3languages

Knowledge based multiple choice in
3languages, pilot on competency
based exam

Competence based in all the EU23
languages, including case studies,
translators and interpreters exams

Item bank structure

Existing item bank with partial
integration of newly developed
items

Progressive replacement of existing
item bank with new items and
ongoing maintenace through item
analysis

Roll-out of new item types,
including Situational Judgment,
Abstract Reasoning, Prioritising and
organising, Essays

Item bank management

Individual "spreadsheets"

Online item-banking adoption

Online item banking optimization

G




Best practices PROMETRIC i

Stakeholders and constituencies notification and support

Establishment of cross-organisational and cross-functional
Project Teams working together in partnership

+ Client Services Team responsible for CBT
implementation and execution at Prometric

Agreement on goals and measurement and ongoing

monitoring of implementation plan

Full alignment of executive teams for support and review of
the plans

Dry-run/pilot delivery prior to programme launch
Mutual evaluation and incorporation of lessons learnt

Marketing and Promotional Activities




. . . PROMETRIC '+
Project Implementation Process: Milestones

Implementation planning begins immediately after contract execution. Our team outlines and
confirms exact business needs with the Client staff so that we are better prepared to make
decisions and recommendations throughout the project.

Stage 1: Planning

‘ Deliverables: Agreement between the organisations on milestones and success criteria.

Shortly after Stage 1 completion, a joint implementation project team formed by Prometric’s and
the Client’ss staff is assembled and each member reviews and understands the business goals,

Sta ge 2: Blue pr| nt requirements and scope of the implementation.

Deliverables: Commitment for the contractual scope of work from all parties.

Systems are readied for delivery of the programme and the implementation team documents all
potential risks. Risk mitigation and contingency plans are formulated. All issues are documented
with ownership and resolution due dates assigned.

Stage 3: Preparation

Deliverables: Understanding of programme details, along with full identification of the risks.

‘ The launch stage represents the programme going “live” for exam delivery. All aspects of the
programme will be operational at this stage under the close monitoring of our client services

Stage 4: Launch team.

Deliverables: Successful delivery and transition from implementation to client services functions.

Prometric conducts an analysis of the entire implementation project to assess the outcome
against the initial scope, timeline, deliverables and success criteria. The assessment notes such
findings as risk mitigation success, expedited timelines and potential improvements to the
process.

Stage 5: Analysis

Deliverables: Full assessment of implementation and further understanding of programme risks.

Q




PROMETRIC
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PROMETRIC

The partners involved in the Case Studies which have been presented have
challenged us with projects that have helped lead the way to furthering industry
practices

These opportunities have resulted in new customer inspired advancements,
innovative and customised technology solutions and will form the basis for future

enhanced testing system structures and new implementations
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Sharing the experience of the user and supplier in best
practice talent acquisition

Bryan Andrews



roducing Competenc
Assessment

* Potential to introduce competencies on a grade by
grade basis or to develop an integrated framework

dSe

* Inclusive approach to competency development - key
influencers at a senior level were invited onto Steering
Groups to oversee the introduction.

* Currently comprehensive frameworks in place for the
majority of client organisations

* Challenges are keeping them fresh and relevant and
developing public sector wide competencies



gs% design, delivery a%n

management expertise

* Small core of psychologists

* Expertise in test administration and management
devolved to recruitment managers

* Blend of in-house test design and buying off-the-shelf
tests

* In house design means that the tests are very face valid
and realistic for candidates

e Situational judgement tests widely used alongside
reasoning tests to enhance the face validity and
realism of the tests



%roducing Assessme%n en!re

Methodology

* Communication strategy for candidates and assessors
* Assessor education and training

* Managing resource requirements

* Strong credibility with candidates

* Significant reduction in appeals and legal actions

* Potential to use technology to simulate real world job
challenges



%veloping on-line too%n!

infrastructure

* Blend of approaches used
* Dedicated supervised testing facility with 40 pcs

* On-line cognitive tests using commercially available
platforms

* Developing on-line screening tools using situational
judgement scenarios and personality and biodata type
items (US approach)

* Developing in-house on-line test administration
platform (significant cost benefits)



P e

Developing coaching expertise

* Natural extension of assessment, using the
information gained to support the development of the
candidate

¢ Particularly valuable in first six months and a person
“steps up’ to their new role

* Potential to use personality, emotional intelligence
questionnaires and 360 degree feedback to enhance
awareness

* Has value in developing internal people as well as
candidates



%eveloping executlve%s rc!

capability to access the best talent

* Ongoing drive to ensure diverse and high calibre
candidate pools

» Talented senior managers frequently focused on
current job, they are not active job seekers

* Focus of executive search team is to make of wide
variety of potential talent aware of the opportunities

* Building database and network of relationships with
talented individuals



P ST

Assessment v Business outcomes

* Post recruitment --is Talent being realised.......

* Short-term perspective, failing to connect

* Underperforming teams

¢ Internal talent development

* Participation rates reflecting perceived prospects

* Case of good products through assessment failing to
deliver to full potential
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Acquiring talent for the 21st century public sector
organisation

Session 3
Implementing an assessment strateqgy — Sharing the experience of the user
and supplier in best practice talent acquisition

Instituto Nacional de Administraciéon Publica (INAP)
Madrid 30t -31st January 2012

Padraig Love
Public Appointments Service
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Stakeholders - change management
Issues

« Case Study
* Questions
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Who are we? —

 The Public Appointments Service is the
central recruiter for the Irish public
service

* |t recruits on large scale and specialist
basis

* |t handles administrative and professional
posts at all levels

| publicjobs.ie
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PAS Clients  pubiic Civil Service \

Service '_I'qp Levgl
Agencies/ Civil Service
Bodies
Nursing \ / Local
Service —_— ~_— Government
Defence Health
Forces Service
Prison Police
Service Service

- _P“h":lobi_'le :
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}5: i puhllciiy.h
PAS Services e

e e L

* Recruitment & Selection Service
* Redeployment Service

« Assessment & Testing Service

« Support to the Top Level Appointments Committee
« Support for appointments to State Boards

« Advisory & Consultancy

« Job Analysis \ -

* Test design & Development —

« Training in interview techniques 5 ._% G
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Activity Trends in PAS \

2010
« 30,000 applicants
« 2,400 assignments

2007
* Approx 80,000 applicants
* 6,000 assignments

2004
« 29,000 applicants

« 2,300 assignments ===
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Competency Assessment and the
Stakeholder
Change Management Issues
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Competency Assessment and the Stakeholders —

Change Management Issues

« Competencies a good idea
« Stakeholders often not sure
* Clients nervous of poor outcome

» Assessors feel constrained — no intuition/gut
feeling

« Candidates worry about change

| publicjobs.ie



‘\c‘ An tSeirbhis um Cheapachiin Phoibli
%, Public Appointments Service

Competency Assessment \

Addressing Change Management Issues

Engagement of stakeholders is key

 Cultivating buy-in from key parties

* Securing engagement in competency development
« Maximising involvement in framework development
* Resistance from stakeholders

* Resistance from Assessors

| publicjobs.ie
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Competency Assessment \

Addressing Change Management Issues (Contd)

« Development of exercises/tests
Briefing of Candidates

Training of assessors
Monitoring of assessors
Quality Assurance

| publicjobs.ie
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Case Study Principal Officer
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Irish Civil Service Grade Structure —

Secretary
General \

Assistant
Secretary \
\ Assistant
Principal \

Administrative
Officer \
Executive
Officer \

Clerical
Officer

publicjobs.ie
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Overview of Process —

. . Group Exercise
Situational Strategic
Judgement Management &
& Exercise Key Challenges
Critical Analysis & Interview
Exercises Key Achievements
Interview

publicjobs.ie
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Situational Judgement Exercise \

« EXxercise to be used for existing Civil Servants and
‘open” candidates

* |nitial context setting brief with organisation chart to
increase the fidelity of exercise

« Candidates presented with 12 scenarios and
provided with 5 possible actions; asked to rate each
In terms of their appropriateness on a 6 pt. scale
from highly appropriate to highly inappropriate

| publicjobs.ie
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Stage 1 — Candidate Feedback \

« Situational Judgement Exercise

— Relevance: 87.9% rated the test as relevant or very relevant
— Difficulty: 92% found it was at the right level of difficulty
— Fairness: 82.5% rated this exercise as being fair or very fair

« Critical Analysis Exercise

— Relevance: 80.5% rated the test as relevant or very relevant
— Difficulty: 83.3% found it was at the right level of difficulty
— Fairness: 80.3% rated this exercise as being good or very good

In addition, 89.3% of candidates agreed or strongly agreed that the familiarisation
material was useful, 94.5% agreed or strongly agreed that the instructions

were clear, 82.5% agreed or strongly agreed that staff were helpful and friendly
and 86% agreed or strongly agreed that the venue was suitable.

publicjobs.ie
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Stage 2 Elements \

 Key Achievement interview explored four key competencies, focusing on the
achievements of candidates in their career to date (35 minutes)

« Strategic Management Exercise (SME)
— Review of brief, create a presentation and written exercise (85 minutes)
— Presentation to and questioning by a 2 person assessor board (15 minutes)

* Quality Assurance processes; Information on scoring profiles within and across
boards shared and each board observed

publicjobs.ie




‘\o An tSeirbhis um Cheapachiin Phoibli
%, Public Appointments Service

Stage 2 Elements Contd. \

« 2 parallel versions of the Strategic Management Exercise were developed

e The Interview and SME scores were combined to form the order of merit for
Stage 2; weighting of 60% for Interview and 40% SME

 There was no pass mark for the SME

* When the interview and SME scores were combined and weighted, the top 9
candidates from each board progressed to Stage 3, except in cases where
smaller numbers had been seen by boards when the Top 8 or 7 progressed

« 22 x 2 person boards assessed the candidates at Stage 2 (11 Interview Boards
and 11 SME boards)

publicjobs.ie
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Candidate Feedback — Stage 2 —

« Based on feedback from 112 candidates:

» Strategic Management Exercise

— Relevance: 84.8% rated the test as good or very good
— Difficulty: 73% rated the test as good or very good
— Fairness: 59.2% rated this exercise as being good or very good

(33.9% rated the fairness as adequate, 6.8% as fair)
— Quality of questions 82.8% rated the questions as good or very good

« Key Achievement Interview
— Quality of questions: 75.5% rated the interview as good or very good
— Quality of board: 79.4% rated the board as good or very good

publicjobs.ie
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Stage 3 Elements - Group Exercise and Key Challenges Interview

+ Key Challenges Interview (45 minutes):

— Candidates were given a set of 3 challenges 7 days in advance of the interview and
on the day, were assigned one for a 10 minute address to the board

— Board questioned candidates on the specified challenge and the interview then
broadened to explore wider challenges facing Principal Officers
 Group Exercise
— 2 Parallel versions with assigned roles for each candidate
— 2 Group Exercises took place per day with 6 candidates per group (open + confined)

— Candidates reviewed the brief (10 minutes) and carried out meeting while observed
by assessors (50 minutes)

Weighting of 60% for interview and 40% for Group was used

publicjobs.ie
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Candidate Feedback — Stage 3 \

 Group Exercise

— Relevance: 73.6% rated the test as good or very good
— Difficulty: 62.3% rated the test as good or very good
— Fairness: 48.1% rated this exercise as being good or very good

(33.3% rated it as adequate and 12.96% as fair)
— Effectiveness 43.4% rated the group as good or very good
(28.3% rated it as adequate and 16.9% as fair)

 Key Challenges Interview

— Effectiveness of Board 93.2% rated the board as good or very good

— Quality of questions: 88.7% rated the interview as good or very good
— Effectiveness of interview:  83.7% rated the interview as good or very good
— Fairness of Interview: 84.1% rated the interview as good or very good

publicjobs.ie
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Relationships between different elements in process

Note: Restriction of range occurred in the data set as those achieving the
lowest mark at each stage did not progress to the next.

» Positive relationship between performance on the Critical
Analysis Test and performance on the presentation element of

the SME (.12)

» Positive relationship between performance on the Situational
Judgement Exercise and performance at Group Exercise (.21)
and PMDS rating (.13)

| publicjobs.ie
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Principal Officer Open Competition \

« Telephone Profiling Interview was introduced to produce a summary for the
interview board in advance of the interview — no marks were awarded

« Structured Interview was combination of Key Achievements and Key
Challenges; candidates asked to provide 3 key challenges rather than being
assigned them

« Candidates who had already completed the Strategic Management Exercise
and Group Exercise carried over their marks

« Weighting assigned was 50% for Interview, 25% for Group Exercise and 25%
for Strategic Management Exercise

» 37 candidates were placed on the open panel — an overall pass rate of 66%;
60% of Open Candidates and 69% of confined candidates were successful

» Average age of “Open” candidates 40.15; age of successful “Open”
candidates: 40.00

| publicjobs.ie
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Overall Feedback \

* New process adds value to the selection competition, allowing
candidates to demonstrate their skills across a range of exercises
rather than solely at interview

 Feedback from Board members was that less “very poor” candidates
presented than in previous years

« To date there has only been 1 appeal from this competition (Stage 2
Interview) and the candidate feedback has been positive

« Duration of the process was longer than expected

« Board members on the Group and Strategic Management Exercise
proposed that higher weightings be assigned to these elements

publicjobs.ie
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Follow up survey —

« While feedback was gathered from candidates after every element of the
process, a follow up survey on the Principal Officer will be shortly carried
out

« A telephone survey will be carried out on Open and Confined candidates
successful and unsuccessful at each stage of the process (Approx. 100)

« The information sought will include overall thoughts on the process, views
on whether their skills were assessed, areas where improvements could be
made etc

« The results of this survey, in addition to feedback already received from
relevant stakeholders, will feed into the 2009 Principal Officer selection
process

| publicjobs.ie
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Thank you
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Overview

. The PSC and the Canadian Context

Il. Competency-based human resource
management

lll. Talent Acquisition: Building the Right
Infrastructure

IVV. Managing Large Scale Recruitment
Processes
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The Public Service Commission (PSC)

» |ndependent agency reporting to Parliament

« PSC safeguards the integrity of staffing and
the political impartiality of the public service

* Protects the core values of merit and non-
partisanship and the use of both official
languages

 PSC has exclusive authority to make
appointments to and within the Public Service
and to identify appropriate assessment
methods

TheRIGHTchoice! & LeBONchoix! 3P 226



Our Staffing Context:

2010-2011

Size of the Public Service: 216,709 (core administration)

External Hires into the Public Service: 47,759

— Number of Applications received: 811,249

Internal staffing appointments: 57,871 (within and across PS)

Total PSC tests administered: 148,408

— For Internal and external appointments

TheRIGHTchoice! & LeBONchoix! 3P o



The PSC and Assessment

« Assessment is at the heart of MERIT and staffing values

* Personnel Psychology Centre supports the PSC'’s
mandate & Deputy Heads with

— Services and products that promote merit and staffing values
— Assessment expertise and advice

— Dissemination of assessment best practices (e.g. Guidelines for Assessing
Persons with Disabilities, Testing in the Public Service series)

Merit, Fairness, Access,
Transparency

Qualified and
Competent

Quality Publi i
Assessment & ublic Service

Best Practice

228
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PSC History of

Competency Development

« History of developing corporate, public service-wide

leadership competency profiles

— 1990 Profile of Public Service Leaders & Managers
— 1995 Wholistic Competency Profile Dictionary

— 1997 La Reléve Leadership Competency Profile

— 2005 Key Leadership Competency Profile

 The demands of public service leaders change over time
and leadership competency profiles need to evolve to take
Into account these changes

» Profiles developed based on research and broad
consultation with key stakeholders (ensuring buy-in at
senior levels is critical)

TheRIGHTchoice! & LeBONchoix! 3P s



PSC History of

Competency Development cont'd

» Corporate leadership profile in wide-spread use
across the federal public service

« EXxpresses leadership as a “role” and not a
“level”
— Leadership expressed at all levels

« Corporate profiles introduce many benefits to
the system

« PSC has also developed competency profiles for
various functional communities

— E.g. HR, Internal Audit, Finance, IT

TheRIGHTchoice! & LeBONchoix! 3P ”



Benefits of a

Corporate Leadership Competency Profile

« Starting point for generating other profiles

« Basis for government wide selection and development
programs

» Generates discussion about leadership and job
requirements at different levels

 Promotes competency-based HRM

* Provides a common language for leadership attributes and
Increases transparency

« Opportunity to highlight importance of certain competencies
— E.g. financial management / accountability

TheRIGHTchoice! & LeBONchoix! 3P -



Key Leadership Competencies

\

Values and | Management
Ethics Excellence

Strategic
Thinking

Engagement

SERVING DELIVERING MOBILIZING INNOVATING

Action
Management,
Integrity and People

Respect Management,
Financial
. Management

People,
Organizations,
and partners

Analysis and
Ideas

g

Each competency defined at 7 levels: from Deputy Minister to Individual Contributor

TheRIGHTchoice! & LeBONchoix! 3P s



Key Leadership Competency Profile (KLCP)

at the Behavioural Level

Each competency includes effective behavioural indicators at
each level and a set of ineffective behaviours relevant to all

levels

Director (Strateqgic Thinking) Director General (Strategic Thinking)

- Frames division direction with a thorough - Frames questions and analyses with a thorough
understanding of the directorate’s understanding of sectoral and policy issues
priorities - Conducts strategic analysis of trends within

- Identifies interdependencies in cross- directorate, organization, & external
functional projects environment

- Translates vision and policy into concrete - Translates vision and policy into concrete
work activities direction and plans

Strateqgic Thinking — Sample Ineffective Behaviours (All levels)

- Ignores new information or changing circumstances

- Fails to consider the impact of strategies on stakeholders and partners
- Depends on a narrow range of expertise and opinion

- Demonstrates insensitivity to national, regional or PS context

Link: http://www.tbs-sct.gc.ca/tal/kcl/intro-eng.asp

TheRIGHTchoice! & LeBONchoix! 3P »
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Impact / Use of KLCP

* Qualification standards for executives
* Performance management

« Selection and development programs
* Functional community profiles

* Departmental profiles

» Selection and development tools

* Course curriculum

» Talent Management

TheRIGHTchoice! & LeBONchoix! 3P s
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Considering the Right Infrastructure

for Large Scale Recruitment

People

— What specialists and expertise are needed for recruitment?

Tools

— Do I have the right assessment instruments?

Systems

— How do I leverage technology to create efficiencies?

Processes

— Do I have standardized procedures for staffing and
assessment?

TheRIGHTchoice! & LeBONchoix! 3P .



Infrastructure: People

Staffing Specialists Assessment Specialists

« Knowledge of public * Test development and test
sector staffing legislation administration expertise
and policies - Experience in competencies

« EXxperience in national and competency profile
recruitment campaigns development

 HR background * Professional I/O

- Expertise with E-staffing / psychologists with range of
screening tools backgrounds

* Expertise in e-testing

TheRIGHTchoice! & LeBONchoix! 3P s



Assessment Specialists:

The Personnel Psychology Centre (PPC)

« Centre of expertise in assessment for more than 40 years

130 employees
— Psychologists, Language Assessors, Test Support personnel

 Research and Development

— Implementing an innovation agenda focused on computer-generated
testing and unsupervised internet testing

 Test Consultation and Services

— Focused on e-testing and assessment accommodations for persons with
disabilities
« Assessment & Counselling Services

— Providing mandatory and optional tests and assessments for a wide range
of occupations and levels

— Providing counselling and coaching services for executives

TheRIGHTchoice! & LeBONchoix! 3P -



Infrastructure: Tools

Personnel Psychology Centre Tests

« Senior Management and Executives

— Assessment Centres Multiple USES
— Standardized reference checks

 Middle Managers

- Selection
— In-baskets
— Simulations - Development
 Entry Level - Identifying

— Paper & Pencil tests

— experience screens

— board Interviews

— Integration tools Retention and Layoff
« Second Language Evaluation

Potential

- Selection for

‘ Valid Reliable Cost-Effective Fair Defensible

TheRIGHTchoice! & LeBONchoix! 3P »




Infrastructure: Systems

Online
Applications

Advertising
Positions
On the Web

Effective,
Efficient,
Economical
Recruitment

TheRIGHTchoice! & LeBONchoix! 3P ”




Key PSC Systems

- JOBS.GC.CA

— Single window for Canadians to apply to federal public
service positions

 PSRS (Public Service Resourcing System)

— Primary national recruitment system behind job portal
JOBS.GC.CA

 OLTF (Online Testing Facility)

— E-testing: computer administered and computer scored
testing

See Annexes for more information

TheRIGHTchoice! & LeBONchoix! 3P -



Benefits of E-testing

For Hiring Manaqgers

Tests administered around the
world: no shipping needed

Results of tests can be
obtained within minutes

No copies of tests potentially
misplaced

— greater test security
Fewer resources required

— Tests ordered and
assigned to test takers in
minutes

— No test booklets to erase
by hand!

For candidates

No complicated computer skills
required

No cluttering the desk with test
booklets and no paper wasted
Time is kept by the computer

* test ends at same time for
everyone

e ensure fairness
No more ‘scannable’ forms or
“bubble sheets” to complete

« chance of errors reduced

TheRIGHTchoice! & LeBONchoix! 3P s



Infrastructure:

Standard Procedures

» Advertising jobs

Policies  Type of appointment process .
& Procedures BACESEEETY Faitr,
Defensible,
' Efficient
AUr}!for{p * Branding: common “look & ff ’
ppilication feel” .
Process » Transparency for applicants Cost Eff ectwe,
Candidate-friendly
. » Consistency across testing
Standardized EEELE Recruitment

Assessment B
 Valid, reliable test results

TheRIGHTchoice! & LeBONchoix! 3P »
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PSC’s Post Secondary

Recruitment Campaign (PSR)

Annual, national recruitment campaign for officer level
positions that provides economies of scale for federal public
service

2010-2011 PSR Facts and Fiqures

Applications: 40,213  PSC Tests administered: 35,070

Unique Applicants: 20,794  « Applicants Qualified for Career Streams: 10,716

Testing Sites: 70 « Applicants hired: 1,252

TheRIGHTchoice! & LeBONchoix! 3P -



Large Scale Recruitment

Processes: Benefits

* Tremendous economies of scale
« Common branding of the organization(s)

* |Increases mobility of resources
— Through standard minimum qualifications

 Facilitates HR planning for functional communities

* Job-seeker friendly
— Access, transparency

* Reach greater applicant pool

TheRIGHTchoice! & LeBONchoix! 3P -



Large Scale Recruitment Processes:

Considerations / Challenges

« Managing applicant volumes

— It helps if you have the infrastructure in place
* Online applications, e-screening and e-testing

— It helps if you have multiple screening strategies
» Application screening
« Self-screening mechanisms
» Test cut-off scores or “top-down” selection
« Multi-staged assessment
— Consider un-proctored testing
» Followed by supervised testing for those being appointed

TheRIGHTchoice! & LeBONchoix! 3P s



Large Scale Recruitment Processes:

Considerations / Challenges cont'd

e One size doesn't fit all

— It helps if you establish more specific streams where
appropriate

— Consider different options for pools
* Fully assessed, partially assessed, or non-assessed

* Manage applicant expectations about the number
of vacancies / appointments

* Have trained contingent work force ready

— It helps if you're ready to ramp up resources for peak
periods of the process

TheRIGHTchoice! & LeBONchoix! 3P -
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Future Challenges

* Enhancing test security
— Computer Generated Testing

« ‘Self-serve’ Assessment
— Self assessment & self-screening
— Un-proctored internet testing

« Assessing persons with disabilities
— Adapted formats

* Eliminating paper & pencil tests
— To enhance test security and reduce costs
* Increasing use of government wide recruitment

programs and collective staffing
— Changing departmental behaviour

TheRIGHTchoice! & LeBONchoix! 3P -



Final Comments

« Talent acquisition is becoming increasingly complex

— Younger generation has set the bar high in terms of expectations
related to opportunities for development, organization culture
etc.

— Need to bring together expertise in staffing, assessment and
systems to do recruitment right
« For applicants, the effectiveness and efficiency of the
recruitment process reflects on the organization as a
whole

« Essential to complement effective talent acquisition with
effective on-boarding practices
— Orientation, development, organizational culture and values

TheRIGHTchoice! & LeBONchoix! 3P -
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Our Staffing Context:

Canadian Characteristics

Vast and varied geography
— 10 provinces, 3 territories

Two official languages: English, French

Four employment equity groups

— Women, Visible Minorities, Persons with Disabilities,
Aboriginals

Delegated staffing system

— Deputy Heads responsible for hiring in their
organizations

— PSC accountable for system as a whole

TheRIGHTchoice! & LeBONchoix! 3P »



Staffing and Assessment Services Branch

(SASB)

« Committed to serving organizations in making the right

choice for their selection needs
— complementing services available within federal organizations
— offering a suite of integrated staffing and assessment services

— delivering a high performance e-staffing solution for internal and
external staffing across the federal public service

« Key to modernizing and renewing the public service in
our new delegated staffing environment
« Approximately 450 staff across the country; experts in

staffing and assessment

— Staffing Services — 7 regional offices
— E-Staffing — Business Development & Systems
— Assessment Services — Personnel Psychology Centre

TheRIGHTchoice! & LeBONchoix! 3P 55



Developing Quality Assessment Tools

 PPC tests developed by psychologists and measurement experts

— Developers hold masters or doctorate degrees in psychology and/or
measurement

 Development of standardized instruments is an intensive undertaking
— Requires team of developers
 Developers must ensure that PSC tests are valid, reliable and fair

— Validity — tests measure the constructed intended and the test results relate
to job performance

— Reliability — test results are consistent across test sessions and raters, as
appropriate

— Fairness — tests permit each test-taker an equal opportunity to demonstrate
their competencies

 Developers set out specifications for standardized scoring and
administration

— Establish appropriate usage groups
« Use an inclusive development approach

— Employment equity considered at all phases of test development, analysis
and review

TheRIGHTchoice! & LeBONchoix! 3P -



PSC’s JOBS .GC .CA

* Single window for Canadians
to apply to the Canadian
federal public service

e One common ‘look and feel’
for job advertisements

» Advanced search capacity
and “job alerts” for job seekers

* Ensures minimum standards
met for posting positions

TheRIGHTchoice! &3 LeBONchoix



PSC's E-Staffing :

Public Service Resourcing System (PSRS)

 The Public Service Resourcing System
(PSRS) is the primary national recruitment
system behind the federal government’s
primary job portal; Jobs.gc.ca

Screen Large Target the

« Using the PSRS as a model, the PSC is Volumes Right Fit

working to create an integrated staffing
solution for the federal public service.

« Through its electronic screening tools, the Communicate Produce
PSRS has a proven record of effective Effectively e

volume management and helping hiring
managers target the right fit in an external
appointment process. The PSRS is also
used to communicate with candidates, and
to produce reports.

TheRIGHTchoice! & LeBONchoix! 3P 258




E-testing

The Online Testing Facility (OLTF)

* Online platform in which electronic masters (e-master) of tests
are stored

* Orders for tests are electronically processed and copies of the e-
master sent to various test centres in minutes

* Candidates respond online and scoring is automated

* Online tests can be replaced or updated quickly with new
versions made available in a relatively short period of time

* Platform also used by clients to upload their departmental tests
* E.g. National Defence, Canada Revenue Agency, RCMP

TheRIGHTchoice! & LeBONchoix! 3P 56



Benefits of

Standardized Assessment

 Valid and reliable assessment results
— Equals higher quality selection decisions

« Comparability of test results across testing
sessions, across time, across processes

— Facilitates portability of assessment results

» Real and perceived fairness of testing
practices

— Means less vulnerable to formal and informal
complaints

TheRIGHTchoice! & LeBONchoix! 3P o0




PSC’s Post Secondary

Recruitment Campaign (PSR)

« Annual, national recruitment campaign for officer level
positions that provides economies of scale for federal public
service

« Establishes an inventory of qualified post-secondary
graduates for all federal pubic service departments

» Two types of inventories

— Career Choices: targeted opportunities for specific jobs or areas set
by departments

— Career Stream Inventories: broad range of opportunities aligned with
general occupational groups for year round hiring

TheRIGHTchoice! & LeBONchoix! 3P ”



An Integrated Leadership Assessment Model

Leadership Blind
ILAM enables effective talent Spots & Derailers

management, leadership
development and succession
planning within the federal
Public Service through the
assessment of characteristics of
individuals which bring about
performance at work.

Leader at
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The individual at work is best
understood as the result of...

Experience &
Knowledge
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Integrated Leadership Assessment Model

Is Longitudinal and Multi-Faceted

- Early intervention is critical

Organization is proactive in succession planning
Promotes meaningful dialogue with aspirants
Feedback is ongoing leading to effective career and organizational planning

» Multi-faceted approach is richer and more comprehensive

Feedback and guidance is based on rich information stemming from personality,
interest, competency and work experience

Promotes a more complete awareness of actual leadership potential and
weaknesses

Provides for focused learning
Promotes development for all, from leaders in the work unit to future executives

— Multi-faceted, early assessment maximizes ROI by fully exploiting
leadership development opportunities

TheRIGHTchoice! & LeBONchoix! 3P 253
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IPSAR Conference
Demonstrating Value to Stakeholders
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In the multilateral sector who are the
stakeholders?

* Member States

* Organizational leadership
 Budget departments

* Human Resources departments
* Hiring departments

* Hiring managers

|

Higfation for the Benefit of All



What is the end game?

Organizations strive to put the right person, in
the right position, in the right location, at the
right time, at the right cost.

How do we determine what the
right cost is?




What are the variables affecting
stakeholder thinking and decision making?

Contracting organizational budgets — so why invest in
recruitment?

Perceptions of certain types of recruitment being ‘too
expensive’ (recruitment firms, advertising)

Fallacy of the ‘one time’ recruitment cost, then no need for
further investment

Misnomer of ‘volume equals quality’

Failure to look beyond the offer of appointment, exacerbated
by separation of transactional and transformational elements
of Human Resources

Organizational positioning of SHRM
g aWorld on the Move for 60 Years
| =7 S




Why worry about the ‘business case’
for demonstrating value?

The two dangerous extremes that organizations
need to be cognizant of:

The MONUC syndrome ......
The WIPO syndrome ......




The hard facts on recruitment and
retention in the UNCS

|ICSC Survey commissioned in 2008 to look at
effectiveness of recruitment and retention
measures taken by United Nations Common
System organizations.

Higfation for the Benefit of All



Why do people join?
* Opportunity to use skills and competencies
* Opportunity to serve a good cause
* Opportunity to work in a multicultural environment
* Opportunity for professional growth

* The sense of belonging to a global organization
* Because it offered a sense of purpose

[low factors: salary, work/life balance, benefits]

Assisting a World on the Move for 60 Years
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Why do people stay?
Strong belief in goals and objectives of UNCS
Strong belief in mandate of organization
Opportunity to serve a good cause
Multicultural environment
Opportunity to use skills and competencies
Generally happy with job

Good relationship with colleagues

Asmstmg aWoHd on the Move fcr 60 Years )

Migration for the Benefit of All



Why do people leave, or want to
leave?

Overall, 41% of staff want to leave (20%) or are
undecided about wanting to leave (21%)

Poor opportunities for professional growth

No opportunity for promotion

Poor opportunities to use skills and competencies

No availability of leadership development programmes
Salary is too low

Not generally happy with job

Not enough benefits

Poor work/life balance measures
Assisting a World on the Move for 60 Years
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The business case for demonstrating
value — UNDP LEAD programme

Programme now 10 years old, open to under
35s, with academic, language and experience
assets

e 180 staff brought into the programme
* 93% retention

118 already in leadership positions

e Strong on meeting diversity targets.

Assisting a World on the Move for 60 Years




LEAD — Demonstrating value to
stakeholders

* Initial brief was for the best and the brightest that
could “fill a room’

e Last three cohorts was for the ‘best fit’ rather than
best and brightest, with the introduction of the
competency of ‘humility’.

* Average recruitment cost is 18K per LEAD with a
further 7k investment over the four years.

* On-boarding the same as any other staff member

Asmstmg aWoHd on the Move fcr 60 Years )

Migration for the Benefit of All



Lessons drawn from demonstrating

value to stakeholders
Organizational positioning of the strategic recruitment
function is critical

During times of austerity there is a need to be counter-
intuitive with investments in staffing

There is a direct correlation between resources
dedicated to staffing and quality of the final product

Strategic staffing requires organizations to look at the
skills and competencies needed on the horizon




Questions

Assmtln aWorld on the Move for 60 Years
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NHS Graduate Management Training
Scheme

Demonstrating a Return on Investment
and Added Value

John Boileau — Business Lead &
Programme Manager
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What we will cover

1. Background to the Scheme

2. The drivers for ROl and added value
3. How we are doing this

4. Next Steps (and Challenges)




NHS

Institute for Innovation
and Improvement

Aims and objectives of the scheme

 The scheme exists to recruit and
develop talented individuals who have

potential to become emerging leaders
within the NHS.

* Emerging leaders who are able to lead
for quality, productivity and innovation.



Institute for Innovation
and Improvement

Some facts and figures

* 1.3 million

* £100 billion

« 1958

* 15000 == 1000 ==> 500 == 150 to 250
* Two years

* Placements and Education

* Four specialisms



Institute for Innovation
and Improvement

© NHS Institute for Innovation and Improvement, 2011
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The aims and objectives of our ROl /
added value work

 To measure cost per hire, efficiency &
effectiveness of our processes

* To measure the progression of trainees
after the scheme

* To measure the impact on patient care



NHS

Institute for Innovation
and Improvement

Why ?

 Demonstrating that graduate trainees are
business critical to the NHS by measuring
trainee progression and their contribution to

efficiency savings and improving the quality
of patient care

— To secure future funding

— To demonstrate the purpose of the scheme
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How are we doing this?

1. To measure cost per hire, efficiency &

effectiveness of our processes

« = total cost of marketing, recruitment & on
boarding =— number of candidates

 BUT, this is only the beginning...
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How are we doing this?

2. To measure the progression of trainees
after completion of the scheme.

* Anecdotal information

« Anonymised Alumni data from the Electronic
Staff Record between 2003 and 2008.

* |[dentifying the retention rate and current salary
band of alumni from this timeframe.
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How are we doing this?

 To measure the impact on patient care

* Trainee case studies outlining work undertaken
during placements.

 Allowing us to measure both efficiency savings
& benefits to patients

« We can then calculate a ROl figure for that
trainee in that placement.
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Example 1 - David

© NHS Institute for Innovation and Improvement, 2011
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Example 2 - Sam

* A 2009 General Management Trainee saved her first placement
organisation in the region of £100k by establishing a system to
ensure that staffing falls with budget. Sam did this by developing
a system to match agency, bank and overtime usage to unfilled
shifts and the reasons for gaps in shifts were documented,
recorded and audited. In the previous year, the unit
was overspent on staffing by £200k. Following the
implementation of Sam’s work, the unit was within budget.

* Return on Investment in this 9 month placement is
approximately £ 74,000.

© NHS Institute for Innovation and Improvement, 2011
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ROI methodology

. Value Over how .
Whose idea? Graduate Attribution
created long?
Would
Someone anyone else N No Remove set
else have done up costs
it?
Yes Length of project in

i relation to length
of placement
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sooner?
v
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i for length of project

No sooner

‘Deadweight’ salary
band for length of
project + how much
sooner delivered

Take away
management
costs

Value

added

© NHS Institute for Innovation and Improvement, 2011
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Current / Next Steps (also challenges)

 Embedding the approach with trainees and
Placement Managers — 2011 intake onwards

 Embedding the approach across all
organisations that will host a trainees

* Review the qualitative data and quantitative
information to produce an overall scheme
ROI figure

 Benchmark fast track trainees against
graduates and non graduates
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Thank you

john.boileau@institute.nhs.uk
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