VIDEO KILLED THE RADIO STAR







We support employers and candidates with a
better match by adding personality to the CV
at the start of the selection process on our
award-winning video recruitment platform.



/5 percent of senior executives
watches work-related video on
business-related websites every

week. Over 50 percent views
work-related video content on
YouTube (Source: Forbes)
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ON NOW









Trend #3
VIDEO = MOBILE
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Trend #4
AUTMATION



I Bring on the personal trainers

Probability that computerisation will lead to job
losses within the next two decades, 2013

(1=certain)
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Source: “The Future of Employment: How Susceptible are
Jobs to Computerisation?” by C.Frey and M.Osborne (2013)



8.520.000 new hires
in EU26 (Q2 2013) of
which 50% was under
the age of 30
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HIGHLIGHTS

VACANCIES: Hesitant increases in Portugal and
Spain

Tata: jeb vacarcies n the secand quarter of 2013 (2.1
millicer for 19 EU countries) were 3 per cert below

the carresponding quarter af 2012, The PES vacancy
irflaw declired by just 1 per cent {28 EU counl-es).
Beth tetal vacarcies ard PES vacarcy nflow ircreasec
ir Pc-tugal ard Saan. This was offset by cecines in
Cesrrary, the Nelres.ands and some other countries
In ke five countries cavered, temparasy wark agency
vacarcies (Randstad) up Lo Septenier contirued La
gecline year-on-year in the five countries cavered, but
ir Spair 11ey increased n Cctober 2013

Roead move on poge 3

HIRINGS AND JOB PROSPECTS: Still worst in
Southern Europe despite recent improvements
EVU27 hirings lell by 4 per cant between the secend
guarters af 2022 and 2013 despte relatively high
ircreases of 27 per cent in Creatia ard Greece. The
ratio af uremaloyer 1o krings increased frem 2.5

te 2.7 irdicatirg wersenirg jeb prosaects overal.
Develcpmerts varied strangly bat the ratiss remained
le'west 'n the rorth and west of Eurcpe, anc highest in
the sault ard east of Zuroge.

Read move on poge 7

OCCUPATIONAL DEMAND: Decline in medium
skilled jobs

Hirirgs were dewn ir rrost accupaticnal greups excepl
elerrertary ocugators. The highest ircreases ir
ermplayees were mostly in high-skilled jebs ir teackng,
ICT and fAinance, but the highest increases ir hirings
irwvolver a rrix of jobs. Cccupations with strorg growth
ir beth emplayees and hirings included ‘personal core
warkers in heolth seraces”. Acress Eurcpe, PES vacancy
irflaw inZreased mest n lew 10 mic skilied jobs, bat
.50 ir 1ealth care re.ated jobs.

Roead move on poge 12

EDUCATIONAL DEMAND: Hirings declined at all
educational levels

The strengest decling in firirgs (dawn by -8 aer
cert) was among law educated warkers, especally
ir Greece, Partugal and Spain where they feom the

Sacial Europe

largest accupatisnal greua in Rirings.
Rewd move on poge 20

SOUTHERN EUROPE: Increasing hirings of
qualified workers in low-skilled jobs

Recernt dewvelaperents suggest that in Scuthern Eurcpe
& recevery is egirning s emerge anc 1S rrairly
beirg c-wen by the arivate sectes, and partculasy

the trade sector ir 2c-tugal. Bul in gereral ne single
prvate sector was clearly offering the best prospects
for job creation, athcugh cemnant n bealth care

has censstently grawn as in the rest of Europe, n
partici.ar for ‘personal core workers v Heolth servces’
in Italy. For yeurg peaspe geneal measures that help
recruitnert nte skilled jobs may be mare benefcial

in avercerrng the high reliance of yeurg werkess on
eamnentary jabs, wailing in restau-arts or assistance
in shops, esaecially for those with rredium educatonal
level wha tenc 1o cut-crowt the ower educatec.

Rewd move on poge 21

+ TC? 10 emplayee growth per cauntry or page 27
+ TC? 5 grawth PZS inflaw per country o1 page 34
+ TC? S in ELRZS Job Mcbility Partal cn page 36

Top 5 growth occupations (employees)

+ Primary school and early childhood teachers

+ Software and applications developers and analysts
+ Finance professionals

+ Persanal care warkers in health services

« Legal, social and religious assaciate prefessionals

Top 5 growth occupations (hirings)

+ Refuse warkers

« Heavy trutk and bus drivers

« Agricultural, forestry and fishery labourers
+ Personal care workers in health services

« Cocks

PES Top 5 growth occupations (vacancy inflow)*
+ Mining and censtructicn labourers

« Other elementary warkers

« Creative and performing artists

« Personal care warkers in health services

« Agricultural, forestry and fishery labourers

*9 countries using ISCO-08




+ Part-time work
+ Flexible and temporary contracts

+ Shorter employment periods

= Ever more job interviews



300

250

200

150

100

50

Chart 4: Development of job vacancies in temporary work agencies (Randstad)
Index, January 2009 - October 2013, January 2009 = 100
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Source: Randstad (5 countries). The index is based on the number of open vacancies published by the subsidiaries of the Randstad Group
on the internet. Randstad only publishes job vacancies that cannot be filled directly from the available pool of candidates. The figures
are based on daily measurements of the number of open job vacancies.

Number of Randstad vacancies October 2013: France: 5,950; Germany: 7,611; the Netherlands: 3,064; Spain: 1,121;

the United Kingdom: 5,955.

For Spain, January and February 2013 were left out due to extremely low values.
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In 2012, more then 15 Million people employed within
the EU were foreign nationals. That is 7.1 % of all
people employed. 43.4 % is an EU citizen and 56.6 % is
a hon-EU citizen.

Source: Eurostat
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Figure 3: Share of foreigners in the total employed
population, 2012
Source: Eurostat (Ifsa_egan) &
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Employers are taking their time to hire.

Average interview processes have grown by 3.3 to 3.7 days since 2009 and Europe is especially lagging.
Traditional interview types (telephone, panel and one-on-one interviews) only add to interview process times.
On average between 4 and 8 days each. (Glassdoor, June 2015)

Die durchschnittliche Dauer von Bewerbungsverfahren
im internationalen Vergleich
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Quelle: Glassdoor Economic Research, Zeitraum der Datenerhebung 1. Januar 202014 bis 31 Dezember 2014.



Over 40 percent of hiring managers find it hard to allocate time in
their daily schedule for job interviews.

75 percent of hiring managers admit to the fact that their lack of
time has resulted in significant delays in the recruitment process.
(Research now, 2013).



When candidates can choose between
multiple employers 76% selects the
employer where they can be interviewed
the earliest. Four out of Ten applicants
has had the experience of aborting an
application process because another
process was faster.













“I am very happy with this

“I have to really say I enjoyed it, it application and enjoyed very much
puts interview in a different using it. Congrats to the
perspective and makes them fun.” development team!”

“This was a pretty nifty way of
doing an interview. Very clear
instructions and clutter-free

interface. Kudos!”
“Love the tool! | really like the

flexibility of choosing when,
where to record my answers. |
would definitely recommend to
my organization.”

“I absolutely loved this method of
interview, far more so than the
regular interview structure one
would see in many businesses.”



Figure 6 A majority of recruiters has regretted a job
interview before it started (One Poll, 2012)

Have you ever invited candidate(s) to your office for a first
round interview based on their CV and on meeting them,
thought: “Why did | invite you?” before the interview even

started?
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¥ Sometimes 53,20%
B Often 23,80%

B Regularly 0,5%
B Never 12,20%
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Journal of Personality and Social Psychology Copyright 1993 by the American Psychological Association, Inc.
1993, Vol. 64, No. 3, 431-441 0022-3514/93/$3.00

Half a Minute; Predicting Teacher Evaluations From Thin Slices of
Nonverbal Behavior and Physical Attractiveness

Nalini Ambady and Robert Rosenthal

The accuracy of strangers’ consensual judgments of personality based on “thin slices” of targets’
nonverbal behavior were examined in relation to an ecologically valid criterion variable. In the ist
study, consensual judgments of college teachers’ molar nonverbal behavior based on very brief
(under 30 s) silent video clips significantly predicted global end-of-semester student evaluations of
teachers. In the 2nd study, similar judgments predicted a principal’s ratings of high school teachers.
In the 3rd study, ratings of even thinner slices (6-s and 15-s clips) were strongly related to the
criterion variables. Ratings of specific micrononverbal behaviors and ratings of teachers’ physical
attractiveness were not as strongly related to the criterion variable. These findings have important
implications for the areas of personality judgment, impression formation, and nonverbal behavior.

The ability to form impressions of others is a critical human skill. “This remarkable capacity we
possess to understand something of the character of another person, to form a conception of him as
a human being.... with particular characteristics forming a distinct individuality is a precondition of
social life” (Asch, 1946, p. 258)

Source: Journal of Personality and Social Psychology, 1993






Best-in-Class companies are 61% more
likely to use video tools for interviewing Companies that use

candidates as compared their All Others.

video interviewing

improved their time to
hire by 60%.

With video interviewing tools in place,
companies are 2.7 times more likely to

improve (reduce) their cost per hire as
compared to companies without such

tools in place.

Aberdeen, Talent Acquisition 2014:
Reverse the Regressive Curse (June 2014)
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Video Pitch

Automated

Live Interview

* Replaces motivation letter
* Available in the application form
* Junior and volume roles

* Replaces phone screen
* Often used after CV selection
* Entry-level to Mid-Career

* Replaces 1st interview on-site
* |Interacton focussed
e Mid-Career to Senior-Level



efficiency high

Low

low

Automated

Interaction

On-site



TRADITIONAL
RECRUITMENT
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Vacancies Interviews

Live sessions
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Completed Interviews

34

B Srowser i Moble

Feedback Submitted

22

Candidates submitted
feedback

Started Rate

75%

Of 265 total interviews have been
started

Heatmap

Active Templates

I Pich B Auvtomated ] Live

Reviewers Invited

95

Number of invitations sent to
reviewers

Interviews Shared

131

Number of interviews shared
axternally

Completed Rate

83%

Of 200 total interviews have been
completed

Average Rating

. 0. & & ks

Reviews Received

89

Number of received
reviews

Average Duration

00:03:01

The average duration of the recorded

content

Interview Funnel
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I Completed

Templates Created
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Number of templates created
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Template Top List

Shop manager

Finance traineeship

Project Manager

Business Development Analyst

Account Manager

Recruiter Top List

Peter van Viiet
Moniek Bouwer
Albert van Belzren
Barbara Tulp

Sander Rijlen

s§’
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Questions Top List

Why are you looking for a new job?
Why do you want to work here?

What motivates you?

Where do you see yourself 5 years from now?

What makes you the best candidate for this position?
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e Since early 2014
European Stability Mechanism * Need for a fair and efficient process

H 5 rn  Replacing telephone screening
 Primarily automated interviews

S  Across all job groups

e Usage driven by hiring manager demand




e Oktober 2014

e Combination with e-assessments
* Traineeship program

e 450 interviews in one day
 Candidates accross the globe

e Easy comparison and selection

Ministry of Foreign Affairs




e Research and Documentation Directorate

* 6 competitions /2 grades

e Application deadline March 31st, 2015
eu e Remote structured interview
carecrs  French language skills
* Linked to interview at assessment centre
e Assess competencies in the field of law
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search, index and match
pased on spoken content



CLEARWATER

Personal Behavior Analysis

Profiel

Kandidaat is sterk gericht
op analyse en correctheid
van procedures. Creéert
vanuit de logische
redenalie en systematiseert
korte en lange termijn
doelen.

Eigenschappen

Analytisch

Structureert zorgvuldig

Logisch redenerend

Scherp op zviverheid van procedures
Goede luisteraar

Creatief

Incasseert (te) lang

Routine

Zorgvuldig plannen en systematiseren op een
creatieve manier.

Kerncompetentie

Managen van inhoudelijke processen
Effectieve oplossingen

Analyse en onderzoek

Combinatie creativiteit en oplossing
Komt afspraken na

Aandachtspunten

Te veel ratio
Relatie tussen mens en functionaris
De “(on)juiste” benadering

Primair, secundair
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Samenwerking

Deze creatieve analyticus hecht waarde aan een goede taakverdeling en overzichtelijke werkprocessen die tot
goede prestaties leiden. Richt zich op feiten in communicatie. Heeft een sterke discipline en een hoge arbeidsethos.
Houdt zich aan de regels. Heeft een “procedureel” oog voor de mens achter de functionaris. Loyaal aan mensen die
vertrouwd worden.

Invioed

Kandidaat leidt door te helpen met overzicht te bieden en zich codperatief op te stellen. In (macht)strijd is de neiging
sterk mee te gaan.

Verandering
Kandidaat zorgt tijdens veranderingen voor overzicht en dat processen er omheen inhoudelijk kloppen. Blijft
afwegen om tot een goede prestatie te komen.

Conflict

Kandidaat is van nature een goede luisteraar. Bij gebrek aan voorspelbaarheid van anderen leidt dit tot negatief
oordelen en in het viterste worden officiéle kanalen overwogen. Waarheid gaat boven diplomatie. Weerstand neemt
toe wanneer anderen openheid over persoonlijke overwegingen geven. Hoezeer deze ook relevant zijn in de
situatie.

Probleemoplossend vermogen
Lost het probleem op door de actualiteit in kaart te brengen met de voor- en nadelen zowel voor het werk als de
werkomgeving.

Perceptie en omgeving
Analyse Resultaat Visie
Kandidaat ziet gelijkgestemde Kandidaat ervaart prestatie Kandidaat ervaart visie

analytisch georiénteerde collega’s
als correct.

Kandidaat wordt vice versa gezien
als consequent, zorgvuldig en
betrouwbaar maar ook als
bureaucratisch en voorspelbaar.

georiénteerde collega's als tempo
makers maar ook als roekeloze
regelovertreders.

Kandidaat wordt vice versa gezien
als saai en een zekerheidszoeker.

georiénteerde collega's als weinig
concreet en niet realistisch.

Kandidaat wordt vice versa ervaren
als weinig empathisch en

mechanisch.

e-assessment based on video
face analysis
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