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• Fully Virtual

• Engaging & immersive user 
experience

• Highly configurable

• Based on latest technologies 
for AI and machine learning

• Proven to predict 
performance

• Solid scientific basis

• Accurate

• Design specifically for 
online delivery

Introducing Sova



Unified Assessment Platform
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Recent projects
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The corona class of 2020
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• Governments across the globe have announced stimulus 
plans amounting to $10.6 trillion

• 94% of businesses in the UK seeking support from the 
Government

• 27% of the working population have been furloughed and 
49% of those working are doing so from home.

• Unemployment has already increased to 2.8 million, or 7.5% 
of the working population in the UK



Student labour market

ISE Employer Survey 2020

Organisations recruiting:

• 12% less graduates than they were going 

to before the Covid-19 crisis;

• 32% less apprentices and school leavers 

• 40% less interns and placement students

• Clear difference between the effects on 

smaller and larger businesses with larger 

businesses more resilient

• Significant sector differences
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• A fully virtual recruitment and assessment 

process is now tried and tested. Not just for 

high volume roles, but for all levels in the 

organisation.

• Managing high volumes of applications will 

be an issue as unemployment rate rise.

• HR functions are thinking about how they 

digitise talent management – recruitment, 

onboarding, succession planning, internal 

mobility

• Early career recruitment is going ahead, 

albeit at a reduced rate. 

• ‘Contact-free economy’ will challenge 

organisations to adapt and pivot at pace.

Virtual becomes the ‘new normal’
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Latest data from the ONS:

• Black unemployment is consistently 2-2.5x higher than 

White, 

• Over 50% higher than BAME overall

• The difference is more significant for male compared to 

female, but both are consistently over 2x higher 

compared to White

• The unemployment rate for Black males has increased 

substantially over the last two years after having 

improved quite a bit in 2017/18. 

• The unemployment rate for Black candidates was 

particularly high during the recession following the 

global financial crisis

This indicates:

a) consistent and systemic disadvantage that has not been 

successfully addressed at a national level 

b) looking at the last recession, it can be expected that the 

recessionary effect of Covid19 has the potential to make 

matters worse in the near term.

Black Lives Matter: UK unemployment data
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ISE data: Annual Student Recruitment Survey

Are definitions of 
diversity too high
level?
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Challenges facing recruiters

Candidate experience

Virtualisation Diversity & inclusion

Connected data 
insights

Value & cost-efficiency

Precision 
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As applicant volumes are increase, organisations may be tempted to deploy 

‘blunt’, low validity screening measures which carry a high risk of bias. 

• Russell Group only

• Previous experience of…

• Degree classification

• ‘Refer a friend’

• Narrow screening tools e.g. cognitive assessment 

• Over-reliance on unstructured final or telephone interviews 

Increased risk of bias
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Legacy approaches to assessing emerging talent

CHALLENGES OF

TRADITIONAL

ASSESSMENT

FRAGMENTED
VIEW

OUTDATED
COMPETENCIES

LITTLE
REALISTIC
PREVIEW

TIME
CONSUMING

NARROW
SCREENING

LACKS 
DEMOGRAPHIC & 

COGNITIVE 
DIVERSITY

NOT
ENGAGING

DISJOINTED
TECHNOLOGY
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What does a fully 

virtual, joined-up, 

engaging candidate 

experience look like?
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Online Demo
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Administration & scheduling 
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Assessment centre schedule is automatically distributed to 
Assessors and Candidates with secure links to virtual rooms to 

ensure everyone is in the right place at the right time.

Consider the complexity of your existing Assessment Centres. 
As an example, assessing 12 candidates for an interview, role 
play and group exercise would require 27 separate activities.
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Clear candidate briefing

Welcome and instructional video sent to candidates pre-virtual assessment 
centre, so they know what to expect and how to prepare
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Wash Up session & online dashboards

Data collated online to 
provide an instant 

overview of scores and 
group level data to 
inform the decision 

making process.
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Reporting

Assessor / Internal ReportingCandidate Feedback Reports
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All scores and notes are used to produce an 
automated candidate or assessor report. 
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Client and candidate experience

Candidate feedback

• “I loved the way I discovered the best of my potential.”

• “It makes more sense than other assessments I have 

experienced. I found it much more relevant than many 

others.”

30

“The results confirm that the new assessments provide a 
predictive and efficient method of successfully identifying strong 
candidates early in the recruitment process.  I look forward to 
seeing the longer term impact on quality of hire, attrition, hiring 
manager satisfaction and candidate experience.”

Resourcing Strategy & 
Innovation Lead

“Our Partners are responsible for delivering an outstanding customer 

experience in our John Lewis stores and Waitrose supermarkets, so 

it’s critical that we make the right decisions throughout the 

recruitment process. We also understand the importance of the 

candidate experience, so we’ve taken care to look after our 

applicants with the same commitment we give to our customers.”

Laura Page, Resourcing 
Development Manager

• “A diverse and engaging 

experience which 

allowed me to showcase 

different skills.”

• “The assessment gave 

me the first picture 

about the organisation.”

Candidate Feedback

92%
I found this 
assessment 
engaging

90%
The assessment 
questions and 
instructions were 
easy to follow

82%
The assessment 
content was 
relevant

90%
The assessment experience 
gave me a positive impression 
of the organisation I have 
applied to work for.
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How do you design and 

optimise an assessment 

process that is fair in terms 

of diversity, inclusion, and 

social mobility?
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The Indifference Gap – Binna Kandola

• Minority names less likely 
to be shortlisted

• Research replicated all 
over the world and over 
time

• To equalise the data, 
minority candidate needed 
to have 8 years more 
experience

• Ethnic minorities 
(Bangladeshi, Pakistani, 
African, Caribbean) in the 
UK earn around 10 per 
cent less than white 
workers.

• Less likely to be employed 
six months after 
graduating

• 3.5 years post-graduation 
gap is larger

• Indicates a lack of 
progression compared to 
white peers. 

Impact of everyday racism at work -
isolation, undermines motivation, impact on 
belonging and self-belief

Public Health England: excess Covid BAME deaths 
• 4 x higher black males
• 3 x higher Asian males
• 3 x higher Black females
• 2.4 high Asian females
• 2 x higher white males
• 1.6 higher white females

Why? Socio-economic factors and health inequalities are key

Micro-incivilities: the kinds of daily 
commonplace behaviours or aspects of an 
environment which signal, wittingly or 
unwittingly, to members of out groups that they 
do not belong or are not welcome’
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Addressing diversity beyond the 4/5ths rule 

Methodology
Content 
Creation

Monitor Optimise
End to end 
analytics 

Combination of 
Situational 
Judgement, 

Personality & 
Cognitive

Bespoke rather 
than off-the-

shelf

Job Analysis

Diversity 
reviews

Video content

Time recorded

Trial & Pilot

Review 
adverse impact 

post go live

Real time 
detection

Item analysis

Content 
updates 

Apply 
weightings

Review AI at 
every stage

Leverage final 
stage interview 

and 
Assessment 
Centre data 

Optimise

Item analysis

Content 
updates 

Apply 
weightings



Joined up data insights
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The ‘machine learning’

• Many different options are considered e.g. 

• Identify source of adverse impact

• Removing specific item or competencies 

entirely

• Removing the ‘worst’ competencies only

• Reducing the weighting on ‘problem’ 

competencies

• Every iterations considers: 

• What will the new score be for anyone in the 

sample? 

• If we set the pass mark at ‘X’, would that be 

disadvantaging any one group? 

• If we increase the pass mark by X%, what 

impact would it have? 

Finding the optimal solution when 

addressing Adverse Impact



How do you predict the 
unpredictable?
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✓ Conscientious

✓ Goal-oriented

✓ Professional

✓ Values planning

✓ Hardworking and committed

✓ Career driven

Meet Jack…

Just the kind of high performer we 
need?
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✓ Highly adaptable

✓ Purposeful, cares about the ‘why’

✓ Gets stuck in and takes risks

✓ Builds rapport quickly with others

✓ Uses judgment, needs less direction

✓ Values pace and impact

Meet Zoe…

Just the kind of high performer we 
need?

An agile workforce is now a ‘must have’ for organisations
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Three key ingredients for emerging talent
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Doing more with less



How efficient and effective is your hiring funnel?

FINAL ASSESSMENT

550

TELEPHONE SCREEN

2250

COGNITIVE SCREEN

3150

SITUATIONAL JUDGMENT

4500

SCREENING QUESTIONS

5000

200 HIRES

TRADITIONAL

BUSINESS 
INTERVIEW(S)

700

RECRUITER SCREEN

1400

CV SCREEN

3500

APPLY

5000

200 HIRES

MANUAL
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• Incremental changes are not enough in the 

emerging environment

• Using technology to reduce administrative load 

of processing and scheduling

• More effective up front whole-person screening 

to improve quality of talent progressed to end 

stage assessment

• Seamless candidate experience in contrast to 

disjointed traditional approach

• Unified approach delivers connected insights 

throughout the process

• Delivers on D&I, candidate experience, cost-

saving and efficiency

Transformational approach

FINAL VIRTUAL 
ASSESSMENT

360

VIDEO 
INTERVIEW

1800

BLENDED ASSESSMENT

4500

SCREENING QUESTIONS

5000

200
HIRES
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Efficient screening

• Remove time spent sifting CVs

• Quickly identify those who are the best ‘fit’ and 

improve final stage conversion ratios 

• Accurately identify 80-90% of high performers

• Don’t compromise on Diversity 

Virtual end stage assessment

• Reduce admin time by up to 50% e.g. via simple 

scheduling 

• Travel, venue and printing costs

• Reduce manager time spent scoring and 

reporting by up to 30%

• Automated feedback

• Cost & time to hire reduced 

Transformational improvement with over 30% savings

Illustrative comparison

TRADITIONAL 
APPROACH

SOVA

Total hours spent 2205 1530

Total cost £177,500 £113,000

Accuracy at 
predicting high 
performance Vs. 
Interview only

2-2.5 x 3-3.5 x

D&I adverse 
impact

4/5ths pass rate Minimal

Candidate 
experience

Can appear CLUNKY SEAMLESS and UNIFIED

Drop off 
rates 30% 8%

Time 
to hire 6 WEEKS 2-3 WEEKS

Sifting rate
Lower 
at each stage

Higher 
at each stage

Final assessment 
conversion rate 30-40% 50-75%



Efficiency

Demonstrable Business Outcomes

Reduced cost by

over 30%

Improved final stage conversion ratio 
from 1:3 to 2:3

Diversity & Inclusion

Inclusive intake:
50/50 gender balance achieved

Demonstrated balanced selection 
by gender and ethnicity

Prediction

Accurately identifying 
89% of high performers

2x better at identifying 
high potential candidates

Candidate Experience

92% of candidates 
find process engaging  

Completion rate up 68% and 
time to hire reduced from 
11 to <2 days
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• Spotlight session – opportunity to discuss your specific challenges in relation to 

selecting and assessing emerging talent in your organisation.

• Future Talent Taskforce Group - invitation to join a series of digital roundtable 

discussions examining different aspects of recruiting and developing emerging 

talent. Opportunity to share experiences, learn about data-driven hiring, diversity, 

candidate experience, future skills and the latest assessment technology.

• Webinar recording and slides will be shared with all attendees. 

Summary



Questions 


