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1995 is calling 
    and it wants 
     its voicemail  
    back.

REASON

#5

     Find your reason 
    to rethink reference checking:
skillsurvey.com/reasons



Get a  
demo 
today. 

www.skillsurvey.com

Automate:
- Candidate Experience  
   Surveys
- Onboarding Feedback
- Supervisor Feedback
- Engagement/Pulse Surveys
- Exit Surveys 

                         and more...

 New hires start off  

EXCITED...

 Now you  
 can find out  

WHY.
Post-Hire  

 ...but then 
     something 
  happens.



ll Illustrations and diagram design
ll Photo manipulation
ll Event graphics
ll Logo and identity design
ll Advertising and editorial design
ll Collateral design
ll Catalog design 
ll Postcard and greeting card design
ll Business card design
ll Infographics development
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ll Photo manipulation
ll Event graphics
ll Logo and identity design
ll Advertising and editorial design
ll Collateral design
ll Catalog design 
ll Postcard and greeting card design
ll Business card design
ll Infographics development



Her CV didn’t mention her ability  
to inspire students. 
But you found out before you hired her.
Your faculty drives the success of your institution. See how deans,  
selection committees, and hiring managers at the University of Colorado - 
Colorado Springs are getting deep insights that matter with online  
reference checking. 

Find out how: 
www.skillsurvey.com/resource/uccs-case-study/

— Deliver better hiring with digital  
reference checks 

— Automate feedback on your 
candidate  and employee 
experiences

— Check-in on onboarding,  
30/60/90 days, supervisor 
satisfaction and employee exit

Measure  
What Matters
Gain rich analytics throughout the  
talent lifecycle to build exceptional talent  
experiences with SkillSurvey.

Consolidate recruiting, 
onboarding, engagement and 
exit interview data in a single 
platform with SkillSurvey.

Learn more:
SkillSurvey.com



SkillSurvey®, SkillSurvey Reference®, and Pre-Hire 360® are registered trademarks of SkillSurvey Inc.  
SkillSurvey Reference is a patented solution. For more information see www.skillsurvey.com/patents.

CST-002 - Clemson University Case Study  
Page 1 of 2  CST-002-10-17-22

SkillSurvey.com      1 (877) 976-8005

Finding the best 
candidates quicker
The Goal
Clemson University consistently ranks near the top  
among national public universities by U.S. News & World 
Report. The first-rate faculty and staff recruited by the 
university are key to continuing to build Clemson’s stellar 
brand.

The Challenge
Good talent moves quickly, but Clemson’s reference 
checking and interview processes were slow. Most 
references weren’t available by phone; others only 
confirmed employment dates. Sometimes, the hiring 
managers did not complete reference checking. Other 
times, they made reference calls after an offer was made.

Clemson’s director of talent acquisition said, “Our 
reference checking and internal review processes were 
extremely long. It could take months, sometimes longer, 
to get a candidate in place.”

Asking candidates to provide written reference letters 
improved the process in some ways, but some content 
was questionable. Signatures could have been forged, 
or a reference might not have read the document 
closely before signing. There were too many questions 
in the minds of the talent acquisition staff. And a lack 
of standard reference forms and guidelines for storing 
information was a potential legal concern.

$1M in potential  
turnover costs saved 
in just one year

Selection committees 
have tools to conduct 
consistent and 
compliant interviews

Lead time was 
shortened by  
13 weeks

90% less time 
checking  
references

Over 400 passive 
candidates have 
opted-in to Clemson’s 
passive talent network

More than  
4 references 
responding per 
candidate

CUSTOMER  
SUCCESS  

STORY

PRF-059 - Post-Hire - Onboarding Experience 
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SkillSurvey.com      1 (877) 976-8005

SkillSurvey®, SkillSurvey Reference®, SkillSurvey Source®, and Pre-Hire 360® are registered trademarks of SkillSurvey Inc. SkillSurvey Post-Hire™  
is a trademark of SkillSurvey, Inc. SkillSurvey Reference is a patented solution. For more information see www.skillsurvey.com/patents

SkillSurvey Post-Hire™ 
Visit us at SkillSurvey.com/post-hire  
to learn more or request a demo. 

Focus on early tenure experiences

Insights to create positive and equitable brand experiences for new hire success

SkillSurvey Post-Hire™  
Employee Onboarding Experience

What’s included:
 —  Best practice survey designed by  

our I/O Psychology team
 —  Survey can be sent out 30, 60 or  

90 days after start date
 — Add custom questions that fit  

your needs
 —  Detailed analytics on the new hire  

onboarding experience. Drill-down  
by division, dept, employee type,  
and more

 —  On–demand training videos
 — Ready to use day #1

Real-time analytics to optimize 
onboarding programs

Review what new hires liked most, and what 
they suggested for improvement

Check ratings across the organization and by 
work location: remote, hybrid, onsite

Scan time trends on onboarding satisfaction, 
to see impact from process adjustments

Explore patterns and trends

Organizations with strong onboarding  
programs improve new hire retention by 82%.

-Glassdoor

Improvement Suggestions

“I feel that more time could have been spent with 
a mentor - someone to help me navigate all the 
software and to answer my questions.”

Employee Onboarding Experience Survey

Employee Onboarding Experience

Do they feel part 
of the team?



WHITEPAPER:

Eight Ways to 
Transform 
Sourcing WHT-032 - Eight Ways to Transform Sourcing 

Page 5 of 6  WHT-032-06-24-22

SkillSurvey.com      1 (877) 976-8005

As our digital footprints continue to expand, smart sourcing experts are reaching beyond LinkedIn, Facebook, 
and Twitter to surface potential candidates. Where are they looking? All databases are up for grabs. 
Instagram is leading the way, with 31% of job seekers reporting they’ve found a job through that network4  
Tiktock is emerging as well. But there are more options. Looking for adventurous people willing to take 
risks? Try an x-ray search on travel sites, Youtube channels or discussion boards such as Reddit. A good 
rule of thumb is to have a presence on whatever database you’re exploring. Just remember, you’re building 
relationships, not hunting down elusive prey.

7. Make your passive sourcing active.
Let’s get beyond the either/or proposition that active job seekers and passive candidates are somehow 
intrinsically different. Instead, let’s make a bold assumption: that they are people who just happen to be at 
different points on the employment lifecycle. Current studies show some Sixty-five percent5 of employees are 
actively searching for new roles, with many more considering new opportunities.6 How does that change the 
calculus?

First and foremost, it suggests that “talent” shouldn’t be confused with “status.” Second, it suggests that 
your sourcing strategies need to embrace people on all points of the employment lifecycle to be effective. 
And third, it points to the importance of broad, reliable networks of knowledgeable people whose referrals, 
references, and associations matter. Keeping the talent pipeline full should be at the top of every sourcing 
professional’s to do list. Maximizing the potential of every connection makes that task a whole lot easier.

8. Build and nurture a talent community.
Creative sourcing professionals know they need to make use of every tool in the toolkit to identify and 
engage top performers. But they also need to make wise choices about where to invest time and resources. 
The ability to identify potential candidates by the value trusted colleagues place in their expertise is one 
reason organizations are turning to solutions like SkillSurvey Source®, an online talent community driven by 
high quality referrals and references. Good people tend to know other good people. By connecting with the 
people who provide references (and capturing their latest contact data), as well as encouraging your newly 
hired candidates to refer people they know, automated solutions like these can help you identify scores of 
potential job candidates and match them to openings based on key pipeline criteria.  

65% of employees  
are actively searching for new roles,  
with many more considering new opportunities.



The New 
Candidate Feedback Report
We put the power of SkillSurvey’s Predictive Analytics in your hands, for more informed 
and accelerated decision-making on your most important asset — your people.

COMPREHENSIVE: One on-screen report with intuitive 
navigation, to access all the data and insights you need.

INTERACTIVE: Drill down to scan for patterns and trends. 
Integrated clients can take actions directly within the report.

CONFIGURABLE: Tailor reports for each decision-maker,  
with their preferred report sections and metrics. 

www.SkillSurvey.com 

COMING SOON!

New Candidate  

        F
eedback Report 

presents













Why Quality 
Matters Now 

More than 
Ever for 

Staffing and 
Recruiting 

Firms

The war for 
talent is back.  
And with a 
vengeance. 

Characteristics of today’s majority labor force2

92% 
believe that 

business  
success should 
be measured  
by more than 

profit

80% 
prefer  

on-the-spot 
recognition  
over formal 

reviews

61% 
feel personally 

responsible 
to make a 

difference in  
the world

50% 
want to start 

their own 
business, or  
have already 

done so

2 Source: 11 Things You Should Know About Generation Y, Inc.com (http://www.inc.com/peter-economy/11-things-you-really-should-know-about-generation-y.html)



Four Challenges in  
Higher Education Hiring 
AND HOW TO OVERCOME THEM

—

Picking Up the Pace to 
Reduce Time-to-Fill 

—

DON’T BE A STATISTIC  
You don’t have to be among the ranks of “worst 
performing industries.” Moving your reference-
checking process online saves time and money, 
and reduces the stress on HR, hiring managers, 
and selection committees. Organizations report a 
92% reduction in time that staff spends checking 
a candidate’s references. And they’re getting 
responses from four references per candidate in 
less than two days. More importantly, automated 
online reference checking delivers rich, detailed, 
job-specific feedback because references can 
respond to surveys confidentially.

Clemson University’s unwieldy 13-week reference 
process is now a slim day-and-a-half, thanks to 
SkillSurvey.  And the University of Iowa reduced 
the size of its hiring committees, saving roughly 
$500 of effort for every person not on a search 
committee.  Improvements like these give hiring 
managers more time to focus on other important 
tasks.  

      
The process is so efficient that institutions are 
checking references for more candidates – not 
just the top ones. Before using SkillSurvey, 
The University of Colorado typically checked 
references only for the final candidate. Even then 
it took up to a week to connect with references. 
Now the University of Colorado gets candid 
feedback on its top 3 to 5 candidates, in an 
average of 1.3 days! 

The sleek and streamlined process is 
especially valuable at the start of the 
semester when institutions need to 
hire hundreds of adjunct faculty 
members. That fast turnaround lets 
you extend an offer to a desirable 
faculty member faster than the 
competition.  And the rich feedback cuts 
down the need for additional screening, 
shaving even more time off the process.

Picking Up the Pace to Reduce Time-to-Fill

92%
Moving your reference-checking 
process online can reduce the 

time your staff spends checking a 
candidate’s references by up to 92%. 



Winning the War  
for IT Talent

In higher education today, 
technology is a  

competitive differentiator. 

Candidates’ soft skills 
lead to hard benefits
Research has proven over and over again that proficiency in a short list 
of competency areas, which focus on soft skills, are the true predictors of 
success in almost every job. And according to EDUCAUSE, soft skills such 
as initiative, grit, adaptability and emotional intelligence are critical.

But how do you get a reliable assessment of IT job candidates’ soft skills to 
make the right hiring decision? After all, you can’t gather such information 
by looking at candidates’ resumes. Even spending time with a candidate 
in a job interview won’t tell you everything need to know about their soft 
skills.  

What you can do is ask candidates’ references to assess their  
soft skills based on their observations of past work performance.  
That’s where online reference checking from SkillSurvey can help.

“The detail in the surveys made our decision to use SkillSurvey’s  
Pre-Hire 360® easy. Each job at our institution has unique 
competencies and behaviors that are required, and the key to 
collecting valuable and predictive performance feedback on a 
candidate is to be a able to conduct job-specific assessments. 
We are now getting information tied directly to the function 
candidates will be performing.”  
 
Theresa Holland, Senior Talent Acquisition Specialist 
Babson College



The Future  
of Work and  
Generation Z: 
The data you need for  
more strategic recruiting

A perfect storm.. 
Entrepreneurial, pragmatic, and increasingly 
dedicated to work that matters, GenZ 
will drive this transformation—at your 
organization and across the workplace. 
Finding new ways to engage this emerging 
cohort will be critical to the success of your 
organization.

As HR prepares for their imminent arrival, 
recruiters find themselves, once again, on  
the front lines. 

To engage GenZ, recruiters won’t just need  
to identify their favorite social platforms. 
They will need to understand who they are 
and what they are capable of achieving. 
And they will need a way to measure this 
generation’s skills and competencies to 
match them successfully to jobs we are only 
starting to imagine.

Generation Z has arrived 
Sixty-one million strong in the U.S. alone, they will comprise 30% of the 
workforce by 2030. They are more diverse, more educated, and more 
technologically adept than any previous generation. 

And they are poised to join the workforce at a moment of unprecedented 
change. The future of work will be more global, more collaborative, and more 
flexible than ever before. It will demand new competencies from a more 
engaged workforce and create new possibilities for how work gets done. 

Ready to take on the world! 
SkillSurvey Career Readiness research shows that evaluators rated  
“Global/intercultural fluency” and “Teamwork” the strongest 
competencies in today’s students.



Talent Analytics

When it comes to hiring and retention:  
Organizations need big data.

Pandemic shifts are driving 
innovation in hiring.
In today’s digital world, information is everywhere and leveraging data 
can deliver great insights and efficiencies for your hiring process — from 
sourcing and comparing candidates, to identifying and recruiting top talent. 
But just having access to metrics isn’t enough. To get the most impact from 
the data you have, you must first understand what big data is, and second, 
be able to use it to help you find and hire top talent.

If you’re a recruiter or hiring manager whether you’re at an enterprise-sized 
organization, or a smaller, mid-sized company, getting deeper insights early 
in the talent pipeline will also create downstream value — even beyond 
hiring. Knowing more about the candidate-turned-employee sets up your 
organization to be more successful in on-boarding, developing that person. 
Combining that data with on-going post-hire metrics dramatically improves  
your ability to retain that talent. 

How SkillSurvey drives  
big returns on big data
At SkillSurvey, we know how to leverage data from references. It starts with our 
patented process that provides visual feedback reports and candidate comparison 
reports that help hiring managers apply more data to their hiring decisions and to 
understand not only who is the best candidate for the job, but gain important insights 
to the strengths or areas of improvement that can help candidates better achieve 
success when hired.

Reduce first-year terminations by 35%
SkillSurvey’s team has analyzed post-hire results of more than 50,000 job candidates 
hired with feedback from the SkillSurvey Reference® Pre-Hire 360® process and found 
that organizations achieved a 35.5% decline in first-year termination for cause.

5 organizations, over $2 million in cost savings
In a cost savings analysis of 5 companies with an average of 2,800 employees hired 
per year, SkillSurvey was found to generate significant ROI by preventing turnover. The 
calculations below use a conservative annual compensation of $40,000 to calculate 
the cost savings from year 1 to year 2 of using SkillSurvey Reference:

In total, 
SkillSurvey 
reduced 
potential 
turnover 
costs by 
$2,449,040

Turnover rate: Cost:
Year 1

Year 2

35% 
Reduction

6.2% $6.9M

$2.4M 
Saved

Year 1

Year 2



The top soft skills every  
virtual employee needs

Recruiting  
and retaining  
remote workers: 

The COVID-19 pandemic has remade much of the nation’s 
reality, and in this new world organizations are rushing 
to remake or invent new strategies to recruit, hire and 
manage remote workers. When the crisis began, many 
states imposed stay-at-home orders for non-frontline 
workers. Institutions suddenly needed to manage a flood 
of employees operating from home offices, kitchens 
and dining rooms. Now, even before the pandemic is 
history, many are implementing permanent work-at-home 
policies for at least some of their workforce. And hiring 
organizations have added new soft-skill requirements 
to their list of must-haves for candidates, among them 
self-motivation, focus and discipline, and an ability to 
proactively stay connected with supervisors and team 
members. This e-book discusses what makes excellent 
remote workers—and the most effective way to find them. 

Assessing a candidate’s  
ability to work remotely
To help organizations boost their ability to hire the best and brightest remote workers, 
SkillSurvey has enhanced its Pre-Hire 360 workflow surveys within SkillSurvey 
Reference® to focus on remote work skills with a new “Ability to Work Remotely 
Cluster.” Now, candidate reports include the skills critical for remote work organized 
together in this cluster – along with an average of the corresponding ratings from 
references. This helps recruiters zero in on these important soft skills to make the best 
hiring decisions for remote-based roles and that helps reduce turnover.

Sample of feedback from references on a candidate’s Ability to Work Remotely (AbWR) that 
is reported in a reference feedback report. Candidates with high AbWR cluster ratings were 
more likely to have references who would work with them again in the future according to a 
SkillSurvey study of 40,000 candidates reference checked in Jan-June 2020,

6.53
6.56

6.50
6.60

6.75
6.80

6.50
6.40

6.50
6.60

6.75
6.80

Ability to Work Remotely 
Average Numeric Rating by References

a) Demonstrate dependability (e.g., report consistently, and on 
time, for work, appointments, and meetings)

b) Plan, execute, and manage work in a disciplined and 
organized way

c) Use basic technology as a tool for communication (e.g., 
email, scheduling appointments, etc.)

d) Consistently meet or exceed goals

e) Build strong, positive working relations hips with others 
(manager, peers, other coworkers) and maintain them over 
time

1

1

3

1

1

R

CAUTION                TARGET           

MANAGERS ONLY                    ALL REFERENCES



How post-hire data can help 
improve onboarding and boost 
engagement 

Understanding  
the employee 
experience:  

When it comes to finding and 
keeping great employees, data is key. 
We’ve seen firsthand how insights from a candidate’s supervisors and peers can help recruiting 
teams make better hires. But what happens next? Understanding the full employee lifecycle—
from recruiting to onboarding to engagement to exit—can help organizations refine recruiting 
processes, boost early engagement and drive better employee experiences. 

Good data, in other words, can help you find great employees, keep them longer,  
and give them the support they need to become superstars in your organization. 

But gathering post-hire insight in a consistent way across the full employee lifecycle 
has been a challenge. A little under half of organizations today are collecting post-hire 
employee experience data and most are doing so using a hodge-podge of evaluation 
tools, from annual surveys to exit interviews. According to a recent study, nearly one 
out of five respondents said they used six to ten measurement methods to evaluate 
employee engagement alone.1   

Good data can help you find  
  great employees, keep them longer,    
    and give them the support they   
    need to become  
   superstars  
  in your  
organization. 

From first look to first year:  
Why you need to be looking at early tenure data 
Forward-thinking companies are doing a better job of listening to their employees 
and responding to their needs. 

From most accounts, organizations experienced a positive honeymoon period in 
the months immediately following the start of the pandemic. Based on polls 
conducted in early May of 2020, Gallup found that 38% of employees 
reported being engaged at work, a record high that is, in part, 
influenced by effective engagement strategies.5 

But as encouraging as that figure is, it also reveals that 
about half the workforce is disengaged or actively 
disengaged from their jobs, directly affecting 
productivity and profitability. The cost of an actively 
disengaged employee can equal 34% of their salary.6  
Today, understanding the employee experience from 
its very earliest stages can help companies identify 
engagement issues early on and pinpoint exactly 
where they need to make improvements. 

The cost of an  
actively disengaged  
employee can equal  

34% of  
their salary.



FIVE  
WAYS
to improve employee 

engagement

We know employee  
engagement matters. 
Enthusiastic and committed employees are more likely to stay 
with your organization, produce better outcomes, and treat 
customers in a way that keeps them coming back. 

Managing engagement can be confusing. Engagement isn’t 
an all or nothing proposition. It exists on a continuum. An 
employee who is highly engaged at the beginning of their 
tenure could be seriously disengaged six months down the 
road. They could be having trouble balancing work and family 
life, or encountered a toxic boss, or received inadequate 
training. They might decide to quit, without ever letting you 
know why. Or they might decide to coast, doing the minimum 
to get by. Neither scenario is a good one. 
 

Today, as COVID-19 continues to transform how we live and 
work, organizations need real insight into how to manage 
employee engagement across the employee lifecycle. Those 
who establish processes, collect data, and use that data 
proactively to improve the employee experience will thrive 
and outperform others. 

According 
to Gallup, 
organizations that 
excel at engaging 
their employees 
achieve as much 
as 21% higher 
profitability.1

Number 5.
Tie it all together. 
The ability to consolidate recruiting, onboarding,  
engagement, and exit interview data in a single  
platform offers a unique advantage over managing  
data in separate systems. Organizations that rely on  
a single tool to collect and manage data from across  
the employee lifecycle are more likely to uncover insights that  
will make a difference. And by reducing disparate toolsets and 
proliferating spreadsheets, organizations are able to consolidate  
data into actionable metrics and dashboards. Yes, it’s tidier.  
But it also results in happier, more engaged employees who will  
deliver for your organization.  

Engagement  
metrics can help 
you identify areas of 
improvement and build 
a diverse, connected, 
and productive 
workplace where every 
employee thrives.

TOP NAV

SI
DE

 N
AV

Last Updated: DD-MM-YY HH:MM FiltersOnboarding Experience

Communication Method

Candidate Hiring Experience Feedback

Ability to meet others at the company

Communication method

Conversation around career path

Courtesy and respect

Information about the job

Time to make hiring decisions

Other

23
In Progress

Past Due

7
Completed

87

74%
Reference 
Response Rate

117
Number
of Surveys

Status

Likes: 32% (23 Responses)Improvement Suggestions: 88% (67 Responses) 

1

2

3

4

5Confirm all required
information is received

Confirm preferred method
of communication

Confirm that information 
is understood

Provide information 
in a timely manner

Other 1

2

3

4

5Information was timely

Method used was 
good for me

Questions were 
responded to

Received information 
was clear

Right amount 
of information

Other

Comments

It would be nice to have someone sit with me to show me how the 
programs work vs. just giving me a user guide and telling me to read it. 

In my previous company, they had online training modules that were great. 
I could access them whenever I needed them.

I wish I had more training before being put on the phones with clients. 

Comments

Training documentation and user guides are really detailed and easy to 
read.

I love the team I’m working with! They are very supportive and helpful as 
I’m learning the ropes.

My manager checks in with me regularly to make sure I have everything 
I need and answer any questions. 

Overall Satisfaction

3.5
out of 5.0
140 Responses

Department Division Supervisor Recruiter

Accounting 4.2

Sales 4.1

Engineering 3.6

30

55

30

15

10

0 20 40 60

Very Satisfied

Satisfied

Neither Satis fied Nor…

Dissatisfied

Very Dissatisfied

READ MORE  
ABOUT THE ROI  
OF ENGAGEMENT



Six ways an  
all-in-one solution for 
candidate and employee 
feedback drives efficiency 
and generates results.

Empower Your  
HR Team with  
All-in-one Technology

It’s a brave—and busy— 
new world for HR departments. 
Today’s HR teams are responsible for so much across an 
organization. They recruit, reference check, and hire new employees. 
They maintain a pipeline of prospective hires. They collect and act 
on employee feedback, so they can cultivate a company culture 
that attracts and retains high-performing team members. 

A digital-first post-COVID workplace requires efficient, flexible 
systems that allow business leaders to make agile decisions—
including people-related ones. Teams need to look for an 
all-in-one solution that streamlines the HR department’s data 
and processes in one central platform. Armed with multiple 
digital feedback tools in one central platform, HR teams are 
empowered to move more quickly, to make data-driven 
decisions more easily, and to create talent acquisition and 
management programs that help all employees thrive.

Creating a positive experience for employees is 
important for attracting and retaining top-quality 
candidates. According to PwC, better employee 
experiences result in improved results for the 
company. Happy employees are more likely to be 
productive and engaged—and less likely to quit.

When HR teams have to depend upon manual 
processes, however, gathering employee feedback 
becomes a challenge. 

Organizations need to automate employee feedback 
at every touchpoint in the employee journey. With 
an all-in-one digital platform, HR departments can 
automatically collect important actionable data from all 
stakeholders at every step, then maintain that data in 
one central place. That gives all constituents easy access 
to critical data that provides vital information about the 
employee, the company, and relevant programs. 

By encouraging and simplifying collection of employee 
feedback, HR departments can develop programs and 
solutions that ensure their employees feel heard. When 
they encounter an organization that cares about them by 
checking in and acts upon their feedback, employees are 
more likely to stick around. 

Improve the employee experience—
before and after hire





















THE STATE OF

REFERENCE
CHECKING

WHO REFERENCE CHECKS?

The higher the job title, the more likely 
to perform reference checks

Most of the time, phone reference 
checks are conducted by recruiters

SkillSurvey’s cloud-based solutions use data and insight to help you more 
e�ectively recruit, hire and manage employees to drive business results. 
The company’s flagship solution, SkillSurvey Reference™ combines 
behavioral science and talent analytics. SkillSurvey’s automated reference 
checking solution is scientifically proven to provide data that can be used 
to drive more informed hiring decisions based upon feedback provided 
by references on a candidate’s past job performance. On average 4 to 5 
references respond in less than two days. 

84%

68%

65%

and its Strategic Value In the Hiring Process

How important is reference checking? New research 
shows it is more important than ever. In a survey of 300 
professionals across business, healthcare and higher 
education, reference checking gains more value as you 
move up the organizational food chain and is considered 
critical for improving quality of hire. 

www.skillsurvey.com
1 (877) 976-8005

INF-005 - The State Of Reference Checking  INF-005-07-07-17
© SkillSurvey, Inc. - SkillSurvey® and Pre-Hire 360® are registered trademarks and SkillSurvey Reference™ is a trademark of SkillSurvey, Inc. 

SkillSurvey Reference™ is a patented solution. For more information see www.skillsurvey.com/patents.

1  http://www.businessinsider.com.au/netflix-ceo-reed-hastings-on-how-to-hire-2015-9
2 http://www.fastcompany.com/3050814/hit-the-ground-running/can-a-negative-reference-help-to-find-the-best-job-candidate

Nearly 70% reference check 
for every job candidate

16% 
11% 
4% 

Critical hires 
Some hires
No hires

of those in HR, Recruiting, Sta�ng, Talent Acquisition, 
and Talent Management perform reference checks

of those in Operations and Finance positions perform 
reference checks

of executives perform reference checks

Netflix CEO Reed 
Hastings says reference 

checking is the most 
important step in hiring1

62%
by 
recruiters

36%
by 
hiring 
managers

18%
by an 
outsourced 
vendor

Behind the almighty interview, the most important steps in the 
hiring process include completing reference checks and obtaining 
objective information prior to extending o�ers and interviews. 

98%

86%Completing reference checks 
before extending a job o�er

79%Obtaining objective candidate information 
prior to the interview process

Interviewing
candidates

HOW IT'S USED IN 
THE HIRING PROCESS
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Full Contact CEO Bart 
Lorang asks candidates 
for negative references2

TOP REASONS FOR 
REFERENCE CHECKING

It supplements our 
interviewing process

61%

It helps us 
hire better 
employees

63%

It helps us
avoid bad 
hires

59%

It is mandatory
41%

It helps us reduce 
turnover

35%

It satisfies compliance issues
33%

It informs employee 
development plans (post-hire)

15%

THE STATE OF

REFERENCE
CHECKING

WHO REFERENCE CHECKS?

The higher the job title, the more likely 
to perform reference checks

Most of the time, phone reference 
checks are conducted by recruiters

SkillSurvey’s cloud-based solutions use data and insight to help you more 
e�ectively recruit, hire and manage employees to drive business results. 
The company’s flagship solution, SkillSurvey Reference™ combines 
behavioral science and talent analytics. SkillSurvey’s automated reference 
checking solution is scientifically proven to provide data that can be used 
to drive more informed hiring decisions based upon feedback provided 
by references on a candidate’s past job performance. On average 4 to 5 
references respond in less than two days. 

84%

68%

65%

and its Strategic Value In the Hiring Process

How important is reference checking? New research 
shows it is more important than ever. In a survey of 300 
professionals across business, healthcare and higher 
education, reference checking gains more value as you 
move up the organizational food chain and is considered 
critical for improving quality of hire. 
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Background checks are an important part of any recruiting e�ort. 
Verifying a candidate’s employment, education history, and talking 
to references can help mitigate risk, limit liability, and protect the 
reputation of your organization. Of course, depending on the job, 
additional checks may also be required. 

When it comes to your hiring 
strategy—onboarding talented people 
aligned with your company’s vision and 
culture—a background check is important, 
but it can’t tell the whole story. 

Today, talent acquisition professionals are 
looking for new insights that will help them make 
better hiring decisions, reduce turnover, and improve 
engagement. More and more they are drawing a finer 
distinction between the background check (which 
uncovers any discrepancies in a candidate’s background 
or resume that might a�ect your hiring decision) and a 
reference check (which uncovers the nuances of 
candidate’s past performance to better inform your 
hiring decisions).

By uncovering critical insights about a candidate’s 
past performance early in the hiring process, you 
can gain access to information to help guide the 
interview process and assist in the development of 
onboarding and training plans for new hires - 
potentially saving your organization time, money, 
and lost opportunities. 

Research has proven over and over again that 
soft skills are the true predictors of success in 

almost every job. Feedback from past 
supervisors, peers, and direct reports can tell you 

what you need to know about what matters most.   

HERE’S A 
HANDY WAY 

TO THINK 
ABOUT IT 

Background 
checks can verify 

employment

But they can’t help 
you understand a 
candidate’s future 
potential

Background checks 
can tell you if someone 

shows up in social media

But they can’t tell 
you whether a 
candidate has any 
real people skills

Background 
checks can 

uncover red 
flags in a 

candidate’s 
background

But they can’t help you 
understand who might be 
the perfect fit for a new 
role in your company

Background 
checks can help 

protect you 
from lawsuits

But they can’t tell 
you whether a 
candidate will help 
your company grow

Background checks can 
confirm a candidate’s 

academic and 
professional qualifications 

and achievements

But they can’t 
tell you 
whether those 
qualifications 
have staying 
power

WHAT TO CONSIDER INSTEAD 

It’s a proven fact. You really can associate a specific set of 
scientifically validated soft skills with a specific job. And 
by understanding how a candidate performed in the past, 
you can gain critical job-related insights to help identify 
the right fit for your organization and for the role you’re 
hiring for. 

WHAT TO CONSIDER INSTEAD 

With unbiased, trustworthy insight, you can 
obtain the predictive data you need to make 
better hiring decisions and reduce turnover. 
In fact, studies have shown that SkillSurvey 
Reference™ customers who leverage our 
Pre-Hire 360® reference process have 
experienced a reduction in first-year 
turnover for cause by 35%.

WHAT TO CONSIDER INSTEAD 

WHAT TO CONSIDER INSTEAD 

Every organization wants to mitigate risk. But 
every organization needs the right talent to 

help drive growth. By identifying the “fit 
factors” needed to perform well in a particular 

kind of job, and getting reference feedback, 
organizations are hiring top performers who 

are more successful in their roles. 

WHAT TO CONSIDER INSTEAD 

BACKGROUND CHECKS
CAN DO A LOT.

BUT THEY CAN’T DO IT ALL.

For more information on 
running background checks, the 
EEOC is a good place to start.

If you’re interested in learning more about what 
scientifically validated, automated reference checking 
can do that background checks alone can’t, view our 

slideshare, The New Hiring Journey, today. 

BACKGROUND CHECKS 
ARE IMPORTANT

BUT THEY DON’T TELL 
THE WHOLE STORY

Making background checking and reference checking the 
twin pillars of your recruiting strategy is the first step in 

transforming the hiring journey—and finding the best 
people who will stay longer and be more successful for 

every role in your organization. 
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Background checks are an important part of any recruiting e�ort. 
Verifying a candidate’s employment, education history, and talking 
to references can help mitigate risk, limit liability, and protect the 
reputation of your organization. Of course, depending on the job, 
additional checks may also be required. 

When it comes to your hiring 
strategy—onboarding talented people 
aligned with your company’s vision and 
culture—a background check is important, 
but it can’t tell the whole story. 

Today, talent acquisition professionals are 
looking for new insights that will help them make 
better hiring decisions, reduce turnover, and improve 
engagement. More and more they are drawing a finer 
distinction between the background check (which 
uncovers any discrepancies in a candidate’s background 
or resume that might a�ect your hiring decision) and a 
reference check (which uncovers the nuances of 
candidate’s past performance to better inform your 
hiring decisions).

By uncovering critical insights about a candidate’s 
past performance early in the hiring process, you 
can gain access to information to help guide the 
interview process and assist in the development of 
onboarding and training plans for new hires - 
potentially saving your organization time, money, 
and lost opportunities. 

Research has proven over and over again that 
soft skills are the true predictors of success in 

almost every job. Feedback from past 
supervisors, peers, and direct reports can tell you 

what you need to know about what matters most.   

HERE’S A 
HANDY WAY 

TO THINK 
ABOUT IT 

Background 
checks can verify 

employment

But they can’t help 
you understand a 
candidate’s future 
potential

Background checks 
can tell you if someone 

shows up in social media

But they can’t tell 
you whether a 
candidate has any 
real people skills

Background 
checks can 

uncover red 
flags in a 

candidate’s 
background

But they can’t help you 
understand who might be 
the perfect fit for a new 
role in your company

Background 
checks can help 

protect you 
from lawsuits

But they can’t tell 
you whether a 
candidate will help 
your company grow

Background checks can 
confirm a candidate’s 

academic and 
professional qualifications 

and achievements

But they can’t 
tell you 
whether those 
qualifications 
have staying 
power

WHAT TO CONSIDER INSTEAD 

It’s a proven fact. You really can associate a specific set of 
scientifically validated soft skills with a specific job. And 
by understanding how a candidate performed in the past, 
you can gain critical job-related insights to help identify 
the right fit for your organization and for the role you’re 
hiring for. 

WHAT TO CONSIDER INSTEAD 

With unbiased, trustworthy insight, you can 
obtain the predictive data you need to make 
better hiring decisions and reduce turnover. 
In fact, studies have shown that SkillSurvey 
Reference™ customers who leverage our 
Pre-Hire 360® reference process have 
experienced a reduction in first-year 
turnover for cause by 35%.

WHAT TO CONSIDER INSTEAD 

WHAT TO CONSIDER INSTEAD 

Every organization wants to mitigate risk. But 
every organization needs the right talent to 

help drive growth. By identifying the “fit 
factors” needed to perform well in a particular 

kind of job, and getting reference feedback, 
organizations are hiring top performers who 

are more successful in their roles. 

WHAT TO CONSIDER INSTEAD 

BACKGROUND CHECKS
CAN DO A LOT.

BUT THEY CAN’T DO IT ALL.

For more information on 
running background checks, the 
EEOC is a good place to start.

If you’re interested in learning more about what 
scientifically validated, automated reference checking 
can do that background checks alone can’t, view our 

slideshare, The New Hiring Journey, today. 

BACKGROUND CHECKS 
ARE IMPORTANT

BUT THEY DON’T TELL 
THE WHOLE STORY

Making background checking and reference checking the 
twin pillars of your recruiting strategy is the first step in 

transforming the hiring journey—and finding the best 
people who will stay longer and be more successful for 

every role in your organization. 
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Look for a large library of surveys with the 
right questions that really matter for every 
job, including soft skills 

— Does the product ask questions that are 
relevant and specific to the job that will be 
performed?

— What about specific focus areas for leadership 
or management roles?

— Are the surveys developed by I/O Psychologists 
who conduct ongoing EEOC compliance 
research and validation studies?

Science-driven, analytical tools allow your 
organization to make the best possible hiring 
decisions with:

— Flags for potential reference faking so your 
team can investigate this possibility

— A candidate comparison report so you can 
easily compare areas across candidates

— Separate views of reference ratings from 
managers and co-workers

— Behavioral interview guides that align with 
categories of critical soft skills for the job

Look for best practices in technology stack and 
security, including: 

— Standard API and vast experience for easy ATS 
integration

— Mature technology with product & engineering 
leadership, methodology, and agility

— How fast can you obtain feedback from 
references using the product? 

— Can recruiters manage their own candidates and 
status and have their own views and settings?

— Can you segment your workforce and define rules?

— Is there a vast survey library for various healthcare 
roles from administrative to nursing to physician? 

— Are there additional tools to help streamline the 
credentialing process?

You’ve got to do more than simply 
collect a list of names to maximize 
passive sourcing from references.  
You need:

— Branded communication tools to 
reach references and ask 
candidates to provide referrals

— A dashboard to allow you to 
manage talent pipelines

— CRM/LinkedIn integration

Look beneath the surface of 
the fancy graph or chart the 
same way you look at more 
than a candidate’s snappy 
interview outfit or slick resume. 
For example:

— 

THE ELEMENTS OF 
      A GREAT ONLINE   
    REFERENCE SOLUTION

Think all online reference-checking products are same? Some may simply present 
reference responses alongside a generic or limited list of personality and behavioral 
traits. This could spell trouble both in terms of the quality of your hiring decision and 
of compliance with EEOC guidelines. Here are some things to consider as you 
determine which product is right for your organization. 

— Does the vendor o�er validity studies to back up its 
presentation of reference information?

— Does the vendor collect demographic information and 
conduct studies to prove there is no bias?

THINGS TO WATCH OUT FOR: 
— Criteria that may categorize candidates and is not defined by 

your organization
— Questions for references that may not be relevant to the job 

being filled

INFOGRAPHIC:

COMPLIANCE

SOURCING CANDIDATES

Best practices built into the solution and support with 
world-class service, such as:

— I/O Psychologists on sta� who conduct studies on 
EEOC compliance, reliability and validity 

— A dedicated client relations team for product 
implementation, configuration and technology support

— Customer service that responds quickly and resolves 
inquiries 

BACKED BY A TEAM OF EXPERTS 

HEALTHCARE HIRING NEEDS

EVIDENCE OF BETTER
QUALITY OF HIRE

JOB-SPECIFIC SURVEY OPTIONS

REFERENCE FEEDBACK REPORTS 
WITH ACTIONABLE DATA

WIDELY ADOPTED, AND EASY 
TO USE FOR EVERYONE

SECURE, RELIABLE 
TECHNOLOGY 
(

— Are there validity studies showing product’s value on 
post-hire job tenure?

— Is there data to support that the reference feedback 
is predictive of post-hire turnover or success?

that works with your 
other HR technologies)

http://www.skillsurvey.com  
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Look for a large library of surveys with the 
right questions that really matter for every 
job, including soft skills 

— Does the product ask questions that are 
relevant and specific to the job that will be 
performed?

— What about specific focus areas for leadership 
or management roles?

— Are the surveys developed by I/O Psychologists 
who conduct ongoing EEOC compliance 
research and validation studies?

Science-driven, analytical tools allow your 
organization to make the best possible hiring 
decisions with:

— Flags for potential reference faking so your 
team can investigate this possibility

— A candidate comparison report so you can 
easily compare areas across candidates

— Separate views of reference ratings from 
managers and co-workers

— Behavioral interview guides that align with 
categories of critical soft skills for the job

Look for best practices in technology stack and 
security, including: 

— Standard API and vast experience for easy ATS 
integration

— Mature technology with product & engineering 
leadership, methodology, and agility

— How fast can you obtain feedback from 
references using the product? 

— Can recruiters manage their own candidates and 
status and have their own views and settings?

— Can you segment your workforce and define rules?

— Is there a vast survey library for various healthcare 
roles from administrative to nursing to physician? 

— Are there additional tools to help streamline the 
credentialing process?

You’ve got to do more than simply 
collect a list of names to maximize 
passive sourcing from references.  
You need:

— Branded communication tools to 
reach references and ask 
candidates to provide referrals

— A dashboard to allow you to 
manage talent pipelines

— CRM/LinkedIn integration

Look beneath the surface of 
the fancy graph or chart the 
same way you look at more 
than a candidate’s snappy 
interview outfit or slick resume. 
For example:

— 

THE ELEMENTS OF 
      A GREAT ONLINE   
    REFERENCE SOLUTION

Think all online reference-checking products are same? Some may simply present 
reference responses alongside a generic or limited list of personality and behavioral 
traits. This could spell trouble both in terms of the quality of your hiring decision and 
of compliance with EEOC guidelines. Here are some things to consider as you 
determine which product is right for your organization. 

— Does the vendor o�er validity studies to back up its 
presentation of reference information?

— Does the vendor collect demographic information and 
conduct studies to prove there is no bias?

THINGS TO WATCH OUT FOR: 
— Criteria that may categorize candidates and is not defined by 

your organization
— Questions for references that may not be relevant to the job 

being filled

INFOGRAPHIC:

COMPLIANCE

SOURCING CANDIDATES

Best practices built into the solution and support with 
world-class service, such as:

— I/O Psychologists on sta� who conduct studies on 
EEOC compliance, reliability and validity 

— A dedicated client relations team for product 
implementation, configuration and technology support

— Customer service that responds quickly and resolves 
inquiries 

BACKED BY A TEAM OF EXPERTS 

HEALTHCARE HIRING NEEDS

EVIDENCE OF BETTER
QUALITY OF HIRE

JOB-SPECIFIC SURVEY OPTIONS

REFERENCE FEEDBACK REPORTS 
WITH ACTIONABLE DATA

WIDELY ADOPTED, AND EASY 
TO USE FOR EVERYONE

SECURE, RELIABLE 
TECHNOLOGY 
(

— Are there validity studies showing product’s value on 
post-hire job tenure?

— Is there data to support that the reference feedback 
is predictive of post-hire turnover or success?

that works with your 
other HR technologies)
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THE RISE OF

SOFT SKILLS
AND WHY THEY MATTER NOW

On average, talent deficiencies 
undermine strategy 40% of the time.

Good communicators, 
great collaborators, 

problem-solvers, team players

47% of executives 
say finding talent to support their 
business strategy is a challenge.

Some people
have strong soft skills. 

Quick to anger, 
lacking in confidence, 

impatient, easily overwhelmed

Some people
lack critical soft skills.

Soft skills are critical to business success, but di�cult to teach. 
Each of us comes to the table with a unique “portfolio” of soft skills. 

77% of 
employers 

believe that soft 
skills are as 

important as 
hard skills.

67% of HR 
managers 

would hire 
a candidate with 
strong soft skills 
even if hard skills 

were weak.

WHY NOW?

WHY SOFT SKILLS?

It depends! 
When hiring for soft skills, context matters. 

WHAT SOFT SKILLS MATTER?

43% of HR professionals 
cite cultural fit as the single most determining factor of a successful new hire.

46% of new hires  
fail in the first 18 months—usually due to soft skills.

What can you do?
Identify behaviors critical to success in your organization. 

SOFT SKILLS
AND CULTURAL FIT.

Practice behavior-based 
interviewing. 

Evaluate fairly.

SOFT SKILLS
AND YOUR HIRING STRATEGY.

SOFT SKILLS
AND JOB FIT. 

Team-based, top-down 
management

Customer-driven, 
excelling expectations 

Innovative, always 
pushing new frontiers

What can you do?
Identify behaviors critical to success in your organization. 

Engineer
Adheres to rules, 
standards, and 

regulations

Nurse
Communicates important 

information clearly to 
physicians, patients, 

and coworkers

Cashier
Pays attention to detail 

by always providing 
correct change to 

customers

 Manage the soft skills gap.

Assign a mentor to 
model real-life behavior

Set performance 
management goals 

Onboard with a formal 
plan for continuous 

improvement

How did 
you prepare

for it? 
What was the 
most di�cult 

part? 
How did you 

resolve it?

Maintaining and observing consistent 
standards when evaluating candidates 

is critical (and essential for legal reasons). 
Candidates should be screened against 

a pre-determined key selection criteria so 
each person can be evaluated fairly and 

consistently to help determine who is the 
best fit for the position.

Questions 
like these reveal 

past performance 
and behavior

“Describe the 
last time you 

engaged in a sales 
negotiation.”

Sources:
-  Price Waterhouse Coopers
    http://www.pwc.com/us/en/10minutes/assets/10minutes-people-analytics.pdf 
-  CareerBuilder. Overwhelming Majority of Companies Say Soft Skills Are Just as Important as Hard Skills.   
    http://www.careerbuilder.com/share/aboutus/pressreleasesdetail.aspx?sd=4/10/2014&id=pr817&ed=12/31/2014
-  International Association of Administrative Professionals, O�ceTeam, and HR.com
    https://www.shrm.org/publications/hrmagazine/editorialcontent/2016/0416/pages/0416-soft-skills.aspx#sthash.1doD0zqM.dpuf
-   http://millennialbranding.com/2014/multi-generational-job-search-study-2014/
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THE RISE OF

SOFT SKILLS
AND WHY THEY MATTER NOW

On average, talent deficiencies 
undermine strategy 40% of the time.

Good communicators, 
great collaborators, 

problem-solvers, team players

47% of executives 
say finding talent to support their 
business strategy is a challenge.

Some people
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Quick to anger, 
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impatient, easily overwhelmed

Some people
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Soft skills are critical to business success, but di�cult to teach. 
Each of us comes to the table with a unique “portfolio” of soft skills. 
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believe that soft 
skills are as 

important as 
hard skills.
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even if hard skills 

were weak.

WHY NOW?

WHY SOFT SKILLS?

It depends! 
When hiring for soft skills, context matters. 

WHAT SOFT SKILLS MATTER?

43% of HR professionals 
cite cultural fit as the single most determining factor of a successful new hire.

46% of new hires  
fail in the first 18 months—usually due to soft skills.

What can you do?
Identify behaviors critical to success in your organization. 
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Evaluate fairly.
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What can you do?
Identify behaviors critical to success in your organization. 
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Communicates important 

information clearly to 
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Pays attention to detail 
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correct change to 
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Assign a mentor to 
model real-life behavior

Set performance 
management goals 

Onboard with a formal 
plan for continuous 

improvement

How did 
you prepare

for it? 
What was the 
most di�cult 

part? 
How did you 

resolve it?

Maintaining and observing consistent 
standards when evaluating candidates 

is critical (and essential for legal reasons). 
Candidates should be screened against 

a pre-determined key selection criteria so 
each person can be evaluated fairly and 

consistently to help determine who is the 
best fit for the position.

Questions 
like these reveal 

past performance 
and behavior

“Describe the 
last time you 

engaged in a sales 
negotiation.”

Sources:
-  Price Waterhouse Coopers
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#3 SOURCE OF DELAY

#2 SOURCE OF DELAY

#1 SOURCE OF DELAY

Do credentialing processes really impact a healthcare organization? 
They do, and in more ways than one. In a survey of nearly 500 industry 
leaders, processes were found to be generally outdated, burdensome 
and plagued by delays. It is clear hospitals are falling behind the times 

in their onboarding practices, risking revenue, patient safety, 
competitive advantage and more.

Longer application delays 
increased overall dissatisfaction 

with the credentialing process from 
applicants and credentialing specialists

Applicant 
Experience

                 35% of the   
                time it takes 
more than three weeks 
to receive a completed 
initial application

Only 6% take less than a week 
for peer references to respond

62% take 1-3 weeks 
for peer references 
to respond

About 1 in 3 applicants
 are not satisfied with 
  their credentialing 
    experience

AND THE COSTLY IMPACT OF DELAYS 

OBTAINING 
PEER REFERENCES

IDENTIFYING &
INVESTIGATING 
RED FLAGS 

HOSPITAL
AFFILIATION
VERIFICATION

PROCESSING 
PRIVILEGING 
REQUESTS

COMMITTEE 
REVIEW

ONBOARDED

     INITIAL 
APPLICATION

THE STATE OF 
CREDENTIALING 

Conventionally, 
credentialing specialists 

manually review applications 
for red flags and determine 
whether a potential issue 

is significant

Currently, more than half of all U.S. 
states now recognize negligent 
credentialing as a reason for litigation 
against healthcare organizations 1

Over 62% of respondents 
are unsatisfied with their 
current process for managing 
OPPE and FPPE

While processing privileging 
requests may not be particularly 
time consuming for Medical Sta� 
Services, the process can often 

become cumbersome for 
applicants – especially when 

requesting privileges at 
multiple facilities within a 
healthcare organization

Many credentials 
committees are still forced 

to attend monthly in-person 
meetings to review and sign 

paper credentials files.

50% of respondents 
take 1-2 weeks to 
verify a hospital 
a�liation 

Congratulations, your top recruited provider has been 
successfully credentialed and o�cially onboarded! 

Unfortunately, there were delays at nearly every stage. 
Whether automated, paper-based, or a combination of 
both, most processes last nearly two months or longer 

which has a significant impact on many levels of a 
healthcare organization.

67% of 
credentialing 
processes are 
taking longer 

than 5-6 weeks 
to privilege 

a doctor

9 in 10 
organizations 
believe it is 
critical to 
continue 
improving the 
applicant 
onboarding 
experience 
within the 
credentialing 
process

It takes 48% more 
time to credential 

with a manual 
process than it does 
with an automated 

process

THE ONBOARDING 
PROCESS
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Would you revisit your 
current application process 

if you could improve an 
applicant's experience?

Would you like to reduce response 
delays so completed requests are 
always returned in under a week?

Patient Safety

What if you could detect 
unfit applicants even 

before an initial application 
is complete?

Did you know cutting even one 
week from the onboarding 
process can increase yearly 
billable revenue by millions?

IMPACT:

IMPACT:

Retention
IMPACT:

Competitive Advantage & Revenue
IMPACTS:

Does this sound all too familiar? 
We can help.

Visit our website:
www.SkillSurvey.com/Credential-OnDemand
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Here are tips to help you make the most of your 
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The Value of  
Post-Hire Insights
Here’s what having data on 
employee engagement can  
do for your bottom line.

Monitoring post-hire engagement.  
What does it mean?

Why is post-hire  
engagement so important?

Drive more results with a digital  
solution that puts engagement  
data at your fingertips. 

With readily available data at your finger-tips, you can make sure employees are off to a 
great start, are more engaged and likely to stay on board. Here are some common links 
to performance: 

The early tenure of employment is the most critical which means it’s too late to wait for 
the annual performance review. Having Post-Hire engagement data at your fingertips 
can translate into significant long-term value. Imagine the amount of revenue added due 
to a 21% increase in employee productivity, plus the money saved from a 37% reduction 
in absenteeism and 40% decrease in turnover. 

A significant number of employees who leave cite their manager as a top reason, or 
were actively disengaged. Obtaining early, and ongoing feedback and getting at the root 
of turnover can help you drive employee engagement.         

Now more than ever, it is crucial to understand whether  
your employees are engaged and excelling.

From first look through first year and beyond, SkillSurvey  
delivers unique pre-hire and post-hire data points to help  
customers make smarter hiring decisions and drive confidence in  
securing the investment made in their most valuable asset — their people. 

Leverage best in class survey tools and automate data collection at every  
touchpoint in the employee journey. 

On average highly engaged teams:

30% of workers 
globally are neither 
engaged or enabled.1

Hiring experience

First year

21%

30%

70%

37%

58%

40%

40%

Onboarding

Employee exit

Did your efforts get the right candidates and set the right 
expectations for the job?

(30/60/90+ days) Measure employee engagement, 
job satisfaction, and get supervisor feedback

Are 21% more  
productive

70% fewer  
safety incidents

Have 37% less  
absenteeism

58% fewer patient safety 
incidents in healthcare

Experience a 40% 
reduction in turnover

40% less  
quality defects

Did it leave your new employees feeling engaged? 
Do they feel comfortable with the role and expectations?

Confidential survey delivers real feedback

Other benefits include higher customer ratings, profitability,  
sales production, less shrinkage and metrics like:2 

1) Korn Ferry research
2) Gallup Q12® Meta-Analysis: Ninth Edition

SkillSurvey®, SkillSurvey Reference®,  
SkillSurvey Source®, and Pre-Hire 360®  
are registered trademarks of SkillSurvey Inc.  
SkillSurvey Post-Hire™ is a trademark of  
SkillSurvey, Inc. SkillSurvey Reference is a patented  
solution. For more information see www.skillsurvey.com/patents.
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ll Document formatting
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ll Corporate identity design
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ll Project tracking system development
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   and management
ll Online literature ordering system  
   development
ll Naming conventions development
ll Photography

AND MORE



ll Special project production
ll Video creation and editing
ll Packaging design
ll Advertising management
ll Digital library development 
   and management
ll Online literature ordering system  
   development
ll Naming conventions development
ll Photography





WISH YOU 
COULD 
ERASE PAPER 
FORMS?

Then it might be time to reboot 
your financial aid processes. 

CTRL+ALT+DELETE















ll  01/15 – 10/22 
      SkillSurvey (Malvern, PA)

EXPERIENCE
ll  11/13 – 01/15  
      NukuNuku21 Design (Fort Worth, TX)
ll  11/07 – 11/13  
      Ellucian/SunGard Higher Education (Fairfax, VA)
ll  07/04 – 07/07   
      FUNimation Entertainment (North Richland Hills, TX)
ll  08/02 – 06/04  
      J2 Graphics (Fort Worth, TX)
ll  06/00 – 08/02   
      Global Views, Inc. (Dallas, TX)
ll  11/95 – 05/00   
      Coffee Beanery, LTD (College Station, TX)



Adobe 
Dreamweaver
InDesign
Photoshop
Illustrator
Acrobat Pro
AfterEffects
Premier 
Bridge

Microsoft 
PowerPoint
Excel
Word
Vizio
SharePoint

More
HTML
CSS
Javascript
Wordpress
Pardot

ll  04/03 – 06/04   
     Certificate of Multimedia Design 
     Art Institute of Dallas

ll  08/94 – 12/98  
     Bachelor of Environmental Design
     Texas A&M University

EDUCATION

SOFTWARE



© Tiffany Johnson

Other copyright information: SkillSurvey® is a registered trademark of SkillSurvey Inc. © Ellucian. All Rights Reserved. © SunGard, Trademark Information:  
SunGard and the SunGard logo are trademarks or registered trademarks of SunGard Data Systems Inc. or its subsidiaries in the U.S. and other countries.  

All Rights Reserved. © FUNimation. All Rights Reserved. © Global Views. All Rights Reserved. All other trade names, copyrights, and trademarks shown on this site 
are owned by their respective holders. The work samples on this site are here to serve as examples, reuse of these images without permission of the appropriate 

copyright holder is strictly forbidden.

Tiffany Johnson
    469.236.9601
    nukunuku21@mac.com
    www.nukunuku21.com    


