Every Campus Has Its
Own Personality
We Gauge It For You
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T A BL E OF C ON TE N T

Hi There,
On November 9 last year, as against the expectations of the
United States of America and the world at large, Republican
nominee Donald J. Trump was announced as the 45th
President of the United States. It had been predicted that
there will be tough competition but polls right before Election
Day had strongly indicated Clinton’s win. In the wake of
anti-Trump sentiments owing to a lack of political experience,
controversies surrounding the real-estate mogul, and his
extreme policies, his victory took the world by surprise.
Though meticulous campaigning did play a major role in
Trump’s victorious journey, was it the only factor that created
history that November morning? You will be surprised to
know that numbers, analytics, big data, and psychometrics had
a huge role to play in helping Trump garner his miraculous
victory.

1

IN T R O DU CT IO N

Cambridge Analytica was the big data company hired by
Trump to augment his online campaigning to reach out to
voters. Their marketing strategy made use of microtargeting,
which was made possible through something known as
psychographic profiling of voters. In other words, you paint a
personality picture of each voter and personalize the
messaging according to that.

T ABL E O F CO N T EN T

Openess (O)

Conscientiousness (C)

Extroversion (E)

But it’s interesting to note how they achieved it. Cambridge Analytica used people’s
digital footprints to form personality profiles based on the OCEAN model. If OCEAN
does not ring a bell, the Big 5 personality traits certainly will, which characterizes
people on the basis of 5 personality traits - Openness, Conscientiousness,
Extroversion, Agreeableness, and Neuroticism (OCEAN). So, how did it all fall in
place?
Enter Michal Kosinski and David Stillwell, PhD students at Cambridge University. In
2008, both the researchers got together roughly a year after Stillwell had launched
a Facebook application, MyPersonality which allowed users to answer psychometric
questionnaires and generate a personality profile.

Agreeableness (A)

Dr. Michal Kosinski
Neuroticism (N)
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TH E BIG F IVE

T ABL E O F CO N T EN T

Soon enough the app caught people’s fancy, and before they
knew, the two psychologists owned the largest dataset of
psychometric profiles along with Facebook activity - likes,
shares, posts, gender, age, and more. This set of data could
make reliable conclusions about an individual’s preferences.
Let’s just say that Kosinski could know more about a person
than his/her friends through merely studying 70 likes and with
300, he could know more than their life partners.
Kosinski practically built a People Search Engine, as the
research not only helped create psychological profiles but also
search for people who fell under a particular category restless teenagers, anxious parents, or perhaps unsure
democrats.
A company called SCL approached Kosinski in 2014 for his
research and soon after, spun off a new organization,
Cambridge Analytica. During the election campaign, the
company profiled every single American adult and used this to
create highly personalized messaging on social media and
digital TV.
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TH E BIG F IVE

So, that was how Trump laid down his strategy - a different
message for a different voter, and before we knew it, his
inconsistencies and fickleness turned out to be his greatest
asset.
Why did we go through this story? Simply, to highlight how
powerful psychometric profiling and analytics can be! We,
at Mettl, have used similar technology when our clients
wanted to hire the perfect fit.

Campus recruitments are also witnessing a
revolution and we are helping organizations to
move forward smartly. We are matching
campuses and organizations according to
ideologies and business and cultural goals.

T ABL E O F CO N T EN T

Why Should
Organizations Rethink
Their Campus
Recruitment Strategy?
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C A M PU S R ECR U I TMENT

In the race of campus recruitments, companies are now
resorting to innovative engagement strategies to adapt to the
ever-evolving perception of students. Last year, Deloitte
emerged as the top recruiter at India’s leading business
schools with a record of 282 hires. They owe their success
to building a campus brand that keeps their position as a
company of choice for these students intact.
The main concern in campus recruitments lies in volume. To
put it in perspective, more than 1.5 million engineers
graduate in India and the jobs available in the IT industry
comes close to 250,000. This is the kind of mad rush that
ensues every year when organizations go for campus hiring.
Naturally, new and more effective methods of recruitment
need to be put in place to handle the volume and hire the best
fit at the same time. Your current process may be working
fine, but to create a lasting impression on today’s
well-informed and tech-savvy generation of students, you got
to crank it up a notch.

T ABL E O F CO N T EN T

Take Deloitte, for instance. They resorted to building a strong online identity by
humanizing their online presence. Twitter was the medium of choice for them and they
created a dedicated Twitter handle, @DeloitteCampus to form a bridge between the
organization and campus students.
An influential online presence takes months to establish and requires prior preparation.
You can share video testimonials involving your company’s employees from all tiers or
you can resort to case studies about how young graduates charted a successful career
path for themselves in your company.
To reach out to maximum number of students at a minimum cost, remote recruiting is
a good option. This way, you don’t miss out on bright students from the
not-so-well-known campuses. Aptitude tests and psychometric assessments go a long
way in narrowing down the candidate pool from which to select.
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C A M PU S R ECR U I TMENT

T ABL E O F CO N T EN T

When headed for campus hiring, recruiters find themselves
buried under a pile of resumes of over-enthusiastic students
who are “ready to take on the corporate world”. Although
academic achievement and co-curricular activities are an
indicator of success, they cannot paint the whole picture.

How Psychometric
Assessments Can
Make A Difference?
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P S Y CHO M ET R I C AS S ES S MENTS

College education only takes care of theory and facts. On the
other hand, applying that information to deliver results is
another story altogether. Working in an organization means
handling the pressure of deadlines, realizing your goals and
collaborating with teams for projects. A potential employee’s
attitude will go a long way in determining his/her future
success within the organization.
Moreover, it’s much easier to train a person who has the right
attitude. Their ability to remain motivated and adapt easily
helps them overcome the challenges of mastering a new skill.
Students can easily fake in an interview and the interviewer’s
perception also comes into play while making decisions.

T ABL E O F CO N T EN T

Psychometric assessments add objectivity to this process. They are designed in such a
way that they yield honest responses from candidates and measure their dominant
behavioural pattern and personality traits. Now, recruiters don’t depend on guesswork,
rather they can accurately predict how the person will behave or respond in various
aspects of the job - how they deal with people, whether they can handle pressure, how
they take criticism and so on.
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P S Y CHO M ET R I C AS S ES S MENTS

T ABL E O F CO N T EN T

Below is the definition of a personality profile “A personality profile is a knowledge management tool used
to provide an evaluation of an employee's personal attributes,
values and life skills in an effort to maximize his or her job
performance and contribution to the company.”

Using personality
profiling and analytics
to hire the best fit
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P R O FIL I N G

They give an overview of the potential employee’s
temperament, general response to situations, decision-making
style and much more. A personality profile helps the company
to map the student’s score against the requirements of the
job and more importantly the culture of the organization.
Popular Personality profile tests are the Sixteen Personality
Factor (16PF) and Caliper Profile. They fall under Trait
Personality tests that measure characteristics. Yet others like
Myers-Briggs and Insights Discovery help to characterize
people under previously defined categories of personality.

T ABL E O F CO N T EN T

Organizations can create psychographic profiling by using
these techniques to understand the values, opinions, lifestyle,
attitude and interests of a student even before they set foot
on the campus. Then comes the role of analytics that provide
actionable insights to compare the results of different
campuses.

At Mettl, we are enabling organizations to use
something known as ‘Dark Intelligence’ to sieve
out the best students from campuses before
even visiting them.
With the help of the suite of psychographic profiling and
analytics to compare campuses and even identify regional
talent insights of campuses, our platform helps you be 95%
sure about a candidate being a cultural fit with your
organization even before they enter the interview room.
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P R O FIL I N G

Diverting a little from campus recruitment, consider the case
of Accenture and how they tapped into the power of analytics
to solve their hiring concerns. For some 20,000 openings in
their tech business, they received applications from 300,000
candidates. They did not want to overburden their
recruitment team with the task of manually sorting out
relevant CVs. This would have not only affected the efficiency
of the recruitment process but also increased the chances of
a bad hire.

T ABL E O F CO N T EN T

Here’s how they deployed contextual analytics
principles to tackle this matter 1

2

3

They created a technique to screen out “renege”
candidates - the ones who accept the offer but do not
make an appearance on the joining date.
The next step was to point out high performers using the
‘High-quality hiring index’
Another filter helped the company narrow down those
candidates who had a high probability of getting selected.

What happened next? The organization filtered out about 1K
resumes and were left with 200,000 to assess. They further
went down the funnel and prioritized 60,000 interviews. This
highly improved the efficiency of the whole process by making
things easy for the recruiters and keeping the candidates
happy.
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P R O FIL I N G

Organizations which have expanded in terms of size and scale
have to tap into the potential of data gathering and analysis to
streamline their decision process. In the case of Accenture,
their hiring time was drastically reduced by 60% and they
were able to identify 70% apt candidates with the help of
technology.
Campus recruitments are not very different as companies
have to assess candidates in bulk and the use of analytics can
optimize the process to a great extent.

T ABL E O F CO N T EN T

Conclusion
In this never-ending war for talent, companies are vying for
the best. However, most companies are busy running the rat
race and forgetting one simple formula - creating a
differentiating factor for themselves. Rather than just being a
face in the crowd, what companies need to do is shift their
focus away from the standard recruitment processes to the
thing that really matters. Rather than simply screening
students, they should be more concerned about attracting
the best.
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C O N CL U S I O N

Campuses have a personality of their own and we are helping
you gauge it. Refining the process of psychometric profiling
and analytics, we have created Campus Scorecards that bring
out a whole suite of useful information - profiles based on Big
5 models, levels of pay, demographic models, and affinity
towards organizations.

All you need to do is ask for our help and we will
be more than happy to let you ace your next
campus hiring!

What is Mettl?
Mettl is a Saas based assessment platform that enables
organizations to create customized assessments for use across the
entire employee lifecycle, beginning with pre-hiring screening and
candidate skills assessment, training and development programs for
employees/students, certification exams, contests and more.

T RY FO R FREE

+91-9555114444

TRUST E D BY

contact@mettl.com

Plot 97, Sector 44, Gurgaon,
Haryana, India - 122003

