
 

 

CASE STUDY 

Psychology for Psychologists 

Overview  
Telephone interviews are a useful screening tool widely used in assessment, but they can be 
costly to organise and administer. Automated video interviews are an effective way to reduce 
administrative burden, but typically sacrifice the ability to tailor questions to individual 
candidates. Would it be possible to get the best of both options?  

Saville Assessment partnered with Tazio to create a video interview powered by the Wave 
Professional Styles (Wave) behavioural assessment. Saville Assessment’s Consultancy 
Team then used this tool in their own assessment process, to recruit Consultants. It enabled 
them to improve efficiency and increase the number, and quality, of candidates progressing 
through to the subsequent assessment stages.  

Challenge 
A few factors came together to inform this project, beyond the business need presented.  

• As a provider of talent assessment solutions, it was imperative for Saville 
Assessment to get their selection processes right. After all, if they could not get it 
right for their own hires, how could they advise and support their clients?  

• Their internal processes offered their Consultants an opportunity to pilot new 
products and innovations 

• Transparency with their clients regarding their process allowed them to showcase 
their innovative portfolio developments; people they wanted to get excited about 
working with them 

Setting Objectives 
Their Consultancy Team took on the challenge of improving how they managed their 
Consultant vacancies, which typically attract 100 applicants per position. Consultants 
typically evaluated assessment solutions against a set of criteria. So, when starting this 
assessment campaign, they reviewed what they were looking to achieve in four areas. 

• Quality: Assessments must identify the right people for the right roles 

• Efficiency: Assessment performance should be gathered using as little organisational 
resource as possible. Completing assessments should take as little time as possible 
whilst assessing in a robust and fair way 

• Engagement: Candidates should talk positively about their assessment experience 

• Diversity and Inclusion: The diversity of a candidate pipeline should be upheld 
throughout each stage 

In the campaign kick-off workshop, they agreed the focus had to be on two areas:  

• Increasing the quality of candidates: Given the profile of Saville Assessment as an 
organisation they felt they could increase the number, and quality, of appointable 
candidates attending the assessment centre for their Consultant positions 
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• Making their process more efficient: The time the existing telephone interviews were 
taking to design and administer was identified as an issue. They wanted to deliver 
this campaign using less internal resource 

They turned these considerations into SMART objectives. (SMART is an acronym for 
objectives which are Specific, Measurable, Attainable, Relevant and Time-based.) 
Specifically, in this campaign, they wanted to:  

• Increase the number of candidates completing each stage of the process  

• Increase the number of candidates attending the assessment centre who met the 
requirements for the role 

• Reduce the administrative burden of organising, delivering, and assessing their 
existing telephone interviews 

Approach 
Historically, the company had used a three-stage assessment process:  

• Stage 1: online assessments (behavioural and aptitude) 

• Stage 2: telephone interview (with pre-set questions) 

• Stage 3: assessment centre 

The Consultants felt that Stages 1 and 3 were working well. However, they saw room for 
improvement in Stage 2, the telephone interview. They felt targeting this area of the 
assessment process would help achieve the specific objectives they had set themselves.  

Practical Innovation 

The Consultancy Team got together to consider ways to improve the telephone interview. 
They came up with the idea of aligning this stage of the assessment process with the 
approach they took to face-to-face interviews: a highly structured interview powered by a 
candidate’s completion of the Wave questionnaire. The Wave questionnaire explores a 
person’s motives, preferences, needs and talents within a work context. Research has 
demonstrated it to be a powerful predictor of a wide variety of performance and behaviour at 
work. 

The Consultants felt that if they could create a video interview, where the interview questions 
were powered by a candidates’ responses to the Wave questionnaire, they would meet their 
targets and have a new product which they had not come across in the market before. 
Candidates’ experience would be improved by the personalisation of the interview 
experience, and the interview outputs would be enriched. The Consultants also recognised 
this product could benefit their clients with high volume recruitment processes. They 
therefore decided to replace the telephone interview with a video interview, powered by the 
Wave questionnaire assessment output. 

The Consultants identified a partner to work with, for delivery of the video interview. They 
selected Tazio to provide candidates with an engaging experience. (See www.tazio.co.uk for 
details of this supplier’s services.) 

The New Process 

In the new process, applicants to Saville Assessment’s Consultant roles completed the 
Wave questionnaire and were assessed for their fit to the key behavioural requirements. As 
well as informing them whether they should be progressed to the next stage, it identified 

http://www.tazio.co.uk/
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areas they would want to probe before committing resource to seeing them at the more 
expensive face-to-face stage. 

If a candidate met the behavioural and aptitude requirements of the role, the integration they 
built with Tazio used the information from the assessments they had completed to present 
each candidate with a video interview bespoke to their responses. For example: if the 
candidate’s responses to the Wave questionnaire suggested they have a challenge dealing 
with pressure, they would be asked, through the video interview, to reflect on a pressured 
situation they had encountered and share how they dealt with the difficulties that arose. The 
candidate’s video interview responses enabled them to verify whether they were able to deal 
with the demands of the role.  

Video interview questions were asked in relation to the four competencies they had identified 
as being most critical to the Consultant role. The outputs were then reviewed by Assessors 
at a time convenient to them with a clear audit trail stored in the Tazio interface. 

Outcome 
Notable Improvements  

As there was no need to schedule the video interviews, with candidates completing them at 
a time convenient to them, the company saved significant administration time.  

Following the success of this campaign, their integration with Tazio was updated, meaning 
candidates could be automatically progressed from online assessment to video interview 
with no time delay. This meant, from a candidate perspective, they could complete Stages 1 
and 2 as one combined stage. 

As the video interview questions were pulled from a bank of pre-designed questions dynamic 
to a candidate’s responses, no additional design of video interview content was required. 
This was all automated based on their competency selection.  

As the video interview questions were powered by Wave, they gained the benefits of the 
predictive validity associated with the Wave model.  

By using an innovative approach to video assessment, the team showcased Saville 
Assessment to prospective recruits as an innovative, forward thinking organisation.  

By auditing the scoring of their Assessors, they further ensured that they could have 
complete confidence in the consistency of scoring.  

Results  

The team achieved each of the objectives they set out in the kick-off meeting: increasing the 
number of candidates completing each stage of the process, increasing the number of 
candidates attending the assessment centre who met the requirements for the role, and 
reducing the administrative burden of organising, delivering, and assessing their existing 
telephone interviews.  

There were also additional benefits from across the assessment effectiveness model:  

• Quality: The number of candidates who completed Stage 2, were deemed to meet 
the requirements of the job description, and were therefore seen at assessment 
centre, increased from three in one hundred (from their previous campaign) to eight 
in one hundred 

• Efficiency: They estimated a 75% reduction in administration requirement was 
achieved by: 
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• removing the need to design a new telephone interview 

• removing the need for administration in scheduling interviews, including dealing with 
no-shows 

• managing Assessor resource in a more flexible way 

• Engagement: There was a 25% increase in the number of candidates completing the 
video interview compared with the equivalent stage of the previous process 

• Diversity and Inclusion: As the video interviews were completely standardised, the 
Consultants ensured there would be no additional opportunity for bias introduced by 
the interviewer as could be the case with a telephone interview 

As a result of this case study, Saville Assessments have been able to show their clients how 
the solution works, and pilot the process for their high-volume recruiter clients. 
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