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Beyond Resumes
In UK Technology-Focused Roles



Traditional recruitment practices often focus too heavily on a candidate's resume or CV,
relying on qualifications and experience tied to specific job titles. While this method
provides a basic understanding of a candidate's background, it can be limiting. Resumes
may not reflect a candidate's full potential, especially when it comes to problem-solving,
leadership skills, or cultural fit. Instead, organisations should prioritise recruiting based on
their specific business challenges and goals. By shifting focus to what the organisation
needs the appointment to achieve, recruiters can find candidates who offer solutions, even
if their resumes don’t align with traditional expectations.

Recent UK statistics highlight a growing shift away from traditional
recruitment practices focused on resumes. In 2024, about 72% of UK
employers now prioritise skills assessments over CVs. This trend
reflects the increasing use of skills-based hiring, which has risen
dramatically from just 56% of employers using such methods in 2022 to
over 81% in 2024. These employers find that skills-based assessments
are more effective in predicting a candidate's success in a role, helping
reduce biases and opening doors to a wider talent pool, including
individuals without traditional qualifications.

Moving Beyond the Traditional Resume
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Recruiting to fill a job title often fails to address
deeper organisational challenges because it
focuses on predefined roles and qualifications
rather than on what the business truly needs.
Many companies hire based on existing job
descriptions, or job titles that define a
standardised list of skills which may not align
with evolving business goals, strategic needs, or
specific problems the organisation is facing. This
traditional approach limits the potential of
finding candidates who can bring fresh ideas,
innovative thinking, or cross-industry experience
that could solve those challenges.

Rethinking the role requirements before diving
into resumes is crucial for a successful
recruitment strategy. Organisations need to
assess their core business challenges and
design leadership roles around solutions to
those problems, not just around titles. When the
focus shifts from simply filling a vacancy to
hiring a candidate who can address and
overcome business hurdles, it leads to more
impactful hiring decisions. This broader
perspective enables businesses to find
individuals who align with their objectives and
have the skills necessary to drive meaningful
change.

Recruiting to Solve
Organisational
Challenges
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Recruiting beyond job titles allows organisations
to focus on solving business problems rather
than simply filling predefined roles. By shifting
their perspective, businesses can identify the
core challenges they face and recruit candidates
with the skill sets necessary to address those
specific issues. This approach encourages
flexibility in job definitions, ensuring they evolve
in line with changing business needs. For
example, a role originally defined as “Operations
Director” might be adapted to emphasise
strategic transformation if that’s what the
organisation requires. This flexibility enables
companies to attract candidates with diverse,
cross-industry experience who may not fit
traditional job descriptions but offer fresh
perspectives and innovative solutions. 

By focusing on the problems that need solving,
organisations create roles that add value beyond
day-to-day tasks, fostering growth and long-
term success. This approach to recruiting
ensures that leadership talent is aligned with
both the present challenges and future goals of
the organisation.

Recruiting Beyond
Job Titles



Psychometric profiling is a valuable tool in recruitment that helps uncover a candidate’s
personality and cultural fit, beyond the surface-level qualifications and experiences on a
resume. It evaluates a candidate’s personality traits, emotional intelligence, and alignment
with the organisational culture. This process provides insights into how a candidate is likely to
lead, make decisions, respond under pressure and adapt to change.

Psychometric assessments be they Myers-Briggs Type Indicator or Hogan Assessments or
Saville, focus on personality traits and leadership styles and are commonly used to
understand key leadership attributes. These tools can help evaluate a candidate's emotional
resilience, decision-making approach, and communication style—critical factors for
leadership roles. Additionally, they can reveal how candidates respond to pressure and
navigate complex challenges, manage risk and provide a holistic view of their adaptability.

By leveraging psychometric profiling and candidate assessments, organisations can make
more informed hiring decisions that extend beyond skills and experience. This ensures they
hire leaders who not only have the capability to address business challenges but also align
with the company’s values, fostering a productive, innovative, and cohesive work
environment.

Psychometric Profiling and 
Candidate Assessment
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The Importance of Cultural Fit 
and Leadership Style

Recruiting beyond resumes requires a keen understanding of how a candidate’s
leadership style aligns with an organisation's culture (current and/or desired).
Cultural fit is a vital component of long-term success, as it affects not only team
dynamics but also the organisation's overall productivity. Leaders who resonate with
an organisation’s values and ethos can more effectively drive its mission forward.
This is especially important in industries where collaboration and innovation are
critical.

However, cultural fit doesn't imply homogeneity. In fact, diversity in thought and
leadership styles can enhance creativity and problem-solving. The goal is to find
leaders whose values and approaches align with the company's mission, yet who
bring diverse perspectives that challenge the status quo. Leadership assessments
that measure both personal and cultural fit ensure organisations hire individuals
who can adapt to the company’s environment while also bringing in new ideas.

5Beyond Resumes



Adaptability: Hiring Leaders for a
Rapidly Changing Business Landscape
The ability to adapt to change is a key leadership trait, particularly in today’s rapidly
evolving business environment. Leaders are no longer required to simply maintain the
status quo; they must guide their organisations through periods of uncertainty and
disruption. A candidate’s ability to adapt quickly and successfully to change can’t always
be captured on a resume. Instead, it’s often reflected in their career trajectory, how
they’ve handled transitions and their response to previous challenges.

Evaluating adaptability involves understanding how candidates have managed crises or
led organisations through significant change. Have they transformed departments,
navigated mergers or acquisitions, or successfully delivered digital transformations? This
adaptability is crucial in the technology-driven marketplace, where organisations
frequently encounter new business models, emerging technologies, and shifting consumer
demands.

By focusing on this adaptability, organisations can find leaders who will be resilient in the
face of future challenges—whether it’s navigating a rapidly changing industry or
implementing large-scale transformation projects.
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The Role of Emotional Intelligence in
Leadership Success
Emotional intelligence (EQ) is increasingly recognised as an essential component of
successful leadership. It involves a leader's ability to manage their own emotions,
understand the emotions of others, and navigate interpersonal relationships effectively.
While technical and operational skills remain important, a leader’s EQ often determines
their ability to build strong teams, manage conflicts, influence stakeholders and outcomes
and foster a positive work culture.

Leaders with high emotional intelligence tend to be more self-aware, socially aware, and
adept at managing and developing relationships. This enables them to build trust, inspire
teams, and drive collaboration across departments. In recruitment, assessing a
candidate’s EQ provides insights into their ability to connect with their team on a personal
level, create a sense of shared purpose, and influence organisational success. Tools like
emotional intelligence assessments and behavioural interviews can help identify
candidates with strong EQ, ensuring they possess not only the skills but also the emotional
acumen to lead effectively.



Evaluating a candidate’s historical achievements goes beyond simply reviewing their resume.
By exploring accomplishments across different industries, organisations can gain deeper
insights into how candidates have driven tangible results. Leaders with cross-industry
experience often bring innovative approaches to solving business challenges, as they apply
successful strategies from one sector to another. For instance, a candidate from a
manufacturing background with process-driven expertise might excel in optimising operational
efficiency in a service-based business. Understanding a candidate’s past achievements across
various fields provides valuable perspective, showcasing their ability to adapt, innovate, and
lead.

Evaluating Historical Achievements

Hiring leaders from diverse sectors brings fresh perspectives and innovative solutions to
complex organisational challenges. Cross-industry leaders apply successful strategies from
one field to another, offering unique insights that can drive transformation. This cross-
pollination of ideas enhances problem-solving, fosters creativity, and improves decision-
making across teams. Successful cross-industry hires often result in breakthrough thinking,
allowing companies to navigate change, explore new opportunities, and gain a competitive
edge.

Cross-Industry Innovation: Unconventional
Leaders for New Solutions
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Tailoring Recruitment to
Organisational Goals

Tailoring recruitment to organisational goals
requires a strategic focus beyond the
information provided in CVs. Organisations
must first assess their key business objectives
and identify the key leadership capabilities
required to meet those goals. One effective
strategy is to prioritise problem-solving
abilities, adaptability, and stakeholder
management and influence over traditional
experience metrics. Evaluating candidates
through behavioural interviews, psychometric
assessments, and scenario-based testing
helps uncover their ability to lead, innovate,
and drive growth. By focusing on leadership
qualities that align with the company’s future
direction, organisations can hire candidates
who will not only fill immediate needs but also
contribute to long-term success.

The Shift Toward Solution-Based Hiring
Recruitment should not be a static process that focuses solely on filling open roles; it should be a
dynamic one centred on addressing organisational challenges. This shift toward solution-based
hiring involves understanding the company’s strategic goals and recruiting individuals who have the
skills to solve specific problems, regardless of their background or job title. Traditional recruitment
emphasises matching candidates to job descriptions, but solution-based hiring prioritises problem-
solving, innovation, and long-term business success.

Solution-based hiring is especially relevant in industries facing rapid change or requiring significant
innovation. By identifying the key business challenges and aligning the recruitment process with
these needs, organisations can hire leaders who will not just fit into existing structures, but who will
redefine them to ensure the company’s future growth. This requires a more comprehensive
approach to recruitment, one that looks beyond resumes and considers how the candidate’s
experience, skills, and mindset align with the company's goals.
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Traditional recruitment processes can overlook highly capable candidates whose resumes
don’t fit predefined roles or who come from unconventional backgrounds. This is particularly
true when organisations focus too narrowly on specific qualifications or industry experience.
However, by broadening their approach and recruiting based on potential and problem-
solving ability, organisations can tap into hidden talent pools that provide fresh perspectives
and innovative solutions.

Candidates with cross-functional experience or from different industries often bring
untapped potential to organisations. For example, a leader from the retail sector may have
valuable customer experience strategies that can transform a technology company's user
experience. This approach to recruitment fosters innovation by bringing in leaders with
diverse skill sets and perspectives, allowing organisations to bridge the talent gap and
maintain competitiveness in a fast-moving business landscape.

Bridging the Talent Gap:
Finding Hidden Potential
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One of the key advantages of looking beyond resumes is reducing the risk of unconscious bias
in hiring. Traditional recruitment methods often prioritise candidates who meet narrow job
title and experience criteria, inadvertently excluding diverse talent. This limits the potential for
finding leaders who can drive innovation and organisational transformation. By emphasising
problem-solving, leadership skills, and cross-industry experience, organisations can adopt
more inclusive hiring practices that prioritise diverse talent and perspectives.

Inclusive hiring goes beyond ensuring diversity in representation; it focuses on finding
candidates who can challenge conventional thinking and introduce new ways of addressing
business challenges. This inclusive approach ensures that leadership teams reflect the
diverse perspectives needed to navigate complex business environments and meet the needs
of diverse customers.

Companies in the top
quartile for racial,
ethnic, and gender
diversity are 35% more
likely to surpass their
industry median in
financial performance.
Additionally, diverse
companies experience
higher innovation rates,
with a 20% increase in
innovation and a 19%
boost in innovation
revenue.

Addressing Bias in Recruitment: 
Moving Toward Inclusive Hiring Practices
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Moving beyond traditional resumes enables organisations to recruit for impact rather than
simply filling a predefined role. By focusing on problem-solving, cultural fit, and cross-industry
experience, businesses can identify candidates who bring fresh perspectives and innovative
solutions. Psychometric profiling and candidate assessments provide deeper insights into
leadership capabilities, ensuring alignment with organisational goals. Ultimately, this
approach leads to more effective hiring decisions, helping organisations solve business
challenges, drive long-term growth, and secure leaders who are adaptable and forward-
thinking.

The most effective recruitment
strategies go far beyond simply
matching resumes to job titles. By
focusing on a candidate’s potential,
adaptability, and problem-solving
abilities, organisations can recruit
leaders who will drive innovation
and foster long-term success. A
holistic approach to recruitment,
which includes psychological
profiling, assessing cross-industry
achievements, and solution-based
hiring, ensures that organisations
hire leaders who are not only
capable of filling a role but are
equipped to address business
challenges and lead the company
toward future growth.

The Future of Leadership Recruitment

McKinsey's Talent Trends Report highlights that companies prioritising diverse
leadership are 25-35% more likely to outperform their competitors in
profitability. 

11Beyond Resumes



22 Tudor Street

London EC4Y 0AY

+44 (0)203 925 4120

Adastrum Consulting Ltd

Beyond Resumes


