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The emergence of Covid-19 in early 2020 has forced recruitment and onboarding 
practices to adapt in line with ever-evolving government regulations all over the globe. 

This market report illustrates the ways in which Covid-19 has affected recruitment 
practices, and which of these practices will continue to play a role into the future.

Our research was conducted by means of a survey, using data gathered from a 
range of different companies including those in financial services, professional 
services, management consultancy, property investment, luxury brands and more. 
The survey was sent to over 1,000 businesses who answered questions surrounding 
their recruitment practices during the pandemic. In it, we also provide insights into 
specific interviewing-, testing- and on-boarding software and work-life balance. We 
are grateful to Eden McCallum for allowing us to cite the findings of their recent 
survey of business sentiment (November 2020).

Whilst Covid-19 has impacted recruitment activity, we believe that it has opened 
a unique and unprecedented opportunity to hire top-quality talent. According to 
a study by CIPD, firms across the UK are “developing more in-house talent (62%), 
recruiting from a wider geography (41%), and recruiting a more diverse work-force 
(41%).” The aim of this market report is to provide recommendations on how to 
continue to embrace these changes and successfully recruit and onboard in a hybrid, 
physical and digital working environment. 

We very much look forward to partnering with you again soon!

Victoria Wall 
Founder, Victoria Wall Associates
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We asked: “Which of the following recruitment and assessment 
practices have you been using during the pandemic?”

INTERVIEWING

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Pre-recorded video interviews

On-line application forms

Direct advertising

Psychometric testing

Virtual panel interviews

Online ability testing

Meeting at social distance in open space

Presentation and case study assessments

LinkedIn candidate search

In-person interviews

Telephone interviews

Video interviews

 Recruitment practices used during the pandemic
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“ Video interviews provide 
a swifter process and more 
flexibility for the initial rounds  
of interviews.”

Effective interviewing platforms

We asked: “Which video interviewing platforms do you 
find most effective?”

GOOGLE MEET: 10%

ZOOM: 55%

MS TEAMS: 30%

BLUE JEANS: 2.5% CISCO WEBEX: 2.5%

3

VIDEO INTERVIEWS 
By a “video interview”, we refer to an interview lasting typically between 30 
minutes to one hour, conducted between an employer and a candidate, over a 
digital platform. This type of virtual interviewing has become an integral part of 
today´s recruitment process.

We asked: “Which benefits have you seen from conducting 
virtual interviews?”
• 45% of respondents cited time- and cost efficiencies as a significant benefit 

compared to face-to-face interviews.

• 25% of respondents reported increased flexibility for both employer and 
candidate. 

• Virtual interviewing opened a search to a wider pool of candidates, as 
applications are more accessible for candidates who live far away or abroad.
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VIDEO INTERVIEWS 

Review of Interviewing Platforms 
ZOOM

Why is it that Zoom has emerged on top as the preferred platform for video 
interviewing? 

The main reason Zoom has been universally adopted is that it is primarily a 
video communication platform. There is little room for technical difficulties 
and confusion. Particularly at the beginning of the pandemic, having a 
platform that was simple to adopt and learn was key. It does not get much 
simpler than following a link to join a virtual meeting – and this is why Zoom 
was able to triumph. 

“ A major reason that Zoom  
has such an advantage is that,  
to join a call, all you need is  
an email address.”

“ WhatsApp is portable and as 
easy to use as a phone call – and 
99.9% of people have it on their 
smartphone already.”

MS TEAMS

Microsoft Teams is the second most popular video interviewing platform, 
according to our market survey. Its video function is simple to use; once the 
software is installed, users get invited to calls with a meeting ID. MS Teams is 
not free of charge but comes as part of Microsoft Office 365. 

MS Teams offers some additional functions including the ability to collaborate 
on and share documents from any MS applications. 

WHATSAPP

We believe WhatsApp is an effective alternative, particularly when employers 
are looking for a less formal feel to the interview process.

WhatsApp is very “portable” as it is using a mobile phone and standing in 
front of a simple wall or background for the video interview is easy. Moreover, 
as some candidates do not have a laptop set up at home, being able to use 
their mobile phones makes the interviewing process more accessible. 
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VIDEO INTERVIEWS 

Psychology of Overcoming Video Fatigue and Remaining Energised 

What is impact of Covid-19 on communication and collaboration for individuals 
and teams? Albert Mehrabian’s sociological studies found that only 7% of 
communication is verbal (actual words spoken), which means that 93% of our 
communication is given and received through other means. This includes body 
language, facial expression, vocal intonation and style.

Video fatigue is now widespread; research suggests that it stems largely from 
the short delays in responses between those on the call, which disrupts the 
natural flow of conversation. Moreover, candidates have reported feeling 
uncomfortable on video calls because they see not only the interviewer but 
also themselves. This adds self-consciousness and stress, with some candidates 
becoming hyper-conscious of themselves instead of the interview, which  
affects communication. 

For online interactions, non-verbal cues are as important as they are for face-to-
face interactions – if anything non-verbal cues are arguably more important in a 
video meeting than “live”. As non-verbal communication is usually subconscious 
(e.g. smiling and shaking someone’s hand when they enter the room) we must 
all pay increased attention to our body language.  

During interactions, consider:
• Eye Contact
• Hand Gestures (are they visible on the screen?)
• Facial Expressions
• Vocal Intonation, style and speed

We recommend that everyone reviews how they may they have been perceived 
after meetings, and periodically ask for feedback from colleagues. While we 
must avoid turning interactions into ‘performances’, increased awareness will 
ensure we are all communicating productively and effectively at this time.
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VIDEO INTERVIEWS 
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 Do not schedule video interviews back-to-back. A 15 to  
30-minute break away from the screen will help collect 
your thoughts and make notes on the candidate

 Get physically get away from the desk – it will refresh  
you physically and mentally 

 Consider using a virtual background. A simple virtual 
backdrop can be less distracting than your home

 Switch off the ‘self-view’ option will help minimise 
feelings of self-consciousness and hyper-awareness 

 Avoid any on-screen distractions – email notifications 
or too many open tabs – to make it easier to focus and 
process information 

 Ensure your chosen video software is up-to-date and 
functioning smoothly 

 Check that your WiFi connection is working before the 
interview

 Make sure the candidate has been sent all necessary 
information including the correct link to the interview  
– potentially check with your recruiter

 For later stage interviews, a virtual tour of the office helps 
the candidate gauge the culture of your organisation

How to ensure video interviews remain effective  
for both candidate and employer:
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TELEPHONE INTERVIEWS 
Our survey reveals that 48% of businesses claim they have used telephone 
interviews as part of their recruitment process during the pandemic. A 
telephone interview is a full two-way interview that is conducted entirely over 
the phone without video communication. 

Telephone interviews are very effectively used by businesses who hire and 
onboard many new employees, most notably graduate employers within the 
finance sector. They are also useful as an initial screening process for sales jobs 
in various sectors where an impeccable telephone manner is key. Furthermore, 
telephone interviews can be a welcome change from video interviews as 
they bypass video fatigue, leaving both participants more relaxed. However, 
with the entire focus of communication being on what is said and how, the 
success of telephone interviews depends to a greater extent on the skill and 
experience of the interviewer.  

7

IN
T

E
R

V
IE

W
IN

G

7

IN-PERSON INTERVIEWS
It has been extremely difficult to conduct “live” interviews during the pandemic. 
The necessity to minimise interactions for health reasons, and restrictions by 
governments have temporarily put an end to meetings. Despite this, 45% of 
businesses have interviewed candidates face to face at some point since March 
2020, with some heading outside to interview in the fresh air.

When we asked businesses about the negative implications of virtual 
interviews, 65% of respondents stated that they did not compare to in person 
interviews because of the difficulty in reading the candidate’s body language, 
or gain an sense of personality. Final interviews were often done in-person 
using physical distancing and masks. In the post-pandemic future, it is highly 
likely that in- person interviews will continue for the latter and final stages of 
recruitment processes.  
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SOCIALLY DISTANCED MEETING
Socially distanced meetings have been used as part of the interview process 
by 16% of firms since the start of the pandemic. Employers are apprehensive 
about hiring a candidate they have not met in person – thus, socially distanced 
meetings in line with government guidelines can help decide who the right 
candidate is. They can also be effective as part of the onboarding process to 
allow candidates to meet members of the team. 

VIRTUAL PANEL INTERVIEWS
Virtual panel interviews involve more than one interviewer communicating 
with a candidate via a digital video platform. These have not been a 
particularly popular during the pandemic, with just 14% of businesses stating 
they have used this form of interviewing. One of the negative implications 
of virtual panel interviews is awkwardness that arises when several people 
start talking at the same time. However, virtual panel interviews can be a 
useful tool to assess candidates’ communication skills and how they answer 
questions under pressure. 

 Panel members should chose and allocate interview 
questions before the interview. This will make the 
interview slick rather than stunted 

 Making time to properly introduce the candidate to all 
members of the panel will help relax the candidate, as 
virtual panel interviews can be particularly daunting  

 Allocate one member of the panel to guide the interview 
and manage follow-up questions

Tips for effective virtual panel interviews:
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PRE-RECORDED INTERVIEWS 
These are one-way interviews where no interviewer is present. They are 
typically quite short and consist of around five questions which the candidate 
records themself answering. They are popular in graduate recruitment or for 
roles which are very specific. 

We asked: “Have you selected any candidates for a short list 
based on a pre-recorded video recording?”
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NO: 96%

Percentage of firms who have selected candidates 
for a shortlist based on pre-recorded videos

We believe that this form of interviewing is currently under-utilized and would 
be particularly beneficial in this time as a first screening stage. These one-way 
video interviews provide benefits to both candidate and employer, improving 
and streamlining the overall recruitment process. 

YES: 4%

Benefits for the employer:
 Allows recruiters to get an impression of the candidate 
at an early stage, before spending time and resources on 
scheduling and carrying out a virtual interview. Think of 
it as looking at an animated CV

 They are an efficient way to cut the time and therefore 
the cost involved in hiring especially in candidate 
segments like the graduate market where application 
volumes are high; streamlining the process will allow 
you to fill positions more quickly while still considering a 
large volume of candidates 

 They will streamline internal communication between 
the departments as any number of people can watch the 
one-way interviews and leave comments

Benefits for the candidate:
 Gives candidates the opportunity to show their best side 
fully, in addition to their written CV and cover letter

 Enhanced candidate experience: graduates in particular 
report that they enjoy one-way interviews because they 
feel more relaxed. They can review their answers and 
re-record to get it right

 It also allows them more thinking time and creativity in 
their answers

How pre-recorded video interviews  
could help your business
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Software Solutions for Pre-Recorded Interviews     
At Victoria Wall Associates, we use Jobatar Video Interviewing. Jobatar allows 
us to enhance the experience for the candidate while also tailoring it to your 
company through customisation features. As well as enabling firms to make 
the interview experience unique to them, Jobatar mean one-way interviews 
are easily tailored to specific roles. Adapting and altering questions to ensure 
recruiters get a feel for whether candidates are suited for the role at an early 
stage in the recruitment process is important. The average length of a Jobatar 
pre-recorded video interview is around three minutes. 

Effective pre-recorded interview platforms:

• Jobatar 
• Spark Hire 
• VidCruiter 
• Hinterview 
• Odro 
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“ Pre-recorded video interviews 
have helped us to short-list 
candidates far more accurately, 
so we know that the candidates 
we select for the first face to 
face interviews will be much 
higher quality.” 
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Virtual tests can be grouped into three categories: presentation and case study 
assignments, skills ability testing, and psychometric testing. A report conducted 
by CIPD (2020: 23) has found that “around three quarters of organisations 
use some sort of test, assessment or exercise in their selection process”, and 
larger corporations are likely to use all of these. Online testing is cost- and time 
efficient for both employer and candidate as they are recorded and reviewed in 
their own time.  

Presentation and case-study assignments 
20% of firms surveyed have used presentation and case-study assessments 
during the pandemic. As part of this assessments, candidates will write a 
response or proposal so a specific task or problem which mirrors something 
they would face in the role they are applying for. This form of testing is 
completely bespoke to the business that is hiring, and can therefore provide a 
worthwhile opportunity to attract candidates by tailoring the assignments to 
culture and values. 

TESTING
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Skills and ability testing 
16% of businesses stated that they have used skills ability testing during 
the pandemic. Skills ability testing can refer to MS Word/ Excel/ PowerPoint/ 
Outlook and typing tests which determine a candidate’s level of ability for 
these applications. Online skills testing is a particularly popular part of the 
recruitment process for temp positions, as it is highly likely temp roles will 
require many if not all these skills. At VWA, we use SHL Assessments to 
screen candidates. We test all of our candidates. 

Psychometric testing
14% of businesses stated that they have used psychometric testing as part 
of their recruitment process during the pandemic. There are various types of 
psychometric testing; aptitude and ability tests including numerical and verbal 
reasoning as well as situational judgement tests help determine whether a 
candidate’s strengths are suited to a specific role. Personality tests, such as 
the OPQ or Hogan suite will assess character traits and determine how well  
a candidate would fit into the culture of your business. Psychometric testing 
is a common stage of the recruitment process for graduate roles.  

At a time when employers have spent significantly less time meeting 
candidates face-to-face, psychometric testing is a reliable alternative to help 
get to know candidates’ motivations and personal traits, although these 
should always be interpreted by a qualified individual and in conjunction  
with the interview process.
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Virtual onboarding seems daunting to employers and successful candidates, 
but response to the process has been extremely positive, suggesting that virtual 
onboarding is simpler and more effective than many believe.

We asked: “Have you onboarded any new starters remotely 
since the start of the pandemic?”

ONBOARDING 
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Over 96% of respondents gave the effectiveness of their remote onboarding 4 
out of 5 points or higher – none claimed that it had been ineffective.

Businesses have quickly adapted to how they on-board new starters giving 
rise to a more open mindset regarding remote working in the post-pandemic 
world. According to a study by Management Today (2020), “55% of business 
leaders would now be more likely to consider hiring an employee who was 
not within commuting distance to the office and so would work completely or 
predominantly remotely” – a welcome shift that supports the diversification of 
workforces across business sectors and widens the pool of candidates available. 

How to get the most out of remote onboarding:

1. Send your new hire all the necessary technology and equipment in plenty of 
time so that issues can be resolved before.

2. Ensure your new employee is immersed in the culture of your firm from the 
get-go. Informal telephone or video chats and socially distanced socials help 
with this.

3. Allocate sufficient time to introducing your new employee to the team is 
important. If they are nervous, facilitating this in a way that does not put 
them on the spot will help them feel more at ease.

4. Support your employee with a specific plan for their first weeks and make  
clear what is expected of them. Check in with them on a regular basis and 
tell them who to ask for help and guidance.

13

NO: 22%

YES: 78%

Percentage of firms who have  
on-boarded new starters remotely 

“ Candidates become more 
adaptable to onboarding 
remotely when their whole 
process has been remote.” 
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DIGITAL TOOLS FOR REMOTE 
ONBOARDING

There are some useful software tools to assist with remote onboarding 
process. From digitising the logistics of starting a new employee via creating 
online training courses quickly and easily to running surveys and quizzes, 
these packages help motivate remote staff and help keep an eye on their 
performance without appearing overbearing. 

ProProfs Knowledge Base 
This software is simple to use and appealing. ProProfs Knowledge Base 
software helps ease a new employee into an company´s way of doing things. 
An online knowledge platform unique to your firm can be accessed by all 
employees from any device. It is a space where you can provide your employee 
with all information they need to get started and training can be “gamified”, 
leading to a higher take up and effectiveness. 
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Webonboarding 
Webonboarding offers digital support for your HR team from moment you 
offer a role to a candidate. Forms and signatures can easily be tracked by HR 
managers from anywhere. Webonboarding also offers a tracking performance 
tracking service.

Alternative platforms offering help with remote onboarding include: 

• Bamboo HR

• Zenefits 

• Pipefy

“ The firm has been incredibly 
supportive. I’ve had daily  
catch-ups with my line  
manager every morning.”
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We asked: “Are you likely to maintain any digital 
recruitment practices post-pandemic?”

THE FUTURE
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Almost a year on from the start of the pandemic, we can begin to see the 
long-term shifts that businesses across the UK are making in the way they 
work and recruit. 

Certain digital recruitment practices will continue to be used by most 
organisations, notably video interviewing. Pre-recorded video interviews and 
online testing can further benefit businesses.

Covid-19 has presented us all with an opportunity to focus on building teams 
and cultures that are more resilient, more flexible and more creative than 
ever before. As businesses embrace the positive implications of virtual work, 
employers will recruit from larger pools of candidates and build increasingly 
diverse teams. 

Whilst recognising the positives of our new way of working, we must not 
lose sight of how some employees are struggling to adapt to virtual work.  
A detailed survey report by Eden McCallum (2020) reveals that remote 
working has had an increasingly negative impact on employee’s “wellbeing/ 
mental health, morale, motivation, and collaboration” (p.2). The survey 
indicates that the extent to which employees feel negative effects is 
largely dependent on individual circumstance. Factors include gender and 
whether someone has young children at home. For managers and HR staff, 
considering and supporting the needs of individual employees is more 
important than ever to ensure the well-being of our workforces.  

15

Percentage of firms likely to maintain  
digital recruitment post-pandemic 

NO: 29%

YES: 71%
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TALENT POOLS AND  
PROACTIVE SEARCHING 

At VWA, building talent pools for our clients has become a focus that reflects 
our forward-thinking approach to the recruitment landscape. Recruiting 
proactively allows us to better serve our clients, so that when they come to us 
with a hiring requirement, we are already ahead, having thought about their 
needs and suitable candidates.

How do we build talent pools?
• Through our dedicated resourcing team whose primary focus is to seek out 

and engage with top talent across sectors via LinkedIn and other platforms, 
recommendations, and advertisements

• By keeping up to date with all of our candidates and understanding who is 
or is not ready to move jobs, what job they would consider and what affects 
their decision making the most

• By assessing and recording what candidates have to offer we conduct 
bespoke and targeted searches and find candidates with very specific 
professional skills, for example languages or experience with a particular 
software

• By building strong relationships – when candidates find their new job, we  
work hard to maintain relationships and follow their careers.
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The expansion of available candidates since the start of the pandemic has made 
efficient recruitment processes more important than ever. At VWA, we believe 
that with the right combination of recruitment services for your business, Covid-
19 presents an opportunity to grow and strengthen teams through hiring the 
best talent. We understand that every business is unique, and thus recruitment 
processes must be tailored to meet the specific needs and values of your business. 

In order to assess how we can best do this, we asked businesses to indicate the 
key services they expect recruitment partners to offer now and in the long term.
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0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Psychometric assessment services to include ability and personality testing

Candidate pre-recorded video interview offering

Access to a pool of virtual candidates who are set up to work from home

Employment legislation and payroll advice

Access to graduate interns and graduate trainees

Strong LinkedIn search capability

Contract and maternity leave search capability

Access to a talent pool of temporary candidates who have worked for
your company or in your sector

Job analysis and job description advice

Salary and compensation advice to include salary surveys

Reference checking services for temp and perm candidates

In depth candidate assessment process to include competency based
interview and assessments

A discerning, thorough yet creative and proactive short-listing approach

Bespoke search of a diverse database of highly skilled candidates

70
%

28
%

2%

68
%

22
%

2%

63
%

35
%

2%

63
%

30
%

7%

62
%

37
%

44
%

42
%

44
%

37
%

44
%

19
%

14
%

53
%

2%

36
%

52
%

12
%

32
%

58
%

10
%

30
%

57
%

13
%

30
%

55
%

14
%

43
%

43
%

15
%

12
%

72
%

16
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Which services do companies want from their recruitment partners?  
ESSENTIAL OR  

VERY IMPORTANT
IMPORTANT OR  
NICE TO HAVE

NOT  
IMPORTANT
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CONCLUSION

While it may be too early to know the extent to which the marketplace has 
permanently changed, the high number of candidates in the market means 
that companies will be leaning on recruiters even more.

A new service that has emerged is to ensure that due diligence is done 
with respect to candidates’ home offices. This includes an accurate audit of 
their hardware and WiFi capability to ensure that homeworking remains as 
productive and connected as possible. 

Trust is the key currency for recruiters; where there is caution around remote 
hiring and onboarding, recruiters will find their reputations remade on their 
ability to accurately vouch for a candidate’s performance. Those who fail are 
likely to experience diminished trust, whereas those whose endorsement 
becomes a guarantee will be ahead of the rest.

With the reduction in jobs, surplus of candidates, and uptake in virtual 
interviewing, many clients have become more rigid about candidate 
background. Support for wildcards and leftfield candidates is at a low,  
and with this in mind recruiters must withhold their championship of 
curveball candidates for only those very best. Anything else risks eroding  
that trust between client and recruiter.

HR departments have had much to deal with throughout 2020, and there  
is no tangible end in sight. People management during the pandemic,  
along with staying ahead of fluctuating guidelines, has proved highly  
time consuming, and will continue to be so in 2021. Additional pressures 
from a resurgent IR35 and the unpredictable Brexit are expected. More  
than ever, recruiters need to balance their expectations from clients  
with understanding the other concerns pulling on their time. Patient and 
balanced communication will yield both gratitude and long-term reward. 

Although companies have reduced the number of jobs they are looking 
to fill, VWA has been building out our talent pools so that, when clients 
do require help, we can get an exceptional shortlist to them immediately, 
whether candidates be temps or permanent candidates. Our candidates are 
ready to go, either virtually or in person, whenever they are next needed.

If you have any questions about this market report please do not 
hesitate to call us on 020 7225 1888.
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