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2. Evolution of behavioural science in three slides

3. What all of this means for people decisions

4. What we’ve built

5. Zeroing in on attraction and job descriptions
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Gender equality – a new lens?
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Aspirational barriers
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1989

What kids want to be when they grow up

2015

TeacherAthlete

Nurse

Flight attendant

Service member

Engineer

DoctorAthlete

Teacher

Scientist

Firefighter

Engineer
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FTSE 100 

bosses by 

name
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The evolution of behavioural 
science - a (very) brief history
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From ‘deep’ 
physiological 
responses…
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… to social 
experiments …

Asch experiment (1958)
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… to understanding the power of 
context on cognition

Danziger et al. (2010)
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System 1
Fast thinking/Automatic 

intuitive, effortless

2x2

Taking your daily commute

System 2
Slow thinking/Reflective 

deliberate, analytic

24x17

Planning a trip overseas

“It turns out that the environmental effects on behavior 
are a lot stronger than most people expect”

Daniel Kahneman, Nobel Laureate
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How this all plays out in people 
decisions
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A scary fact 

about hiring

10 seconds
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Our brains can be 

stubborn beasts

Corporates in the US spend an estimated 
$8 billion annually on diversity training 

programmes aimed at changing mindsets 
and there’s no real evidence that it works
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Sandra Bauer Meryem Öztürk Meryem Öztürk

19%
14%

4%

Interview callback rate based on exactly the same application
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It’s systematic, we all 

suffer from this
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Sadly, not much has changed

UK US
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Our mission is remarkably simple

We want to help teams find 

the best person for every job

regardless of their background
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Stereotype bias

Affinity bias
Comparison friction

Halo effects

Groupthink
Confirmation bias

Our selection

methods are 

riddled with 

bias



[CVs contain some of the 
least predictive data

Applied 
assessments

[

And we’re not even 

using the right metrics 

to decide who’s best 

suited to the role



But fear not, behavioural science 

can also help with the solution

21
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The art of behavioural design

Hope is not a strategy
Not timely

Easy to ignore
Not concrete enough

Takes us as we are 
(limited attention, 

implementation-intention gaps)
TImely

Super practical
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Order matters!

Lesson 1

distrust your early 
judgements

24@beapplied
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Order matters!

Lesson 2

the early bird…?
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Order matters!

Lesson 3

beware being seen 
after a Nobel 

Laureate
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What we do at Applied



“Job preview” application 
testing real skills needed 

for the job

Debiased shortlisting
- anonymised 

- chunked
- randomised
- averaged

Feedback and 
subsequent job 

match

Debiased 
structured 
interview

Hire

The Applied method

Inclusive 
sourcing and 

attraction
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Ultimately, we’re 

a platform 

founded on 

data, insight 

and evidence 

Inclusive pipelines Inclusive sourcing

Predictive validity of assessmentsInclusive job descriptions



Yes, but...

31@beapplied
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Putting Applied to the test

@beapplied
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Applied sift CV sift

@beapplied
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60% of final hires 
would not have 

been hired if not for 

Applied

Would have needed 

to review 3x as 

many CVs to get the 

same number of top 
candidates

@beapplied
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2.1 1.9 3.6

2-4x increase in 

representation of 

ethnically diverse 

candidates

(UK data - preliminary)
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67%
Reduction in time 
spent shortlisting

3x
Improvement in sourcing 

of diverse candidates

3x
Improvement in 

interview offer rate

Findings from clients
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Why we also look at attraction



“Job preview” application 
testing real skills needed 

for the job

Debiased shortlisting
- anonymised 

- chunked
- randomised
- averaged

Feedback and 
subsequent job 

match

Debiased 
structured 
interview

Hire

The Applied method

Inclusive 
sourcing and 

attraction
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What happens when you Google ‘nurse’?

16%

84%

WM
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What happens when you Google ‘surgeon’?

63%

27%

WM



How this (inadvertently) translates
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Words matter, and the way they are used in job adverts can affect who applies to a role. 

There are 3 main areas of research:

1) Specific types of words can 
stop people from applying

Competency, leadership and 

driven are stereotypically 

masculine words that can deter 

women from applying to a job. 
And the opposite effect is less 

prominent: stereotypically 

feminine words don’t deter 

men from applying to a job.

2) Job adverts can trigger some 
candidates’ risk and ambiguity 
aversion and stop them from 

applying

For example, job ads that don’t 

inform candidates about the 

number of candidates that have 

applied can attract fewer female 

candidates than job applications 
that do inform the number of 

applicants. 

3) The number of requisites in a 
job ad are a factor that may also 
stop some groups from applying 

Evidence shows that men apply 

to jobs when they meet 60% of 

the conditions of the job advert, 

while women only apply if they 

meet 100% of the job 
conditions.

The science



Introduction to the Job Description Analysis Tool

✓ Online tool accessed by Chrome

✓ Accessible using your email login

✓ Copy and paste - see analysis

✓ Recalculates as you type

✓ Offers ungendered synonyms

• Does not rewrite your JD’s

• Makes suggestions, does not 

mandate - your judgement is 
ultimately key

• Promotes behavioural change
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Graduates

Graduates

Investment Associate

Media Executive

Head of Diversity 
& Inclusion

Ministerial Speechwriter

Quantity Surveyor

Field Engineer

Public Affairs Assistant

Data Analyst



Wrapping up



Take aways
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➔ The brain can be a quirky beast and rewiring it is hard, so…

◆ we need to redesign our environments to make it easy 

to do the things we want to be doing, 

◆ sometimes it’s the small things that have a 
disproportionate impact, and…

➔ ...since we don’t always have all the answers, wherever 

possible, we should test what works



Questions?


