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Executive Summary

Introduction

Hiring early talent has become increasingly complex and increasingly
ineffective. Traditional recruitment practices—dominated by CV screening,
academic pedigree, and long, multi-stage assessment processes—are failing
both employers and candidates.

By 2030, there will be over one million more students entering the global talent
market, intensifying competition and further overwhelming outdated hiring
systems.

Yet despite more applicants than ever, 80% of employers report growing
difficulty in finding suitable early talent.

This whitepaper explores the systemic problems with current hiring dynamics
for early talent and introduces a more holistic, skills-first alternative. It outlines
a modern approach that brings candidates to life through multimedia profiles,
project evidence, and deeper insight into motivation and potential to help
employers find high performing talent.
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1. The Broken Model: Why CV-Based
Hiring No Longer Works for Early Talent

The CV was designed for a different era—one where career paths were linear,
degrees were rare, and experience accumulated in predictable ways. For
decades, it served as a convenient summary of a candidate’s professional
history. But for early talent—students, graduates, and those in the first years of
their careers—the CV is increasingly unfit for purpose.

1.1Early talent has limited experience by definition

Graduates and students cannot demonstrate years of work experience
because they simply have not had the opportunity to accumulate it yet. This
creates a paradox: employers want experience, but early-career candidates
are applying for roles designed for people without experience. As a result, CVs
become filled with generic content—modules studied, part-time jobs, and short
internships—that tell employers very little about real capability.

Many candidates learn how to optimise their CVs, rehearse interview answers,
and practise test techniques—effectively performing well in the system without
necessarily demonstrating genuine capability.

1.2 Degree inflation and the loss of differentiation

As more people attend university, degrees are no longer a strong differentiator.
What was once a signal of exceptional academic ability is now a baseline
requirement. Two candidates with the same degree classification from
different backgrounds can have dramatically different skills, mindsets, and
potential. Yet on paper, they often appear identical.

The problem is not that higher education lacks value, but that CVs compress
complex individuals into simplistic bullet points. It is therefore unsurprising that
65% of employers now say degrees are becoming less important in hiring
decisions, yet many recruitment processes remain heavily anchored to them.
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1.3 The pigeonholing of talent

Another unintended consequence of CV-driven hiring is the pigeonholing of
candidates based on their degree subject. A student who studies economics is
assumed to belong in finance or consulting. A history graduate is filtered
toward academia or policy. A computer science student is expected to
become a developer.

But in reality, interests evolve. Many students discover passions outside their
original field of study. An economics student may thrive in marketing. A
psychology student may excel in UX design. A philosophy graduate may
become a strong product manager. The CV, however, reinforces rigid
categorization, preventing employers from seeing transferable skills and
hidden potential.

This rigidity limits opportunity for candidates and narrows the talent pool for
employers.

Used Overlooked

Skill-based evidence

Degree & University

Grades

Projects & portfolios

Work experience Introduction videos

Clubs & Activities A personal story

Figure I: What CV’s show vs overlook
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2. Inefficient, Time-Consuming,
and Low-Signal Hiring Processes

The limitations of CVs affect candidates but employers also pay the price.

Long recruitment processes, diminishing returns

Large organizations often respond to the uncertainty of early talent hiring by
adding more process: multiple application forms, psychometric tests,
assessment centers, interviews, case studies, and final interviews. While each
step is intended to improve decision-making, the overall experience becomes
exhausting for candidates and resource-intensive for employers.

Students often complete dozens of applications, each requiring hours of effort,
with very low success rates. Employers, meanwhile, invest significant time
reviewing applications, coordinating assessments, and interviewing
candidates—often only to make hires that still fail to meet expectations.

Despite the heavy investment of time, effort, and resources on both sides,
organizations can still miss high-potential candidates and end up selecting
those who are simply best at navigating the process—rather than those most
likely to succeed in the role.
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Figure 2: Current Recruitment Funnel
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3. The Rise of Self-Directed Skill
Development

While hiring practices have remained largely static, early talent has evolved
dramatically.

3.1Learning no longer happens only in formal education

Today’'s students and graduates have unprecedented access to learning
resources: online courses, coding bootcamps, design tutorials, business
communities, open-source projects, and creator platforms. Many are building
real skills outside their degrees—often to a level that rivals or exceeds what is
taught in formal curricula.

Young people are:
e Building and launching their own software
¢ Running successful social media accounts
e Designing brand identities for businesses
* Freelancing as writers, editors, or developers
e Producing documentaries, podcasts, or YouTube channels

These experiences generate genuine, practical capability. Yet they are often
reduced to a single bullet point on a CV—or excluded altogether.

3.2 Portfolios over pedigree

In many disciplines—design, development, marketing, writing, product, and
beyond—what someone has built is far more predictive than where they
studied. A strong portfolio demonstrates initiative, problem-solving, creativity,
and persistence. It shows how someone thinks, not just what they claim to
know. However, most hiring systems are not designed to meaningfully evaluate
portfolios at scale. CV screening still dominates the top of the funnel, meaning
many high-quality candidates are never seen.
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4. Bringing Candidates to Life: A Richer
Model for Understanding Early Talent

To hire early talent effectively, employers need a deeper, more human
understanding of candidates.

A modern candidate profile should not simply list qualifications. It should tell a
story: who the person is, what they care about, what they are good at, and
where they want to grow.

This can include:

Video introductions to understand communication style, and personality
Project portfolios to demonstrate real-world capability

Dissertations and long-form work to reveal interests

Written reflections on learning journeys, challenges, and ambitions

Together, these elements transform a candidate from a list of bullet points into
a three-dimensional individual.

© Uk based 5 Would Accept * % Owner & Builder [ Self-taught elements (O Fast learner . Recruiter interest: 7 views

Full-stack development - API design - Authentication - Performance optimisation - React - Node.js - Git collaboration

< "!.":-p ONIVERSITY OF Professional Summary
N
'« Jonathan Pague BATH Early-career software developer and University of Bath student
Software Developer MSc -

with hands-on experience building and shipping real products
through internships, freelance projects, and hackathons. Actively
involved in the Bath Tech Society and Hackathon Society,
regularly participating in technical events and peer-led projects.
Outside of coding, enjoys problem-solving challenges, football,
and building side projects. Motivated by continuous learning and
using technology to solve real-world problems.

Hi, 'm Jonathan — a software developer studying at the University of Bath with a
passion for building practical, user-focused technology. | enjoy turning ideas into real
products and continuously developing my technical skills through projects and
hands-on work.

Video Introduction Projects & Portfolio

Work Experience
Role: Software Engineering Intern - FinTech Startup
Duration: June-September 2024
What Jonathan actually worked on:
* Built a full onboarding flow used by 2,000+ new users
« Developed authentication system (JWT + OAuth)
¢ Reduced API response time by 35%
¢ Contributed 40+ pull requests to the production codebase

Evidence attached:
Explaining the problem the feature | was solving, shows the « Screenshots of the product features he built
live product, and walks through the key technical decisions « GitHub repo / code snippets
I made during development (uploaded 3 days ago) « Short video explaining his technical decisions

See more...
O A recorded walkthrough where | breaks down the original

APl performance issue, and explaining the changes | made Evidence snapshot:
to the architecture (uploaded 2 weeks ago) 3 real projects - 2 video walkthroughs - 1 internship

Figure 3: StudentVenture Profile
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4.2 Why this improves hiring decisions

When employers see evidence rather than abstractions, decision-making

improves. Instead of guessing whether someone might be a strong designer,

they can see their designs. Instead of inferring communication skills from a

personal statement, they can watch a video introduction. Instead of relying on

job titles, they can explore real projects and outputs.

This reduces uncertainty, increases confidence, and leads to more accurate

assessments of fit—both for the role and for the organization’s culture and

working style.
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Figure 4: What students can show you
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Evidence-based hiring delivers better outcomes

Research and industry data consistently support this approach:

e 72% of employers prefer skills assessments to CV screening when
evaluating candidate suitability, because they focus on real capability
rather than background alone.

e Employers using skills-based approaches report stronger outcomes, with
surveys showing over 80% reporting higher satisfaction with hire quality
and over 60% reporting improved retention after adopting skills-focused
evaluation.

e Organizations applying data-driven or evidence-based matching have
reported reductions in early turnover of 30—40%, driven by better alignment

between role requirements and demonstrated capability.

Traditional CV screening forces employers to make high-stakes decisions
using weak signals. Rich candidate profiles change this dynamic.

Employers gain the ability to assess demonstrated capability rather than
inferred potential, compare candidates objectively using real outputs, align
hiring decisions more closely with the true demands of the role, and make
decisions with greater confidence and consistency. The result is better role fit,
stronger long-term hires, and improved retention.
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5. A Skills-First Matching Model
Powered by Al

Richer candidate profiles create better data. But they also introduce
complexity: how can employers efficiently navigate large numbers of
multimedia profiles? This is where intelligent technology becomes essential.

5.1 Multimodal analysis for deeper understanding

By using Al to analyze photos, PDFs, videos, and text, it becomes possible to
extract meaningful signals from candidate content. This does not mean
replacing human judgment; rather, it means augmenting it.

Al can help to:
 |dentify key skills demonstrated across projects and portfolios
e Understand themes and interests in written work
e Recognize patterns in communication style
e Organize large volumes of candidate content into structured insights

This enables a much richer understanding of candidates than CV keywords
ever could.

Matching

Algorithm gg
Data Rich
Ecosystem

Figure 5: Data into actionable hiring insight
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6. Benefits for Employers

Organizations that adopt a skills-first, portfolio-driven, and Al-supported
approach to early talent hiring can expect meaningful advantages.

6.1Better hiring quality

When decisions are based on real evidence of capability and motivation, the
likelihood of strong performance increases, leading to higher retention, faster
ramp-up time, stronger engagement, and better overall team dynamics.

6.2 Broader and more diverse talent pools

Intelligent matching and richer upfront insight mean less time spent screening
unsuitable candidates and fewer wasted interviews. Over time, this can
significantly reduce the cost and operational burden of early talent
recruitment.

6.3 Reduced time and cost to hire

Moving beyond CVs reduces bias toward pedigree, polish, and privilege. This
opens opportunities to candidates from a wider range of backgrounds and life
experiences, supporting both equity and innovation.

JOB INTERVIEW
please keep quiet
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7. Benefits for Candidates

This model is not only better for employers—it is fundamentally fairer and more
empowering for early talent.

7.1 Being seen for who they really are

Candidates are no longer reduced to a degree title and a list of modules.
Instead, they can showcase their creativity, ambition, personality, and real-
world work.

7.2 Recognition of non-traditional learning

Students who have taught themselves valuable skills, built projects, or explored
interests outside their degree are finally rewarded for that initiative. This
encourages lifelong learning and self-direction.

7.3 Reduced application fatigue

Instead of repeatedly completing long, generic application processes,
candidates benefit from being matched to opportunities where they are
genuinely relevant. This creates a more efficient, humane experience.
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8. Strengthening the Pipeline
Through Real Engagement

Beyond evaluating the projects and work students have already completed,
some employers are beginning to take this one step further: creating optional
opportunities for students to engage with real, relevant work connected to the
organization.

This might include short projects, hackathons, webinars, job simulations, or
challenge-based activities. When designed well, these initiatives give students
valuable experience and portfolio material, while giving employers richer
insight into capability, motivation, and alignment.

The impact is mutual: students strengthen their skills and portfolios, and
employers benefit from deeper, real-world evidence when identifying high-
potential talent. Over time, this approach can strengthen employer brand and
create a more engaged, better-qualified early talent pipeline — not by adding
more work, but by replacing low-signal screening with high-signal
engagement.

1.Engaging
opportunities

5.Employer brand
strengthens

Talent

. f 2.Real work is
Pipeline

produced

4.Best-fit talent

emerges 3.Portfolios

get stronger

Figure 6: Early talent development loop
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9. The Future of Early Talent Hiring

Every organization assesses and hires differently. Some rely on CV screening,
others prioritize assessments, and some use assessment centres or interviews
first. This model is designed to complement—not replace—existing hiring
processes by unlocking richer signals of talent that are often missed.

Instead of relying solely on credentials, employers can see the full picture: a
candidate’s story, self-directed learning, side projects, genuine interests, and
evidence of motivation beyond what was required by a course or previous role.

Crucially, this approach allows employers to:
» Broaden access beyond traditional academic filters
» Strengthen diversity by reducing reliance on biased proxies
» Build ongoing talent pipelines rather than one-off applicant pools
» Layer richer data into existing ATS and assessment workflows
» Reduce time & resources when hiring
» Reduce the risk of each hire & improve retention outcomes

Conclusion

Currnet hiring is no longer fit for purpose when it comes to early talent. It
obscures potential, reinforces bias, wastes time, and leads to suboptimal
outcomes for both employers and candidates.

A better approach is possible—one that brings candidates to life through video,
projects, portfolios, and rich contextual understanding. By combining these
insights with Al-powered analysis and intelligent matching, employers can
make more informed decisions, access broader talent pools, and build
stronger, more future-ready teams.

Early talent is not lacking in ability. It is lacking in visibility. The organizations
that solve this visibility problem will not only hire better—they will help shape a
more equitable, dynamic, and effective future of work
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Who We Are — StudentVenture

StudentVenture is a next-generation early talent acquisition platform that
reimagines how companies discover, engage, and hire emerging talent. At our
core, we believe that students are more than a résumé — they are creators,
thinkers, and doers whose potential goes far beyond what a traditional CV can
capture. Our platform empowers students to showcase real skills, projects,
personality, and ambition while giving employers a richer, deeper view into who
they're hiring. Working with UNIDAYS with over 30 million users.

StudentVenture is not just another recruitment tool — it's a movement to
reshape how the next generation of talent enters the workforce, fostering
connections that are fairer, faster, and better aligned to real ability.
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Chief Executive Officer Chief Product Officer Chief Technology Officer

Derek Morrison Ryan Dixon Liam Keogh
Board Advisor Board Advisor Board Advisor
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UI StudentVenture

Have Questions?
Contact Us

Phone

+44 (0)7972523387

Website
www.studentventure.io

Email
company@studentventureio
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