UNDERSTANDING
GAME-BASED
ASSESSMENTS

WHO ARE WE?

Founded in 2013, Arctic Shores was set up by Robert
Newry and Safe Hammad to help companies make better
people decisions, and people better career decisions.
Since then, over 350,000 people have taken our
assessments and we have expanded into more than 35
countries.
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WHAT DO WE DO?
Helping companies make better people decisions,
and people better career decisions.

Our assessments uniquely combine neuroscience,
psychometrics and game technology to help match people to
the right jobs. We help our clients create a more data-driven
recruitment process and make unbiased and accurate hiring
decisions.

3

SKYRISE CITY
Our flagship assessment, Skyrise City, collects an average of
5000 data points across 9 engaging levels. It measures 30
job-relevant aspects of personality, decision-making and
cognitive ability. The levels have been adapted from original
cognitive neuroscience tasks with proven validity and
reliability. Our in house team consists of app developers who
introduce game-like elements (like HD graphics, reward
systems and sounds) that deeply engage users, so they are
able to display their natural dispositions and abilities.
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FREQUENTLY ASKED QUESTIONS
As a student, you may encounter game-based assessments when
applying for internships or graduate roles. These tools are
relatively new to the recruitment landscape and different from
traditional psychometric assessments, so it's natural that you may
have some questions around how they are used and what they mean
for you. This guide is designed to help us answer those!

What are the assessments measuring?
Our assessments measure personality, decision-making and
cognitive ability. For example, we can measure how much
information someone can process, and their ability to remain calm
under pressure.
The assessments do not measure dexterity (fine motor skills in the
hands) or hand-eye coordination. These are myths.
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How do our assessments measure performance?
Our assessments have been validated and tested by scientific
literature and research. The various tasks in our assessment are
based on neuroscience experiments that measure differences in
behaviour; we've simply adapted these tests into a game-like
interface to increase engagement, eliminate bias and reduce
adverse impact in the recruitment process.
Each tasks within our assessment has been validated to ensure
accuracy of measurement. To do so, we asked thousands of people
to complete the assessments alongside other pre-validated
behavioural and personality tools. We’ve identified significant
relationships that support the underlying theories, which make our
assessments psychometrically sound.

What does our process look like?
We firstly need a better understanding of the role requirements.
Our Business Psychologists will work with employers to build a
model of high performance for each of their job openings. We
understand their goals, challenges and requirements to configure a
success profile that answers 'how does a high performing grad
behave on the job?'
A 'fit profile' is then developed. This is a selection of behaviours
related to various metrics of success, especially job performance.
Through thorough qualitative and data analyses, we also determine
the degree to which each of the behaviours should be
demonstrated in order to help an individual perform well, as well as
its relative importance for success.
Candidates are compared against the profile and ranked based on
their level of fit.
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How do our assessments work?
We draw on the field of cognitive neuroscience where personality is
a product of our brain’s structure and functioning. Patterns of
activation in specific brain regions have been mapped to the widely
accredited Five Factor Model - a set of 5 broad personality
dimensions (Openness, Conscientiousness, Extraversion,
Agreeableness, and Neuroticism). Rather than asking questions
where answers can easily be faked, personality is measured
through tasks that assess cognitive functioning.
Each level is designed to assess the activation and balance
between different brain regions. We investigate how a candidate is
processing information from their response to certain stimuli and
their decisions throughout each level. Candidates’ reactions
generate of over 5000 data points and the result is a methodology
that is highly implicit and beyond conscious control, which results
in higher quality data for recruiters.

How are employers using them?
Employers see the most value in using our assessments as an early
screen. This is why configuration of the tool is so important. While
most employers will use the same assessment, the fit profiles that
they use are always different. This is why we encourage students
not to try and pick apart the assessment or confer with others. Each
employer is looking for different qualities and in most levels, there
is no ‘correct’ or ‘best’ approach.
Before a candidate is selected for the next stage, the fit score is
used alongside other information like minimum educational
requirements, application forms and aptitude tests.
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What are the typical cut offs in terms of percentiles?
Employers tend to deselect below the 50th percentile on our fit
scores and either the 30th or 50th on our more traditional aptitude
assessments.
Our clients never make decisions based on individual traits - this is
why we created the fit score. If we gave a client all 30 measures to
choose from there would be a huge amount of human error. Our
algorithm does the hard work for them and summarises the traits
that have been identified to be important to performance. This
means candidate selection is fairer and more consistent.

How are employers using the tests results to select
candidates?
Clients use the fit score to make an initial sift and can probe for
more information at the interview stage. We encourage a mix of
past/future-focused questions as well as competency and
strength-based.

Do employers typically align their test with the values of
their organisation, key competencies or preferred qualities?
A combination of all three!
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What have been the recruiters’ experiences of using these
tests?
The response has been overwhelmingly positive, as our assessment
adds another dimension and layer of information to the hiring
process, not only allowing candidates to demonstrate their
performance potential, but also employers to hire applicants most
suited for the role and company culture.
For instance, we have had great success working with Siemens to
transform their recruitment process. From working closely with the
client to understand their needs, we successfully tackled the
key issues identified. This created a more enjoyable candidate
experience and increased diversity throughout the process.
Siemens have subsequently won a global innovation HR award, and
more recently an audience engagement award, highlighting the
great client success from using our tool.
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How can students improve their performance on these tests?
As this is a psychometric assessment - measuring personality,
decision-making and cognitive ability - there are no right or wrong
answers. We are not measuring how “good” or “bad” someone is
across the traits - rather our assessments capture natural
behavioural responses. Thus, students shouldn’t get bogged down
with how to respond on personality tests or “improve their
performance." Rather, they should relax and remember that the
assessment is interested in their natural responses.
Regarding our aptitude assessments, there is relevant research
online that supports the idea that reasoning ability can be improved
with practice. And therefore, there are numerous forums and
websites that provide mock tests for students.
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Calling all students!
We always have research opportunities open to
students from the following disciplines: psychology,
computer science, data science and business.
Contact our team at research@arcticshores.com to
find out more.

Helping companies make better
people decisions, and people
better career decisions.

Get in touch: info@arcticshores.com
Check us out: www.arcticshores.com
Follow us on Twitter: @arctic_shores

