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Abstract

The recruitment landscape has undergone significant transformation in recent decades, with organizations increasingly
questioning the adequacy of degree-based hiring as the primary credential filter for job candidates. This study conducts a
comparative analysis of skills-based hiring and degree-based hiring practices in modern workforce recruitment,
examining their relative effectiveness, organizational outcomes, and implications for human capital development.
Employing a quantitative research design with a sample size of 80 human resource professionals, recruitment managers,
and organizational leaders drawn from diverse industries, this study utilized a structured survey instrument to collect
data. Statistical analyses were performed using the Statistical Package for the Social Sciences (SPSS), including
descriptive statistics, independent samples t-tests, Pearson correlation analysis, and one-way ANOVA. Findings reveal
statistically significant differences in perceived hiring effectiveness, employee retention rates, and workforce diversity
outcomes between the two approaches. Skills-based hiring was associated with greater employee performance
satisfaction, higher retention rates, and improved organizational diversity. In contrast, degree-based hiring was correlated
with stronger perceived credibility signals and alignment with established institutional norms. The study concludes that a
hybrid model integrating skills validation with credential verification may represent the optimal approach for
contemporary organizations. Implications for HR policy, recruitment strategy, and workforce planning are discussed,
alongside recommendations for future research.

Keywords: Skills-based hiring, Degree-based hiring, Workforce recruitment, Employee retention, Human resource
management

1. Introduction

The global labor market is experiencing unprecedented disruption, driven by technological advancement,
economic volatility, and evolving organizational paradigms. Among the most consequential debates in human resource
management today is the question of how organizations should evaluate and select candidates for employment.
Historically, the educational degree has served as the primary signal of competence, intelligence, and social readiness for
professional roles. However, a growing body of evidence suggests that this credential-centric approach may be
misaligned with the actual competency demands of modern workplaces (Fuller & Raman, 2017).

Skills-based hiring, as an alternative paradigm, prioritizes the direct assessment of candidates' practical abilities,
technical proficiencies, and behavioral competencies over their formal educational qualifications. Major corporations
including Google, Apple, IBM, and Accenture have publicly committed to reducing or eliminating degree requirements
for numerous roles, signaling a broader industry-wide reconsideration of hiring practices (LinkedIn Talent Solutions,
2019). This shift has generated substantial interest among researchers, practitioners, and policymakers seeking to
understand the implications of such transitions for organizational effectiveness and labor market equity.

Despite the growing momentum toward skills-based hiring, empirical research comparing its outcomes to
degree-based hiring remains limited, fragmented, and often context-specific. The existing literature tends to address
either the philosophical arguments for credential reform or narrow case studies of individual organizations, leaving a
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significant gap in systematic comparative analysis. This study addresses that gap by conducting a rigorous empirical
investigation into the relative merits and limitations of both approaches across a diverse organizational sample.

1.1 Background of the Study

The historical dominance of educational credentials in hiring processes can be traced to the credentialism theory
articulated by Collins (1979), which posits that educational qualifications serve as social sorting mechanisms rather than
reliable indicators of job performance. The post-World War II economic expansion in Western nations led to rapid
expansion of higher education systems, and degree attainment became normatively associated with middle-class
professional identity. Employers, facing information asymmetries about candidates' actual competencies, increasingly
relied on degrees as convenient proxies for cognitive ability, work ethic, and socialization into professional norms
(Arrow, 1973).

The twenty-first century has brought new pressures on this model. The rapid evolution of technology industries
created demand for competencies—programming languages, data analysis, digital design—that frequently outpaced
formal curriculum development. Simultaneously, rising educational costs and student debt burdens have intensified
scrutiny of the return on investment of university degrees. The COVID-19 pandemic further accelerated these trends by
disrupting traditional education pathways and forcing organizations to reconsider what truly drives employee
performance (World Economic Forum, 2020).

In response, skills-based hiring has emerged as both a practical solution and an equity-promoting framework. By
assessing what candidates can actually do rather than where they were educated, organizations can access broader talent
pools, reduce systemic barriers faced by underrepresented groups, and improve the predictive validity of their selection
processes. However, the implementation of skills-based hiring also raises challenges related to standardization, bias in
assessment design, and cultural resistance within organizations accustomed to credential-based filtering.

Despite increasing advocacy for skills-based hiring among technology companies and progressive HR
practitioners, the majority of organizations continue to rely on educational degrees as primary screening criteria. This
persistence raises important questions: Do degree requirements genuinely predict job performance and organizational fit?
Do skills-based hiring approaches deliver superior workforce outcomes? What factors moderate the relationship between
hiring approach and organizational effectiveness? The absence of systematic comparative research leaves organizations
without an empirical foundation for reforming their recruitment practices.

The problem is further complicated by measurement challenges inherent in comparing hiring methodologies.
Organizations that have adopted skills-based hiring often do so incompletely or inconsistently, making clean comparisons
difficult. Additionally, outcome metrics such as employee performance, retention, and satisfaction are influenced by
numerous confounding variables beyond the initial hiring approach, necessitating careful research design to isolate the
effects of hiring methodology per se.

1.2 Objectives of the Study

This study is guided by the following primary objectives: (1) to compare the perceived effectiveness of skills-
based and degree-based hiring approaches among HR professionals across diverse industries; (2) to examine differences
in employee retention, performance, and diversity outcomes associated with each hiring approach; (3) to identify
organizational factors that moderate the relationship between hiring methodology and workforce outcomes; and (4) to
develop evidence-based recommendations for optimizing recruitment practices in contemporary organizational contexts.

These objectives are grounded in a recognition that practical guidance for HR practitioners requires empirical
evidence rather than advocacy or anecdote. By systematically comparing the two approaches across multiple outcome
dimensions, this study aims to provide actionable insights that can inform recruitment policy at both organizational and
systemic levels.

1.3 Significance of the Study

The significance of this research extends across multiple stakeholder groups. For organizational leaders and HR
practitioners, the findings offer empirical guidance for evaluating and potentially reforming recruitment strategies. For
policymakers and educational institutions, the study provides evidence relevant to debates about the signaling value of
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degrees and the preparation of graduates for labor market participation. For researchers in human resource management
and organizational behavior, the study contributes to an undertheorized area of the literature and provides a
methodological template for future comparative investigations.

Moreover, the study carries significant social justice implications. Degree requirements have been documented
as barriers to employment for individuals from low-income backgrounds, first-generation college students, racial and
ethnic minorities, and persons with non-traditional educational histories. A rigorous empirical examination of whether
these barriers are justified by superior workforce outcomes is therefore not merely an academic exercise but a
contribution to broader conversations about labor market equity and social mobility (Fuller & Raman, 2017).

2. Literature Review

The literature on hiring practices spans multiple disciplines including human resource management,
organizational psychology, labor economics, and sociology. This review synthesizes key theoretical frameworks and
empirical findings relevant to the comparison of skills-based and degree-based hiring, identifying areas of consensus and
debate while highlighting the gaps that motivate the present study.

2.1 Theoretical Foundations of Hiring Practices

Human capital theory, originally developed by Becker (1964), provides the foundational framework for
understanding why organizations value educational credentials. The theory posits that education enhances workers'
productive capacities by developing general and firm-specific knowledge and skills. From this perspective, degrees serve
as legitimate proxies for human capital accumulation, and degree requirements in hiring reflect rational attempts to select
candidates with superior productive potential. Subsequent extensions of human capital theory have distinguished between
general human capital (broadly applicable across organizations) and specific human capital (valuable primarily within a
particular firm), with important implications for understanding the relative value of formal education versus on-the-job
competency development.

Signaling theory, advanced by Spence (1973), offers a contrasting interpretation of educational credentials. In
the signaling model, education does not necessarily enhance productivity; rather, it serves as a costly signal that high-
ability individuals use to distinguish themselves from lower-ability competitors in the labor market. The key insight is
that if education is easier to acquire for more able individuals, employers can rationally use degree attainment as an
ability signal even without assuming that education directly causes productivity. This framework has profound
implications for the debate about degree-based hiring: if credentials function primarily as signals rather than competency
indicators, then alternative signaling mechanisms—such as portfolio assessments, skills tests, and work samples—may
be equally or more informative for employers.

Sociological perspectives on hiring emphasize the role of institutional forces, social networks, and cultural
capital in shaping recruitment decisions. Bourdieu's (1986) concept of cultural capital highlights how educational
credentials confer not only knowledge but also social recognition, behavioral dispositions, and network access that are
valued in professional environments. From this viewpoint, the preference for degree-holders in hiring reflects not simply
rational human capital assessment but the reproduction of class-based advantages through ostensibly meritocratic criteria.
This analysis supports the equity arguments for skills-based hiring while also suggesting that organizational adoption of
skills-based approaches may face cultural resistance rooted in deep-seated assumptions about the relationship between
education and professional worth.

2.2 Skills-Based Hiring: Evidence and Outcomes

Empirical research on skills-based hiring has grown substantially in the past decade, though systematic
comparative studies remain limited. A landmark report by Burning Glass Technologies (2014) analyzed job posting data
and found substantial evidence of degree inflation—the practice of requiring degrees for positions that had not previously
required them and that did not demonstrably benefit from degree attainment. The report documented that degree
requirements were particularly prevalent in middle-skill occupations, effectively excluding large segments of the
workforce from roles they were demonstrably capable of performing.
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Fuller and Raman (2017) conducted one of the most comprehensive studies to date, surveying over 600
employers and analyzing data from millions of job postings. Their findings indicated that degree requirements functioned
primarily as filtering mechanisms that reduced recruiting costs but frequently failed to identify the most capable
candidates. Organizations that had adopted skills-based hiring approaches reported improved workforce quality, reduced
time-to-productivity for new hires, and enhanced workforce diversity. However, the study also identified significant
implementation challenges, including difficulty in developing valid skills assessments, manager resistance to changing
established hiring protocols, and concerns about legal defensibility of non-credential-based selection processes.

Research in organizational psychology has consistently demonstrated that work sample tests and structured
competency assessments have higher predictive validity for job performance than educational credentials (Schmidt &
Hunter, 1998). Meta-analytic evidence supports the superiority of cognitive ability tests, structured interviews, and job
knowledge tests over degree requirements in predicting task performance, adaptive performance, and organizational
citizenship behavior. These findings provide strong psychometric support for the skills-based hiring paradigm, though
they also highlight the importance of assessment quality in determining outcomes.

2.3 Degree-Based Hiring: Justifications and Limitations

Despite growing criticism, degree-based hiring retains substantial organizational support, justified by both
empirical and institutional arguments. Research by Heckman and Kautz (2012) demonstrated that educational attainment
is associated not only with cognitive skill development but also with the formation of noncognitive traits—including
persistence, self-regulation, and conscientiousness—that are predictive of professional success. This finding suggests that
degrees may capture dimensions of human capital beyond raw technical ability, potentially justifying their use as
screening criteria even in the context of evolving technical skill requirements.

Organizational legitimacy considerations also support degree-based hiring. DiMaggio and Powell's (1983)
institutional isomorphism framework suggests that organizations adopt practices not solely based on their intrinsic
effectiveness but also to gain legitimacy among stakeholders including clients, investors, and regulatory bodies. In
contexts where degree attainment is normatively associated with professional competence, abandoning degree
requirements may expose organizations to reputational risks even if the empirical evidence supports the change. This
institutional inertia helps explain why degree-based hiring persists despite mounting evidence of its limitations.

Research by Rivera (2015) on elite professional service firms revealed that hiring managers often use
educational credentials as proxies for cultural fit, social capital, and communication style rather than technical
competence per se. Ivy League and elite university affiliations were associated in hiring decisions with presumed
interpersonal sophistication and professional socialization that managers valued for client-facing roles. While this finding
highlights important limitations in degree-based hiring—particularly its tendency to perpetuate elite educational
hierarchies—it also points to real dimensions of professional capability that may not be captured by skills assessments
alone.

2.4 Comparative Studies and Research Gaps

Direct comparative studies of skills-based and degree-based hiring outcomes are relatively rare in the published
literature. Cappelli (2012) examined long-term trends in employer hiring practices and found that organizations
frequently overspecify educational requirements, contributing to perceived talent shortages that could be alleviated
through more flexible credentialing policies. However, his analysis did not systematically compare performance
outcomes across hiring approaches.

LinkedIn's Global Talent Trends reports (2019, 2020) have documented the growing adoption of skills-based
hiring approaches among technology and professional services firms, with survey data suggesting that HR professionals
who have experience with skills-based hiring report higher satisfaction with recruitment outcomes. However, these
industry reports are subject to self-selection bias and do not employ the controlled research designs necessary to establish
causal conclusions about hiring approach effectiveness.

A systematic review by Van Iddekinge et al. (2019) examined the validity of various selection procedures across
multiple studies and concluded that while educational credentials have moderate predictive validity for job performance,
direct skills assessments consistently outperform credential checks as predictors of performance, particularly for roles
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requiring rapidly evolving technical competencies. This meta-analytic evidence provides strong theoretical justification
for the present study's hypothesis that skills-based hiring will be associated with superior workforce outcomes, while the
lack of large-scale organizational surveys comparing the two approaches in naturalistic settings represents the primary
research gap this study addresses.

3. Methodology
3.1 Research Design

This study employed a quantitative cross-sectional research design to compare perceptions, practices, and
outcomes associated with skills-based and degree-based hiring approaches. The quantitative approach was selected for its
capacity to enable statistical comparison across groups and to test hypotheses about relationships between hiring
methodology and workforce outcomes with appropriate controls for confounding variables. A structured survey
instrument was developed based on an extensive review of existing scales and adapted to the specific constructs of
interest in this comparative study.

The research adopted a positivist epistemological orientation, treating organizational hiring outcomes as
empirically measurable phenomena that can be examined through systematic data collection and analysis. This approach
is appropriate given the study's objective of providing generalizable empirical evidence to inform HR practice, rather
than developing interpretive accounts of individual organizational experiences.

3.2 Population and Sample

The target population for this study comprised HR professionals, talent acquisition specialists, recruitment
managers, and senior organizational leaders with direct experience in designing or implementing hiring processes. A
purposive sampling strategy was employed to ensure representation across industry sectors, organizational sizes, and
geographic regions. The final sample consisted of 80 participants drawn from manufacturing, technology, financial
services, healthcare, education, and retail sectors.

Participants were recruited through professional networks, LinkedIn outreach, and HR professional associations.
Inclusion criteria required that participants had at least two years of active experience in recruitment or HR management
and had direct familiarity with at least one of the two hiring approaches under study. Of the 80 participants, 42 (52.5%)
reported that their primary organizational approach was degree-based hiring, while 38 (47.5%) reported primary reliance
on skills-based hiring approaches. This near-equal distribution across conditions facilitated balanced group comparisons.

3.3 Data Collection Instrument

Data were collected using a structured questionnaire comprising four sections: (1) demographic and
organizational profile information; (2) a 20-item hiring approach assessment scale measuring the extent and consistency
of skills-based versus degree-based hiring in respondents' organizations; (3) a 25-item organizational outcome scale
measuring perceived effectiveness, retention rates, employee performance satisfaction, workforce diversity, and hiring
process efficiency; and (4) a 10-item moderator scale assessing organizational culture, industry context, and resource
availability factors that might influence hiring outcomes.

All scale items were rated on five-point Likert scales ranging from 1 (Strongly Disagree) to 5 (Strongly Agree)
or from 1 (Very Poor) to 5 (Excellent). Prior to administration, the instrument underwent expert review by three HR
academics and two senior practitioners, followed by a pilot test with 15 respondents not included in the final sample.
Internal consistency reliability for the primary scales was assessed using Cronbach's alpha, with values of 0.84 for the
hiring approach scale, 0.88 for the organizational outcome scale, and 0.79 for the moderator scale, all exceeding the
conventional threshold of 0.70.

3.4 Data Analysis

All statistical analyses were conducted using the Statistical Package for the Social Sciences (SPSS) Version
27.0. The analytical strategy proceeded in four stages. First, descriptive statistics (means, standard deviations,
frequencies, and percentages) were computed for all primary study variables to characterize the sample and identify
distributional properties. Second, independent samples t-tests were conducted to compare mean scores on the
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organizational outcome measures between the skills-based and degree-based hiring groups, with Levene's test for
equality of variances applied to assess the appropriateness of equal-variance assumptions.

Third, Pearson correlation analysis was performed to examine bivariate relationships between hiring approach
orientation (operationalized as a continuous scale score) and each of the outcome variables, controlling for organizational
size. Fourth, a one-way ANOVA was conducted to examine whether differences in hiring effectiveness perceptions
varied significantly across industry sectors, with post-hoc Tukey HSD tests applied to identify specific between-group
differences where significant omnibus F-values were obtained. An alpha level of 0.05 was adopted as the criterion for
statistical significance throughout.

4. Results

This section presents the findings of the statistical analyses in four subsections, corresponding to the four
analytical stages described in the methodology. Results are presented in tabular format with accompanying narrative
interpretation.

4.1 Descriptive Statistics

Table 1 Descriptive Statistics for Primary Study Variables by Hiring Approach Group

Variable Skills-Based Degree-Based
(n=38) (n=42)

M SD M SD

Hiring Effectiveness 3.92 0.67 341 0.74
Perception

Employee Retention 4.01 0.72 3.28 0.81
Satisfaction

Performance Outcome 3.88 0.65 3.47 0.69
Satisfaction

Workforce Diversity Score 3.76 0.79 2.94 0.88

Process Efficiency Rating 3.65 0.73 3.58 0.71

Time-to-Productivity Score 4.12 0.61 3.35 0.77

Overall Hiring Satisfaction 3.94 0.68 3.40 0.75

Note. M = Mean; SD = Standard Deviation. Scores rated on a 5-point Likert scale (1 = Very Poor, 5 = Excellent).

Table 1 presents descriptive statistics for the primary outcome variables separately for the skills-based and
degree-based hiring groups. Across virtually all outcome dimensions, the skills-based hiring group reported higher mean
scores than the degree-based hiring group. The largest absolute differences were observed for Workforce Diversity Score
(M difference = 0.82), Time-to-Productivity Score (M difference = 0.77), and Employee Retention Satisfaction (M
difference = 0.73). Process Efficiency Rating showed the smallest difference between groups (M difference = 0.07),
suggesting that the two approaches are perceived as similarly efficient from an administrative standpoint. Standard
deviations were broadly comparable across groups, indicating similar within-group variability in both conditions.

4.2 Independent Samples T-Test Results

Table 2 Independent Samples T-Test Comparing Skills-Based and Degree-Based Hiring Groups

Variable t df p-value = Cohen's 95% CI
d
Hiring Effectiveness 3.41 78 .001** 0.72 [0.21, 0.81]
Perception
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Employee Retention 4.52 78 <.001%** 0.97 [0.41, 1.05]

Satisfaction
Performance Outcome 2.89 78 .005** 0.61 [0.12, 0.70]

Satisfaction
Workforce Diversity Score 4.61 78 <.001%** 0.99 [0.46, 1.18]
Process Efficiency Rating 0.44 78 .661 0.10 [-0.25, 0.39]
Time-to-Productivity Score 5.32 78 <.001%%* 1.14 [0.48, 1.06]
Overall Hiring Satisfaction 3.56 78 .001** 0.75 [0.23, 0.85]

Note. **p <.01. df = degrees of freedom. Cohen's d values: small = 0.20, medium = 0.50, large = 0.80. CI = Confidence
Interval for mean difference.

Table 2 presents independent samples t-test results comparing the two hiring approach groups across all primary
outcome variables. Statistically significant differences were found for six of the seven outcomes examined. Skills-based
hiring groups reported significantly higher scores on Hiring Effectiveness Perception (t(78) = 3.41, p = .001), Employee
Retention Satisfaction (t(78) = 4.52, p < .001), Performance Outcome Satisfaction (t(78) = 2.89, p = .005), Workforce
Diversity Score (t(78) = 4.61, p < .001), Time-to-Productivity Score (t(78) = 5.32, p < .001), and Overall Hiring
Satisfaction (%(78) = 3.56, p = .001). Effect sizes, measured by Cohen's d, ranged from medium-large (0.61 for
Performance Outcome Satisfaction) to very large (1.14 for Time-to-Productivity Score), indicating practically as well as
statistically significant differences. The sole exception was Process Efficiency Rating, where the difference between
groups was non-significant (t(78) = 0.44, p = .661, d = 0.10), confirming descriptive statistics suggesting comparable
administrative efficiency for both approaches.

4.3 Pearson Correlation Analysis
Table 3 Pearson Correlation Matrix: Hiring Approach Orientation and Organizational Qutcomes
Variable 1 2 3 4 5 6

1. Skills-Orientation Score —

2. Employee Retention S58** —
3. Performance ATE* O1%* —
Satisfaction
4. Workforce Diversity 62%* S54%* A49%* —
5. Time-to-Productivity 65%* ST** S52%* S58%* —
6. Overall Satisfaction O1%* J14%* .68%* .63%* STLR* —
7. Process Efficiency .09 31** 28%* 22% 35%* A1%*

Note. **p <.01; *p <.05. Skills-Orientation Score is a continuous measure of reliance on skills-based versus degree-
based hiring practices. N = 80.

Table 3 presents the Pearson correlation matrix examining relationships between the skills-orientation
continuous score and organizational outcome variables. The skills-orientation score showed moderate to strong positive
correlations with all outcome variables except Process Efficiency. The strongest correlations were observed between
skills-orientation and Time-to-Productivity (r = .65, p <.01), Workforce Diversity (r = .62, p < .01), and Overall Hiring
Satisfaction (r = .61, p <.01). The correlation between skills-orientation and Employee Retention was also substantial (r
= .58, p < .01), indicating that organizations with stronger skills-based hiring orientations consistently report higher
retention satisfaction. Notably, skills-orientation showed no significant correlation with Process Efficiency (r = .09, p =
.44), consistent with the t-test finding that administrative efficiency is comparable across hiring approaches. Among
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outcome variables, Overall Satisfaction showed the strongest correlations with Employee Retention (r = .74) and
Performance Satisfaction (r = .68), suggesting these dimensions are central to composite hiring satisfaction perceptions.

4.4 One-Way ANOVA: Industry Sector Differences
Table 4 One-Way ANOVA: Overall Hiring Satisfaction by Industry Sector and Hiring Approach

Industry Sector n Skills-Based M Degree-Based M F p
(SD) (SD)
Technology 18 4.31(0.54) 3.12 (0.68) 22.84 <.001**
Financial Services 14 3.78 (0.61) 3.62 (0.71) 0.98 332
Healthcare 13 3.91 (0.67) 3.54 (0.75) 3.87 .060
Manufacturing 12 3.65(0.72) 3.48 (0.69) 1.09 .308
Education 12 3.44 (0.79) 3.71 (0.82) 0.88 358
Retail 11 3.82 (0.65) 3.11 (0.74) 7.43 .014%*
Overall 80 3.94 (0.68) 3.40 (0.75) 14.62 <.001**

Note. **p <.01; *p <.05. M = Mean; SD = Standard Deviation. F-values represent between-groups comparisons within
each sector.

Table 4 presents one-way ANOVA results examining industry sector differences in overall hiring satisfaction by
hiring approach. The omnibus ANOVA across the full sample was highly significant (F(1,78) = 14.62, p < .001),
confirming the t-test finding of overall group differences. However, industry sector moderated the relationship between
hiring approach and outcomes. The advantage of skills-based hiring was strongest in the Technology sector (M difference
= 1.19, F(1,16) = 22.84, p < .001) and Retail sector (M difference = 0.71, F(1,9) = 7.43, p = .014). In contrast, no
statistically significant differences between hiring approaches were found in Financial Services, Manufacturing, or
Education sectors, suggesting that industry context substantially influences the relative effectiveness of the two
approaches. Notably, the Education sector showed a reversed pattern, with degree-based hiring receiving marginally
higher satisfaction ratings than skills-based hiring, though this difference did not reach statistical significance (F(1,10) =
0.88, p = .358). Post-hoc Tukey HSD analyses confirmed that the Technology sector showed significantly higher skills-
based hiring advantages compared to Financial Services (p = .003), Manufacturing (p =.011), and Education (p =.001).

5. Conclusion

This study has conducted a systematic empirical comparison of skills-based and degree-based hiring approaches
across a diverse sample of 80 HR professionals and organizational leaders, contributing much-needed quantitative
evidence to a debate previously dominated by advocacy and anecdote. The findings consistently support the proposition
that skills-based hiring is associated with superior workforce outcomes across most dimensions examined, while also
revealing important moderating effects of industry context that qualify simple prescriptions for universal adoption of
either approach.

The study's most robust findings concern the relationships between hiring approach and employee retention,
workforce diversity, and time-to-productivity. Skills-based hiring organizations reported substantially higher satisfaction
with these outcomes, with effect sizes in the large to very large range, suggesting that the differences are practically
significant for organizational performance. These findings align with and extend the prior research of Fuller and Raman
(2017) and Van Iddekinge et al. (2019), providing naturalistic organizational evidence complementing existing
experimental and meta-analytic work. The strong correlation between skills-orientation and workforce diversity (r = .62)
is particularly noteworthy, supporting the equity arguments for skills-based hiring and indicating that the approach may
help organizations address persistent diversity challenges through structural rather than merely programmatic
interventions.
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The finding that industry context moderates hiring approach effectiveness has important theoretical and practical
implications. The substantial advantage of skills-based hiring in the Technology sector but not in Financial Services,
Manufacturing, or Education suggests that the optimal hiring approach is not universal but depends on the nature of the
work, the availability and validity of skills assessment tools in the domain, and the prevailing institutional norms of the
industry. This finding supports a contingency theory of hiring practices and cautions against prescriptive
recommendations that ignore organizational and industrial context. The marginally higher satisfaction with degree-based
hiring in the Education sector, while non-significant, may reflect the genuine signaling value of advanced degrees in
contexts where credentials directly relate to the content of the work and to regulatory or accreditation requirements.

The finding that administrative process efficiency does not differ significantly between hiring approaches is
practically important, as concerns about the cost and complexity of skills assessment frequently constitute organizational
barriers to adoption. If skills-based hiring delivers superior outcomes without imposing additional administrative
burdens, the cost-benefit calculus for organizational adoption may be more favorable than is commonly assumed.
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