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Unfamiliarity and lack of trust hinder the use of microcredentials in hiring.

Challenges in considering microcredentials in candidate evaluation
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I’'m unsure how I'm unfamiliar with these None

microcredentials compare kinds of credentials,

to other qualifications, like so don’t know how to

degrees or work experience. consider them.

Outcomes are better when microcredentials are very clearly aligned to the needs of a job.

Industry plays a part in how managers hire. The very pro-degree field of information
services has a surprisingly high number of managers making microcredential-only hires.
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Younger managers value degrees more highly, but see more candidates with
microcredentials and have hired from this pool more often.
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More managers who have earned a microcredential that has helped them in their career
are hiring microcredential-only and degree-plus-microcredential candidates.
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Managers who hire candidates with microcredentials report higher company support
for professional development, training, and rethinking of hiring processes.
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To support managers in effectively considering microcredentials in their

evaluation of candidates, companies can consider the following:
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For Managers, The Problem
Is One of Optimization
Not Shortage.

While third-party websites and
agencies have eased candidate
shortage problems, managers now
face a problem finding candidates
who are properly qualified.
Companies can recognize that the
pain for managers is about a need to
optimize more than a need to source
candidates. Encouraging serious
consideration of information from
microcredentials in hiring can help
identify and better match quality
candidates to roles.
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Microcredentials Work Best
When They Signal Skills As
Well As Mindset.

Hiring managers are already highly
aware of microcredentials, but they
often regard them as supplementary
to candidate evaluation rather than
as significant indicators of skills.
Concerns about the quality of
microcredentials persist, but the
more pressing issue is uncertainty
about their relevance. Companies
can address this by more clearly
identifying those microcredentials
that align with their needs.
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Investment in Professional
Development Is a Powerful
Lever.

Managers who have earned a
microcredential are more likely

to see their value, and more

likely to hire candidates who hold
them. The most effective way

to change how managers make
hiring decisions appears to be to
enhance their personal experience
with microcredentials. Companies
can reconsider investments in
professional development to include
support for microcredentials to
encourage this.
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