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PepsiCo by Numbers 

2nd Biggest Food and Beverage company in the world 
22 “MegaBrands” each worth over $1billion 

Over 500 local and emerging brands 
Operations in over 200 countries 

Almost 300,000 associates 
$66.5 billion in annual revenue 
$300 million in daily revenue 
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The burning platform for change  
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Inventory Results 

 Significant differences in terms of process and assessment practice 

 Little rigor around promotion in many cases 

 Most markets using interview materials they created locally 

 Roles and responsibilities between managers and HR vary 

 Use of existing Sector-wide tools was limited 

 Examples of terrible candidate experience (up to 8 stages) 

 Significant capability gaps, particularly among hiring managers 

 Use of psychometric tools is varied with multiple providers and tools 

 Limited data available for validation of assessment effectiveness 

 Some good practices – but specific to local markets – people weren’t 
sharing... 

 

 

 Lots of good intentions, but we were all over the place 

""In God we trust; all others must 
bring data” 

 
W. Edward Deming 
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Global “Active Practice” around PepsiCo 
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Why should we care? 

 

• No clarity about what good looks like 
• Poor candidate experience 
• Mixed messages on promotions 
• Limits international mobility 
• Lack of focus on diversity 
• Non-existent validity data 
• Gaps in Hiring Manager capability 
• Decisions made on hunches, not on 

evidence 
• Failure to see the Big Picture 
• Cost of poor hiring decisions 

Poor Assessment is a  
Talent Management Time Bomb 
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The Solution 

Project Horizon 
Review existing candidate assessment 

Ensure tools are fair and valid 
Deliver a great candidate experience  

Develop a consistent approach to Assessment within Europe 
Balance Functional and Behavioural competencies 

Distinguish between Performance v Potential 

Standardise recruitment processes 
Review Job Roles/Requirements/Evaluations 

Develop a Consistent Approach Globally 
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Outstanding 
Functional 
Excellence 

Positive 
Leadership 
Behaviours 

Successful 
PepsiCo 

Associate 

Project Objective:  Harmonize Hiring Process and Standards 

Moving from: 
 

Inconsistent hiring processes and standards 
Mixed capability among Hiring Managers 
Varied and un-validated assessment tools 

A variable “talent bar” 
Mixed Candidate Experience 

Moving to: 
 

Harmonized processes and standards 
Improved assessment capability 

Fair, validated, robust tools 
Consistent “talent bar” 

Major focus on candidate experience 

Our Proposal is based a simple formula: 

We want processes and tools that balance Functional depth  
with PepsiCo’s Leadership Behaviours.  
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Why am I telling you this? 

Assessment is the Hawkeye of the Recruitment world.   
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Any Questions? 


