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Why You Need a Consistent  

Interviewing Process 
 Many corporations are using Team Interviewing as part of 

their hiring process.  Before you jump on the bandwagon, you 

should be aware of the typical failings of an Interviewing Team: 
1. Many interviewers make judgments about a candidate based on appearance, age, 

education, etc. When done by teams of people, the problem is compounded. 

2. Interviewers ask the likeable candidates easy questions. 

3. Interviewers ask the disliked candidates hard questions. 
4. Behavioral interviewing is more frequently used if the interviewer doesn’t like 

the candidate. Whatever method you use, make sure you’re consistent from appli-

cant to applicant. Doing otherwise can cause your company legal problems.  
5. All candidates are at least a little bit nervous during the first part of the interview. 

During this time, they may avoid direct eye contact, be less confident, and give 

shorter answers to questions. This can result in erroneous conclusions from the 

interviewers. 
6. Passive candidates (those who were not actively seeking a position, but who ap-

plied on a whim or were approached about the position) tend to be less prepared 

for the first interview and may appear uninterested.  
7. Most interviewing mistakes are made in the first 30 minutes of an interview and 

are usually due to lack of training. 
8. If your interviewing team must have a unanimous vote to move forward, then the 

person who votes “no” has the majority of the power.  

9. Unprepared interviewers tend to vote “no”. 
10. Many interviewers don’t know how to move from their interviewing notes to a 

decision. 

 
 To fix these problems, utilize a deliberate assessment process. We call ours C-

Hire. 
 C-Hire can be used by a team or by an individual and is a method of collecting 

job-relevant responses to interviewing questions. This type of assessment process 

doesn’t take any more time, but does require training. The benefits, however, are 

huge when they negate the problems listed above. Whatever assessment method you 

choose, make it about collecting accurate, consistent and job-related data. Otherwise, 

all you’ve hired is a “yes”, “no” or “maybe” employee.  
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 Five Steps to Thrive in This Recession  
Taken from the ERE.net article, 5 Steps to Thrive in this Recession. 
  

 Do you know where your company is headed? Are you aware of extended sales projections? 

What are the numbers, where are they coming from and are they accurate?  
 1. If you don’t have your hands on this information, either request it from your manager or seek 

help from within your own sales department. They have the information to give you forewarning of 

what’s coming and they’ll probably give you a fair idea of why problems are coming to roost. This is 

the first of five actions you should take to increase your corporate survival odds. Who knows, if you can 

act fast enough to ride ahead of that incoming wave, you may even thrive. 
 2. Build credibility with your management and hiring staff. Foresighted recruiters saw signs of 

recession months ago and trimmed excesses from their budget. If this hasn’t happened in your company, 

make sure your Human Resource department aligns itself with management’s vision. HR must cut or 

slow down when management says it’s time. Cuts, however, must be done carefully. 
 A decade of growth allowed HR departments to add tools and increase services that are not pro-

viding a significant return. This is not a call to negate tools and ask your managers to make due on their 

instincts. This is when you must examine your recruiting process and determine where you can be more 

efficient.  
 3. Examine your brand name. Employment branding or word of mouth is louder than you can 

imagine. Be kind to your employees—especially those you have to let go. Conduct exit interviews and 

try to ensure that the employee is not leaving with your company’s name on their personal blacklist be-

cause they will let everyone they can know how they were treated. Recessions don’t last forever and you 

will someday need to hire again. When that day comes, you want to ensure there are applicants who 

want to work at the place that cared so much for those people it had to let go. For new hires, be aware of 

how stressed they may be and take the time to ease their concerns and keep them informed of their 

status in the hiring process. 
 4.  Focus. Target your hiring on the kinds of people you need. Write all advertisements to attract 

them and to repel what you don’t want to spend time (money) on processing. Don’t use hiring agencies 

that recruit by attracting volumes of candidates. You only need the right candidate. In fact, if your sys-

tem generates hundreds of candidates, you’re using the wrong system. Use Culture Index to cut down on 

time spent reading resumes. If you already know from the applicant’s profile that they’ll be a poor fit, 

there’s no need to spend time examining his resume. 
 5. Technology is your friend. Social networking has always been the backbone of the hiring 

process and now there are technological tools to help widen that pool. Facebook, Twitter, Broadlook or 

Checkster all have the capacity to reach individuals with certain backgrounds. If you write targeted 

emails to people within a certain range of experience, you may find promising candidates easily and 

without having spent anything more than time. At the very least, examine what methods you are using.  
 How much are you spending on job postings and can it be trimmed? Ask your most recent hires 

if they responded to a paper ad, to an online posting (if so, where?) or if they heard about the position 

from someone else. What low cost marketing methods are available? What processes can you stop using 

without hurting your bottom line?  

  
 If you don’t take time to examine your processes’ efficiency, how can you know what to trim? 

Refocus and rethink, and you can save a lot of money. Needless to say, if you can do that within a well-

managed organization, you will survive the recession. What’s better, you’ll survive it ahead of many of 

your competitors.   
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Problems and Benefits  

from Economic Downturns 
Taken from the ERE.net article: The Economic Downturn Means That Hiring Freezes 

Will Soon  

Decimate Recruiting by Dr. John Sullivan 

 
     Whenever there is a downturn in economic conditions, one of the first reactions many organizations 

take is placing a freeze on all hiring, pay raises, budgets, and promotions. Many executives think that the 

decision to institute some sort of resource freeze is one that helps the organization because it contains 

costs; however, the opposite is more often the case. Poorly thought-out freezes that impact talent acquisi-

tion and other talent-management activities may actually harm the organization by: 

Driving increases or vacancies in revenue producing/impacting roles that de-

crease revenues beyond any cost savings. 

Driving increases in employee burnout/turnover. 

Missing out on new talent opportunities (i.e., not be able to hire a superstar that 

becomes available). 

Decreasing an organization’s capability/capacity to innovate through loss of 

budget. 

Damaging the employer brand making hiring more difficult when the econ-

omy returns. 

  
 Instead of waiting for the inevitable announcement of a freeze, be proactive 

and educate managers about the different options they have for cutting costs and increasing revenues: 

Focus on budget dollars. When it is important to slow down expenditures, it is 

often better to do it through budget control (controlling dollars) rather than through a 

hiring freeze or headcount tracking. In addition, always look at the revenue impacts 

whenever costs are cut. 

Increase internal movement. Managers need to increase the impact of their cur-

rent employees by developing plans to transfer people internally from low return areas to 

those with higher return. 

Use incentives. Managers should consider offering short-term incentives to employees for 

increasing productivity or for reducing costs. Employees are often better equipped to judge where costs 

can be cut with minimal impact on productivity. 

Prioritize positions. If a manager decides to use a hiring freeze, they should limit the freeze to pre-

identified non-key positions. Otherwise, a vacancy in a critical job can cause a significant loss in revenue 

and negate the projected cost savings from the hiring freeze. 

Demand metrics. If freezes are used, track metrics to determine whether overall costs are actually re-

duced by the freeze. 

Performance management. Managers should be encouraged to periodically fire low performing em-

ployees first, before seeking replacements. 

Rapid growth divisions. These critical regions or business units should be exempt from across-the-

board freezes. 

Continuous churn. The new realities of talent management and business are that the old pattern of re-

source freezes and then layoffs needs to be broken. In a global economy, where firms need to be fast and 



HIRING FOR TOMORROW’S JOB 

MARKET 
 Some day this recession will end and we will look for employees to represent us 

to our customers, suppliers, and the business world. We must be prepared to hire 

solid individuals from upper management, sales, accounting, and delivery to general 

labor. A competitor is not likely to lay off his best people, but be diligent and watch 

for possible quality candidates who become available. 
 Start the evaluation before interviewing the candidates. For example, could any-

one take thedrywallstud@xyz.com seriously? If the candidate’s judgment is that 

poor, do we want them working with our customers and employees? 
 Watch your candidates as they walk into the office area. What they wear and how 

they handle themselves can reveal their attitude.  While dress codes are more relaxed 

than 20 years ago, it is still a job interview. If they do not respect you and what the 

business interview represents, then do not expect them to respect your customers. 

Candidates should be mature enough to understand that they are judged by their ac-

tions, choices, dress, and manner of speech. Watch their body language while they 

wait in the lobby. How do they treat the receptionist? When bombarded with direct 

questions, how did they respond? How do they see their relationship with other de-

partments? How do they assign blame for problems that happened at their last 

job? What are their hobbies? Do they have a sense of humor? This is important! 

 Remember we do not hire people that want to stay in one position. 

We hire future directors of operations, site managers, and people who 

have the potential to be promoted. We want career seekers, not just 

job seekers. Ask them to name three things that they have done in the 

last year to make them a more rounded professional. Do they read 

professional publications, go to industry conventions, take classes, etc. 

The individuals that you hire should go the extra mile.  
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     We’re constantly revising, updating and adding to our software and we re-

cently discovered that long position titles were causing difficulty in loading. 

We have since made a change: while the position title will appear on the 

printed survey, it will not appear on your computer screen. This cropping is 

automatic and allows the computer to bring up the applicant’s survey when the 

survey’s selected. We hope this doesn’t cause anyone confusion. 

 Please bring any questions or problems to our attention and we’ll 

be happy to search for a solution. 

Change Can Be Good 
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