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Are interviews still reliable?
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Making a connection with interviewees will help ensure companies hire the right one

OR most companies, the
interview stage within
the hiring process is sti ll
the most popular aspect and
that leads into a ti m ely and
i m portant question. Has your
interviewing process pr oactively addressed the changes
that have taken place and wi ll
con ti nue to take place, or is it
continuing to employ techn i ques that wi ll stunt your
company’s growth because it is
s et in concrete?

•

Similar to sales

•

The interview process is
similar to the sales process. If
companies have r ecognised
that en ga ging buyers requ i res a
high level of emotional attachment on va rious levels to the
brand, then intervi ewers also
need to recognise it is the same
with recruiti n g.
The cost of missing out
on the ri ght person or worse,
h i ring the wrong on e , runs
into hundred of thousands of
dollars. For a sales person, the
average cost of a wrong hire is
conservatively US$125,000,
and the larger the unit sales
pri ce, the bi gger the loss.

Be honest
So before you start intervi ewi n g, ask yours el f and five
co lleagues “why should people
come and work for this company” and “ why should som eone work for me or you?”. Th e
number of consistent and concise responses, I assure you, can
be counted using one hand. If
you cannot answer wi t h o ut
hesitation, do not c onduct
the intervi ew.
The intervi ew has always
been a two-way process wi t h
two parties, not two sides,
assessing each other to see if
there is mutual benefit to be
gained by joining forces. I sti ll
hear people say they are doing
s om eone a favour by intervi ewing them – unbelieva ble!
If anything, it is the other
way round and ex peri en ced
intervi ewers are struggling to
cope w ith the new order
because “t h ey have the ex perience” and having to change
now is daunti n g.

Making a connection
As an intervi ewer, your key
role is to con n ect with the candidate at several levels, so you
can see, hear and feel the real
pers on sitting in front of you.
The last thing you need is contrived “what you want to hear”
replies because that wi ll serve
no purp ose. To start the
process, I su ggest looking at
some simple things :
• Find a venue that is relaxing – out of the of f i ce,
Starbucks or around a
swimming pool.

•
•
•

Sit at a round table so there
are no seniori ty or barri ers.
What first impression did
you create?
Have you all ocated en o u gh
time?
Is it clear to the candidate
that you have set out your
game plan, prefera bly in
writing, based on the person you are seeing? It
sounds obvious, but you
wi ll be su rpri s ed at how
many people sti ll seem to
just go with the flow.
No interru ptions.

Recruitment tools
Are you relying solely on
the intervi ew to make a decision, or have you used or plan

population the data was
drawn from?
This requ i res the supplier
to show you the relevant data.
Good instrument suppliers
wi ll wi ll i n gly share the information with you.

Finding the right one
If you are relying on your
own intervi ewing ex perience,
take a step back. A great sales
person does not just ask qu e sti ons, he asks great questions
and listens carefully. Intervi ewing is no different and this
is wh ere the connecti on wi t h
candidates come in. Of the
four types of questions, you
are likely to ask three depending on the vacant position.

The intervi ew process...is a
rel a xed occasion as though
friends are talking over a
drink, because in that scenario
you have the opportunity to
connect emotionally.

brain, or the hard and soft
skills namely:
• Solution seekers
• Problem solvers
• Communicators
• Team players
• Listeners
• Thinkers
• Innovators
• The committed
So how do you discover
whether the candidate has all
or some of those qualities? The
assessments will help and
you can cre a te hypo t h eti c a l
scenarios and based on real
time situations. How does
the candidate re act to su ch
questions? Phrase questions
beginning with “assuming
you had” or “if the circumstances” or “h ow did you deal”
or “what was your most difficult decision?”.
Good inte rviewers are
looking for candidates who
wi ll fit in with the current team
and add va lue and com petencies that are lack i n g. Th ey hire
people who do not think like
them; yes you re ad it correctly.
Different per spectives are
invaluable. As the saying goes,

“If everyone thinks alike, then
nobody is thinking.”
Re a lly enlighten ed intervi ewers (bosses) del egate the
recruiting to their team members who make the decision
and not them – now that is
real accountabi l i ty. Would you
be able to handle that? Or
would you hide behind “Our
company policy does not
allow that.”?
A professionally managed
interview process does not
look or sound like an intervi ew. It is a relaxed occasion as
though friends are talking

over a drink, because in that
scen a rio you have the opportu n i ty to con n ect emotionally.
That is wh ere the com petitive adva n t a ge resides.
The last US$125,000 qu e sti on is, a re you up to the challen ge of ad a pti n g.

Mr Ray Bigger is founder and
m a n a ging direc tor of Think8, a
l eading coaching, consulting and
training company hea d qu a rtered
in Si n ga pore. He has more than
25 yea rs of sales, m a rketi n g , people and team devel op m ent experience. Mr Bi gger is a former
E n glish Premier League and
Footb a ll League referee.
Tel : (65) 6875-0104, website:
www.think8.net

18x3 cols
Oman
to use eva luations and assessments? These are a va luable
resource as they provi de deeper insight on the candidate’s
po tential. Th ey can also help
you frame your questions
accord i n g ly based on the
assessment’s feedback so you
can accurately pinpoint specific areas. You must use only
those instruments for recruitment, s ome are but many are
not. There are many good
instruments out there and if
you plan to use one, you must
ask the supplier these three
key qu e s tions:
• How reliable is the
instrument?
• What is its va l i d i ty ?
• Where is the source of
the norm a tive data – the

•
•
•
•

Behavioural questions
Stress questions
Technical qu e s tions
Ex perience questions
Are you relying on the
candidate’s past experience to
be a major factor? Today’s
more enlighten ed companies
are more interested in what
the candidate can do and not
what he has done. Think of
financial services advertisements disclaimers: “Past performance is no guarantee of
future performance.”
Good intervi ewers do not
walk away from a candidate
who is, could be or wi ll be
better than them. Instead,
they are looking increasingly
for people who can balance
both the le ft and right
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