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Effective
| nterviews

You need to probe
beyond the resume to
know if the candidate
interviewing for the
position isright for
the job and company.

I NTERVIEWING AND EVALUATING
future employees requires careful
planning. The financial and emotional
consequences of hiring the wrong per-
sonjustify astrategic approach. Sadly,
many managers fail to plan interviewing
drategies, leaving them without accu-
rate information for making an
informed decision about the candidate.

Successful interviewing startswith a
human resources manager who ensures
that all interviewers communicate with
candidates consistently and accurately,
giving them honest, timely, and specific
feedback on their interview performance.

For every position, ajob description
should detail the functional require-
ments, desired professional and educa-
tional background, and required skills.
Interviewers need to determine if the
candidate has experience using the nec-
essary skillsand is a "good match" with
the company and culture.

Managers need to use language that
accurately describes their culture and
values to attract like-minded candidates.
If acompany values innovative problem
solving and teamwork, interviewers
need to construct open-ended questions,
asking how a past business problem was
solved will determine if a candidate can
"think outside the box."

In a one-hour interview, spend two-
thirds of the time getting to know the
candidate. Engage candidatesin "life
storytelling” conversations. Asking
"What has been your favorite position
and why?" will glean more information.
Questions like "How does this position
fitinto your career objectives?' will
determine if the candidate is a match.

Many interviewers risk not getting
qualified employees because of narrowly
defined expectations. Focus more on
finding out about candidates accom-
plishments and how they achieved them.
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To ascertain leadership abilities, you
might say: "l see you managed amulti-
functional team. What were your respon-
shilities and how did you manage?'
Depending on the response, your follow-
up probe might be: "What was your
thinking behind such a decison?’
Another tactic is to set up "problem/solu-
tion" scenarios. Allow candidatesto tell
of a successful project they managed.
Then, probe for what decisionsthey
made, why they made them, what the
outcomes were, and what they learned.

Once you decide to hire the candidate,
tell prospective employees exactly what
your organization can offer them and
why they should accept your offer. Sum
up in afew wordswhat the benefit of
joining thefirm is and communicate this
message consistently to candidates.

Knowing what is important to the
candidateis crucia informulating and
communicating the final offer. Asking
"What isimportant to you in ajob?" will
uncover what they value. When sdlling
your company, address these "wish list"
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itemns. Using phrases such as "What if
wewereto offer you...?" helps deter-
mine their level of interest.

Think of bargaining as abalance of
"currencies’ and "concessions." Curren-
cies refer to things you can offer, such as
sdlary, stock options, signing bonuses,
and vacations. Concessionsrefer to what
candidates will concede, such as starting
earlier. Y our future employees need to
know that you will do every reasonable
thing to "bring them to yes."

What happensinface-to-faceinter-
views isimportant, and yet many firms
do not approach interviews systemati-
cally. By using astrategic approach,
interviewers communicate the value of
their firm to candidates, know what
questions to ask and how to ask them
properly to evaluate people, and recog-
nize how to position their company to
persuade candidates to choose their com-
pany over acompetitiveemployer.  EE
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Excellence in Action: Set goals to improve interviewing skills.
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