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Finally, a Way to Reduce Hiring Mistakes

Making sure that your compa-
ny hires the right individual

for your open position will be bet-
ter accomplished when your hir-
ing team is properly prepared and
aligned for it.

Failing to do so will end up causing
you to get the wrong people, reduce
your company”s effectiveness, and cost
your company more than they should
be willing to pay for its hiring mistakes.
Instead, a few steps can help your com-
pany avoid these mistakes and get better
quality hires from the start by preparing
your hiring team in advance.

When potential new hires come before
an interview team, the candidate expects
to see a unified front that presents the
company and the job requirements in a
uniform way. When the team members
are obviously disorganized and incon-
gruent about the facts they present —
for whatever reason — it casts doubt on
your company. In addition, when staff
members are late for the appointment,
disorganized, and rushed, it makes it
even worse.

On the opposite side, when a company
has a unified team and each seems to be
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supporting each other in terms of the job
description, the company“s image, ben-
efits, and practices, it will definitely tend
to make the company and the job look
more attractive. Such a unified front will
also ensure that the right questions are
asked and that the potential employee
best understands what is involved in the
duties and responsibilities of the posi-
tion. This leads to better hiring decisions
and a better work environment.

The First Step Needed to Ensure a
Right Hire

While most companies may immediate-
ly attempt to fill in their open position
with an ad to gather resumes from as
many applicants as possible, the truth is
your company is not ready for it yet. A
better approach, however, is to prepare
your team and get them on the same
page first.

A lot of confusion can be caused by
something as simple as bringing in a
new person into the interview process
who does not even understand what
the actual job requirements are. Further
problems will certainly develop when
the hiring manager does not fully under-
stand what human resources is looking
for in the new candidate — or vice versa.
This can easily result in the collection of
resumes with no one even beginning to
match the qualifications for the position
— which obviously delays filling the
position and only raises the costs even
higher. Both of these situations necessi-
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tate a search preparation — an informa-
tion gathering process to ensure that

the actual duties of the job are under-
stood by all members of the team. Get-
ting the information from people who
are actually doing the work and updat-
ing the job description page is just the
start. Taking the time to ensure that the
right information is flowing between the
people involved in the hiring process
will enable a better match to be given
faster. This will help to provide a shorter
time period to the hiring process, lower
costs, and longevity in new hires because
they will fit the job requirements better.

Choosing the Best Hiring Team

Another important part of the hiring
process involves a careful selection of
all the people that are going to be on the
team — from start to finish. This way,
no gaps are left to people (regardless of
their position in the company) who may
not quite be on the same page as to what
is needed and why a particular candi-
date looks good to the company.

Making sure that each person on the
team is properly informed — and quali-
fied — is something that should not be
left to chance. Candidates will have
greater confidence about working with
your company if there is a clear and
obvious unity in the job description, a
consistently strong company vision and
positive attitude toward it, and a team
spirit demonstrated when the groups are
together with the individual. Altogether,
you should seek to bring in a minimum
of six, possibly even up to twelve differ-
ent people into the hiring process. Each
person selected to be on the team also
needs to meet some other qualifications.
If they cannot or will not meet them,
then they need to be dropped from it —
no matter who they are. Training will
be needed so that each interviewer will
know how to ask the right questions,
give the right answers, and ultimately
determine the right candidate.
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When selecting the team members, there
first needs to be a serious commitment
on each member“s part to assess and
select the best — and only the best can-
didate for the position. Next, they also
need to be committed to providing writ-
ten feedback from each interview given.
This will ensure that the information
that is gained from one interviewer is
successfully passed on to the team. A
falling short in any of these areas will
only create confusion, redundancy, mis-
direction, and more problems for the
team as a whole.

At the second stage of the interview pro-
cess, the hiring manager”s boss needs
to become involved. This is to help look
into any red flags that have been raised
in the process so far, and to provide di-
rection in future interviews where fur-
ther clarification on issues is needed.
Other people may also be brought in
who will be peers of the employee or
manager.

In the final round of the interview pro-
cess, you need to bring in some of your
top executives such as a CEO, CFO, or
COO, as well as a top leader in your
human resources department. Having
them involved sends a clear message to
the new hire that your company consid-
ers every new hire to be important. If
this person is to be a manager, then it is
also a good idea to bring into the inter-
view process some of the highest people
that the new hire will be managing once
hired. The number of people on the hir-
ing team and in the process should not
be shorted in any way. It is easy to say
that you do not want to tie up that many
people because you are too busy. If you
say that, however, you are missing the
whole point. Two things are very im-
portant about why you need that many
people in the process. First, understand
that most of the candidates will be elimi-
nated after the first interview, which
means that most of your staff members
will actually only see a few of the finalist
candidates. Secondly, it enables the can-
didate to meet and interact with a num-
ber of people they will work with which
will help them determine whether or
not it is a friendly, fast-paced, entrepre-
neurial place to work, etc in other words

the right cultural fit for them. This will
show him or her whether or not they
can be comfortable with the other em-
ployees and bosses, and may help to
reinforce the idea of working there —
or of going

somewhere else.

Getting the Entire Team on the
Same Page

The place to start getting ready for the
hiring of new employees needs to be-
gin with getting all those who are se-
lected to serve on the hiring team on
the same page. They need to be pre-
pared for it. While this step may seem
simple — it will not be as easy as some
might think. Some people, for instance,
will think that they already know eve-
rything they need to know about mak-
ing a hire. Others will think that they
already understand what the position
requires. Still others, particularly hir-
ing managers, may question the valid-
ity or wisdom of a new way of doing
things.

The Ropella Group helps compa-
nies dramatically improve their hir-
ing partnerships through an Aligning
Expectations meeting, which should
only take about 30 minutes. A special
questionnaire, called the Search PREP
Questionnaire — with 60 questions)
has been prepared to facilitate the in-
formation gathering process. You may
be surprised at the number of other
questions about the position that will
be brought up when these questions
are asked. An Aligning Expectations
document is then used to facilitate a di-
alogue about roles and responsibilities
for the selection team as they are com-
pleting the hire. After, these two steps
are completed, your team will appreci-
ate why such a meeting was essential
in the first stage.
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