Why not recruiting people become a success, as ought to be.
Md. Rezaul Karim

Assistant Professor

Southern University Bangladesh

This has been a common headache for all the management of organizations, particularly the Human Resource Department, after all the painstaking process of recruitment, it turned out to be a less than expectations. While investigated there are some loopholes were found in the process. We would discuss those in the following pages:

1. Counter offer by the existing company: If the potential candidate is really efficient and effective, the existing company normally makes a counter offer to have him or her back. In the recruitment process this issue is never asked to candidate to answer. It should be asked how a counteroffer will be handled. Organization must remind candidates about the hassle and problems the company will face. The study says- if counteroffer is made normally people leave within 24 months of joining. 

2. Reference check: Reference checks are meant to provide information about the past performance of candidates and uncover potential weaknesses. If anything negative is found in reference check, it should be investigated a little bit deeper. The question should be tricky in nature, if the fact is to be discovered, like ask them, ‘if you were to counsel this person on areas he might improve in order to further advance his career, what would you tell him?’ 

3. Sensitive questions: Anything that deemed to be discriminatory in nature must be avoided when interviewed. This include, age, sex, marital status, race or religion. Questions should be asked that are relevant to the performance of a job, for example, ‘Are you available to work overtime and travel?’ 

4. Quantifying measurements rather than generalization: When the candidate’s CV is reviewed, it is advisable that the candidate should be allowed to establish his/her claim in a quantitative mode, like, self rating on a 10point scale on different indicators. Research shows, the weakest points normally candidate would try to score below 7 in a 10point scale, above what normally the strongest sides.      

5. Closed pen: This is advisable not to stay as frozen fingers. Otherwise it would be difficult to recollect what was said earlier, particularly in numbers.

6. Selling too much: Normally interviewer sell its own organization inadvertently not caring about the portion of time it waste, instead of evaluating the candidate. Consequently trapped in relying on impressions rather than substantive feedback from the candidate. A meaningful interview could be 90minutes long, and HR could allow 15% only to sell itself. 

7. Asking leading questions: Normally we ask candidates ‘how assertive are you?’ – But the better approach should be – ‘what would you do if your ideas were criticized inn a board of directors meeting?’ Replies to an indirect query provide a more accurate reading of the issues in question than a probe that suggests a ‘right’ answer.

8. Chose between the best person and best fit person: Overqualified person should not be recruited, otherwise he will be bored. In order to fit a highly qualified candidate we usually elevate the job more than is it, which is a blunder usually we make, and must be avoided. Bored staff is unsatisfied persons and quitters. HR must develop a realistic specifications and stick to it.

9. The Halo effect: This is a trap. To avoid this halo affect HR should solicit information, such as copies of reports the candidate has prepared or recent performance reviews that will provide an independent basis for evaluating the candidate’s abilities. Getting impressed at first sight is a wrong way in perfect selecting process. 

10. Procrastination: Recruiting is a lengthy process and time consuming too. Rushing is prohibited in selecting people as it endanger of overlooking standards, negative aspects or candidates background. Average searching requires 90-120days. So, 3-4 months ahead the process should be started, otherwise, the procrastination would cost dearly.

 If we could remember the above points, then we could avoid the hiring disasters as well. 

