
Progressing Recruitment to the Next Level 

I’ve been working in HR for 15 years now and in all honesty when it comes to methods used to test 

candidates whilst recruiting nothing has really changed – these borderline archaic methods of 

interviewing and reference checking do the job (just) but are you really getting the best ‘fit’ 

candidate hired? A re-think of how we screen our candidates is long overdue and this article will 

detail how we can make the recruitment process more rigorous as well as interesting which will 

ultimately land you the perfect, superstar employee. 

When I say ‘fit’ I’m not just talking about having the right skill set in order to do the job. Is the 

candidate’s personality a good pairing for the team and is the workplace mission aligned to their 

values? Do you really want a candidate who is only attracted to the location of the job and the pay 

packet or do you want them to be passionate about the deliverables and ethos of the organisation? 

Of course, this is all common sense, but how can we actually tease this out in the recruiting process? 

Having a ‘chat’, more commonly known as an interview with a candidate will not elicit all of the 

above. It’s not a bad start, but let’s be honest, anyone can google how to answer a question well and 

I know this because every time I ask a candidate what their development areas are they go one of 

two ways. They will try to convince me that a) they are just too committed and work too hard and 

they don’t have a healthy work/life balance because of this or b) that their standards are just so high 

that they are bordering on being perfectionistic. I get it – who is going to openly admit that they are 

useless at excel and that they are lazy, but just because someone tells you something how do you 

really know that this is the case? A sales candidate will not admit to being shy and hating small talk 

and an auditor will not admit to lacking attention to detail, obviously! This is why we need more 

robust testing mechanisms introduced into the recruitment process rather than just the interview. 

An article from the Harvard Business Review ‘Hiring for Smarts’ supports the need for actual skill 

testing by stating that being likable doesn’t mean you have the intellectual horsepower to be a 

stellar leader. Their solution for measuring executive intelligence is to set up processes that require 

candidates to demonstrate their skills. 

Incorporating alternative testing methods will also add a lot more fun to the recruiting process for all 

involved. When I’ve had six back to back interviews lined up in a day and everyone has googled how 

to answer the questions appropriately (but in the same way) and you’re getting the identical 

responses parroted, the only thing more taxing would be listening to baby shark on repeat for eight 

hours straight. Mix it up, have some fun, live a little and test appropriately. If you don’t, you risk 

making a poor hiring decision all because someone has embellished their skills on their resume, 

bluffed their way through an interview and enlisted their mate to act as a referee. This will cost you 

in more ways than you know including productivity, sales, lost time (for everyone) getting them up 

to speed, training expenses and at times your sanity. I’ve highlighted some interviewing initiatives 

you can start introducing to avoid all of this. 

Group problem solving – this is good when you are doing simultaneous multiple hires and it is a 

great way to test both technical and soft skills. I once provided a group of aid nurses a scenario 

where a hospital in South Sudan was struggling to make a diagnosis of a patient, the family members 

were becoming angry and confrontational and then of course the power failed. Go! Just from this 

one situation we were able to assess their problem solving ability, common sense, innovation, 

nursing skills, how they work under pressure and equally importantly how encouraging they were of 

their team members, or ummm not so. Both their hard and soft skills were really put through the 

wringer and intensely analysed, thus identified. 



Case studies – this can be done in a similar vein but typically without the group setting. The 

candidate would simply talk through how they’d overcome the issues. When you provide them with 

true to life working scenarios you really start to gauge how they’ll perform in the job and after all 

isn’t this what we’re really trying to assess? 

Psychometric testing – ok, so the candidate has proven that they have the right skills to do the job 

but with this understanding we’re only half way there because if the job seeker is technically sound 

but unmotivated they will not perform to the required expectation. This is where psychometric tests 

come into play. You can tailor the tests to what you’re specifically looking for or purchase them off 

the shelf but either way they are very comprehensive and will test for a whole gamete of soft skills 

including motivation, confidence, attention to detail, resilience, ability to work in a team, ability to 

self-start, innovation levels and, and, and - the list goes on. This is a really good way to determine if 

the candidate’s personality will ‘fit’ with the team and organisation at large.  

Mock working scenarios – this is my preferred way to test for work related skills and they can be 

really fun (I’m guessing more so for the panel than the candidate). It’s also a really great way to get 

your creative on! Think about the key aspects of the role you’re hiring for and develop a mock 

scenario for the job seeker to act out. For example if you are hiring for a fundraiser in the not for 

profit space and an important component of the role is to secure sponsorship dollars from 

corporations, place the candidate in front of the CEO (in this case the panel) and have them 

demonstrate their sales pitch, request for money and their close. It is also a good measure of their 

resilience, confidence, relationship building and ability to think on their feet especially if you throw 

some unexpected curve balls in the mix.  

You’ll often hear that the best predictor for future performance is by understanding the candidate’s 

past performance which is why behavioural interview questions are utilised and applicants are asked 

to talk through previous working examples. Yes once again, this is good without being great because 

you’re relying on 100% honesty with no padding out of stories. “Why of course I’ve designed and 

managed million dollar budgets” when all they’re really done is try to control their wife’s spending. 

When you ask the candidate to demonstrate job related behaviours there’s no room for uncertainty 

- they’ll show you the skills or they won’t. 

Don’t forget that you need to have a really thorough understanding of the key responsibilities for 

the role you’re hiring for so you can marry up what specific skills you want to test.  

If not already, good luck embedding some of these techniques into your recruitment processes and 

have some fun with it. 
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