


Employee selection seems to always be a major concern with employers.  This makes sense for several reasons.  When it comes to hiring people most employers have the following in common:

· Uneasiness about many of their hiring decisions.

· Uncertainty about whether or not they made the right decision.

· Some degree of expense and investment lies before them in training and preparing the employee to be productive.

· Numerous negative experiences from history due to making the wrong hiring decision

· A need to get a return on their investment in the up-front cost of brining a new person on board

It has been my observation in working with organizations that most of their hiring processes are at best a 50-50 deal.  In other words most often they would do just as good by flipping a coin to make the hiring decision and skip the other stuff.  Obviously you will not adopt that measure.  So it has always been a puzzle to me as to why organizations approach the hiring process in many aspects so unprepared and haphazard.   Compared to a really well thought out and developed hiring process most of the time I see a disconnected flow of hiring activity.

This is particularly true of the actual employee interview.  Many times the employee interview is done off the cuff, when a person walks through the door, without much information in their hands about the employee and with minimum to no real preparation before hand.  It is a “one in a hundred” type experience to come across a truly structured interview system in place.

Research has shown that the employment interview is second only to resume screening as the most common employee selection tool.  Conducting employment interviews however cost far more than resume screening and takes considerably more time per individual.  Research also shows that the predictability of the interview tool to forecast success of an employee is extremely weak.  This is mostly attributable to the way employment interviews are done.

An unstructured interview is not much more than a conversation. The conversation is usually highly subjective in nature.  Actually such interviews would be better predictors of the interviewer’s biases than the applicant’s abilities to do the job.  Most unstructured interviews rarely ask the same questions of each applicant and obtain the same comparative data from applicant to applicant.  This makes true comparison of applicants impossible.

On the other hand a structured interview possesses the following characteristics:

· Well thought out, pre-planned event 

· Questions studied in advance

· Questions designed for specific aspects of the job

· Strictly job-related inquiries

· Carefully and formally observed

· Designed evaluation and comparison

· Training required by all interviewers

Next time we will look at the specific design aspects of the structured interview process.
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Structured Interviews:


An Excellent Selection Tool








Action Point: Give this material to the top leadership and officers.


Action Point: Make this mandatory reading for the Personnel Administrator and/or


  Business Administrator.


Action Point: Make this mandatory reading for oversight bodies such as boards or 


		  committees.





Please note: The Solution does not represent a legal opinion and in no way seeks to provide legal advice.  Its contents consist of information from a Human Resource Management Practitioner-Consultant view point. Should your organization need legal advice you are encouraged to discuss such issues with your labor-employment law attorney.


The information contained in The Solution primarily reflects national trends, federal compliance issues and State of Texas positions. You are encouraged to inquire as to whether or not your particular state has a position different from those expressed in The Solution.


Should others you know desire to receive a free copy of The Solution, simply have them send an email message requesting to receive the newsletter to dbaggett@wcc.net.




















