
Once you incorporate hiring as a

business imperative on par with

timely product delivery and

quality control, it is much easier

to do what it takes to get it

done.

The director of engineering for a software product development company 

that has an established presence in the market hollers, “We need to hire and 

we need to do it quickly! Why isn’t HR sending me any resumes? What ever

happened to that candidate we interviewed a few weeks ago who looked

good? Without these people our product will never get out the door in time.

We’ll lose revenue! Everyone’s complaining about working long hours because

we’re so understaffed! What are we doing wrong?” 

Well, that depends on who you ask. There is no doubt that hiring managers 

and human resources sta≠ are in sync about the overwhelming need to hire.

Translating this need into action and results is the business challenge at hand

today. Once you incorporate hiring as a business imperative on par with timely

product delivery and quality control, it is much easier to do what it takes to 

get it done. Call it an attitude adjustment, call it a paradigm shift, but we 

call companies who have embraced the following principles smart and, now,

well-sta≠ed.

Agility: Declare hiring a business imperative, line up all sta≠ crucial to the hiring

process and block out one or two days a week for interviews. With so much

time spent trying to schedule managers to interview candidates, it’s no wonder

how quickly days turn into weeks before you can schedule someone for first

and second interviews. Bringing a candidate back three or more times is not

reasonable so you must set the stage for readiness in advance. In fact, if you’re

an agile company you know that interviewing is best done on an ongoing basis,

whether you have an approved opening or not. Keeping the momentum going

through continuous networking and interviewing at all levels of the organiza-

tion alleviates stress during those “we must fill this position now!” periods.

Flexibility: Often times, the person you want is probably already employed, so

you will need to accommodate requests for early or late interviews. This may

not be inflexibility on the prospect’s part, but loyalty to a current employer and

position; you would appreciate the same respect from your employees. Also, if

you think you need seven years of Unix Systems Administration experience but

can’t find a quality candidate with that level, accept four years' experience and

recruiting the right talent for you.
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foot the bill for additional training, if necessary. Keep an open mind about

“career changers” who can bring maturity and business savvy to the position 

but who may be lighter on the specific skill set you think you need. Accept

di≠erent experience, not less. Screen in, don't screen out.

Speed: If you wait, you may lose. With the best companies hiring people in 

two to five days from first point of contact, informing a candidate that you 

will prepare an offer in a few days is a death knell — as is waiting a week or

two to bring back a candidate for a second interview. Agility and speed go 

hand in hand. Be ready to move quickly on scheduling interviews and providing

feedback. And if you’ve got the right person, let the candidate know you’re

interested and that you’re putting together an offer. Then do it.

Decisiveness: If a hiring manager is known for having trouble making decisions,

ask someone else to step in and influence the process. If you have questions

about an applicant’s ability, bring in the person best qualified to assess the 

skill set immediately and make a decision promptly. You have only three 

choices: bring the candidate back for further evaluation; extend an o≠er; cut

the candidate loose and keep looking for someone better. There is no time for

indecisiveness, there’s only time to make the right decisions, quickly.

Closing: This is where all your meticulous and laborious front-end work can dis-

integrate. Candidates today do not want to feel like mere bodies, simply filling

open positions; they have to feel that they are being personally recognized and

valued for their uniqueness. Bring in your best “closer” to cinch the deal. This is

the person with superior interpersonal skills, a visionary who smells of success,

the one guaranteed to leave the best impression about the kind of company

you are and the kind of company you are working to become. If this individual

and the hiring manager are one and the same, fantastic! If not, arrange the final

meeting with your “closer” and do it quickly. Involving senior leaders speaks 

to the sincerity of the o≠er, the value you place on your employees, and the

seriousness with which hiring is treated.

Quality organizations illustrate their commitment to employees and express

their corporate values early and often in the hiring process. The employable

workforce is a discriminating group demanding more than dollar-based rewards.

Today’s candidates seek companies with a conscience, made up of people who

understand what di≠erentiates their firm from its competitors. Communicating

these factors verbally and non-verbally at each point of contact is paramount.

Dave Roberts is the president of Core2 Business Consulting, Inc., a company that

builds customized staffing programs and provides on-site leadership to manage

and retain employees, allowing companies to gain a competitive advantage in

the market for human capital. He can be reached at 617.439.7070. 
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