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  5 TIPS FOR HIRING GOOD EMPLOYEES
Employees are the most valuable asset for most companies.  Client satisfaction is often the direct result of the client’s interaction with company employees.  The way that the Receptionist answers and direct calls, the responsiveness of a Sales Representative, and the professionalism of a Customer Service Representative, all play a major role in the perception of the company.   
It is often said that retaining high performing employees is one of the keys for growing a successful company.  While this is true, it is very difficult for a company to retain high performing employees without understanding how to hire high performing employees.  Here are 5 interview tips that can be used to attract candidates that are likely to succeed with your company.

1) If your organization is a stickler for timeliness, give some thought to the length of commute that a candidate will have.  This does not mean that you should rule out a candidate because of a long commute, but you may want to schedule that person’s interview at the expected start time for the position. This will allow the candidate to get a good feel for what the daily commute may be like, and it will allow you to assess whether the candidate can be timely at that time. If you have a position that requires timeliness, it is a little difficult to be angry when your employee arrives late for work 3 days per week and you knew that the employee had a two hour commute when you hired him / her. 
2) Start the interview by asking the candidate to describe the position that they believe they are interviewing for.  Let the candidate do the initial talking and articulate that their understanding of the position matches yours.  You want them to show that they have read the job description and done some research on your company, and have a clear interest in this position / company as opposed to just applying for another job.  Once the candidate has expressed their understanding, you can confirm that the two of you have a clear understanding of what you are looking for, or you can fill in any gaps of misunderstanding before moving forward with the interview.  When you start the interview by describing the position, there is little chance of getting the candidate to acknowledge that they had a misunderstanding.  The candidate could interview extremely well, you hire them, and they end up in a job that they really had no strong interest in to begin with.   

3) Ask questions that will screen candidates for a cultural fit with the company.  Most interviewers will ask questions about a candidate’s skills / competencies, but hiring candidates that are likely to be successful in your specific environment is just as important.  For example, a manager that has spent the last 10 years working in autonomy from his / her own office might not truly embrace an environment that will require him / her to work in an office pit or cubicle.

4) Use Behavioral Interview questions to help you determine a candidate’s thought process and not just results. For example, the question “tell me about a time when you were late for work, and how did you handle it” will tell you a lot more about a candidates thought process about being late for work than the question “how many times have you been late for work during the past year”.

5) Create a database of superior candidates, even when you are not hiring. THE JOB MARKET WILL TURN AROUND. Top candidates may not be found on Career Builder, Monster, etc… when you are hiring.  These are known as passive candidates.  They may not be actively looking, but they may be open to discussing a new opportunity when you call them.  Smart employers know where good people are BEFORE they need them.     

