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e was jolted out of his sleep by a persistent
knocking on the door. "Its 7.00 am. You're going
to be late for your interview, Pratap."H

"I'll be down in 15 minutes, Mum." He sat up in his
bed, rubbing his eyes, and looked out of his window. It
was hot and humid. The sun was beating down already.
"It's going to be a long, exhausting day, Pratap", he said
to himself. "Get started."

He literally gulped down his breakfast and as he
rushed out of the front door, Mum called after him
from the kitchen. "Best of luck. Call me after the
interview."

It was a walk-in for a reader relationship executive
with a reputed English magazine. The salary could even
go up to five figures… that's what they had enticingly
mentioned in bold letters. Interviews would go on from
10 am to 5 pm. If this works, I'm going to ask Mum to
quit her job… he thought happily.

He checked his bag for the copy of the Ascent
carrying the advertisement. It was there, neatly folded,
the address highlighted in fluorescent green, calling out
for attention. He flipped through the others papers…
all the certificates and four copies of his resume…
everything was in place.

The placement scenario at the
institute was quite bleak. So when
Ambrish and Payal had waved the
newspaper ad under his nose last
week, Pratap had agreed
immediately. One has to make a
start somewhere. So what's
wrong with a pure sales job? At
least the organization has a
decent reputation.

It was a fairly average looking
building. Could do with better
maintenance, he thought. The reception was largish,
but not enough to accommodate the long queue of 129
candidates. Payal and Ambrish were waiting for him
outside the office building. "Hurry up, Pratap… looks
like its going to take us all day here," Payal looked
anxious. "When did you guys get here?" he asked. "Five
minutes", replied Ambrish. "We're supposed to deposit
our CVs at that table over there and take a number."

"130, 131, and 132" said the bored looking lady at the
reception, as she handed out a small slip of paper to
each us. She scrawled the same numbers on each of
their CVs, and shoved them mercilessly into a drawer.

And then the long wait began. The heat was extreme,
but surprisingly, there was no arrangement for drinking
water. Over the next three hours, it was a survival game
and cold drinks were the only hope…

"I've never had so many cold drinks in a single day"
said Ambrish. "Look at the bright side of it. At least I'll
win a new record on that account today."

Payal burst into a fit of giggles.
"Is that a joke?"  Pratap couldn't see the funny side

of it. Being an unemployed youth in a metropolitan city
like Mumbai was nerve wrecking. They all needed jobs.
And every paisa counted.

The process of selection, as they heard from others,

41

was quite simple. The first round was a group discussion
for ten candidates. Those who would make it through
the GD would be called later for a personal interview.

After nearly three and a half hours, Pratap, Payal
and Ambrish were ushered into the GD room, along
with seven others. "A few of the others have some work
experience to boast of Hope that doesn't go against
us…" whispered Ambrish to Pratap.

The GD room had a large table with ten chairs
around it. Against the opposite wall, was a desk with
two men who were obviously the recruiters, but not
dressed for the part! One of them sported jeans and a
printed cotton half sleeve shirt. The other wore a red T-
shirt that said "Relax, I won't bite". How serious were
these people about the interview? They seemed to be
quite laid back.

Cotton Shirt said, "Choose a topic on your own and
start to discuss. You will be given 5 minutes for discussing
the issue".

Nobody said a word. Choose your own topic. What
kind of GD was this? Pratap wondered. A long silence…

After five minutes, Red T-Shirt said "Okay, let us give
you the topic. The topic is: Are freshers more welcome

to a company than an experienced person. Your time
starts now." They slouched back in their chairs.

It was a vibrant discussion. The atmosphere was
charged with contradictions and opposing opinions.

During the short span of 5 minutes, both the
interviewers had attended 2-3 calls on their mobile
phones, each time interrupting candidates who were in
the middle of their speeches. They were constantly
chatting about office issues and impending meetings.

Of the six GDs he had attended during campus
recruitment, Pratap had never seen anything like this.
What was going on? Were they even interested in what
the group was saying? Obviously, it was a farce and they
had no intention to select a candidate from the group.

After a while, Red T-Shirt announced "Time up." He
pointed to one of the candidates. You! First from the
right. Make a summary of the discussion".

They had not even bothered to jot down the names
of the candidates. How would they assign points? It was
all a big joke. Pratap was now feeling a sharp pang of
irritation. He glanced at Payal and Ambrish. Ambrish
stared back at him, his expression was blank. Payal
shrugged her shoulders.

Cotton Shirt was speaking now. "Okay people, before
you leave the room, we would like to give you some

the
hiring

farce
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information about the job."
Now they're talking. Maybe things will get better

now on. Pratap said to himself.
He went on… It would be a pure selling job… door

to door sales, to be precise. They would have to sell
magazine subscriptions from office to office, from
newspaper agencies to households. There would be no
leads. And strangest of all… even shockingly... there
would be no fixed salary. In fact they wouldn't pay any
salary at all. The whole pay would be related to
performance. The bottomline was that if one sold
subscriptions, they would get commissions on each sale.
But if not, then one's earnings in a month could even
touch zero! There would not even be any travel
allowances!

"We will get in touch with the shortlisted candidates
after two weeks for personal interviews. Thanks for your
time. Please ask the receptionist to send in the next
group as you leave."

"Sir, I have a question" Pratap ventured. No one else
seemed to think it was important to speak up. Maybe
they had other interviews lined up.

"No questions at this time. Maybe you'll have a
chance if you reach the interview stage." Red T-Shirt
smirked.

There was no point in pursuing the issue. They
walked out silently.

"What utter nonsense," Payal blurted out as we
reached the reception. "What were they doing?"

Ambrish seemed cool. "It happens. There are all sorts
of companies. This was a bad experience. Let's forget it.
Who knows, maybe one of us will get a call? Pratap, you
dared to ask a question. Maybe they'll pick you."

"Who cares what they do. Even if they pick me, I'm
not taking the job. They want us to slog it out like crazy
and that too without a salary? Have you heard anything
so ridiculous? And how can an employee be motivated
to work where even where traveling allowance will not
be reimbursed?"

"Pratap, don't get all hyper." Payal was the consoling
queen. "Let's go back to campus and hang out in the
canteen."

Pratap was beyond ordinary consolation tactics. "It's
unfair to let them get away with this farce. The whole
episode is that this was nothing but a drama. And did
you see, how they were asking people to volunteer for
this silly job-without-pay? Only two candidates raised
their hands, and their names were promptly noted
down. Those two candidates had not even uttered a
single word in the GD. But still they were selected
because they were willing to take the risk. Why did they
need to have this charade of a walk-in and a fancy
selection procedure? Don't they understand how much
painful is it for an unemployed youth to face such a
situation? They have seen our CVs and it was clearly
mentioned over there that we are MBA students. They
were well aware of the fact that the job they were offering
needs no management knowledge. Then why didn't they
mention in their ad in the newspaper or when we
submitted our CVs? This is inhumane and irresponsible
behavior. I have a good mind to write a letter to the

editor of Times of India highlighting such practices of
so-called reputed companies who advertise with them."

"Maybe we should" said Payal. "My aunt knows
someone in the Times of India editorial."

"Really?" Pratap was incredulous. What a stroke of
luck. He could feel the clouds lifting.

Ambrish looked unconvinced. "Come on you guys.
Don't get carried away. Let's not blow this out of
proportion. Things could get messy. We are still
unemployed, remember?"

Pratap was quick on the uptake. "Ambrish, the idea
is not to ridicule or get back at someone. We won't
mention the name of the company or anything. It will
prepare other naïve candidates like us for the big, bad
world. And more than that, I hope it will serve as a hint
to companies to become more sensitive and responsible.
For them it may just another vacancy. But for people
like us, it's the beginning of our adult lives."

"Yes, Ambrish, I think Pratap is right. It's not payback
or anything. Seriously, if educated people like us don't
speak up against unfair treatment, how can we expect
bigger things to change?" Payal was the big social
development type. She spent all her free time in an NGO
doing what she was best at… counseling troubled souls.
In fact, she was even hoping to start her own NGO one
day. But you had to start somewhere.

Ambrish did not budge. "You both always end up on
one side. But you know me. I like to stay away from
trouble. Peace, peace, and more peace. That's my life's
mantra. So please keep me out of this. I don't want my
name appearing in your letter. I don't care what happens
to the unemployed community of the country. I just
want to make a decent living for myself and stay out of
controversies. You go ahead and do what you want."

Pratap spent a sleepless night, tossing and turning.
After his father passed away last year, Mum had
gracefully shouldered the family's financial
responsibilities, and returned to her old hobby -
teaching. Dad was always the kind to stand up for what
he believed in. In the prime of his career, he had rejected
several job offers, some of them offering to double his
salary. His explanation would be "This company gave
me my first job. We get our daily bread because of the
company. I owe a lifelong commitment to my
employer." Money was always low on his priority list.

"This is an opportunity for me to stand up for what
I believe in. Dad would be proud."

The next morning when his mother knocked on his
door to rouse him from is sleep, Pratap had just finished
typing out a letter to the Times of India Editor. He signed
his own name and left the company's name anonymous.

"Its 6.30 am, Pratap. I have to leave early today."
"I'm awake, Mum" he opened the door and greeted

her with a smile. "You go on. I'll make breakfast for
myself."

"Sure?"
"Positive. I'm going out for a few hours to the Times

of India office, but I'll be back in the afternoon."
"Have you got an interview there too?"
"No, just an important job to take care of. I'll tell you

later."
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ANALYSIS
Recruitment should be a well orchestrated drama

ou deserve the interview you get!"… that's
my conclusion. Good candidates get good
interviews. Effective candidates turn bad“Y

interviews into good experiences and take charge. Poor
candidates end up like Pratap and his friends in this
case.

For some jobs with low entry barriers - in a billion+
people country - there can be only so much to expect
from interviews. Interviews tend to be a selection process
only when supply is less than demand. Else they tend to
be more of an elimination process.

I am not defending the poorly organized logistics
and most importantly the unethical advertisement in
Ascent of offering of "up to five figure" job for what is
essentially a commission job. But I would not be
surprised at such farces.

I would walk the full path and expose the whole
event or take charge and convert this into an opportunity
I will not be satisfied by merely writing letter to editors.
I will confront, escalate, protest, negotiate and influence
a more positive outcome from this rather ugly incident

But Pratap can not do that. Because Pratap is not
ready for taking charge of life. He is the typical 'more-
ambitious-than-deserving' segment of contemporary
youth in India. Let's look at Pratap more closely.

He can't get up on time on the day of an interview!
He is essentially negative. He starts his day thinking of
how long and exhaustive it would be. Like a kid he still
needs Mum to wake him up. He would 'gulp' breakfasts
not because he is busy but because he is inefficient. He
thinks for his Mum (rather dreams… "I am going to ask
Mum to quit the job) but does not have time to have
peaceful conversation with her. He obviously studies at
a run-of-the-mill institute, for in current times the scene
of campus placements is exciting even for middle order
business schools. If he went to such an institute, it is
because he did not get good marks early and could not
compete for the more reputed institutes. He does not
know what he wants. He stumbles into a job ad because
his friends show him the ad. He has doubts if he should
take up a sales job. He only rationalizes by saying "one
has to start somewhere." With no clear focus he joins

the crowd to somehow begin. I am surprised he did not
forget his CV!! On the other hand he looked a little
organized when he checks his bag and ensures that all is
in place.

Like all others he can not choose a topic to discuss.
He needs be guided and directed. We do not know what
he spoke or if he spoke at all. We only know that 'it was
vibrant discussion'. It is kind of nice when Pratap
ventures to ask questions. But he does not have the
courage to persist. On the first rebuff, he yields and
walks out. He is angry with the process. But, since he
thinks of salary and traveling allowance - even in those
moments of frustration - as possible criteria for interest
in the job, he clearly gives away what is on top of the
mind. He would have lived with the farce if only there
was job with good pay and traveling allowance.

What is interesting is how he chooses to protest -
write a letter to the editor. He is further encouraged
because his friend's aunt knows some one in TOI. Else it
looks he can not even independently think of getting
the letter to the editor published. We have been rather
tough on Partap, so far. Let's give him a break and get
back later.

Let us look at the friends he makes and keeps
company with. Payal is clearly the always giggling, 'let's-
chill-in college canteen' type of girl companion with no
distinctive vies or personality of her own. Ambrish can
not face trouble - Mr.Practical who stays out of
controversies. This is an unfortunate syndrome with
many a youth. They are either fiercely aggressive or
greatly timid and cowardly and passive.

A person is known by the company s/he keeps. So
much for Pratap's friends!!

Getting back to Pratap (it is ironical that in Hindi/
Sanskrit his name signifies might and courage!!), we find
an interesting anger management strategy. Of course
for writing a letter to the editor he gets up early in the
morning and does type in a letter. But as expected he
does not name the company. What is he afraid of? (Lack
of conviction)

Is not Pratap the typical young man half prepared
for the competitive world? Not all young men are like

Dr.S.Chandrasekhar
Head - People Relationship Management, Capgemini Consulting, India at Mumbai
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that. Similarly not all companies do what this company
did.

Lest the analysis be not one-sided and just anti-
Pratap, let me outline how I find in this unnamed
company with a bored receptionist and 129 candidates.
It is clearly an unethical company. The most resentful
of what they did is not the farce of recruitment but to
advertise a highly attractive job with false information.
Job advertisements are like product ads. You can not
play with them. Companies which make tall claims in
job announcements and provide a poorer experience
later will lose in the long run. In fact such companies
should be sued for damages. They are getting away with
murder because many people like Pratap or Ambrish -
his more practical friend - live with their nonsense and
do not expose them. Just because we read this little case
story in an HR magazine talking about recruitment let's
not kid ourselves to believe that this story is about how
to conduct interviews and GDs more effectively. The
fact that a company gives an irresponsible ad in the
papers and later ill-treats 129 young people with out
any accountability is the bigger issue underlying this
story. Corporate accountability to the community it lives
in is the larger question we should be engaged with. We
will come to this later.

This unnamed corporation clearly is an unorganized
place. The reception is congested and they do not have
even drinking water. The receptionist is bored. So are
her bosses. The problem is not that they are dressed
casually. The real problem is that they are casual about
their task. They hardly manage the group discussion
and show positive disregard to the participants by
constantly talking on cell phones. The selection process
is not transparent and they do not bother to explain
even when asked. They kind of bully the candidates into
accepting an unfair arrangement. We do not if all the
leadership in the company is as bad as we find their two
casual representatives behave. But if there is any
indication, the company has no viable recruitment
mechanism to attract talent in any sustainable manner.
Through such a grossly abusive and callous attitude they
are not just harming today's recruitment, they are
actually causing irreparable damage to the company's
reputation forever.

The topic they chose after seemed alright. But the
manner in which the discussion was conducted does
not enable them to be fair and objective in their
assessment. The fact that they paused to explain the job
is a good practice. But what they said the job would be
was very different from the advertisement. This is simply
unacceptable.

We can go on finding faults and inadequacies on
both sides - the candidates and the company.
Recruitment of course becomes a farce in such
situations. It is important to learn the lessons from this
instance and outline the pre-requisites for an ideal
recruitment experience. However, ideal recruitment is
possible only when we have better prepared candidates
and enlightened companies. Recruitment turns out to
be a well orchestrated drama - not a farce when, the
script, the actors and the director all act synergistically.
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What can companies do to save recruitment
form being a farce?
1. Know you requirements clearly and choose an
appropriate channel for it. (Was the newspaper ad the
right channel for this company's requirement?)
2. It is absolutely unethical to make false promises in a
recruitment advertisement. So be careful about what
you write. Create a strong process in the company so
that job ads are subjected to due diligence by competent
and accountable people.
3. Plan and make proper arrangements at the venue.
Do not ill treat candidates. Be interested in the
candidates and engage with them well. Remember
candidates never blame companies for not selecting
them. What they resent is unfair and non transparent
treatment.
4. Train your recruiters. Teach them skills of candidate
engagement and basics of conducting Group discussions
and Interviews. Many in companies think Interviewing
is common sense. They are right. Common sense is the
rarest sense and needs learning.
5. Recruitment is the first experience and encounter
of an outsider with a company. If the process is not
handled well-what you lose is not one event but long-
term reputation. The first and most significant
opportunity to create a sustainable employer brand is
recruitment. So invest your best talent and resources
on this significant task.

What can candidates do to save recruitment
from being a farce?
1. Qualified, motivated and well prepared candidates
are as important as well prepared companies to make
recruitment a delightful experience.
2. If you are a candidate - someone like Pratap or his
friends-wake up! You need to anticipate the unexpected.
There are no ideal companies and ideal selection
processes. When humans assess fellow humans you can
only minimize subjectivity but you can never eliminate.
So instead of cribbing against the system-be prepared
for it and take the initiative to convert it to your
advantage.
3. Believe in yourself and go to interviews with a
positive mind and energy. Prepare well in advance. If in
a group discussion you are asked to choose a subject
see that as an opportunity. If you have the initiative, you
can very well set the agenda at such a time and showcase
your leadership.
4. Be clear about the job you want .If you want an
entry level sales job in a retail product line, be prepared
for a very high variable compensation. Experience is
more important, in the beginning than perks and
allowances. So set your expectations realistically.
5. If you are not treated well, escalate. Go and meet
the bosses of the people who dealt with you in an
unacceptable manner. Be proactive in your protest.
Confront well and take ownership for your complaint.

From this case, there is something to learn for both
candidates and companies. Among all the professions,
it is the HR profession which has the distinct task of
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ANALYSIS
Attention to trivia can make the big difference

he recruitment process provides many firsts for
the organization with respect to a prospective
employee: first opportunity when a candidateT

engages with the organization face to face; first time
that the candidate experiences the organization policies,
processes, and people; and first time that the candidate
sees the organization functioning from the inside. In
short the recruitment process is a very critical window
through which the outside world has a first hand view
of what the organization is all about.  In this sense, how
an organization handles this critical process, indicates
the actual working of the organization.  It is also a critical
element in the process of building a brand for the
company as an employer of choice.

If we were to accept the above, then the experience
of the candidates as detailed in the case study reflect
very poorly on the organization.  In this specific case,
the way the whole process was handled has also put the
company in risk of some adverse publicity, which will
impact its capability of attracting talent in future. Various
elements in the case point towards building a very
frustrating experience for the candidates.

1. Policies:
A clear disconnect between what the advertisement for
the position of reader relationship executive stated and
what was stated at the time of the walk-in. Professional
organizations ensure that there is no gap between the
advertisement and the actual offerings. In this case, while
the position has been advertised as a regular permanent
position, the statements during the walk-in indicate to
it being that of a commission agent involved in door to
door sales. There is no element of salary as indicated in
the advertisement as the executive would be paid

preparing both. HR professionals need to help the youth
and the education system in preparing to be ready for
the industry. On the hand, it has the task of coaching

hiring managers do their jobs well.
Together, we can save recruitment from being a

farce.

commission based on the quantum of sales achieved.
This line of thinking is further reinforced by the fact
that the company would not even be reimbursing the
traveling expenses of the executives.

Candidates being interviewed were apparently over
qualified for the role and responsibilities of the open
position. Either the advertisement should have ensured
that appropriately qualified candidates presented for
the walk-In or the process at the time of receiving the
applications should sort the candidates as per
requirements. Both these were non-existent in the
company under review.

The functioning of the company representatives
(receptionist and the interviewers) indicate the non-
existence of policy on business conduct which is a critical
component of professional organizations today.

2. Processes:
The processes in view for the walk-in in the case, present
a very poor image of the company. The lack of
arrangements for the candidates, the methodology of
conducting and evaluating the group discussion, all
indicate a lackadaisical approach by the company to
the criticality of the recruitment processes.

There was no preliminary scanning of the candidates
against a set of minimum requirements.  This is a critical
requirement especially in walk-ins where there is no
control over the type of candidates presenting
themselves for the position.

There was no briefing being done about the process
that would be adopted during the selection.

There was a lack of structure for the conduct of the
group discussion. Seemingly no evaluation was done
candidate wise.

G. Inbavanan
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3. People:
The behaviour of the company representatives
(receptionist and the interviewers) shows the company
is a very poor light. All the behaviours exhibited by them
as detailed in the case are indicative of an organization
with the belief that they are doing the candidates a
favour.

The dress worn by the interviewers is not
commensurate to the role that they were playing as
interviewers. It definitely does not indicate to the
company being run on policies that would contribute
to it being professional.

The unwillingness of the interviewers to take
questions from the candidates indicates their high
handedness.

The interviewers taking calls during the group
discussion disturbing the candidates flow shows scant
respect to the candidates and poor engagement with
the process.

4. Others:
The general upkeep of the office buildings does have a
profound impact on the prospective employees. It is
indicative of the value attached to working environment
by the company.

A normal reception area of any company is not
intended to cater to candidates responding to walk-in
advertisements. This not only causes difficulties for the
candidates, but also disrupts normal business
functioning. In both cases it exhibits a non-professional
approach.

Turning the experience around for the
company
Let us now examine how the company could have used
this opportunity to build a very rewarding experience
for the candidates thereby ensuring that they would be
their ambassadors post this experience, even if they did
not get selected.
1. The advertisement should have clearly mentioned
the nature of the position, its role and responsibilities,
and the method of remuneration.  It should have also
indicated the required qualification(s), skills, and
qualities.
2. Deciding on the venue of the walk-in and the various
requirements for ensuring the conduct of the process
in a professional manner.
3. On the day of the walk-in, a display board welcoming
the candidates and providing an overview of the process
should have been placed in the reception area.
4. Each candidate's application should have been
screened and only those matching the requirements as
detailed in the advertisement should be accepted for
inclusion in the selection process.
5. The waiting area for the screened candidates should
have arrangements for drinking water, attending to
nature's call.
6. Multiple teams for conducting group discussion
should have been identified and separate rooms

established. This would have ensured that the waiting
time of the candidates was kept to the bare minimum
and more number of candidates could be assessed.
7. Discussion topics should have been pre-selected
depending on the skills and qualities that the company
was seeking in the selected candidates.
8. A standard assessment form for each group detailing
the names of candidates and their scoring on critical
attributes should be completed by each assessor
separately.
9. Other important inclusions would be: briefing by
one of the assessors post the group discussion on when
will the short listed candidates be called for interview
and process thereafter;  taking a couple of questions
from the candidates; and thanking the candidates for
their participation and wishing them all the best in their
endeavour.
10. Companies should keep in mind that the experience
of the candidate during the selection phase is a critical
factor in setting their expectations when they come in
as employees. Every touch point of the organization
with members of the society is an opportunity to build
and further the brand image and experience for the
stake holders. The attitude and behaviour of the
company representatives involved in the selection
process lays the foundation for their working
relationship with the new employees. The perception
of the HR function among employees can be
significantly enhanced by ensuring that the experience
of the employee during the recruitment and induction
phase is addressed with sensitivity and respect.

Values can make or break
It is common for organizations to articulate values and
communicate the same among the employees to
encourage behaviour supporting the values. However,
it is important for organizations to recognize that the
values are displayed more emphatically in the behaviour
that are seen being practiced in the organization towards
prospective employees, vendors, partners, customers,
ex-employees, share holders, government agencies, and
society at large.

In the case being reviewed, if one of the values of
the company was to treat everyone with 'respect and
dignity', we can see a clear disconnect between the
stated values and the actual behaviours observed in the
company. Such divergence would leave the values on
the paper that they are printed on and have no bearing
to what is being practiced in the vompany.  This can
cause the company to be dysfunctional in many critical
processes.

Conclusion
Michael Angelo stated that, "Trifles make perfection,
but perfection is no trifle."  It is the manner in which a
company manages the little things in its functioning that
contributes to it success and building the brand image
of an employer of choice. HC




