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uring mid January 2005, an advertisement
appeared in Jobsahead.com, a popular internet
job site for positions as Regional Sales Managers

in a two wheeler auto giant. The advertisement specifically
stated that multiple openings existed in different cities of
India, without revealing name of the advertiser. The
company was looking for candidates in 32-38 age bracket,
with field sales/marketing experience. MBA from a good
school was the necessary educational qualification.
Though the company name was not mentioned in the
advertisement, one could guess. Few weeks before a
major financial daily carried the interview of top boss,
where expansion and new product launch plans were
discussed in detail. There was specific mention about
expanding the sales network.

I was then working as the South India Head of Pioneer
Global Limited and was looking for a change. Pioneer
Global, a strong multinational into electronic and
telecommunication products had announced its
intention to close the Indian operations, as independent
Indian business was financially unviable. However, my
division was doing very well. We were able to gain
reasonable market share and maintain a good customer
base. Post closure, Indian business would be handled
from Singapore. Customer support to existing and future
clients were to be contracted to an outside agency whose
engineers will be trained by Pioneer Global.

They wanted me to stay back to see that the closure
takes place smoothly, and customer service is handed
over to a competent agency. Other counter parts were
asked to leave or had left, and the India MD took
retirement to settle in his hometown. Since it was all
technical staff (except few, most support staff came
from a contract agency) we did not have any trade union
related problems while closing. I used my contacts with
recruiting consultants to help find jobs for my staff. For
me, we did discuss possibilities of relocation to
Singapore, or to Delhi as the national co-coordinator;
but it never materialized. I should add that the hesitation
to shift to Delhi was mine since family was not ready.
Delhi also meant a reduced role as compared to my
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profile. A reply was sent along with my CV
within a day of seeing the advertisement.

I had, by that time put in 13 years of
sales and marketing experience and in the
present position was fully responsible for
south Indian business of Pioneer Global
spread in Andhra Pradesh, Tamilnadu,
Karnataka, Kerala and Pondicherry. My CV
had good brand names to boast of,
including a multinational auto accessory
company and top Indian white goods
company. Pioneer Global was my fourth
organization in 13 years, and in all previous
places, I had grown in the assignments and
was a consistent top performer. I am
Tamilian by origin, and grew up in Kerala.

My father retired few years before and they shifted to
our native place in TN. Previous three assignments were
based in Bangalore and my wife and kids love the city.

By the first week of February reply mail from the
HR Manager of the auto company came. My guess about
the company was correct. The mail stated that a Senior
Manager would be visiting Bangalore and would "like to
meet me". By end of second week, another mail came
from the same person informing that their GM Marketing
would be traveling on business to Bangalore and would
"meet me for an interview". The date and time for the
meeting was also given.

On the scheduled date and time I made myself free
and met the GM Marketing in his hotel room. He was in
his mid 40's and without much preliminaries set to the
task of interviewing. Questions were around my
knowledge about marketing/sales and managerial
experiences of the jobs I had handled. He further
wanted to know how their
business would grow if I am given
the role and the channels I would
adopt. I gave emphasis to rural
market and discussed how to
penetrate and pull customers
from this segment of the market.
After interviewing for an hour or
so, the GM briefed me on the
general requirements of the
proposed position. The
discussion completed with GM
Marketing telling me that their
HR department would get in
touch. I was given a psychometric
test paper and was required to
mail the completed test to the HR
department within a week.

Even one month after that
meeting with GM Marketing there
was no information from the
company. In my curiosity I called
the HR Manager, through the
contact number that was
available in the mails. I enquired
about the way forward. He was
not able to give an affirmative
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Five months…
multiple
discussions,
meetings,
competition… and
the recruitment
decision is still
pending. Is it
unrealistic for the
candidate to hold
the organization
accountable for
lost time?
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booked in a popular four star hotel in the city.
Thursday afternoon I was received at the airport by

hotel representatives, who had three more names
written on the announcing card. Inside the Toyota Qualis
I found that two of the three were also called for the
same interview.

At the hotel reception we were informed that next
day morning we had to assemble in the conference hall
of the hotel. The time given was 9 a.m. From the
receptionist I found out that there were six of us invited
for the selection process. By evening, most of us got
introduced and had nice time between us. Arvind
Pandey was Zonal Manager from an oil company in
charge of southern state operations. Muthu came in
from Chennai from telecom, in charge of the Sales and
Marketing operations in Tamil Nadu. Manoj was
responsible for automobile company operations for
Northern India and earlier had experience with Enfield,
another two wheeler company. Sedashiv came from
chemical Industry and was the Regional Manager for
part of Mumbai. Ramesh Agarwal was with an auto
company since past 12 years and had an engineering

discussion.
By 9:20 a.m. he distributed a short case to each. He

gave us 10 minutes to read and 20 minutes to discuss
the case. The case was well discussed with everyone
participating. In my opinion the leadership initially was
taken by Manoj and later by me. I was able to
communicate my points very well and finally the case
was summed up by Sedashiv.

At 9:50 a.m. Walvekar closed the discussion and after
few minutes read out names of those who should go to
the ground floor for one to one meeting. My name was
announced first. I set out to the ground floor room.
Soon Walvekar and another colleague joined. Walvekar
told that I will be given another case and I should role
play with him. I was given 5 minutes to read. It was case
of a refrigerator sold by company and it was giving
electric shock. The customer was an IAS officer and he
had once contacted the dealer with the problem and
the dealer had sent the technician. But the technician
was unable to resolve the problem. The dealer agreed
to replace the fridge immediately. The customer being
highly dissatisfied, rejected the offer and demanded that
the company pay back money immediately. He was also
intending to lodge a complaint with the customer forum
and was also planning to write a letter to the MD of the
company. Posing as company sales officer, I was to deal
with the irate customer.

I was totally surprised on receiving a direct selling

reply, but mentioned that their top officials were busy
with budget planning for the next financial year and
hence the delay. Few days later I got a mail indicating
that I am short-listed and would hear from them "very
soon".

March 2005 ended with no further information. In
the first week of April, I received another mail stating
that by the third week of April, I need to travel to their
head office for an interview, the process would be for
two days. I wondered what sort of interview would be
there for two days. Interviews were arranged over the
weekend, starting on Friday. The mail also mentioned
that as there were no convenient flights to reach on
Friday morning, I may have to reach a day prior. I was

background. He was the youngest among us.
On Friday, at sharp 9 a.m. we all assembled in the

conference room. Walvekar, a thin, tall guy entered the
room and introduced himself as the HR manager and
asked us to introduce ourselves to him. The HR Manager
who was corresponding with me was another person.
He mentioned that "the process of recruitment will be
such that we want to ensure that only right persons are
selected". Seems, they wanted a mutually beneficial and
long term relationship. We were then made to sit round
the conference table and name plates were placed in
front of each. Walvekar asked as to be ready for a case
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case. This function was being done by the front end of
any company, whilst the selection was for the Regional
Manager's post. I myself had used similar tests while
selecting sales persons and trainees. In spite, with my
experience and knowledge of customer complaint
resolution carried out the role play and in my opinion
had very convincingly satisfied Walvekar who was the
customer. Walvekar also appreciated the job. I was then
asked to go back to the conference room. Since the
time I had left for ground floor, rest of them were given
another case and the group was discussing the same. A
third person was observing the group and taking notes.
In between he kept fiddling with his cell phone, seemed
like checking SMS. I found a seat in the corner of the
room and used the time to check messages and missed
calls on my cell.

Sometime later we had a tea break and another case
study was given to all. This time reading was for 75
minutes and then we stopped for lunch. In between
two more were called down for one to ones,
but they came back pretty soon. After an
hour's lunch break the group discussion
started. After two hours of discussions,
the group was given a written test.
We had to write the summary of
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Rs.300 to 500 crores, depending the region. Each region
would have around 40-50 employees. He then asked
me to wait in my hotel room for further instructions.

I waited till 11 a.m. It was ok with me, as I knew that
six of us had to be interviewed. I started to watch an old
Tamil movie in one of the TV channels and ordered a
light breakfast in the room. By 11:10, I received a call to
check out my hotel room. The call was made by Smitha
who identified herself as Walvekar's deputy. I was also
told to accompany them to factory. I reached the hotel
lobby by 11:30 and along with me, Arvind was also asked
to accompany them. Both of us, Walvekar and another
of his colleagues from marketing went to the factory by

the case as one of the questions
and suggest our solutions. I wrote
some very actionable strategies,
based on my field experience.

The case summary was to be completed in 20
minutes and the objective test was for 45 minutes. The
latter seemed to be like a MBA entrance test with
questions that tested language, logic, maths etc. On
completion of that, we were asked to assemble again
for another group discussion. This time the group had a
specific leader and he was to lead the discussions and
summarize the case. There were multiple rounds and
in each round the leadership changed, so did the cases.
The reading time for each case was 10 minutes and
discussion was for 20 minutes. This exercise continued
till 8 p.m. i.e. in total 13 hrs without much breaks. It was
so tiring.

At 8 p.m., before concluding the day, the interviewees
were communicated that there will be individual
interviews for 30 minutes each starting from morning 8
p.m. As they read out the names in order of time, my
name again was read first. Since, I was to meet them in
the morning and I was weary, I retired to bed after a
quick dinner. Three among us went for a late night movie
in the multiplex nearby.

By 7 a.m. I got ready for the interview and by 8 a.m.
reached the interview room. Welvekar was present with
two more colleagues. A thorough interviewing of my
past experience was conducted and I was able to
satisfactorily answer all their queries. Before closing,
Walvekar explained that the job profile was of handling
a region. The expected sales turnover would be between
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ANALYSIS
Process at the cost of quality talent?

he case is about a auto manufacturer's
recruitment process and narrates the
experience of a candidate who applied for an

advertised post of Regional Sales Manager. There were
four rounds of interviews, a psychometric assessment
test, a written test, four case studies and involved role-
plays and group discussions. Let's look at some of the
events and see if it could have been done differently.

 T The first thing that I noticed in the case was that the
candidate was able to figure out the name of the
company, even though the information was not revealed
in the advertisement. Companies choose to retain
confidentiality when they feel that the target companies are
likely to take preventive measures to prevent losing their
talent. There is also a flip side to such confidential
advertisements. Potential candidates may fear they may end

the company car. It was 40 minutes drive from hotel to
factory. Nothing much was discussed during the journey.
On reaching the factory we were taken to the
administrative office and was given the form for
undergoing a basic medical test. Our luggage was kept
in the car. Smita, the deputy manager, made both of us
comfortable by offering glass of water and tea/coffee.

The preliminary medical test was conducted by the
factory medical practitioner and he told me that I am
ok. We took the signed form back to the HR department.
On receipt of the same she asked us to wait and to my
surprise informed that there was another interview
scheduled with the Sr. V.P. of Marketing and G.M. HR.
All through, I thought they wanted us to see the factory
before any decision was made. That interview was to
happen in the afternoon. Arvind requested to go first
because he had an evening flight to catch. I was to take
the night train to Bangalore, hence was in no great rush.

We were taken to the company canteen for lunch.
The canteen was neat and the food was tasty. Post lunch,
Arvind went to the interview room and was there for
around 20 minutes. He was then asked to sit in front of
Smitha's desk and she went inside. Subsequently she
settled his travel reimbursements and on his way out he
said bye. Nothing was communicated to him.

My turn came after another 30 minutes of wait. I
was told that there was another meeting for one of the
panel members and Smitha requested me to wait. My
interview was taken by both Sr. V.P. and GM HR. It was
mostly centered on my work experiences and only on
certain occasions the GM HR intervened, asking few
personal questions. After the 30 minute interview, I was
asked to be seated in front of Smitha's desk, while she
went in. She came back with a smile and took down my

mobile phone no., email address and enquired about
my current salary structure. My contact address and
mobile numbers were with them, but still they wanted
it. As reply to my question she told me that there were
three vacant places. Bangalore was not a location
available, hence I should be ready to move. I was ok
with Hyderabad or Mumbai (my wife was fine with both
places) where positions were available. She also
informed me that there was another group scheduled
for the next week and after that they will send the
appointment letter. She hinted that by end of April or
early May, I should be receiving it.

No news came by April end. So on May 10th, I called
the HR Manager and was told that they were yet to take
a final decision. I contacted them again during May last
week and there was no clear response. In the first week
of June, I called Smitha and requested that if they can
let me know, then I would be able to plan my children's
education. Nothing concrete came out of that
conversation. After couple of days Smitha send a one
line email announcing their regret.

I was totally surprised at their behavior. To
countercheck, I called Arvind, and he too had not
received any communication after interviews. Arvind
had been in touch with Muthu and Ramesh and both of
them received only their reimbursements, that too after
one month. Sedashiv, it seems had changed job.

The expectation and hope ordeal extended for five
months with multiple discussions, meetings and
competition to secure a job. In spite of that, why was
the organization unable to decide? Or was the
recruitment process itself a farce?

Could the organization be made accountable for
my lost time?

Balaji E
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up applying for their own company's advertisement and may
choose not to apply. In such cases, I have seen companies
preferring to work with a retained consultant than release an
advertisement. Obviously in this instance the purpose of not
revealing the company name was not met.

The candidate had the first interview with GM
marketing at a hotel room and the General Manager
'set to the task of interviewing without much
preliminaries'. It is important to start the interview
process after setting the right note. Putting the candidate
at ease is a part of this. It helps the candidate to relax
and then speak. Thus the interviewer is able to assess
more and better. Here I am reminded of the origins of
the word "Interview". It comes from the French word
"Entrevoir", meaning 'to have a glimpse of'. Interviews
can at best only provide a glimpse of the past experiences
of the candidate and his attitudes to those experiences.
In order to maximize the value of this process, it is
important to have some preliminaries like:

Did you find it difficult to locate the hotel?
Did you get the information about the interview in time?
Did you have to reschedule anything very important

to make yourself available for the interview?
The case talks about the candidate being given a

psychometric test paper and told to send the completed
test to the HR department within a week's time. As a
recruiter, I am glad to see companies using scientific
methods like psychometric tests to assess fitment.
However, I am not sure of the effectiveness of the
process if the candidate is given the liberty to take the
test over a period of a week's time and then sending it to
HR department. Today there are online tools where
candidates can take the test on a website. The
information will be secure and the automatic timer of
the tool will ensure that candidate completes the process
in the prescribed time period. HR services industry has
hugely evolved in last 10 years and can provide bundled
solutions (recruitment and assessment services). In case,
a candidate is required to take the test in physical
ambience, large service providers that have a strong
pan-India presence can also facilitate candidates to
come to an office in their city and take the test.

The candidate also happened to meet the other
candidates for the interview while getting picked up from
the airport. This part could have missed the attention of
the HR managers due to oversight while assigning the task
to a travel desk. However, I feel it could be important that
candidates who come for an interview do not know each
other till the time they perhaps have to meet at a venue.
Candidates could exchange notes and that may tend to
impact their responses during the interview process.

The case talks about the candidate being surprised
by a direct selling case study that he thought was more
relevant to a frontline sales person. I am not sure if I
can agree with this thought. Case studies of an
experience that a relatively junior person handles can
also be used in assessment centers. Some of the aspects
looked at in these Assessment Centers are attention to
detail, sense of urgency to appease the irate customer,
sensitivity to cultural contexts of the customer, logical
approach, innovation quotient, emotional balance,

motivation of team members, and how the candidate
cares to ensure the problem does not occur again.
Managers with leadership traits look at these situations
as an opportunity to create an ambassador of the irate
customer by managing the post complaint moments of
truth of the customer well.

There was a medical test held at the factory premises
and was conducted before the final interview. I see most
companies' preferring to have a thorough medical
examination after a candidate is selected and an offer is
made. This is likely to be detailed to ensure that the
health of the recruit is adequate to handle the
responsibilities without having to take breaks.
Conducting such tests on the final selects can help to
reduce wastage of money.

Lunch at the company canteen is a good idea. The
good ambience of employees of all levels eating together,
tasty food and clean premises, send out a good image of
the company culture and quality practices.

The case also talks about the candidate making
meanings of the smile of a coordinator after the final
interview with the VP, taking down personal details and
checking location preferences. As the case turned out to
be, it would be tough to make such meanings beyond a
point. Since the coordinator also mentioned that there
will be another round of interviews with another batch of
candidates, there are possibilities that the company could
choose from the latter batch even though they were happy
about the candidates that they have already interviewed.

On the whole I think the automaker has a structured
system in place and considers it important to have a
scientific approach to recruitment. However, given the
revival of the manufacturing sector and increased flow
of FDI in this segment, the 'hunt for talent' is picking up
pace and is going in the direction of IT and ITES industries.
Personally, I feel a process starting in January and
continuing till May, though typical of traditional
companies, is a deterrent to hiring good talent. The
popularity of online job boards has resulted in many
recruiters (both hiring companies and HR service
providers) accessing candidates through such portals.
Thus, we are seeing a scenario of one candidate having
multiple offers in traditional sectors, a common scenario
in the IT and ITES industries.

Recently we worked with a large MNC automaker to
hire talent. We were acutely conscious of the brand image
of the company and ensured that the complete process,
right from identifying potential candidates to making the
final offer/decline was completed in a month. The process
was started with responding to candidate applications to
an advertisement, several rounds of technical and HR
interviews, and use of an assessment center.

With respect to the final questions posed, I think it is
difficult to decipher from the case that the automaker
did or did not find the right and required people, or that
the process was a complete farce. Since the client has
invested time of the senior management and also
reimbursed the travel expenses one tend to believe the
process is not a farce but too lengthy and laborious. I
believe it is time to revisit the timelines of the recruitment
process and drastically reduce the cycle time.
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ANALYSIS
Employer branding via selection

hilst reading this case, an incident from my
childhood days flashed across my mind. My
friend was very elated one evening - his father

had booked a scooter that morning and the delivery
was expected in 10-12 years! In those days, it was indeed
normal for customers to wait for a product or a service
for a long period and also accept whatever was handed
over to them. I felt that not much has changed as far as
this auto giant is concerned. As an organization, it still
felt that it had the 'monopoly' operating in a 'shortages
era'. However, in reality, the entire market and
environment has changed. Let me begin with briefly
going through the key development in the case that
highlighted the recruitment process and related events.
It helps understand the context better.
1 .1 .1 .1 .1 . The candidate was head for South India for an MNC
which has announced closure of its India operations.
That company has decided to continue business to India
out of Singapore and use another agency to provide the
customer support in India. In the current scenario of
M&A and divestments, this is quite normal. The
candidate has an option to relocate to Delhi, but finds
that the role is a smaller one and the family is not keen
to move. This triggers interest of the candidate to apply
for the job. The narration also mentions that he has
been a good performer and had grown into the role of
Regional Head for South.
2 .2 .2 .2 .2 . The candidate is informed by the company to meet
up with the GM - Marketing. He has a good discussion
with the GM - Marketing and is also informed about the
general requirements of the job. The GM Marketing
also asked the candidate to complete a psychometric
test and mail it to the HR department. Since over a
month had passed by, the candidate calls up the HR
manager who mentions that top officials are busy with
budget planning - this is hardly a reason which should
be passed on to candidates! However, soon the
candidate is informed that he is short listed. To my mind,
budget planning processes are quite normal in any
organization and should hardly be an excuse for delay
in short-listing candidates who have been met.

W 3 .3 .3 .3 .3 . Let's now look at the candidate's experiences when
he is called for the interview at the head office. From
the airport pick-up and also on the first day he is along
with other candidates. The receiving of all candidates
coupled with having them go through group discussions
and exercises as a group is something I am not
comfortable with. I fully agree that such sessions could
be a part of the selection process. However, for selection
to managerial positions, we can always look at tests
wherein candidates do not have to interact with each
other. The reason is that often candidates may not be
comfortable at the thought of others getting to know
about their attending the Interview. Also the
confidentiality aspect does not get protected. It is
perhaps normal to have such group exercises at campus
or entry level recruitment, but is best avoided at middle
and senior levels.
4 .4 .4 .4 .4 . The battery of case discussions and group
discussions that candidates were subjected to reminds
me of a colleague who was enlightening me on "Stress
Interviewing & Testing". The candidate's statement that
it went on for 13 hours without a break, speak volumes
of his frame of mind after the various rounds. It would
also be pertinent at times to question the linkage and
measurement process adopted during the various
assessments we subject candidates to. Is it a fad? Are
managers conducting it really trained on these
techniques? To what extend do the result of such tests
and exercises have a bearing on the selection of the
candidate? These are various questions that arise.
Perhaps the organization must have had very valid
reasons for the same. The reactions from the candidate
about the case discussion being more for a front line
selling job and also later the objective test being like an
MBA entrance test, are poor indicators of the quality
and appropriateness of tests being conducted.
5 .5 .5 .5 .5 . On day two, after a good round of interviews - they
were taken to the factory and asked to go through
medical tests. Later, they were surprised to learn that
they had to go through another interview. It definitely
gave the impression to the candidate that it was a last

Vineet Kaul
Vice President-HR, Philips Electronics India Limited

Vineet Kaul is a HR professional with over 30 years experience in human resource management.
He has a Masters Degree in Social Work from MS University, Baroda. He is presently Vice
President - HR and Executive Director on the Board of Philips Electronics India Limited. Prior
to joining Philips in 1995, Vineet worked in Telco, Birla Yamaha Limited and Eicher Motors
Limited. At Philips, he has made noteworthy contributions in managing change, streamlining
HR processes and has steered the HR function to one of "partnering business" and providing
solutions to people issues in the organization. Vineet is on the CII National Committee for HR
& IR and also the President of the Mumbai Chapter of the National HRD Network.  He is a
prominent member of the HR fraternity in the country and is often sought after as a spokesperson
in various forums and seminars including international ones.

The organization will lose out on quality talent if the
process is too lengthy and also the company will suffer
from negative word of mouth impression from the
potential job applicant.

From the candidate's point of view, I feel it is time to
stop worrying too much of what has happened and look
forward to a good recruitment consultant to find a
suitable career option.
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minute development. However, looking to the senior
management involved - this was the 'final' interview. It
is pertinent to mention that it does help to share a
schedule with candidates so that they mentally prepare
themselves for the process. The communication from
the HR person who interacts with the candidate is also
very strange. She leaves the candidate with an
'impression' that he will receive the offer by end April
or early May. It may be perhaps relevant to note that
interacting staff in selection process should stick to facts
rather than give any hints/ communication which could
be misleading and incorrect.
6 .6 .6 .6 .6 . Now starts the endless wait - anxiety, follow-up
period and after repeated follow-up and improper
responses. Finally, he is informed only by a one line
note of regret in June. On checking with other candidates,
he learns that they too had similar experiences. From
the candidate's point of view the entire cycle time of 5
months, improper communications and multiple
rounds of discussions have been quite an experience.
He is left with a very negative feeling as if the process
was a farce, since it took so long for the organization to
decide. His last statement on accountability of his lost
time and frustration with the whole process and
organization is very apparent.

The learning that I draw from these cases:
a .a .a .a .a . Treating assets: Recruitment is an excellent
opportunity for employer branding and also a barometer
of how much we value the 'people assets' as an
organization. I recall a nice quote that mentions earlier
recruitment was like 'purchasing' - now it is seen as
'marketing'. Hence, we have to appreciate the current
market scenario in terms of attracting and retaining
people. To take candidates 'for granted' is no longer
possible. I do not feel that we can afford to get away
with an inefficient selection process. All through the
case, one gets an impression that the organization was
dealing with the candidates as "commodities" and not
people.
b.b.b.b.b. Culture is Experienced: Whilst there are excellent
books and workshops which will educate us about
organization culture, etc. let's understand that the
experiences and resulting impression the candidate
carries is a reality check of the organization and not the
numerous brochures or website information we put
across. The candidate as we can read is not so much
upset about not being considered but more about the
way he was treated during and after the selection
process. Some organizations follow a practice of
outlining the process to the candidates in advance. Also,
while going through a battery of tests and case
discussions, the objective of these can be spelt out. This
reinforces belief in the process.
c.c.c.c.c. Communication during the process: While it is
understandable that the selection process takes time, it
is advisable to keep communicating with the candidate.
Also, it is important to communicate only "facts". It is
another matter that the candidate may draw conclusions
despite all our efforts and proper communication. When

the candidate starts following up, it is a signal that there
is a breakdown in the communication. Timely and
complete communication will be very helpful, both to
the organization and candidate. Moreover, the staff who
interact with the candidate should be mature and be
advised not to indulge in unnecessary communication.
In the case, the HR person who last interacted with the
candidate left him with a feeling that he was 'selected'.
It is advisable that a senior HR person has a formal
meeting with candidates to provide the status of the
selection process. This helps a lot in better
understanding and appreciation on both sides.
d.d.d.d.d. Tools and processes adopted: All exercises and
processes should contribute to decisions making. They
also should be appropriate to the role, level of the job
and should be administered well. It will also be
appropriate to communicate the purpose of these tools
to the candidates and give the schedule for the day at
the outset. The candidate seems to have gone through
quite some rituals and strain in the process. If the job
demands this - communicate it well to the candidate, to
enable him/her to mentally prepare. Also, a re-look at
the entire battery of tests in terms of relevance, time
taken, etc. would help, considering that time is a
premium for both the Organization and the candidate.
e.e.e.e.e. Empathy: "Do not do unto others what you would
not wish unto you", is an old saying in Latin. Please put
yourself in the shoes of the candidates - how do they
feel through the process is very important. Once we are
able to recognize this, I am sure most of the changes
will happen. Would we like to be kept waiting for 5
months in a process? Would we like to go through
exercises for 13 hours without a break? Would we like to
follow up after every 10 days? Would I as a candidate
like to hang around for a few hours without really
knowing what is the next stage in the selection process?
It is essential to be sensitive as HR manager to this factor.
we are not procuring commodities for the organization,
but real assets who if managed well, will contribute to
the prosperity of the organization. Customer orientation
is something that one expects from HR. It is not only
for service technicians / front office staff. HR plays a
major role in interfacing with the customer.
f.f.f.f.f. Speed and delivery: Recruitment is often seen as the
most important of HR roles. 70% of the quality of people
and contribution we get depends on proper Intake of
people. Hence, there is a need to bring high focus of
both HR and senior managers into this process. Thanks
to the increasing war for talent, all companies are making
efforts to overhaul processes to attract the right talent.
Especially in today's competitive scenario, speed in the
process is imperative. We no longer have the luxury of
making candidates wait till we can decide. There are
many takers for good candidates and reduced cycle
time is essential or else we would have to compromise
on the intake.

We are the brand ambassadors of an organization
and the selection process is an excellent opportunity to
contribute - let's make the best of this opportunity.

HC


