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Successfully finding and hiring the best people is largely based

on selecting the right candidate during a hiring process. We

often see postings with a laundry list of requirements relating to

very specific experiences, industries or even technical

requirements such as software skills. These items are typically

taken right off the job description. This leads to the assumption

that someone who checks all the boxes or has performed a

similar role will be the best person to hire. Why is this likely the

wrong approach? Let's consider these six options. 

Selecting the Right Candidate



3. What factors do you consider when you promote someone from within? Do you look at years of

experience and check lists of requirements or do you consider their performance? Why not look at the

same factors for external candidates? 

4. You want to expand the field of candidates, not limit it. The best candidates typically evolve out of a

larger pool, rather than a limited one. Despite the pandemic, we are still in a talent short market, and

painting yourself into a corner with a long list of requirements will not help you hire the best person.

5. Don't "fall in love" with a particular attribute or experience. E.g. Worked for a specific competitor or

company, degree from a certain school, or other singular "WOW" factor. These biases or perceptions

often have little to do with actual performance. 

6. Finally, don't disqualify a great candidate because of a particular factor. Just because you had a bad

experience hiring someone from a certain company or with a certain background, it doesn't mean that it

applies to all candidates with that attribute. We all  have a tendency to project our past issues forward, but

it is important to stay objective and be open-minded, so we aren't screening out someone that may be a

great fit. 
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1.What are the odds that the

perfect "experience" candidate is

also the best potential performer?

Even if the candidate that checks

all the boxes is out there, it would

be like arranging the moon and

the stars for that person to also

be the best performer or talent

available. It is very often not the

case. 

2. Often the job description does

not address what you are looking

for the person to accomplish.

Make a list of desired outcomes

for the prospective hire. This

provides a better screening

guideline. 

So now what? Famed basketball and leadership coach, John

Wooden, lays out a hiring model to hire for performance and

fit. Click here to see his model. 

http://www.william-charles.com/
https://william-charles.com/2020/11/19/john-woodens-hiring-model/

