
How To Hire 
Using 

PeopleMaps 
Interview Pro

How to use these speakers notes

Where a line begins with     *******     I am speaking directly to the speaker (not to be 
read out loud)

All other text in the speaker's notes can be read out directly to the audience if you 
wish.



Who Is This Workshop For?

*******   This is a rhetorical question



It is for everyone who is involved in the 
recruitment process.

Most typically we are looking at line managers and HR staff.

However other people, colleagues, team leaders, trainers etc may also get involved in 
the processing of candidates, so this is also for them.



What’s the purpose of this workshop?

******This is a rhetorical question



1. To recruit the right candidates

2. Save time processing candidates

3. Reduce recruitment risk

Most people find recruitment challenging, time consuming and they worry about hiring 
the wrong person.

It’s understandable, as almost everyone is a part time recruiter. It’s just something 
you do from time to time and it is not your day job.

This workshop and the PeopleMaps tools are designed to help you address these 
three big issues.

You want to be delighted with the staff you hire.

You want to spend less time on candidate processing, as it takes you away from your 
day job.



Exercise 1

What do we mean by the right 
candidate?

****Time estimate : allow 3 to 5 mins only

*****For this quick exercise have people break off into pairs and come up a list of 
ideas on what we mean by the right candidate.
 

We are not looking at specific job role examples here but a list that holds true for all 
job vacancies. 

*****If you let your audience work with specific job roles, you will just end up with a job 
specification. That’s not the point of this exercise.

******You may use the following prompts to guide the exercise

Q : What is it about someone that makes them a great employee? (or colleague)

******Once you have given everyone 3 to 5 f minutes to work on this, invite the room 
to share their ideas.

********Use a board or flip chart to build a list of the things people suggest.



******You may want to take a minute to reflect and talk about the list provided by the 
audience.



What do we mean by the right 
candidate?

The right candidates will be able to cope 
with your work environment and do the 
job for at least a year, preferably longer.

There is no point hiring candidates, only to see them quit after a few weeks.

*****Refer to your flip chart. Did anyone talk about stamina and being able to 
stick it out for longer than a year.

Most people can cope with any work environment for a few weeks or months.

However only a minority of specific personality types will cope with any given 
work environment for years.



What do we mean by the right 
candidate?

The right candidate will be able to learn 
to do the job to a high standard.

A lot of emphasis is put on candidates arriving with skill competence. However this 
statement also allows for candidates being able to learn to do the job.

Many candidates are ignored because they do not have enough experience. Yet 
some skills can be learned quite quickly on the job.

This approach can see you enjoy quick onboarding but perhaps result in high staff 
turnover if the candidate is lacking in other areas.

We are merely raising the awareness of the price that quick onboarding can cost, 
which is a reduced candidate pool and potential high staff turnover.

******Check the flip chart and see if this was mentioned or does everyone expect new 
candidates to arrive with all the knowledge required?



What do we mean by the right 
candidate?

The right candidate will not adversely 
affect the performance of anyone else 
they work with and may indeed increase 
overall performance.

You want to avoid someone who is disruptive. There is little point in them being good 
at their job if they also adversely affect the performance of those around them.

Ideally the team will experience synergy and overall performance will increase.

*******Check the flip chart and see if anyone has mentioned disruptive new hires.



Exercise 1b

Identify which items are a Skill and which 
are an Attitude

****Time estimate : allow 3 to 5 mins only

*****  This is a group call out exercise.
 
*****  Put and “S” beside skills and an “A” beside attitudes.

An Attitude is a behaviour; something human as opposed to something learned. An 
example would be “They are considerate of others”, “They don’t moan about work or 
clients”.

******   the chances are, most of the items your group listed in answer to the question 
“What do we mean by the right candidate?” are Attitudes and very few are Skills. 



We Hire On Skills and Fire On Attitudes

One of the problems with traditional recruitment is that although Attitudes clearly 
matter more to us than Skills, we tend to hire on Skills.

This is perhaps one of the reasons we find it difficult to hire the right people.



How To Predict 
Performance

When recruiting we are trying to predict how the candidate will perform in the job role 
if we hire them.

Let’s look at how to predict performance.

Let’s look at how we predict who will be good at the job and who will not.

Let’s predict who will stick it out for years and who will not.

Let’s predict who will get on with the existing team and who will not.



What are the standard predictors of 
performance?

*******You can do this as a “shout out” exercise and invite suggestions from the 
audience.

********Write them up on the flip chart.

*****Time : 2 or 3 mins



● Work experience
● Skills

● Qualifications

These are the traditional predictors of performance that we all use.

Everything in a CV and a job application falls under one of these three categories.

******You may want to check against your flip chart and see what else was mentioned 
that isn’t covered by these three.



Exercise

Why do we interview candidates?

What are we hoping that will learn in the 
interview, that the CV or application form 

won’t tell us?

*****Time : 5 mins

If it is only about skills, work experience and qualifications, why do we bother 
interviewing candidates?

Surely all that data is provided in the application form and CV?

*****Please ask them to work in pairs again (perhaps have them work with someone 
new) and thrash out some answers as to why they interview candidates.

******After 2 or 3 mins have them shout out some answers and add them to the flip 
chart.

******Then go through the flip chart and identify anything that is not covered by skills, 
work experience or qualifications.



We interview people to discover who 
they are as a person. 

It’s a personality assessment.

If we look at some of the things listed on the flip chart from the last exercise you can 
see that many of them are about the person.



Personality assessments are not new.

Personality assessments occur  at every interview and always have done.



We meet candidates because we want to 
know who they are, not just what they 

have done or what they can do.

If personality didn’t matter, then we wouldn’t bother interviewing people and would 
just rely on the forms to provide us with the data.



You have been using your inbuilt 
personality assessment tool each time 
you interview a candidate. The problem 

is, it’s not very reliable.



A More Reliable 
Personality 
Assessment 

Tool

It's time to introduce the audience to personality assessments and PeopleMaps 
Interview Pro



PeopleMaps has created a range of personality assessment tools to help you hire the 
right candidate.

This is the PeopleMaps Interview Pro range, designed exclusively to help you hire the 
right candidate.

These reports go into a bit more detail than our inbuilt personality assessment tool 
and are more reliable.



No specialist training in psychology 
required.

*******You may want to reassure them at this point that they will be able to use these 
reports without having to undergo any specialist training in psychology.



How To Use Personality 
Reports To Build A Shortlist

Let’s consider the scenario where you have 20 or 30 applications to process and a 
vacancy to fill.



Step 1 
Pick a report design that most closely 

resembles the job role.

It doesn’t need to be an exact match

If the role will be managing other staff then use the Manager & Team Leader.

Each report talks about issues that affect the job role. For instance Manager  & Team 
Leader talks about delegation and leadership style. These topics are only relevant to 
roles where the individual will be delegating or leading people.

If you are unsure which report design to use, then contact me.

Or you can use the General report design.



Step 2

Pick out the three 
PeopleMaps Gauges that 

matter to you most.

Each report comes with several gauges.

You can view a sample of each report inside the PeopleMaps Control Room for free 
or request a sample report from me..

Each gauge measures a particular aspect of behaviour 

By picking just three of the gauges, you are starting to prioritise what actually matters 
to you most.

We all want to hire Superman or Wonder Woman but the reality is that good 
recruitment decisions are about priorities and making difficult choices.

This step helps you make a difficult choice.



Exercise

1. Naturally calms down volatile situations
2. Naturally service oriented with a strong sense of 

contribution.
3. Puts people and feelings first.
4. Keen awareness of customer's emotional state
5. Naturally builds long term relationships.
6. Cares deeply about their customer and their needs.
7. Is a good listener.
8. Willing to follow agreed process.
9. Likes having rules and procedures to follow.

******  Time :   3 mins

Time for another quick exercise.

Pick just one topic that is most important to your job vacancy?

***This is something each person needs to do on their own.

What you are looking at here is how difficult we find it to prioritise.

*****You don’t need people to share their results for this exercise, just going through 
the process makes the point.



Step 3

Build a long list

A quick glance at the Gauges table can help you build a long list and prioritise your 
candidate list.

We do not use the reports to eliminate people. Instead we use them to help us decide 
who to interview first.

So if you decide that   ”Is a good listener.” is one of the most 
important things you are looking for, then interview the candidates that score high for 
this first.



Exercise

Joe has scores 90 for “Is a good listener” 
but doesn’t have as much experience as 

Mary, who scores 55 for “Is a good 
listener”. Who would you interview first?

*******You can do this as a shout out exercise. It should only take a couple of minutes.

There is no right or wrong answer and of course, there are many other factors to 
consider.

What we are testing here is whether you would you let experience trump “is a good 
listener”.

*********   You are letting people experience an isolated aspect of recruitment that 
everyone wrestles with.



Use the gauges to build your initial long 
list for interview. You are likely to find the 
candidates you want amongst this initial 
list because they have the personality 

you are looking for. This can save you a 
lot of time processing and interviewing 

candidates.



Step 4

How To Interview Candidates Using 
PeopleMaps Interview Pro

Now that you have prioritised your list it’s time to interview candidates.



Step 4.1

How To Get Candidates To Open Up 
And Provide Good Data by Creating The 

Right Interview Environment 

Good decisions are made with good data. Interviews are all about getting candidates 
to provide good data. 

Interviews should not be about trying to catch people out or trick them.

If the candidate is tense or uncomfortable, they will not relax and provide you with 
good data. You will only be experiencing a facsimile of the candidate.

However if you can get the candidate to relax, they are more likely to talk freely.

At the bottom of each Interview Pro report is a topic called “How To Create 
The Right Interview Environment” that describes the best 
way to set the scene for each interview. 

It’s personality centric and explains which specific interview environment will work 
best with each candidate.

You may not be able to modify your interview environment for each candidate but at 
least you will understand if your interview environment suits the candidate or not and 
if not, you can make some allowances for that in their performance.

Less than 20% of the population cope well with traditional interviews. This 



means that most of the people you see are at a disadvantage and will not 
come across well in an interview.



Step 4.2

How to use the Gauges in an interview.

When talking to a candidate you can mention to them that you are reading their 
personality report.

You can tell them how they score for a specific gauge and ask them “Do you think 
this is about right? Would you score it higher or lower?”

Whatever their answer, ask them to explain and expand their answer. Ask 
them for examples from their plast place of work to support their answer.

Remember this is all about getting them to open up and reveal something 
about themselves.



Step 4.3

How to use the personality report text to 
interview candidates.

Each report is made up of several topics. An example of a topic is Dealing 
With Challenging Behaviour

You can read an extract from the topic and ask them to comment on it. Do they agree 
with it? How would they word it? Can they provide an example from their experience 
of this?

Each topic also provides you with an interview question to ask and it also explains 
what to look for in their answers.

It’s unlikely you will have time to use the entire report, so select four or five 
statements that catch your eye and focus on those.



Step 4.4

Indirect questions elicit better answers.

If you ask a direct and obvious question, you are likely to be told what the candidate 
thinks you want to hear.

This is why the Interview Pro approach is so powerful. You are more likely to get 
useful answers and good data.

For example if you asked “Are you good at working on your own?” most candidates 
will say “yes”. However if you say “I see you score 66 for “Ability to work alone most of 
the day” do you think that score is right? Would you score it higher or lower? Can you give an 
example to support your answer?”, then you are likely to learn something true and useful.



Step 5

How To Tell Who Will Stick The Job For 
The Long Haul.



Step 5

Some personality types will cope with 
your work environment much better than 

others.

People are at a high risk of quitting their job prematurely, when the work environment 
and their personality type are incompatible.

When people cope easily with the work environment, they stick around and tend to 
thrive in the role.

In each personality report their is a topic called Work environment to 
get the best from this candidate
This describes the environment in which this candidate will thrive.

If you cannot offer this environment, then there is a higher risk they will quit 
prematurely if they can’t cope.

So read the topic and judge how compatible your work environment is for each 
candidate. Talk to the candidate about what the report says about their ideal work 
environment and see if they agree.



Step 6

Compare notes and decide who to hire

Once you have all the data, compare your notes and talk to others who have been 
involved in the recruitment process and come to a decision as to who to offer the job 
to.



3 Ways To Inspire Your 
Favourite Candidate To 
Choose Your Job Offer

We should always presume that the candidate has other options. 

It’s always safer to presume that they have other job offers.

So let’s look at how you can get your favourite candidate to choose your job offer over 
your competitors.



1) Get to a decision quickly

Candidates will often take the first offer they get, for fear of not getting more 
than one offer. If you snooze you lose.

What steps can you take to reach quick decisions?



2) Keep in touch

Candidates are always complaining about the poor communication they 
receive from employers.

So it is strongly recommended that you keep in touch with all candidates you 
are interested in, even if you haven’t reached a decision. 

Call them up and let them know you are still working on it and hope to have a 
decision shortly. This shows respect and you can almost guarantee your 
competitors will not do this. It will help you influence the candidate’s decision.

Also each quick telephone call is another opportunity to interview and evaluate 
the candidate.



3) Use the personality report

At the bottom of each personality report is a topic How To Inspire them 
To Choose Your Job Offer
This is personality centric and looks at the core motivations of the candidate. 
Money is less of a motivator than you might think.

If you make sure to try and meet some of the psychological needs that the 
candidate has, then you will increase your chances of the candidate accepting 
your job offer.



FAQ

It's time to wrap up and deal with some of the final practical issues and the most 
commonly asked questions.

*******As facilitator of this workshop you are not expected to answer everything. 
Please collect questions you are unsure of and send them to PeopleMaps for a 
detailed reply.



Where do we send 
candidates to complete the 
personality questionnaire?

You will be provided with a unique URL to send to candidates.

Or

You will be provided with your own Control Room, which contains the unique URL



How long does the 
questionnaire take?

The questionnaire only takes the candidate 5 to 7 minutes to complete, yet it delivers 
incredible insight into the candidates personality.



Can the questionnaire be 
duped?

People can of course, enter nonsense answers, however, they cannot manipulate the 
results to guarantee their advantage.



Can the questionnaire be 
in another language?

The reports are in English, however the questionnaire is available in several 
languages..



What psychology is used here?

This is a Jungian system based on the research of Carl Jung. The system has been 
developed by PeopleMaps Ltd and 1.5 million people have completed an assessment 
since PeopleMaps was formed 18 years ago.



Do we need any training in psychology to 
use this?

No training in psychology is required, as no interpretation is required. 

The reports are written in plain English, so you just need to read what they say, 
without having to worry about jargon or hidden meanings.



How do we access the candidate 
reports?

You will be sent a copy of the reports as a PDF.

Or 

You will be given access to a PeopleMaps Control Room, where you may access the 
reports directly.



If you are provided with a Control Room this is what it looks like.

Switch Report - to select and activate the report design you want to use.

Questionnaire - to find the URL for candidates.

View Results to read the reports.

Tools - advanced features 

Credits - Contact me for more credits.

There is a quick start video guide explaining how to use the control room in detail.

Credits are consumed each time you open a report

No credits are consumed when a candidate registers.



The End
Who To Contact if you Have More Questions

Please complete the feedback forms provided


