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How To Hire The Right 
Candidate Every Time 

Hiring the right candidate is crucial. It only takes one bad appointment to give 
the whole organisation a problem. 
 
On a positive note, if you consistently hire better candidates than your 
competitors, then you give yourself a competitive advantage and are likely to 
see the benefits on your bottom line. 

What do we mean by “the 
right candidates”? 

1. 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. 
 

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

3. The right candidate will not adversely affect the performance of anyone 
else they work with and may indeed increase overall performance.  
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Pick The Interview Pro 
Report Design That Suits 

The Job Role 
PeopleMaps provides you with a wide range of personality report designs to 
choose from. Each report talks about issues that are relevant to the specific 
type of job role. 
 
For example the Contact Centre Telesales report will tell you about how the 
candidate copes with cold calling and how likely they are to stick to a script. The 
Management & Teamleader report will tell you about the candidates 
management style and how they delegate to others. 

 
 
Each report is between 15 and 25 pages long and goes into a lot of detail about 
the candidate.  
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Unsure Which Report Design To Pick? 
If you are unsure of which report to pick you may either select “General” or ask 
PeopleMaps.  
 
Please provide PeopleMaps with a job title and job description and someone 
will recommend a report design for you. 
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The One Thing You Must 
Avoid Doing When 

Recruiting 
The traditional predictors of performance are unreliable and should be used 
very cautiously. Perhaps surprisingly, qualifications, work experience and skills 
are not the only predictors of performance and they can sometimes be 
misleading. 

The CV is Dead 
What can a CV really tell you? Usually it only tells you how good the candidate 
is at writing CVs, or at hiring someone to write it for them. 
 
This problem is compounded according to the various surveys that indicate a 
high percentage of CVs contains falsehoods, 
 
In short CVs are not reliable sources of data. 
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When making recruitment decisions, you need good data to work with.  
 
So what’s the one thing you must avoid doing when recruiting? Don’t rely 
on CVs to build shortlists and filter candidates. This is especially the case if 
you are providing people with their first job in your industry, where many 
candidates have little or no previous, direct, experience. 
 
It’s fine if you have some very specific and essential criteria that candidates 
have to meet. For example do they need to have a driving license or do they 
require a specific qualification or certificate of some sort but outside of that, use 
CVs with great caution. 
 
Do not try and interpret a CV. Be very careful about using any of the data 
that could be considered subjective. Strip each CV down to the basic facts it 
provides and even then you should check the facts for yourself. Candidates 
regularly massage data pertaining to skills, work experience and qualifications. 
Surveys show that up to 80% of CVs contain falsehoods. Work with facts and 
facts that you can readily check. 
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How To Reduce 
Candidate Processing 

Time By 75% And Spot, 
At A Glance, Your Best 

Candidates 
Processing job applications can be very time consuming. The following 
approach will reduce the time you spend processing job applications 
significantly. You will spend less time with candidates that are unlikely to work 
out and more time with candidates that are likely to excel in the job role. 

Step 1 - Deal Breaker Questions 
A deal breaker question is one that requires a specific answer or there is 
nothing else to be considered. For example, if you have a driving job then a 
deal breaker question could be; 
 
Q : Do you have a full driving license that lets you drive legally in the UK ? 
 
A: Y / N 
 
This answer is a simple YES / NO option which makes it quick and easy to see 
which candidates qualify. Clearly in this scenario you would only considered 
candidates who have answered YES to this question. 
 
All jobs have less than a handful of deal breaker questions. Please ensure that 
these are real deal breakers, not just things you would like to have. An example 
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of like to have might be “Do you have at least three years experience doing this 
same job?” Would you seriously rule out anyone with less than three years 
experience? What if they had 2 years and 6 months? This maybe a question 
you ask at some point but it is not a deal breaker question. 
 
You should be able to glance at the responses to your handful of deal breaker 
questions and decide within a few seconds if the candidate is to go the top of 
your interview list or the bottom. If you use the right deal breaker questions, you 
should have no doubts or hesitations about adding candidates to the rejection 
list because they will not have met your most basic criteria. 
 
This one technique may reduce 40 applications down to 30. 
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Step 2  - Gauges 
Once you have selected which report design you want to use from the Interview 
Pro range, you now need to familiarise yourself with the gauges it contains. 
Here is an example of a table of gauges.  
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Each report contains a different series of gauges. Most reports have between 6 
and 12 gauges, covering a range of personality issues relevant to the job role. 
 
Look through the table of gages and pick two or three that are more important 
to you than the others.  
 
Recruitment is an exercise in priorities. It is unlikely any candidate has 
everything you could wish for, so you need to decide upon your priorities before 
you start, otherwise you will be strongly influenced by the candidates 
“performance”, not their potential to do the job. 
 
So for example if I decide that the following two gauges are most important to 
this job role, then I would flick through all of the candidate reports and identify 
candidates that score highest for both of these topics. This will enable me to 
prioritise my list of 30 applications (having already reduced it from 40 to 30 in 
step 1) where I can see the first 5 or 10 that I should interview first.  

  
“Monitors closely, the work they have 

delegated” 

  
“Naturally Organised” 

 ” 

 
This enables me to prioritise my list in a matter of minutes, knowing, with 
some confidence, that the first people I interview are most likely to have 
what I am looking for. 
 
I recommend you use this approach to build your prioritised interview list. It is 
likely to prove more reliable than anything the CV will tell you. It may also 
introduce you to candidates you may not have considered otherwise. 
 
For example, if you used the CV to create a shortlist of people with previous 
experience, would these be a better bet?. Not necessarily. Just because an 
individual has worked in a similar role previously, doesn't mean they are 
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naturally organised or monitor closely the work they delegate. Experience is not 
as reliable a predictor of performance as you might think. 
 
By prioritising your candidates in this way you have reduced your recruitment 
processing time by 75% and it only took a few minutes. 

Time For A Story 
I am reminded of the story about the chap who goes to the dentist to have a 
sore tooth removed. He lies back in the chair and asks the dentist “So what’s it 
going to cost to remove this tooth?” the dentist replies “$500” the chap then 
asks “and how long will it take?” to which the dentist replies “Less than a 
minute”. At this point the chap explodes “$500 for a minutes work. That’s 
outrageous!”. The dentist replies with “Well if it’s the time that’s bothering you, 
we can take as long as you like to pull out the tooth.” 
 
So it’s true that you may not need to read all the detail of every candidate 
report. It is also true to say that by profiling every candidate you are able to 
prioritise your list for interview and reduce your candidate processing time by 
75%.  
 
Would you rather spend one day or four days processing candidates? 
 
So while you could use less reports and only use them on the shortlist you 
created the old fashioned way,  you would need to spend more time with 
unsuitable candidates.  
 
Meeting the other 30 candidates is not likely to improve your chances of hiring 
the best candidate, in fact it is likely to reduce them. 
 
It is also worth noting that the discounts are available when you order larger 
packs of credits. So although you may use more reports, you will enjoy a 
significant discount. 
 
Another very important reason to prioritise your candidates is to speed up your 
recruitment decision. The longer you take, the more likely your best candidates 
will get a job offer from someone else. You snooze, you lose. 
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3 Neat Tricks That Really 
Get Candidates  

To Open Up 
 
Good hiring decisions are based upon good data. The better the data the better 
the hiring decision. So you primary concern is to get good data. 
 
As it is the candidate who provides almost all of the data you will require, you 
need to know how to get them to open up and willingly provide you with the data 
you require. 

1 - Micro Interviews 
Micro Interviews are where you quickly get a little more information on a 
candidate. However this information is usually very specific and very 
important.  
 
Several micro interviews will often reveal more about a candidate than an 
hour long, face to face interview. 
 
I strongly recommend you carry out a series of micro interviews. Do this 
properly and not only will you produce a good shortlist, you will already 
know them quite well by the time you sit down with them for a formal 
interview. You should avoid interviewing complete strangers. Only 
interview people you have already been in dialogue with.  
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Ask one of the questions from their personality report and see if their 
answer echos what their report says under “what to look for in their 
answers”. 
 
Example :  
 
Q: Your profile says you become bored with routine tasks and excel in a fast paced 

environment. 

How would you cope if the environment is a repetitive one? 

 
Or you can also read them an extract from their personality report and 
ask them to comment on it. Just a short sentence that intrigues you. 
 
Ask them if they agree with the statement and for their opinion about it.  
 
If they agree, ask them for an example. 
 
If they disagree with the statement, ask them how they would phrase their 
alternative. It’s OK to disagree with statements from their report. Through 
talking about these you will learn even more about the candidate. 
 
You need to turn the candidate from a stranger, to someone you 
understand. A micro interview can take you a long way towards knowing 
someone. It's also a lot quicker than a formal interview. 
 
No amount of formal tests will tell you as much about the candidate as the 
replies you will get to the above. 
 
This is a simple tactic that you can employ immediately. Not only will you 
get to know the candidate better, you will also keep them interested in 
your vacancy.  
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We all love to be asked our opinion and generally people like to talk about 
themselves. It shows respect and we immediately hold people who ask us 
for our opinion, in high regard.  
 
The personality report can help you conduct micro interviews and get 
candidates to open up. 
 
Micro Interviews can be carried out over the phone or via video using 
Skype or Zoom. 
 
The important thing to remember here is to keep it short and specific. 
Don’t try and conduct a full telephone interview. Keep it short and very 
specific, along the lines described in the email examples. 
 
Better to make two or three quick calls as micro interviews, than one 
rambling telephone chat. 
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2 - Use The Gauges Again 
Another approach you can take in a micro interview is to use one of the gauges. 
 
Each gauge measures a specific aspect of behaviour from 0 to 100. 
 

  
“Willing to cold call, on the telephone” 

 
 
Call the candidate and say something linke; “i am looking at your personality 
report and you are scoring 69 out of 100 for “Willing To Cold Call On The 
Telephone”. 
 
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. 
 
Remember this is all about getting them to open up and reveal something about 
themselves. 

3 - Relax 
Formal interviews are very artificial and for about 80% of personality types, they 
are tense, uncomfortable affairs. 
 
Candidates do not speak freely unless they are relaxed. The more relaxed the 
candidate, the more they will reveal. 
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This is not about trying to trick a candidate or catch them out. That will achieve 
the opposite result. This is about getting them to relax sufficiently to open up. 
 
Within your Interview Pro report there is a topic called “How To Create The 
Right Interview Environment” and you should take a look at it before you 
interview the candidate. 
 
This is a personality topic specific to each candidate. It describes the type of 
interview environment that the candidate will feel most relaxed in. The more you 
create an ideal interview environment, the more the candidate will relax and 
open up. 
 
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. 
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What Questions Should 
You Ask Candidates? 

Good questions are the bedrock of revealing interviews. However there is some 
psychology that you must be aware of. 
 
Direct questions are generally treated defensively. We all do this naturally. So if 
you want candidates to open up you may want to use a less direct approach. If 
you simply asked a candidate “Do you think it is important to be customer 
focused?” you will learn nothing. 
 
However if you ask the personality centric question provided in their report you 
will learn a lot more. 
 
Example 
 
How important is it to you to build rapport with a customer? 

How do you do that? 

 
You will notice that this is less direct and more difficult to palm you of with a 
stock answer. 
 
 
Each Interview Pro personality report includes several questions to ask. More 
importantly it explains to you what you should be looking for in their answers. 
 
Example  
 
You are trying to identify if John is aware of how he comes across to the customer 

and if he is convinced that this is the correct approach. You also want to know if he 

has considered other approaches. 
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If their response is widely different from the suggested one, then you need to 
dig deeper as something isn’t adding up. 
 
Feedback to them something from the section “What you should be 

looking for in answer to these questions” 

 
Use the report as an independent third party. It is not you that is saying this, it is 
the report. There is no need to defend the report. You are only wanting them to 
talk more and open up. 
 
I would also caution against asking any of the standard question sets you find 
on the Internet. These are often confrontational and will never get the candidate 
to relax and be themselves. If people feel they are being “tested” or “found out”, 
they are unlikely to relax and provide good data. 
 
Try and keep this a human experience. Remember this is a couple of strangers 
trying to get to know each other. If you treat it like a test or an interrogation, you 
will only receive the most guarded responses. 
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What No Interviewer Does 
After The Interview  

But Should 
 
Here is something that almost no one does. 
 

Keep interviewing candidates after the interview is finished. 
 
This psychology is more commonly seen in a sales environment and it is 
sometimes referred to as the door handle close. 
 
It goes like this; 
 

 

Once the sales meeting is finished 
and both the prospect and the 
sales person stand up and walk to 
the door, the sales person puts 
their hand on the door handle and 
then asks; 
 
“Before I go, may I ask what was 
the real reason we are not moving 
forward with the order today?” 
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This may indeed surface an objection that the prospect wasn’t 
comfortable enough to mention during the meeting, however outside of 
the meeting, they may feel it’s something they can mention. 
 
In an interview scenario, you will probably get more of the real person 
after the interview, than during it.  
 
So make a point of walking them to their car after the interview. Make 
time to talk with them after the interview is finished. You will be 
amazed at the difference. It will be like interviewing a new candidate. 
 
Keep your “formal interview” as short as possible as this is where you 
learn least about the candidate. Make time to walk the candidate to their 
car or to show them about your building or even to grab a coffee. 
 
Every minute outside of the formal interview is worth about ten minutes of 
the formal interview. 
 
Call them up after the interview and ask more questions. Keep 
interviewing them even after the formal interview is over. 
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3 Ways To Inspire Your 
Favourite Candidate To 
Choose Your Job Offer 

It’s not about hiring candidates, it’s about hiring the very best candidates. Now 
the chances are the very best candidate has other options. They are not obliged 
to take your job offer. 
 
So let’s assume you are going to have to make an effort to convince your 
preferred candidate to take your job offer instead of your competitors. 
 
Now you might be thinking that this will just come down to a question of money. 
If that’s the case then you have not made your case well enough. 

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. Design your recruitment process to be 
quick. Using the approaches described in this eBook you can get to a 
recruitment decision in half the time it takes your competitors. 

2 - Keep in touch 
Candidates are always complaining about the poor communication they receive 
from employers, especially agencies. 
 
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. 
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3 - Use the personality report 
Within each personality report is a topic explaining exactly what you need to do 
to inspire the candidate to take 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 the other psychological needs that the 
candidate has, then you will increase your influence. 
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How To Reduce Your 
Recruitment Risk 

Significantly 
Recruitment is a risky business. You are about to spend a fortune, not 
just on a salary and training but on recruitment fees and other expenses. 
So it makes sense to reduce your recruitment risk as much as you can. 
 
The single biggest way to do this is to hire the right candidate in the first 
place. Hire someone that can cope with your actual work 
environment.  
 
And that’s what it all boils down to. 
 
The best candidate is the one who copes naturally with the work 
environment you are placing them in. Skills, work experience and 
qualifications will tell you little about whether they will cope with your 
actual work environment. 
 
Their personality report, when used properly, will help you decide if they 
will cope with what you have to offer. Within each Interview Pro report is a 
topic call “Ideal Work Environment”. This will describe in detail the type 
of environment the candidate needs. 
 
If you feel you can provide this environment, then you should consider the 
candidate. If you do not feel that you can deliver the work environment 
described in the candidate’s personality report, then you are probably 
better to look at another candidate or make a significant change to the 
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environment. 
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The 3 Biggest Mistakes 
Recruiters Make 

Here are the 3 biggest mistakes that recruiters make. I have worked with 
recruiters for almost twenty years and have experienced all of these first hand. 
If you can avoid making these mistakes you will make better hiring decisions 
and give yourself a competitive edge in your market. 

1 - They treat candidates with a lack of respect 
Good advice I received a long time ago was to treat job applicants like you 
would treat a customer about to place a big order. 
 
The reality is that a great employee will contribute significantly to your business 
over the years, so treat them well from the outset. 
 
Respect is demonstrated in small things such as; keeping them informed of 
their applications progress. Being honest about the job and not over cooking it. 

2 - They forget that this is about people 
This is all about people. It’s about the interaction of the new candidate with you 
and your existing team. 
 
People build businesses and people can wreck them too. 
 
Even if a candidate has all the right skills and all the right experience, if they are 
a poor match for your work environment, they will always struggle to cope.  
 
And if they do not fit in with your existing culture then they are likely to upset 
your other employees and ultimately become miserable too over time. 
 
Staff quit (and are fired) for very human reasons, not for a lack of skill.  
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3 - They forget that candidates have choices 
Candidates have choices. Or more accurately really good candidates have 
choices. The ones that do not have choices are not so great.  
 
You need to decide if you want to hire great candidates, or if you just want to 
hire people that have no choice. 
 
My recommendation is that you raise your ambitions. Become so good at 
recruiting that you can entice candidates away from jobs where they are doing 
well. Raise your ambition to hire staff that don’t need a job but they want the 
job you are offering. 
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Try Interview Pro Today 
and Discover How To Hire 
The Very Best Candidates 

For Your Jobs 

 
 

www.peoplemaps.com  
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