
Who To Hire?

The 5 Minute Guide For Busy 
Managers



Do You Worry 
About Hiring 
The Wrong 
Candidate?

Do you worry about hiring the 

wrong candidate?

If so, this is a good thing.

It means you understand the 

ramifications of getting it wrong. 

The chances are you have hired the 

wrong person at some point and 

discovered, to your cost, what a 

massive pain in the neck it can be.

This eBook is for busy managers 

who can’t afford to hire the wrong 

candidate.

This five minute read may save you 

months of heartache and a ton of 

money.



Do You Worry 
About Hiring 
The Wrong 
Candidate?

You are right to worry. 

I had a client that hired the wrong 

field salesperson.

It was months before he realised 

something was wrong. It took nearly 

a year to get rid of the person.

Three years later he is still clearing 

up the mess and trying to win back 

clients that the salesperson chased 

away.

He nearly lost his business and it set 

him back years.

Large organisation can usually 

survive a poor appointment, small 

businesses cannot.



So What’s The 
Secret To Hiring 
The Right 
Candidate?

There are only a handful of things 

you need to keep in mind to reliably 

hire the right candidate for you.

The foundation is good data.

It’s only possible to make good 

decisions when you work with good 

data.

Unfortunately the data sources you 

are working with when recruiting, 

are very unreliable.

Your data sources are primarily;

● The CV

● The Application Form

● The Interview

● References



The Power of 
Good Data

CVs are unreliable. In a survey from 

CareerBuilder of more than 2,500 

hiring managers, it was found that 

56% have caught job candidates 

lying on their resumes.

In a separate survey conducted by 

‘Job today’ 38% of British people 

have admitted to lying on their CVs.

Even without the lies, the CV 

doesn’t tell us very much beyond the 

very basics.

The application form answers aren’t 

that helpful either.

It’s certainly true, that employers 

never hire candidates based on the 

application and CV alone  . . . . .and 

for very good reason.



What Are 
Interviews For?

Which leaves us with the interview.

What are interviews for? What are 

we trying to achieve during a job 

interview?

Well they have little to do with 

finding out about the candidate’s 

competence. If you didn’t think the 

candidate had sufficient potential 

competence, you wouldn’t waste 

your time interviewing them.

So if it’s not competence, what is it?

Well it’s all the human stuff.

You see it’s the human stuff that will 

determine if this is going to work out 

or not.

In most cases people quit because of 

human stuff. 

You fire people because of human 

stuff, not because they have a skills 

deficiency.



What Are 
Interviews For?

Have a think about the interviews 

you have conducted.

Underneath all the questions you 

asked and the conversation you had, 

the underlying theme is;

● Will you fit in here?

● Will we get along?

● Will you upset other staff?

● Will you cope?

● Will you embarrass me?

● Will you be good with clients?

● Will you add to things?

● Will you harm the business?

● Will I regret hiring you?

Many of the discussions you have 

and the questions you ask are a bid 

to ultimately help you answer the 

above questions.



How To Get The 
Data You Need 
From Candidate 
Interviews.

The Right Environment

Traditional interviews are very 
ineffective at providing employers 
with good data. If the candidate 
feels nervous or tense, then they 
will provide poor data.

However if they are relaxed and feel 
comfortable enough to talk freely, 
then you will learn more about 
them.

You need to provide candidates 
with an interview environment that 
helps them to relax.

The more relaxed you can make 
candidates feel, the better your 
hiring decisions will be.



How To Get The 
Data You Need 
From Candidate 
Interviews.

The Right Environment

This is why PeopleMaps includes a 
topic in each Interview Pro 
Personality Report, called 

“How To Create The Right Interview 
Environment” 

This personality topic is possibly 
unique to PeopleMaps as it 
describes the ideal interview 
environment to use with each 
candidate. 

Naturally this is personality-centric 
and varies from person to person.

Only about 20% of people are 
comfortable with the traditional 
interview environment, which 
means that most candidates 
provide very poor data at their 
interview.

Different people react differently to 
different interview environments. 
It’s all about personality 
psychology.



How To Get The 
Data You Need 
From Candidate 
Interviews.

Ask the Right Questions

Good conversations grow from 
asking the right questions.

But what are “the right questions”?

Most of the usual questions are a 
distraction and do not lead to better 
data.

Many of the conventional questions 
achieve the opposite of what you 
are trying to do - keep the 
candidate relaxed.

This is why PeopleMaps includes 
personality-centric questions to 
ask, inside each of the Interview 
Pro reports.

These questions help you talk 
about the right things. They are 
also personality-centric.

Not only are you provided with 
questions to ask, the personality 
report tells you what to look for in 
the candidate's reply.



Talk About 
Their 
Personality 
Report

The Interview Pro personality report 
is 15 to 25 pages long. By the time 
you read it, you will know the 
candidate better than their mum.

But it’s just the beginning.

To further reduce the natural 
confrontation that exists in every 
interview, you can introduce a third 
party - the personality report.

When you say to a candidate “Your 
personality report says this about 
you…….how do you feel about that?”

Several interesting things happen.

1) It brings you both together to 

talk about the report, so it is 

less confrontational.

2) It’s an independent opinion, 

not your opinion, so it’s less 

confrontational

3) It opens up some very 

interesting dialogue and 

reveals more data.

4) Both you and the candidate 

are talking indirectly about 

the candidate, which is much 

easier.



What Will The 
Personality 
Report Tell You 
About The 
Candidate?

A PeopleMaps personality report 
will not tell you about the 
candidate’s qualifications or 
experience but it will help you to 
discover who they really are.

PeopleMaps provides a wide range 
of personality reports and each one 
talks about issues that are specific 
to the job role in question.



Example If you are interviewing a candidate 
for a sales role then there are 
specific things you need to know 
about.

For example if your sales role 
requires a lot of cold calling then 
you are better to hire people who 
cope well with cold calling. Some 
personality types cope much better 
than others. 

In addition to the detailed text on 
the subject of cold calling, you are 
also provided with a Gauge that 
illustrates how natural the 
candidate is when it comes to cold 
calling. In the above example, 80 is 
a good score and this candidate 
has no problem making cold calls.

Willing to cold call, on the 
telephone or face to face



Example Other topics covered by this report 
include;

● Sales style
● Natural ability to build 

rapport
● Willingness to stick to an 

agreed process
● Willing to ask for money
● Prepared To Write Detailed 

Sales Activity Reports 

This is just some of what’s included 
but as you can see these are all 
issues that are pertinent to sales 
jobs.

Without the personality report in 
front of you, you can’t have a 
meaningful conversation about 
how prepared they are to write a 
detailed sales activity report. If you 
ask the question, they will just say 
“Yes. I like writing reports.” 
However, when you confront them 
with what their personality report 
says about this, you will get a more 
useful answer and explanation.

Prepared To 
Write Detailed 
Sales Activity 

Reports



Don’t Make 
Recruitment 
Decisions 
Blindfolded

Personality reports not only tell you 
a lot about the candidate (around 
20 pages worth), they also facilitate 
a more revealing interview.

They get your candidates to talk 
about very specific issues and 
reveal things that will simply never 
come up in a traditional interview.

Use the reports to gather even 
more data. Use the reports to get 
candidates to open up and talk 
about important issues.

A traditional interview will never 
reveal how averse a candidate is to 
cold calling. You can ask the 
question but they will just tell you 
what you want to hear, to get the 
job.

Confront them with what their 
report says however and they now 
have to explain themselves. You 
now have data to work with to help 
you decide if they will cope with 
cold calling or not.



Case Study I worked with a client once who had 
developed a very successful sales 
approach.

It was so successful that he had 
used it for over ten years and sold 
£100 million worth of product per 
year using the technique.

His challenge was that most of the 
sales staff he appointed, figured 
they knew better and instead of 
sticking to the prescribed sales 
approach, they did it their own way . 
. . . . . .always with disastrous 
results.

The personality reports helped him 
identify sales staff who were 
naturally more willing to stick to an 
agreed process. This was his 
priority and it worked.

Previously he always asked 
candidates if they have any 
problem sticking to an agreed sales 
process and every single one of 
them said “Of course. No problem.” 
yet very few ever did. With the 
reports he could see who had a big 
issue with this and who did not.



Hire With 
Confidence. 
Hire With Data.

So in order to know “Who To Hire?” 

you need to first figure out what 

issues are most important to you 

and the job role. In our case study it 

was the candidate’s willingness to 

stick to an agreed sales process that 

mattered most.

For you it may be “Attention to 

detail” or “ability to remain calm 

under pressure”. Decide upon a 

small handful (3-5) of these issues. 

You have now set a strategic 

priority and will be less likely to be 

distracted by good performers or 

other issues.

You can use the personality report 

to help you make a list.  The sales 

personality report has 14 Gauges 

and 25 pages of text. Other reports 

in the Interview Pro range will vary.

Use the information provided in the 

report to design an interview 

environment that will help the 

candidate relax and speak more 

freely.



Hire With 
Confidence. 
Hire With Data.

Ask the candidate some of  the 

questions provided in the 

personality report and check their 

response against what the report 

says you should be looking for in 

their answers. If there answers are 

similar then that’s fine. If they are 

not, then that is something to talk 

about in more detail.

Quote extracts from the report to 

the candidate and ask them if they 

agree or disagree with the 

statement. Ask them how they feel 

about it.

Take good notes. Some clients like 

to scribble on the personality report 

itself. Once you have interviewed a 

handful of candidates, the details 

get confused, so you will be wishing 

you had kept good notes.

Don’t rely on gut feel. About 80% of 

people are naturally poor at 

interviews and about 20% are really 

bad. Some of those bad performers 

will be your best candidates for the 

job. Your gut feel is going to favour 

the better performers.



How To 
Persuade 
Candidates.

In the current climate, candidates 

will often have more than one job 

option on the table.

So how do you persuade the 

candidate to take your job instead of 

someone else’s?

Well it’s not just about the money. If 

money is all you have to offer, then 

be prepared for a high staff 

turnover,  because as soon as 

someone else offers more money, 

they will be off.

PeopleMaps includes a topic in the 

personality report that advises you 

on what to do to persuade the 

candidate to take your job offer. It 

explains what each candidate is 

looking for in their job, beyond 

money.

If you want to hire better candidates 

than your competitors, then use the 

information provided in this topic to 

help you attract the candidates you 

really want to hire. 



Who To Hire? So Who Should You Hire?

It is recommended you hire people 

with the natural aptitudes you need 

most. For example if details really 

matter to you, then hire people who 

are naturally detailed.

Skills can be learned but something 

like being naturally detailed, cannot. 

Sure, we can all make an effort to be 

more detailed but it does take 

effort. For some however, it’s no 

effort at all.

So decide what natural talents really 

matter to you and give that the 

priority and mitigate for everything 

else. You will often be faced with a 

difficult choice but at least you now 

know what the choices are. You are 

no longer in the dark.

PeopleMaps reports contain dozens 

of personality topics you can use. 

Everything you need to know, to 

help you decide “Who To Hire” is in 

the reports.



Try PeopleMaps 
Today

If you want to avoid hiring trouble 

and reduce your recruitment risk, 

then try interviewing your next 

candidate shortlist using a 

PeopleMaps Interview Pro report.

You can register for an account at 

www.peoplemaps.com

Then pick the report design that 

most closely resembles your job 

role. If you are not sure, then ask 

PeopleMaps. Just provide  the job 

description and title.

If you have multiple job roles, that’s 

OK as you can switch between 

designs with a couple of clicks.

There are no set up fees, no training 

fees and no consultancy fees. You 

just buy the credits you need, when 

you need them.

You will be up and running within 10 

minutes, as the system is quick and 

easy to use.

It’s also very affordable.

http://www.peoplemaps.com

