CALLING INTERVIEWEES' BLUFF

Companies Grill

Economic Times (September 20, 2011) - ‘Companies grill
candidates on real-life situations to call out bluff’

Candidates on
Real-life Situations

Recruiters veer from usual line of questioning

OMHAR SAPRE
PUNE

“8o, tell me about yourself.” Inter-
view candidates are no longer in-
timidated by this opening line. If
anvthing, it's the inwerviewer
who's wary To call candidates’
bluff, companies are now working
ot new interviewing techniques
atthe time of selecting candidates.
Beyond work and role, gueries
now relate to problem-solving and
askforevidence.

Savs Manish Eumar, president,
human resources & CSRE, Dhanlazx-
mi Bank. “The maximum chal-
lengeisatthemid- and senior-level
recruitments as they are intelli-
gent, experienced in giving inter-
views and Enow how to cover up.
That'swherstheroleof assasonead
recruiter becomes critical.”

Most of the candidates are well-
Pprepared, savs Mikul Shah, presi-
dent, global HR and corporare ser-
vices, Omnitech InfoSolutions.
“Their answers are stersotvpes
and theoretically very good. Only
when we grill them on real-life sit-
uationsare they exposed,” hesavs.

Hiring is no longer a set formula,
and recruiters have taken on the
role of investigators, “We focus on
a comprehensive process that in-
cludes competence-based inter-
viewing and assessment testing,
coupled with pre-screening, back-
ground and reference checks,”
says Surbhi Shweta, head, human
resources, Mirae Asset Global In-
vestments (India).

We ask manager-
asplrants for
examples of how
they handled a
low performer

APARNA BALLAKUR, VP HE,
Yahoo! India

| move away from
job detalls &dive
into the ambltions,
passlons & goals of
candldates

ALOK KEJRIWAL, CcEQ.
Games2Win

Only when we grill
them onreal-life
sltuations are
candldates

\.1 exposed

MNIKUL SHAH, Fresident, Global
HR, Omnitech Solutions

Acandidatemaybe
prepared,but can't
alwaysberight
during behavioural
interviewing

SUDAHKSHINA BHATTACHARYA,
HR Head, IL&FS Financial Services

Companies used last vear's slow-
down totake acloselook atall thelr
processes, including hiring, savs
Bala Mahadevan, CEO-India, Or-
ange Business Service, a global
communications service provider
“Earlier, as long as the candidata
was billable, he was absorbed.
Mow, most companies focus on
what value hecan bring in.”

Organisations no longer want
people who have mastered thelr
theories; they would rather have
real people who have suffered fatl-
ures and worked on them. Candi-
dates can no longer make generic
statements 1ike they are “analvti-
cal’or team players' and expect to
be hired. Says Sudakshina Bhatta-
charya, HR head, IL&FS Financial
Services, “Our guestioning is such
that the candidate cannot biuff; he
hastorepresentfacts and give very
specificanswers.”

Interviewers have beguntoprobe
deeper into the candidare’s per-
sonality and move beyond the
‘strengths-and-weaknesses' line of
questioning. Multiple interviews,
preemployment testing, scenario
and behaviouwr-based questloning
are Increasingly used toZero inon
the right candidato

Yahoo! which mosty recriits
technical stoff. 1ses puzzles andre-
al-life situations during inter-
views. IT companies Omnitech In-
foSolutions and Mihilent
Technologles ask candidares to de-
liver a presentation to a group, of-
ten openly hostile. ARGON Reli-
gare often visits the homes of
potential emplovess, while [CICI
Prudential Life Insurance rells
them the lrard truths tocheck moti-
vation levels.

IL&FS Financlal Services pre-
fiors giving pre-placement offors to
Interns whose style of working
and capabilities it has already
seenon the job, while Ambit Groap
presents  drafted scenarios to

freshers to Judge how they would
work in such conditions,

Mihilent Technologies observes
candidates"behaviour closely “We
nead cortain skills in people; we
can train them in technology; but
cannot teach human evolution. So
we observe how they spoeak, eat,
sit, communicate; we look for 11s-
tening skills, humility willing-
ness toexplain; wetell them o pre-
sent before a nasty group and see
how they behave. We ask them to
draw diagrams and explain, or
write a letter,” says Ravl Tela, se-
nior associate vice president and
counoy manager, Indla.

The company alsolooksfor people

passionate  about
- non-work related
companles pursuits, like mu-
want real sic, soclal work
people who and sports. “We be-
havesuflered lleve professional
fallures and and personal lves
Workedon have to come to-
them gother, because a

person can only
perform well at the job if he is hap-
pv in hispersonal life, " says Teja.
When candidates come well-pre-
pared, the gquality of the inmwerviow
and 1ts outcome depend on the in-
terviewer's skills, says AparnaBal-
lakur, vice prosident, HR, Yahoo!
Sheonce asked amanager-asplrant
an example of how he handled a
low performer. “Peoplearenot pre-
pared for suchquestions.” she savs.
There are timas when interview-
ers take acompletely differentline
of questioning. Alok Kejriwal, en-
trepreneur and cofounder of
GamesZWin, stravs away from job
details and dives into the ambi-
tions, habits, passions and goals of
candidates. “I hire 99.99% on gut
and Intuitlon - never by craden-
Hals,” he 5avs.
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