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What to Watch for and Ask Yourself - * Which

» Which steps in the employee selection process
earlier in Figure 6.2 appear in this scene? Which step
did Bobby Bowfinger skip?

* Does Bobby Bowfinger have valid selection criteria for
filling the role of the Kit Ramsey lookalike? Do you

dict Jiff Ramsey’s success as a Kit Ramsey substit

of employment interview did Bowfinger
the earlier section “The Employment Intér-
™ for a discussion of different employment inter-
approaches,

Nike: H;rmg Technology is changing how companies recruit and select employees. Nike, the

world’s largest shoe manufacturer, is one example of a company using computer-
GETS Oﬁ on the assisted interviewing. The company has used an Aspen Tree product to hire some of
Right FDDt its 24,000-plus employees, including employees for Niketowns, retail stores that

showcase Nike products, At a single store opened in Las Vegas, for example, 6,000
people responded to ads for workers needed to fill 250 positions. Nike used [VR
(interactive voice response) technology to make the first cut. Applicants responded
to eight questions over the telephone; 3,500 applicants were screened out because
they weren’t available when needed or didn'’t have retail experience. The rest had a
computer-assisted interview at the store, followed by a personal interview.

“We think it’s important to give a personal interview to anyone who comes to
the store.” said Nike's manager of human resources for the retail division. “Appli-
cants are customers as well as potential hires”

The computer interview ideritified candidates who had been in customer serv-
ice environments, had a passion for sports, and would make good Nike customer
service representatives. Interviews were done in batches. The computer interview
(which includes a video showing three scenarios for helping a customer and asks the
applicant to choose the best one) was given every forty-five minutes to a group of
applicants, As dpplicants completed the interview, a printer in the next room printed
their responses. Areas that needed to be probed further were flagged, as were aieas
that indicated particular strengths.

‘While the applicant completed an application form online, the interviewer used
the printout to prepare for the applicant’s human interview. Some applicants would
be given only a short interview; other, more likely candidates would be interviewed
at greater length. The computer not only helped interviewers screen for people who
lost their temper in work situations or who demonstrated other undesirable behav-
iors, but it also helped the interviewers determine what to ask to reconcile inconsis-
tencies in the computer interview or to probe applicant strengths in desired areas.
Because Nike uses behavioral-based interviewing, applicants must document their
areas of strength with examples from their work. Some applicants were offered jobs
on the spot. Others were called back for second interviews.

Using computer-assisted interviewing has helped Nike staff up fast as well as
reduce turnover in the retail division. The company saved $2.4 million during a
three-year period by reducing turnover from 87 to 51 percent, although other
processes for coaching and leading within the stores have also played a part.

Other areas of the company are finding ways to use recruitment technology,
too. When an international division found itself besieged with as many as 400
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resumes a week, it hired a solutions provider to automate the process of responding
to applicants and tracking them. (Nike has a policy of responding to each potential
employee with an individual letter.) Susannah Sanchez Perez applied for a job with
Nike in May 2004, and remembers being impressed by how quickly the company
responded-to her. “I received an e-mail straightaway telling me that it would respond
to me within three weeks,” she said. “In fact, it only took four days for Nike to call
me and invite me in for an interview. It took a long time to fill out the online form
and that could be streamlined, but I was impressed by how professional the com-
pany seemed.”

Source: Linda Thornburg, “Computer-Assisted Interviewing Shortens Hiring Cydle,” #iMagezine 43, no. 2
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Layne Buckley and Eric Muller both need to hire engineers, and those engineers
need to understand electricity. But the recruiters are looking for two very different
types of candidates.

Buckley, staffing manager for communications headset manufacturer Plantron-
ics Inc. in Santa Cruz, California, wants engineers who can design the electronics for
audio equipment. Muller, on the other hand, is recruiting a team leader for the
energy firm Southern Company, and that calls for an engineer to run nuclear, coal,
natural gas, and hydroelectric power plants. Both recruiters have one problem in
common: Each has too many applicants to weed through.

“Qur recruiters were overwhelmed and couldn’t pinpoint who they should hire
for a particular vacancy,” says Muller. “They were victims of their own successful
sourcing efforts,”

Buckley had a similar experience. “Since we are near Silicon Valley, some [infor-
mation technology] jobs have had 400 applicants,” he says. “I have only a limited
number of staff, and they can’t be reading that many applications.”

Southern has 26,000 employees operating 79 generating stations and overseeing
28,000 miles of transmission lines, as well as handling sales, clerical, financial, and
other administrative tasks. About one-third of them work in the greater Atlanta
area, where the company is headquartered, but the rest are scattered throughout
Georgia, Alabama, Mississippi, and Florida. To maintain the required staffing levels,
the company must hire more than 2,006 new permanent full-time employees each
year, Muller says. But to do this, the recruiters have to sort through more than





