CAREERS + HIRING

Interviewing the Outof-Work Candidate
By Paul Pompeo
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employee’s expense. The thinking goes something like this:
“Well, he is out of work! He can
accept our offer and go back to
work, or he can pass on the offer
and continue to stay home.”
But this cost-savings strategy
comes with a couple of pitfalls.
First, if the candidate has an offer
from another company, you can
put your company in a position
of losing out to the higher bidder. The second risk is that the
candidate accepts your offer with
mixed emotions. Having a candidate looking over her shoulder
after accepting your offer—or
using your company as a temporary landing spot while continuing her job search—is not a
good omen for a long and happy
tenure.
Well-thought-out

interview

questions and the proper due diligence can help employers determine if the low-hanging fruit that
is the unemployed candidate is
ripe—or just not right—for their
company. After all, you want to
make sure to hire the best person qualified, not just the best
available candidate—and there’s
often a big difference.
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