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Fit, Performance, and Retention
At some point during 
the initial on-the-job 
period, the working 
relationship between 
the direct report and 
the manager 
and the amount of job 
satisfaction that the 
direct report 
experiences 
replaces this initial 
‘new hire fit’ dynamic

Degree of 
Fit 
Between 
The 
New Hire 
And the 
Job

Probability that the New Hire
Will Perform Adequately and 
Stay in the Job 
for at Least the Initial Period



Why does the traditional recruiting process work?

A well known fact from psychology:
Past behavior is the single best predictor 

of a person’s future behavior.
This is why …. 

the resume scan – interview follow up
recruiting process

for well-defined roles 
in well-established organizations 

works …



Why does the traditional recruiting process work?

A well known fact from psychology:
Past behavior is the single best predictor 

of a person’s future behavior.

This is why …. 
the resume scan – interview follow up

recruiting process
for well-defined roles 

in well-established organizations 
works …



Recruiting for Well-Defined Roles
is a 2 Stage Process

Performance Fit ?

YES

YESNO
NO

2
1

First:
Ensure   
performance fit 

• resume scans
• recruiter interviews
• determine if “candidate 

= resume”

Second: 
Select for culture 
fit 

• hiring manager final 
candidate interviews

• largely based on 
intangible decision 
factors 

C
ul

tu
re

 F
it 

?



Recruiting for Well-Defined Roles
is a 2 Stage Process

Performance Fit ?

YES

YESNO
NO

2
1

First:
Ensure   
performance fit 

• resume scans
• recruiter interviews
• determine if “candidate = 

resume”

Second: 
Select for culture 
fit 

• hiring manager does  final 
candidate interviews

• largely based on intangible 
decision factors C

ul
tu

re
 F

it 
?



Traditional Recruiting: 
An Outline of the Steps

1. Create a job posting based on a job description | dialogue with 
the hiring manager. 

2. Define key words to use in job posting boards or ATS systems 
to eliminate “resume spam” 

3. Do preliminary interviewing to verify that ‘the resume – the 
person’. 

As recruiters acquire experience with this process, and use it 
repeatably for hiring individuals for open roles in an organization, 
they also build an intuitive sense of which candidates will ‘fit’ an 
organization’s day-to-day working environment.

4. Select a set of qualified final candidates and review | present 
them to the hiring manager. 
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5. Interview Final Candidates to pick an individual to whom to 
make a job offer – done by hiring manager.

There is usually some sense of “best and next to best” of 2 to 
3 individuals in these decisions, so that there is a back up 
individual available if the following ‘offer-negotiate-accept offer’ 
steps fall through. 

6. Make the offer.

7. Negotiate and adjust it, if necessary until acceptable by both 
the individual and the hiring organization.

8. On-board the individual if job offer is accepted. 

Hiring 
Decision 
Maker

Recruiter

+
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When 
recruiting for 

Newly Defined |
Rapidly Evolving |

‘Transform the Organization’

Using the resume scan – resume based interviewing
recruiting process 

can increase the number
of ‘bad hires’



The resume scan – resume 
based interviewing process

is focused on 
and depends on

a candidate having had 
experience

in a similar or close-to-
similar role

in a similar or close-to-
similar industry



The more
the Newly Defined |

the Rapidly Evolving |
the ‘Transform the 

Organization’
Open Role 

meets this criteria,
the greater the likelihood

of recruiting success
using traditional recruiting

Since the resume scan –
resume based interviewing 

process
is focused on 

and depends on
a candidate having had 

experience
in a similar or close-to-

similar role
in a similar or close-to-

similar industry
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