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20 OCTOBER 2020

Recruiting for 
High Performance 
(even in a virtual 

world)

• Please Note – Recording emailed within 24 hours

• Watch multiple times for up to 6 months 

• Sound Problems? Toggle between Audio & Phone

• Handouts Section 

How to Participate Today
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Type your question and click Send

Questions?

Alison Wood
Moderator
CCH Learning
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Your Presenter Today

Deborah Assheton
Director  
The Amplify Group
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This session will cover
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• Best practice recruitment process

• Identifying the Capabilities you need

• Sourcing and Screening

• The golden rules of interviewing

• On-boarding for success

• Case Study

• Q&A
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POLL – What is your level of recruiting experience?
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• a) I have not recruited anyone before

• b) I am reasonably experienced at recruiting

• c) I am very experienced at recruiting

The Recruiting Process

More than just the interview

Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9

Sourcing
Where might you find 
this capability?

Think about direct, 
and adjacent 
experience

Interview & 
Assessment
Structured Interview 
with two interviewers

Assessment as required 
with clear explanations

Selection
Select successful 
applicant 
against criteria 
and through 
discussion that 
can include 
ratings

Contract
Provide 
contract, and 
inform 
unsuccessful 
candidates

Capability
What capability 
do you need for 
the role, and the 
team?

Establish criteria 
for the role

Shortlist
Two people 
screen resumes 
against the  
capability 
criteria

Interview 2
Ask different 
questions from 
Interview 1

Explore the of the 
role and core areas 
ways of working in 
more depth 

Offer
Make a verbal 
offer to your 
successful 
applicant. Be 
prepared to 
negotiate 
details quickly

Plan 
Onboarding
Start planning for the 
arrival of your new 
employee
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Identifying Capability

Think Role and Team
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Get beyond filling the role Adding capability to the Team 

• Just get another Deb – she’s a star
• Let’s get someone who can hit the ground 

running
• We need someone who will fit in nicely 

• Who can contribute new thinking
• What skills would improve the capacity of my 

team?
• Where do I have enough experts?

Sourcing & Assessing in C21

10

• Think broadly about where you will source your talent. 
- Seek, LinkedIn ads or your LI site, referrals, graduate pools, return to work, website

• Mention flexibility in your advertisement/post
• Remember your job requirements are the high jump bar (they narrow your pool)
• Screen resumes against your criteria, have two people screen if possible
• Beware bias when screening (you end up with people just like you)
• Try to schedule all interviews within a short timeframe (a few days)
• Agree assessment (if relevant) upfront, be ready to be clear with candidates
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The Commandments of Interviewing 

1. Interview with one other person (preferably diverse)

2. Hold interviews in a professional environment

3. Ask the same questions of every candidate (no weird questions)

4. Be ready to discuss your company culture, clients and work truthfully

5. Be ready to discuss flexible working arrangements

6. Resist jumping to conclusions about candidates early (it’s mostly just bias)

7. Take good quality notes about interview content (not personal content)

8. Discuss and de-brief with your interview partner

9. Agree the next steps for your interviewee quickly

10. Give the interviewee feedback on their progress asap

11
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How would you like your new team 
feel about working with you in 3 
months time?

How quickly can I get this person up 
to speed and productive?
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Setting your new team member up for success
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• Pre-Onboarding begins before the new starter 
commences1. Pre-Onboarding

• Onboarding happens over time2. Onboarding

• Induction is a about role introduction3. Induction

• Orientation is about company introduction4. Orientation

Recruitment Case Study

14

In May one of Suzanne’s top accountants, Rachel resigned. Suzanne knows that Rachel is going to another small firm, 
and suspects that she may try to entice clients to the new firm over the next 6 – 12 months. Suzanne is also conscious 
that her team are coming into a very busy period, and are now one accountant down.

Suzanne is loathed to put a Temp Accountant into Suzanne’s role as Suzanne looked after some large, very loyal and 
profitable clients. These clients need very strong service. So Suzanne is managing these clients herself while she recruits 
to replace Rachel

Though she is very time poor, Suzanne knows that she needs a very strong accountant to help maintain these clients. 
The interview process works well. Suzanne has two strong candidates, Abigail, who had a very similar background to 
Rachel, who could probably hit the ground running. The other candidate is Paul, he has strong accounting qualifications 
but comes from a different background. Suzanne believes that whilst he may take longer to settle in, that he may be able 
to offer her clients broader, more rounded advice.
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Onboarding Case Study 

Joanne joined Company XYZ four months ago. Rather than hiring another technical expert for the team the Manager decided to hire 
Joanne because she had adjacent industry experience and many transferrable skills. The Manager believed that Joanne could bring 
‘fresh eyes’ and new approaches to the existing team which already had plenty of technical expertise.

The Manager set up a clear induction for Joanne, that included time with her peers and shadowing with relevant people. The Manager 
had scheduled monthly catch-up’s with Joanne - some of which went ahead, others didn’t because the Manager had to make last minute 
changes and couldn’t make the meetings.

After 3 months of the job Joanne called in sick for two days, a week later she had two more sick days, and two weeks after that she took 
another sick day. The Manager was supportive of Joanne taking the time she needed to get well. Last week Joanne resigned. Her reason 
for resigning was that she had found another job – a better career opportunity. The Manager was disappointed and immediately started 
looking to replace Joanne. 

In her exit interview Joanne explained the reason why she had looked for another role. She didn’t feel that her input was valued, her 
colleagues dismissed her contribution in meetings and her opinion was not sought in major decisions. She felt that overall she was 
working very hard, but was not valued at all.

15

Questions? 

16

• You can type them in the “Questions” box now

• Or contact me via:

• Deborah Assheton - The Amplify Group

• deb@theamplifygroup.com.au

• www.theamplifygroup.com.au

• LI: www.linkedin.com/in/workshops-keynotepresentations-conversationstraining

• M: 0425 214 215
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Type your question and click Send

Questions?

Alison Wood
Moderator
CCH Learning
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Upcoming Webinars

www.cchlearning.com.au

• Life Support after JobKeeper

• 20 October

• Salary Packaging Essentials including COVID related opportunities

• 21 October

• Home Aged Care - What are the options?

• 21 October

• Do these 2 things and your fees will grow and grow.

• 28 October

• Justified Trust – The ATO presents 2020 in review * Complimentary * 

• 22 October 18
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Questions?

Deborah Assheton
Director  
The Amplify Group
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Please complete the Feedback Survey when the webinar ends.

The Webinar Recording will also be emailed to you within 24 hours, 
It can be watched multiple times for up to 6 months.

Next Steps

20
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20 October 2020

Recruiting for 
High Performance 
(even in a virtual 

world)
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