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“Stop asking, “Why do you 
want to work here?””

In a recent survey, 79% of nonprofit leaders were concerned 
about recruiting talented employees. And 33% said their 
new employees resigned within the first three months, 
which speaks to the importance of hiring the right person. 

Interviewing takes time and resources, so you want to do 
it right the first time. 
Here’s how recruiting is changing – and how you can keep 
up with the times.
Job seekers are using new tools. Your candidates will 
assume you’re using the latest tools for recruiting. That 

Don’t	Fall	Behind	When	
It	Comes	to	Recruiting	
If you’re not keeping up with the times, you may be hiring the wrong people.

By Susan Ranford

includes ATS (applicant tracking system) and resume 
software. They’ll also assume you’re scouring their LinkedIn 
profiles to look at their skills and endorsements. 
You want to hire candidates who are using the best practices 
to obtain a job. These are the people who will bring those 
best practices to your organization.
Candidates want to know what they’ll learn. Millennial 
workers in particular want educational and training 
opportunities. In your discussions with these candidates, 
let them know yours is a learning organization.
Your candidates want work-life balance. Let them 
know that you provide flexible scheduling and workspaces. 
Employees don’t want to be tied to a desk every workday 
from 8 to 5. They have a fear of missing out, and they want 
to be available for their young children and aging parents. 

http://www.nonprofitworld.org


january / february / march  2021  nonprofitworld.org  |  25

Your future employees want to make a difference. 
Young workers want a career with a sense of meaning. 
During the interview, have candidates meet your 
current employees, who can talk about the meaningful 
experiences they’ve had while working there. Some 
nonprofits also introduce candidates to the people the 
organization serves.
Keep in mind that these techniques won’t work on 
every candidate. Everyone looks for something different 
when seeking a new job. A good recruiter can “read” a 
candidate, and position an offer to meet the individual’s 
career goals.

Susan Ranford (susanranford@gmail.com), founder 
of Strategics360 (strategics360.com), is an expert on 
career coaching and workplace rights. In her blogging 
and writing, she seeks to shed light on issues related to 
employment and finance.

Be Sure You’re Hiring 
the Right Person
Use articles such as these (NonprofitWorld.org) to 
assure your recruitment efforts are the best they can 
be:

Take the Gamble out of Hiring with Assessments 
(Vol. 25, No. 4)

“Cool” Is the New Recruiting Tool (Vol. 29, No. 3)

Why You Absolutely Must Train Millennials (Vol. 37, 
No. 3)

Reimagining Your Hiring Practices: A Self-
Assessment (Vol. 36, No. 3) 

Are You Offering the Right Perks? (Vol. 35, No. 1)

Hiring a Concern? Learn What Talent Magnets Do 
(Vol. 24, No. 5)

Three Tops Tips to Attract, Energize, and Retain 
Winning Employees (Vol. 31, No. 1)

Don’t Be Sued for Negligent Hiring (Vol. 21, No. 3)

Avoid Bad Hires by 
Asking the Right Questions
Research shows that newly hired people often fail, and 
usually the failure is related to attitude issues that weren’t 
revealed in the interview. That raises the question: Are 
interviewers asking the wrong questions – and therefore 
hiring the wrong people? Alex Zlatin, CEO of Maxim Software 
Systems (alexzlatin.com), says some traditional styles of 
interviewing are outdated, thus wasting resources while 
letting better candidates slip away.
Many interviewers still start with, “Tell me about yourself.” 
That, say Zlatin, is absurd. People will simply describe the 
outline of their resume, which you already know.
“You want to get to know the candidate’s personality in the 
interview,” he says. He offers the following tips to help you 
find the right person:
Make it a two-way conversation. Zlatin says traditional 
interviewing focuses too much on the candidate’s skills and 
experience rather than on problem-solving ability, motivation, 
and willingness to collaborate. He suggests configuring the 
interview in a non-traditional, informal way to gain insight 
into the candidate’s personality. “Rather than make most of 
the interview a rigid, constant question-and-answer format 
that can be limiting to both sides, have a two-way conversation 
and invite candidates to ask plenty of questions,” Zlatin says.
Flip the resume upside down. Ask candidates something 
that isn’t on the resume or cover letter. See how creatively 
they think and whether they stay calm. You want to see how 
people think on their feet.
Ask open-ended questions. Can this candidate make a 
difference in your organization? Answering that question 
should be a big aim of the interview. “Ask questions that 
allude to how they made a difference in certain situations in 
the past,” Zlatin says. “Then present a hypothetical situation 
and ask how they would respond.”
Don’t ask cliched questions. Some traditional questions 
lead candidates to say what they think the interviewer wants 
to hear. Stop asking pointless questions like “Where do you 
see yourself in five years?“ or “Why do you want to work 
here?” Candidates rehearse these answers, and they all tend 
to answer the same way, which doesn’t allow any candidate 
to stand apart.
Learn from the candidate’s questions. The questions 
candidates ask can indicate how deeply they’ve studied 
the organization and how interested they really are. A good 
candidate uses questions to assess whether the job will be a 
good fit, Zlatin says. 
Don’t take copious notes. The tendency to write down 
candidates’ answers and other observations is “a huge obstacle 
to building a solid two-way conversation because it removes 
the crucial element of eye contact,” Zlatin says. 

“Have candidates meet your 
current employees.”

“You want to get to know the 
candidate’s personality.”
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