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to Refine Your
Applicant Pool

Strategies and Tactics for Asking
Better Prescreening Questions
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It’'s not just time that's sacrificed when
you have too many applicants and too
few hours to address their applications.

% ...of the time, bad hires are the result of
recruiters and hiring managers rushing

to fill a position.

% ...of companies indicate a bad hire cost
them at least $25,000.

% \ ...of companies reveal a bad hire cost
them $50,000.

Impact of a Bad Hire According to Employers’

Reduced Productivity

Employee Morale Affected

Fewer Sale




The good news is that with the right
orescreening questions, you can slash
the amount of staff time required to fill
each position by 30 to 50 percent.”

Staff Time

Expenditure w/o Staff Time Savings

# of Monthly Productivity Gains®

' . Prescreening?
Job Postings Prescreening w/ ing

Up to 120 Hours As Much as 60 Hours $3,600
Up to 240 Hours As Much as 120 Hours $7,200
Up to 360 Hours As Much as 180 Hours $10,800

9to 12 Up to 480 Hours As Much as 240 Hours $14,400

Prescreening Also Helps Weed Out
Ungualified Applicants

50 percent of applicants are unqualified for the job postings to which they respond. Why
is this the case? One reason is that the average jobseeker spends 10 minutes looking at a
job posting, but only 10 percent of that time is spent assessing whether they are a fit
based on the qualifications, roles, and responsibilities listed. Instead, most of the time a
jobseeker spends looking at a job posting is on the title, compensation, and location.

Prescreening can quickly and easily help you filter out these poor fit candidates.

MIGHTYRECRUITER




Prescreening Questions Checklist

How many applicants do you expect to receive? If you anticipate more than 30 to
40, then prescreening questions can help you pare the list down.

Is there a particular qualification or requirement that is a deal breaker (e.g.,
certification, experience with a software program, etc.)? If so, then prescreening
“knock-out” questions will allow you to eliminate applicants who lack that
particular qualification or requirement.

If travel is required (e.g., sales position), prescreening applicants based on their
ability to travel will eliminate those who cannot do so.

If you're recruiting workers who need to work on specific shifts (e.g., weekends,
specific hours such as day shift, morning shift, or evening shift), then questions
about worker availability will help pinpoint applicants who are unable to meet the
work schedule.

For positions where additional testing and assessments are involved (e.g.,
personality tests, work-related assessments such as writing, programming, etc.),
prescreening can “weed out” lukewarm applications who either don’t complete
the application or indicate their unwillingness or inability to complete these
additional tests and assessments.
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Creating Mighty Prescreening Questions

1 Remove unrevealing questions. Don't ask questions where a vast majority of
®  candidates will answer them the same way.

2 Stay away from “nice-to-have” qualifications. Limit prescreening questions to
®  the specific experiences and requirements that are vital to the job.

3 Keep the questions job related. There needs to be a direct link between
B prescreening questions and job requirements, particularly if your intent is
to eliminate applicants from the candidate pool. For example, if you elect to
include a question about a particular certification or credential, then that
needs to be a requisite for the job.

4 Be specific. The more open ended a question, the more likely an applicant
®  will “stretch the truth” to remain in consideration. For example, if you want
or need someone who has built spreadsheets that use pivot tables, don't
ask if they have Excel experience. Rather, ask them how many years of
experience they have building pivot tables in Excel.

5 One size doesn't fit all. The number and time required to complete
? prescreening questions varies from one job posting to another. For
example, a software engineering position requiring security clearance
should have more prescreening questions than a job posting for a truck
driver.

RESEARCH FINDS THAT APPLICANTS ARE TYPICALLY WILLING TO SPEND
BETWEEN 5 AND 30 MINUTES OF TIME COMPLETING PRESCREENING
QUESTIONS IF THEY'RE RELEVANT TO THE POSITION.

6 Keep them legal. Prescreening questions need to comply with EEOC
® regulations, other federal regulations, as well as state and city ordinances.

7 Avoid questions that are off limits or those that could be construed as
% discriminatory (see “Prohibited Employment Policies/Practices”). These can
damage your employer brand and expose you to legal penalties and/or
lawsuits.

8 Make sure you're consistent in applying prescreening questions. Every applicant
% for a given position needs to be asked the same prescreening questions.
Failing to do so reduces the effectiveness of your prescreening process and
causes potential legal problems.
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https://www.eeoc.gov/laws/practices/

Start Your Free Trial Today
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https://www.mightyworks.com/recruiter/posting-jobs/



