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NEED FOR SPEED
By Symone C. Skrzycki

Alternatives to Attracting New Hires

You’re at the store unloading a 
cart of groceries in the checkout 
line.

Your phone rings. ‘Yes!’ you think, 
upon seeing the number. It’s the 
human resources person who recently 
interviewed you for a new job.

A second later, your elation is 
replaced with anxiousness. This 
isn’t the time or place to solidify a 
positive impression with your 
prospective new employer. But 
you don’t want to ignore the call.

Companies like FORUM Credit Union 
are offering an alternative: text recruiting.

“We love the ability to reach the 
candidates quickly,” emphasizes vice president 
of human resources Anne Wiseman. “They 
can ask questions back. We can start a 
conversation. From that regard, it allows us 
to get in front (of the competition).”

Qualifi, an Indianapolis-based start-up, 
helps recruiters begin the process with a new 
approach.

“You see numbers and stats that point 
toward the phone interview being the part of 
the hiring process that takes up the most time 
if you look at all of the different evaluation 
methods,” relates co-founder and CEO Darrian 
Mikell. “It actually adds six to eight days to a 
hiring process and the best candidates tend to 
be off the market in 10 days – give or take a 
few days.

“Now, recruiters are able to create a 
great experience – and a fast and engaging 
experience – because they’re able to pre-
record their sets of questions and customize 
them for each job and each interview that 
they want to send out to candidates.”

As technology evolves, where do resumés 
– traditionally a hallmark of the application 
and hiring process – stand in today’s job market?  

That depends on who you ask. The 
responses below may surprise you.

One thing is undebatable: Employers are 
hungry for talent. They’re experimenting and 
innovating to attract workers.

Fair game
Wes Winham, founder and CEO of 

evidence-based developer hiring platform 
Woven, doesn’t mince words: “The traditional 
resumé is obsolete in software development.”

Woven builds online, real-world 
engineering scenarios.

“We’ve only been doing this for about a 
year. One-third of our customers’ hires are 
people they would have screened out in the 

resumé phase. There are great people out 
there that are undervalued, and we get to find 
them jobs. These are people that deserve this 
job and they can do it and they’re great at it, 
but they wouldn’t have even gotten a chance 
(based on a resumé alone). It’s not a fair 
world. If we can make it a little more fair and 
benefit both sides, it feels really good.”

The simulations don’t replace face-to-
face or online interviews.

“Woven’s job is to deliver more candidates 
who are going to pass our customers’ existing 
interview process,” Winham remarks.

Video interviews are another way of 
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Using Qualifi’s innovative phone screening technology, recruiters can pre-record interview questions. 
This spring, the start-up participated in gBETA Indy, which provides seven weeks of training and 
networking opportunities. Pictured (top) is Qualifi co-founder and CEO Darrian Mikell.
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broadening the circle of applicants.
FORUM, which employs approximately 

350 people, counts Facetime or Skype 
interviews as part of its recruiting toolbox.

“Especially if a candidate is relocating or 
because we have our headquarters in Fishers 
and we have branch locations throughout the 
Indianapolis area,” Wiseman comments. “It 
also works well for college students who are 
looking for summer opportunities or are 
going to be home for the summer but aren’t 
local at the moment.

“We do still utilize phone screens as part 
of our process as well, but it’s (video 
interviewing) a little bit more personal.”

Resumés are preferred, but not mandatory. 
Candidates without one enter basic 
employment information into an applicant 
tracking system.

“It’s a simple, mobile-friendly application,” 
Wiseman conveys. “One of the things we’ve 
found – and that a lot of employers have 
found – is that if the application takes too long 
or it’s not mobile friendly, the candidates will 
drop off. And if it’s not mobile friendly, it 
doesn’t really benefit us either.”

Nudged out by LinkedIn?
Headlines touting the demise of resumés 

have been more prevalent in recent years.
Chris Schrader, director of government 

affairs at HR Indiana SHRM, challenges that 
notion, but acknowledges that the resumé’s 
popularity is waning.

“I’m quite confident they’ll be around 
for quite some time,” he contends, “but 
there’s no doubt that the use will continue to 
drift downward. I don’t think it will fall off a 
cliff; it’s just going to be a downward slope. 

“The thing that has really dented resumés 
is the heavy move to LinkedIn. That’s had the 
biggest impact. Now, if somebody applies for 

a job, you go to LinkedIn. If the person has 
done a good job, you get a lot more out of 
that quite frankly.”

Whereas the rule of thumb is to restrict 
resumé content to one page (or two at most), 
LinkedIn removes that limitation. In addition, 
recruiters can easily see past employers, 
recommendations and even the applicant’s 
photograph. 

“Generally speaking, LinkedIn is more 
trusted because it’s public,” Schrader affirms 
with a chuckle. “If you say dishonestly (for 
instance) that you have a master’s degree on 
LinkedIn and there are people that know you, 
that’s probably dangerous. But if you lie 
about it on a piece of paper, you might get 
away with it!”

PurpleInk is a Carmel-based full-service 
HR consulting firm.

Owner Jodee Curtis asserts that the 
majority of clients utilizes resumés. She observes 
a change, however, related to blue-collar positions.

“They need to find people and they need 
to find them fast, and they want to make it as 
easy as possible for people to be as connected 
with or contacted about the position,” she 
expresses. “There was always more of a trend 
for no resumés for blue collar (jobs), but that 
definitely has increased.

“We still recommend to most of our clients 
that they’d still get an application form done 
later; it just may not be in the initial process. 
You can see some kind of trend of, ‘What 
have they done before? Have they been in the 
construction industry or manufacturing (for 
example)? Do they know what it means to 
work in the heat or stand on your feet all day?’ ”

Person behind the paper
Hopebridge Autism Therapy Centers 

strive to improve the quality of lives of 
children and families touched by Autism 
Spectrum Disorder (ASD). Headquartered in 
Indianapolis, the organization has several 
locations throughout Indiana. In addition, it 
operates in Georgia, Kentucky and Ohio, 
with more states planned this year.

When HR manager Morgan Geer joined 
Hopebridge nearly three years ago, its 
workforce was approximately 200. Today, 
that number has swelled to almost 1,400. 

“We definitely consider resumés to be 
valuable,” she reflects. “Certain types of 
experiences are important to us, but it doesn’t 
cancel them out from being hired. While we 
use the resumé to look at past experiences 
and dig down and ask questions deeper into 
those experiences, we don’t necessarily think 
of it as a determining factor to hire.

“We look to see what hobbies they have. 
What kinds of things they do outside work. 
And maybe they have a personal relationship 
with someone who probably would be taking 

Continued on page 67

At Woven, work simulations not only assess applicants’ skills, but also deliver feedback on ways to 
improve and learn.

Founded in 2005, Hopebridge Autism Therapy Centers provide diagnostic assessments, applied 
behavior analysis therapy, insurance support and more.
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advantage of our services. We want to know 
more about them as individuals. Also, we 
look at doing some job assessments as well 
that really look at what the work drives are.”

Mikell shares a similar sentiment about 
Qualifi’s purpose in the recruiting process.

“This is just one touch point. It’s not 
necessarily the end all, be all, but it helps you 
get to those people that are truly qualified for 
the position. And get to them much faster 
than you would have before. 

“What we’re telling our recruiters is that 
we’re helping to give candidates a voice 
beyond the resumé – because the resumé can 
only tell you so much and there’s a human 
being behind it. To evaluate somebody on 
paper alone is a tough thing to do.”

Share. Share. Share.
Social media is a powerful recruitment 

strategy that not enough businesses are using, 
Curtis stresses.

“To me, social media is a no brainer because 
guess what? It’s free! Not only should the 
company be posting, but the company employees 
should be posting. Many companies have 
employee referral bonuses, so what a way to 
write a job ad for your company? Maybe the 

HR person is writing the ad and posting it for 
the company. Tell your employees to re-post 
it. Retweet it. Reshare it on social media.

“You can’t wait for them (prospects) to 
reach out to you. You have to make yourself 
available to them.”

Winham seconds that.

“In an increasingly competitive hiring 
market – the lowest unemployment rate in 
however long – it’s no longer possible to just 
wait around and use the old methods. It’s too 
competitive. The greatest candidates have too 
many other options, so you can’t do the same 
things that everyone else is doing.” 

RESOURCES: Anne Wiseman, FORUM Credit Union, at www.forumcu.com | Morgan Geer, Hopebridge Autism Therapy Centers, at www.hopebridge.com | 
Jodee Curtis, PurpleInk, at purpleinkllc.com | Darrian Mikell, Qualifi, at qualifi.hr | Wes Winham, Woven, at www.woventeams.com | Chris Schrader, 
HR Indiana SHRM, at indianashrm.org
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“Really having that passion to either work with children or to provide these services to better the 
lives of families is a determining factor and something we look at (in hiring decisions),” stresses 
Hopebridge HR manager Morgan Geer (not pictured).




