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© 7 hiring

mistakes
and how to

avoid them.
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Hiring IS harder than ever. Whether you're

scaling a team or replacing a key player, one
wrong move can cost you time, money, and
momentum.

It
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Is all too common for leaders to fall into the

me traps, even In the most capable

sinesses.

This guide outlines the 7 most common
mistakes companies make when hiring, and how
to fix them.




istake 1: Unclear job briefs

The problem:

Hiring managers often start the process without clearly
aligning on what the role really needs — both technically
and culturally.

Why it matters:

This leads to misaligned shortlists, wasted interviews, and
“false starts” in hiring.

How to avoid it:

e Get crystal clear on role outcomes (not just
responsibilities)
e Align with stakeholders on what success looks like at 6

and 12 months
e Define the non-negotiables (vs. nice-to-haves)




istake 2: Vague job specs

The problem:

Many job specs read like internal wishlists or vague
templated blurbs. They fail to attract or convert the right
candidates.

Why it matters:

Top candidates won't apply if the role lacks clarity,
ambition, or compelling value.

How to avoid it:

e Write for the reader (what’s in it for them?)
e Keep it focused — no more than 6 core responsibilities
e |nclude impact, growth potential, and team context




‘Mist h3 Inconsistent interview
processes

he problem:

Each interviewer does their own thing with different
questions, no clear scoring, little coordination.

Why it matters:

Leads to bias, duplicated effort, and poor candidate
experience.

How to avoid it:

e Design a structured interview process from the start

e Use consistent scorecards and clear criteria

e Align interviewers around role priorities before you
meet candidates




Mis ! 4: Poor candidate
cdmmunica ion
he problem:

Delays, ghosting, and vague updates frustrate candidates
and damage your employer brand.

Why it matters:

Top talent expects clarity. Poor comms can cause
dropouts — even before the offer.

How to avoid it:

e Set and communicate timelines at the start
e Provide feedback quickly (even if it’s a no)
e Make someone responsible for candidate engagement




| 5: Slow feedback &
decision making

he problem:

Hiring teams lose great candidates because internal
decisions take too long.

Why it matters:

Finance professionals are often interviewing elsewhere. If
you wait, you miss out.

How to avoid it:

e Book feedback sessions before interviews happen
e Empower hiring managers to move quickly at offer

stage
e Treat recruitment like a sales pipeline, momentum

matters




_ “i: Underselling the role or
company

he problem:

Companies assume the job speaks for itself but forget to
sell it during the process.

Why it matters:

In-demand candidates want purpose, progression, and a
great team.

How to avoid it:

e Share the “why now” that makes this an exciting
opportunity?
e | et candidates meet people they’ll be working with

e Be clear about development, visibility, and strategic
value




Mist ‘7: Weak or non existent
onboarding
he problem:

The process ends at offer acceptance, and onboarding is
left to chance.

Why it matters:

Bad onboarding causes disengagement, poor early
performance, or even candidate dropouts.

How to avoid it:

e Have a 30-60-90 day onboarding plan ready before the
hire starts

e Assign a buddy or mentor

e Book early check-ins and alignment sessions with
leadership
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Hiring doesn’t have to be a headache.
But it does require process, pace, and positioning.

Avoiding these 7 mistakes can save you months of wasted
time and thousands in lost productivity.

Want to understand more about how
to design a great process?

At Gravitate, we partner with scaling businesses to design
and deliver recruitment processes that work from first
brief to onboarding.




Book a
discovery call
to find out
more about
how we can
help.




