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ABSTRACT  

The increase in white-collar crimes has become a common feature around the globe and 
its impact has left many conglomerates despaired affecting businesses, economies, 
employees and families that are somehow related to these organizations. The famous 
money laundering and accounting scandals such as; Parmalat, Adelphia, Yukos Oil 
Company, Qwest Communications International, Tyco, and WorldCom, are true bitter 
realities of the corporate world. The dilemma is costing enterprises great amounts of 
money to set the image right that keeps on getting wrong. People are hired on loads of 
relevant work experience with excellent academic backgrounds, yet the strain of 
dishonesty lurks within the individual worker of an organization.  

The purpose of the research is to investigate the dismal realities that occur within the 
recruiters’ conscious or subconscious mind during a recruitment and selection process 
(the gateway to an organization). Our objective is to identify the dimensions of enterprise 
hypocrisy and to understand and explain the scenarios and the ways professionals are 
trying to cope with the matter. 

The recruiters see the white collar crimes as a potential rising concern and are using 
personality test such as the OPQ 32 (Occupational Personality Questionnaire) together 
with other methods (interviews, references, intuition, education, etc.) in hiring the right 
candidate for the job, which hopefully would be potentially harmless to the organization. 
The findings are not based on a systematic comparative study and can therefore only be 
interpreted as indicative. 
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1. INTRODUCTION TO THE PAPER 

"Nothing can bring you peace but the triumph of principles." - Emerson1 

Today the dilemma enterprises are faced with is costing them tons of money to set the 
image right that keeps on getting wrong. People are hired on loads of relevant work 
experience with excellent academic backgrounds up their sleeves yet the element to be 
deceptive in behavior constantly lurks within the individual worker of an organization. 
The quote of Emerson above illuminates the fact that there is a missing link to 
organizational success at all levels. The question as to why people accrue such behavior 
is the integral part of our research study. The basic gateway to any organization or 
company is through recruitment and selection of an individual for that company, so our 
focus is to investigate the events that take place on this gateway. The business news 
informs us on a day-to-day basis about the stories of big companies that are struck by 
their own employees working at different positions through mendaciousness resulting in 
different kinds of scandals. These people have excellent resumes that get the chance of 
working in prestigious organizations and yet their behavior in a negative context mars the 
position of the company.  

"Every man alone is sincere. At the entrance of a second person, hypocrisy begins." - 
Emerson2 

In the recent past the corporate world has revealed itself of its deeds of the countless 
scandals shaking the future of multibillion-dollar companies. To mention a few; 

 Parmalat3 

Parmalat owes 14.3bn euros ($18bn; £10bn), its auditors say - almost eight times 
what the company claimed when it went bust in December 2003. The stricken 
Italian food firm declared it was bankrupt after it was forced to reveal a 4bn-euro 
hole in its accounts. Its core earnings, for example, were 121m euros instead of 
the 651m it had reported to investors for January-September 2003. 

World Com4 

Accounting fraud that led to the biggest bankruptcy reorganization in U.S. history 
in July 2002. The Telecommunications Company revealed deceptive practices 
that artificially boosted revenue and earnings. Former CEO Bernard Ebbers was 
convicted in March of federal fraud and conspiracy charges for his part in a 
massive accounting fraud now estimated at $11 billion. WorldCom filed for 

                                                 

1 http://www.thehandmade.com/books/library/emerson.html (April 12 2007) 
2 http://www.thehandmade.com/books/library/emerson.html (April 12 2007) 
3 http://news.bbc.co.uk/2/hi/business/3430155.stm (January 26, 2004) 
4 http://www.sheldensays.com/some_recent_corporate_scandals.htm (December 4, 2005) 
http://www.usatoday.com/money/companies/regulation/2003-09-29-box_x.htm (11/5/2003) 
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bankruptcy protection on July 21, 2002, listing $104 billion in assets. The 63-
year-old Ex CEO of WorldCom gets a 25 years imprisonment committing 
corporate crimes while running a Fortune 500 company5.  

Enron6 

In October 2001, the world's largest Energy trading company admitted overstating 
earnings by billions of dollars. Top Enron officials (Ex-CFO Andrew Fastow, 
former CEOs Ken Lay and Jeff Skilling) wrongly enriched themselves by tens of 
millions of dollars by running a vast web of partnership deals that misled Enron 
and investors, according to an internal report. Andrew Fastow (Ex-CFO), 
formerly of Enron, stands accused by an American court of taking $30 million 
(£20 million) in kickbacks from the company while its shareholders lost more 
than $70 billion. Prosecutors accused Fastow of securities, mail and wire fraud 
and money laundering. Fastow faces nearly 100 charges of fraud, obstruction of 
justice, inside trading, money laundering and filing false income tax returns. 
Fastow has been sentenced to 6 years in prison7. 

The examples mentioned above and many more that follow the same track behind the 
curtain, it is important to find out what goes wrong and where. The research study intends 
to focus on the different attributes of hypocrisy that are most common during an 
interview process (the gateway). Organizations need to understand the dimension of 
hypocrisy as to what facilitates such an act by individuals that are otherwise considered to 
display an iconic image during their marvel careers. Of course in general terminology and 
understanding one would simply relate this to as greed, but how far does this go in 
explaining which job candidate is the perfect gem the company is looking for, what are 
the tools needed to be developed to confidently ascertain that such fraudulent traits are 
thoroughly inspected before the job applicant gets the green signal to pass through the 
gateway. 

The increase in white-collar crimes has become a common feature around the globe and 
their impact has left many conglomerates despaired affecting businesses, economies, 
employees and families that are connected to the workers of these organizations. The 
famous money laundering and accounting scandals namely, Enron, Parmalat, Adelphia, 
Yukos Oil Company, Qwest Communications International, Tyco, WorldCom, all these 
examples and many more that are taking place, is the true bitter reality of the corporate 
world. According to a BBC report8, in the year 2000, forgery and fraud is costing Britain 
£13.8bn a year as compared to £2.7bn for burglary.  

 

                                                 

5 http://money.cnn.com/2005/07/13/news/newsmakers/ebbers_sentence/ (September 23, 2005) 
6 http://www.usatoday.com/money/companies/regulation/2003-09-29-box_x.htm (11/5/2003) 
7 http://www.chron.com/disp/story.mpl/front/4215426.html (September 26, 2006) 
8 http://news.bbc.co.uk/2/hi/business/3102800.stm (September 12, 2003) 
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The following data is a comparison of white-collar crimes in England and Germany - a 
glimpse of the magnitude of the problem. 

Top white-collar crime in England and Wales  Top white-collar crime in Germany 
Paid cash to avoid tax 34% Paid cash to avoid tax 54%  
Kept extra charge 32% Kept extra change 30%  
Taken item from work 18% Taken item from work 28%  
Avoided paying TV license 11% Avoided paying TV license 24% 
Wrongly used ID cards 11% Wrongly used ID cards 20%  

 
(Source: http://news.bbc.co.uk/2/hi/business/3102800.stm) (September 12, 2003) 

 

1.1. Research Problem 

The research study intends to focus on the dismal realities that occur within the conscious 
or subconscious mind during a recruitment and selection process (the gateway). Is this 
action a deliberate one or not? To search for possible avenues whether recruitment 
personnel realize the problem and what new methods are being discovered in an effort to 
tackle such a potential problem facing every organization irrespective of their size, that 
companies could become safer from their own employees. 

1.2. Research Objective 

The objective of this research paper is to determine the factors that may occur during the 
hiring process of employees with focus to the potential negative impacts of hypocrisy on 
the evaluation of the applicant's appropriateness in terms of their contribution to the 
organizational success. In addition, we seek to analyze the moods of hypocrisy that exist 
within the conscious or subconscious mind of the recruiter during an interview process 
(the gateway) that leads to the debacle of organizations. We intend to take advantage of 
both primary and secondary data sources in our work. 

1.3. Research Question  

The research focuses in answering the following question: 

“What are the dimensions of enterprise hypocrisy with specifics to recruitment and 
selection?” 
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2. METHODOLOGY 

2.1. Choice of the Subject 

We formulated the research question based on the different backgrounds we come from, 
keeping in mind that the topic should be of special interest to the both of us and the 
readers in general. One author (Jakub Mulač) comes from Czech Republic with a 
Bachelor’s Degree in International Management from HAMK University, Finland and a 
10 years work experience in e-commerce and currently studying Master’s Degree in 
Management at Umeå University. The other author (Muhammad Amer Bhaur) comes 
from Pakistan with an MBA degree graduated in September 1998 from Punjab College of 
Business Administration, Lahore, Pakistan (University of Central Punjab) and work 
experience comprising of working in a call centre, in a management consultancy firm and 
teaching English Communication Skills in different institutes in Lahore, Pakistan; and 
currently studying Master’s Degree in Entrepreneurship at Umeå University. With such 
diverse backgrounds, to infuse the academic, work and cultural experiences towards a 
unified, valid and interesting research question for investigation, we conducted a series of 
brainstorming sessions and picked upon a social issue to investigate the outcomes of it 
(“What are the dimensions of enterprise hypocrisy with specifics to recruitment and 
selection?”). 

The issue of hypocrisy, which may be present on various levels in every single 
organization, has caused much turmoil in both direct and indirect way. Many 
corporations and their ordinary employees have suffered because of personal failures of 
their top management members. We have decided to investigate the different facets of 
hypocrisy with special attention devoted to the organizations’ entry level.  

We have conducted a series of interviews, which have helped us in understanding of the 
matter in depth. We have interviewed professionals from the industry, such as a Human 
Resource Manager from a large personnel agency, located in Umeå, Sweden, a Swedish 
Bank (Handelsbanken) Human Resource Manager and several others. We have also 
managed to get hold of rather sensitive information describing practices in a large 
consulting company in the CE region. 

2.2. Research Process 

Based on the sensitive nature of our research topic which is a social issue, we have 
applied qualitative research process which involves deriving data through induction. 
Explaining this further we have made use of the following circular model of the research 
process. 
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Diagram #1 - Circular Model of the Research Process 

 

Source: Circular model of the research process based on Willamson, Barry and Dorr 1982,p7 in G.W 
Ticehurst and A.J. Veal (1999), Business Research Methods—a managerial approach, p.22 

From the diagram, “if the research process begins with description at point A and moves 
from there to explanation (point C), the process is described as inductive. The 
explanation is induced from the data—the data come first and the explanation comes 
later.”9 Bryman and Bell argue that the process of induction involves drawing 
generalizable inferences out of observations and that the theory is the outcome of the 
research; (observations / findings => theory)10 

2.3. Research Approach 

In gathering data for research purposes, there are two strategies to choose from depending 
upon the nature of the study and these are quantitative and qualitative methods. There is 
line of distinction that writers on methodological issues have derived for the purpose to 
stay focused on the nature of the data collected in congruence with the research study. 
Thus according to Allan Bryman and Emma Bell: “Quantitative research can be 
construed as a research strategy that emphasizes quantification in the collection and 
analysis of data and that: entails a deductive approach to the relationship between theory 
and research, in which the accent is placed on the testing of theories; has incorporated the 
practices and norms of the natural scientific model and of positivism in particular; and 
embodies a view of social reality as an external, objective reality. By contrast, Qualitative 
research can be construed as a research strategy that usually emphasizes words rather 
than quantification in the collection and analysis of data and that: predominantly 
emphasizes an inductive approach to the relationship between theory and research, in 

                                                 

9 G.W Ticehurst and A.J. Veal (1999), Business Research Methods—a managerial approach, 
p.22 
10 Allan Bryman and Emma Bell (2003), Business Research Strategies in Business Research 
Methods, Oxford University Press, p.12 
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which the emphasis is placed on the generation of theories; has rejected the practices and 
norms of the natural scientific model and of positivism in particular in preference for an 
emphasis on the ways in which individuals interpret their social world; and embodies a 
view of social reality as a constantly shifting emergent property of individuals’ 
creation”.11  According to (Denzin & Lincoln 1994), qualitative researchers are not 
bound by a particular methodology, bur rather use diverse tools and methods according to 
the problems being addressed which enables them to match their methods to the research 
problem providing a flexible approach that contrasts with the structured approaches 
found in many positivist studies.12  Our research study demands the adoption of the 
qualitative method for data collection and data analysis. And focusing on qualitative 
method of research, we look  at yet another definition. G.W Ticehurst and A.J. Veal 
argue that “the research process involves gathering a great deal of ‘rich’ information 
about relatively few people or organizations rather than collecting more limited 
information about a large number of people or organizations. The information collected is 
generally not presentable in numerical form. It is based on the belief that a full and 
rounded understanding of the organizational experiences and situations of a few 
individuals, however unrepresentative they may be, is of more value than a limited 
understanding of a large representative group. The methods used to gather information 
include observation, informal and in-depth interviewing and participant observation.”13 
The authors have clearly defined “qualitative research” from different angles but overall 
they both converge to a single meaning derived. Having said so, during our research 
study we found some of the plus points of qualitative methods which compelled us to 
mention them in order to further facilitate the understanding of the reader and researcher.  

2.4. Some Advantages of Qualitative Methods14 

“The following advantages arise largely from the basic assumptions and philosophies 
underlying qualitative research (Easterby-Smith, Thorpe & Lowe 1991; Gummeson 
1991; Kelly 1980.)The advantages are: 

• Qualitative methods enable the researcher to understand and explain the personal 
experiences of individuals which may be internal or external experiences. 

• Tacit knowledge or ‘hunches’ can play an important role in analyzing research 
problems and can be further developed through inductive processes.  

• The researcher’s feelings, as well as reasoning, can help shape the research. 

                                                 

11 Allan Bryman and Emma Bell (2003), Business Research Strategies in Business Research 
Methods, Oxford University p.ress. p.25 
12 G.W Ticehurst and A.J. Veal (1999), Business Research Methods—a managerial approach, 
p.94 
13 Ibid  p.21 
14 Ibid p.95 
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• Qualitative research focuses on people’s understanding and interpretations rather that 
finding external causes or ‘laws’ for behavior. 

• Qualitative methods can be used for very narrow studies as well as holistic studies 
that examine the totality of a situation.  

• Qualitative methods allow the researcher to experience research issues from a 
participant’s perspective.  

• Qualitative research reports are usually presented in a narrative form rather that a 
statistical form, making them more interesting and understandable for readers not 
trained in statistics.  

• Qualitative methods are useful in examining personal changes over time.  

• Qualitative researchers can use a combination of techniques or even invent methods 
to provide a broad understanding of a social situation, and 

• Qualitative methods tend to focus on human-interest issues that are meaningful to 
everyday managers.” 

It is worth mentioning that the points mentioned above draw a broad outline for the 
qualitative researcher to make sound judgments in the area of investigation. As stated in 
the next section (Epistemological Considerations), no one approach to research is better 
than the other, it is only to determine which methodology would be appropriate for the 
research problem. 

2.5. The Two Extremes in Research (Epistemological Considerations) 

In a general context of a research study, there are two substantially different ways of 
carrying out the research namely the positivist approach on one hand and hermeneutics 
on the other. According to Ticehurst and Veal, “the positivist paradigm takes the view 
that the world is external and objective to the researcher, which is similar to the position 
adopted in the natural sciences. Researchers are seen to be independent of the research 
they are conducting and the approach focuses on description, explanation and uncovering 
facts. The positivist paradigm is also referred to as scientific, experimental, empiricist, 
quantitative or deductive.”15  

                                                 

15 Ibid p.p19-20 
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Diagram #2 

 

 

 

 

Source: Approaches and Methodologies (Broad range of overlapping approaches or epistemologies used by 
a business researcher) in G.W Ticehurst and A.J. Veal (1999), Business Research Methods—a managerial 

approach, p.18-19 

Our research paradigm16 is based on a non-positivist construct which refers to the other 
extreme in research study which is hermeneutics also known as the critical interpretive 
paradigm (see diagram #2). “it takes the view that the world is socially constructed and 
subjective, and that there is no reality outside of peoples perceptions. Researches are seen 
to be part of the research process that seek to uncover meanings and understandings of 
the broad interrelationships in the situation they are researching. This approach places 
more reliance on the people being studied to provide their own explanation of their 
situation or behavior. The interpretive researcher therefore tries to ‘get inside’ the minds 
of his or her subjects and see the world from their point of view. This of course suggests 
a more flexible approach to data collection, usually involving qualitative methods and in 
inductive approach. Hermeneutics is also referred is qualitative, phenomenological, 
interpretive, reflective, inductive, ethnographic or action research. ”17   

2.6. Methods of Data Acquisition 

There are two broad approaches to qualitative data collection – observation and 
interviews.18 Even though the topic of hypocrisy is not entirely new, there is still not 

                                                 

16 Ibid p.25. “A paradigm reflects a basic set of philosophical beliefs about the nature of the 
world. It provides guidelines and principles concerning the way research is conducted within the 
paradigm. The methods and techniques used in the research should be in sympathy with these 
guidelines and principles. ” 
17 Ibid p.20 
18 Hair, Jr., Joseph F. et al. (2007), Research methods for business, West Sussex, John Wiley & 
Sons Ltd. p. 193 
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enough relevant sophisticated knowledge, which would facilitate a deep understanding. 
Having this in our minds, we have focused our attention on carefully choosing our 
resources. Professional magazines, peer-reviewed research papers, scientific articles and 
books, written by acknowledged experts served as a guide and secondary sources of 
information. 

In our understanding, as many dimensions/scenarios as possible of hypocrisy have to be 
described in order to minimize the potential impact it has on the unfortunate candidate 
election during the hiring process. If this happens, then it is a weak interview that has 
taken place be it structured or not. In order to broaden our knowledge and confirm our 
assumptions about the research topic before we conduct a survey, we have made use of 
several existing theories, which shed light on the selection process itself and also assisted 
in formulating suggestions in the concluding part of our work.  

In Umeå, Sweden, we conducted face-to-face interview with MANPOWER and 
Handelsbanken. In Czech Republic we have contacted a senior business consultant from 
a large consultancy firm, active in the CE region through telephonic conversation. In 
Pakistan, via telephonic conversation, we interviewed an employee of the General 
Manager cadre of US Apparel Pakistan and HR Manager of LEAD Pakistan. 
Additionally through email we interviewed an employee (Administrative Associate) of 
UNAIDS, Country Office, Pakistan.  

For more information on these organizations, visit the following urls: 

http://www.handelsbanken.se 
http://www.MANPOWER.se 
http://www.ey.com 
http://www.lead.org.pk 
http://www.unaids.un.org.pk 

2.7. Data Collection Method 

The data collection method includes qualitative research, as it is obvious from the 
research question that it would require us to engage in an in-depth understanding of 
human behavior and the motives as to why they occur. In order to achieve this, we relied 
on informal interviews and participant observations in order to gain close insights with 
the people (interviewers/recruiters) involved in the hiring process. After having analyzed 
the verbal results provided by the interviewees, we employed a qualitative observation 
method in order to complement the outspoken data by a subjective, yet relevant analysis. 

2.8. Sampling method 

Seeing the nature of the research question it is quite understandable that the sample type 
might not willfully engage in telling the truth. After all no one wishes to share the latent 
mistakes they commit knowingly or unknowingly. Therefore, the interview questions 
were in some cases scenario-based, which may have provided some kind of comfortable 
cushion to the respondent.  
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Ideally the research would like to collect data from all members of a population under 
investigation. This is known as census.19 In our work, we have taken advantage of non-
probability sampling, which is typical for qualitative research, and is very often used in 
exploratory research, such as ours. Regarding the sampling method, due to our time and 
fund limitations, we have devised several interviews with a pre-selected sample of 
respondents. Those have been chosen with regard to the overall suitability for our 
research and its nature. Attributes that had the most importance in our selection process 
were long-term experience in the field (Psychology, Recruitment) and willingness to 
disclose internal information.  

2.9. Questionnaire Design 

The questions included in the questionnaire were devised with an intense effort after 
having scanned vast amount of theoretical models, discussion with peers (researchers in 
the area of ethics, previous colleagues and our own reflective approach after having 
communicated within the related milieu – Sweden, Czech Republic and Pakistan). We 
retrieved information through various appropriate channels such as e-mail, telephone 
conversation and both print and electronic media.  

The questionnaire, which we have developed, has been used both during the actual 
interviews and in the e-mail interviews. It includes 14 open-ended questions, which are 
rather indirectly inquiring about various aspects of our research topic. Through several 
iterations, we have optimized the questions so as to offer understandable and 
unambiguous questions to the interviewee. (See the Appendix #1) 

2.10. Interview process 

We have devised 4 interviews in a semi-structured style while both observing the 
respondent and monitoring their answers. Based on our research methodology which is 
purely qualitative, the interviews: “give insight into what the interviewee sees as relevant 
and important; there is much greater interest in the interviewee’s point of view; allow the 
interviewer to adjust their focus according to the situation, ask new questions that follow 
up interviewees’ replies and can vary the order of questions even the wording of the 
questions; and finally the researcher wants rich, detailed answers.”20  

Due to the sensitive nature of our topic, we have not disclosed the research question until 
the end of our interviews so as to eliminate any potential bias. The interviews comprised 
the same questions; however the sequence was changed according to the situation. 
Consequently we used semi-structured interview style to conduct our research study and 
gather data. According to Bryman and Bell, a semi-structured interview “refers to a 
context in which the interviewer has a series of questions that are in the general form of 

                                                 

19 Hair, Jr., Joseph F. et al. (2007), Research methods for business, West Sussex, John Wiley & 
Sons Ltd. p.170 
20 Allan Bryman and Emma Bell (2003), Business Research Strategies in Business Research 
Methods, Oxford University Press. p.p342-343 
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an interview schedule but is able to vary the sequence of questions. The questions are 
frequently somewhat more general in their frame of reference than that typically found in 
a structured interview schedule. The interviewers’ researchers have some leeway in 
probing into further questions in response to what are seen as significant replies.”21  

In the face-to-face interviews that were conducted, contained the same questions whereas 
the sequence and wording were changed accordingly where the situation demanded such 
an action? In some cases, the outlined questions were complemented by a follow up 
question for the sole purpose of furthering the investigation process. The questions that 
were sent through email, we made sure that out of the 14 questions (see appendix #1), 
should include those that are more relevant. Also based on the busy schedules of people 
(potential respondents), when they receive a two page list of questions is usually not a big 
motivation for them to respond to the questions. Thus we carefully planned to send a few 
selected questions to different respondents which would immediately get their attention 
and would be prompted to respond. And at two instances we only selected just one 
question that was carefully structured to attract as much as possible the attention of the 
respondents. This approach to acquiring answers from reliable sources via emails worked 
out well as we received detailed feedback (refer to appendix 4 and 5) to question 6 (see 
Appendix 1). Similarly, the interviews conducted via telephone had a similar approach to 
the previous one. During the interviews there were many instances where we had to call a 
few times before we actually got the chance to speak to the respondents. These 
respondents insisted that they prefer to talk on the phone rather than respond through 
emails. The authors, Bhaur’s call-centre experience and Mulač’s CRM (customer 
relationship management) experience came in handy during telephonic conversations 
with the respondents. It enabled us to engage in a friendly and polite telephonic 
conversation with the respondents, to speak in an accent that is fully understandable and 
the quality of communication was maintained to enable the respondents to comfortably 
answer the questions, to understand properly the respondents’ language on a long 
distance call responding to their queries for onward transmission to ask further questions 
based on their replies in the best possible manner.  

The interviewees never had the opportunity to study the questions in advance. No mail-in 
was conducted prior to the actual meeting and even during the interview; questions were 
posed one by one, so that the interviewees remained focused. 

2.11. Research Originality and Added Value 

The value of the paper will be twofold: the research provides an overview of relevant 
existing literature, and an analysis of a few applicable theoretical models. In addition to 
this, we have formulated a “model of transition”, which is discussed later in the paper.  

In addition, after having examined the conclusions of our paper, we found out that one 
specific area that might emerge from our research could be investigated in the field of 
“criminal psychology”. 

                                                 

21 Ibid p.119 
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2.12. Existing Knowledge Analysis 

The research scrutinizes the relevant models in HRM, to understand and explain the 
dimensions and constraints of the practical application of recruitment and selection. It is 
important to note that results of this research study are not likely to be found in any 
textbook as they involve the question of human ethics. Furthermore, a deep investigation 
of known authors such as Le Roy22, Sandra Waddock23, Daniel Goleman24, Eli Harari25, 
Nils Brunson26, Kunnanat, J.T.27 etc. revealed relevant information inline with our 
research topic—What are the Dimensions of Enterprise Hypocrisy with Specifics to 
Recruitment and Selection? 

2.13. Criticism of the secondary sources 

In certain sections of our research, we refer to websites. Majority of those websites have 
a deep scientific value and should by no means be regarded as a low-credibility source of 
information. In case we do not have sufficient background information about particular 
website, we automatically exclude it from our research even though it may offer unique 
data. Some websites and articles are not quoted in the research itself, but may still have 
contributed in one way or another to the broad viewpoint of ours. 

2.14. Research perspective 

Our research employs a management way of observing situations. We have scrutinized 
the phenomena from the perspective of a recruiter who is making the decision as to 
whether accept or dismiss the job applicant and how the recruiter falters in making sound 
decisions as a consequence of the presence of hypocrisy, which may manifest itself in 
various forms. 

2.15. Descriptive Tools 

We have attempted to visualize some of our main conceptions in diagrams in order to 
offer a complementary tool to the reader. Apart from our own figures, we have also 
mentioned a few established theoretical models. 

                                                 

22 Greg LeRoy (2005), The Great American Jobs Scam 
23 http://www.bc.edu/bc_org/rvp/pubaf/chronicle/v11/my23/waddock.html (February 23, 2007) 
Sandra Waddock, a professor in the Carroll School of Management, is a senior research fellow at 
the Boston College Center for Corporate Citizenship and co-founder of the Leadership for 
Change program. 
24 Daniel Goleman, (2000), Working With Emotional Intelligence 
25 http://www.thethinkingcoach.com/integrity.htm (April 17, 2007) 
26 Brunsson, Nils (2003), Organized Hypocrisy, in Czarniawska, B. & Sevón, G. (eds) The 
Northern Lights – Organization theory in Scandinavia, Malmö: Liber AB. 
27 Kunnanatt, J. T. (2004), Emotional Intelligence: The New Science of Interpersonal 
Effectiveness, Human Resource Development Quarterly 
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2.16. Credibility 

In qualitative studies, where the phenomenological rather than positivist views are 
applied, the issue of trustworthiness of the research undertaking is referred to as 
credibility rather than internal validity, which is the case within quantitative studies. “The 
issue of credibility refers to being able to demonstrate that the research was designed in 
a manner that accurately identified and described the phenomenon to be investigated.”28 
Due to the sensitive nature of our research topic, we have carefully analyzed the 
possibilities of carrying out the research in order to obtain credible results. Before 
conducting the empirical study, we have carefully scanned the existing research within 
the area of organizational hypocrisy and afterwards, based on our gained knowledge, the 
interview questions were created in order to allow us to obtain credible results. We 
believe that we have represented the phenomenon studied (i.e. dimension of enterprise 
hypocrisy with specifics to recruitment and selection) in a way that is valid for this 
particular study.29  

2.17. Validity of the Questionnaire 

The main aim of developing a questionnaire in both qualitative and quantitative study is 
to gather accurate information from individuals that are very much likely to have a lot of 
variation in their responses. According to Ticehurst and Veal, “Respondents may tend to 
exaggerate answers to some questions and understate answers to other questions. They 
may also have problems in recalling some information accurately. Respondents may tend 
to give answers that they believe will please the interviewer.”30  As a result, great caution 
was taken to extract information from the respondents as our research study (qualitative) 
entails a sensitive issue where the possibility of the respondents not to provide correct 
information exists to some extent.  Our approach towards retrieving the right information 
initially comprised of developing rapport using the body language advantage such as the 
positive eye contact and occasional smile. We made the initial contact for a scheduled 
appointment with the respondents to accept to give an interview on the topic “recruiting 
practices”, which appears to be soft, comfortable and uncontroversial. Besides this, we 
began the interviews (face-to-face) with simple questions based on common sense and 
office routines as these questions have no direct contribution to the research study. A few 
of such questions were; “what is the background of the people that recruit for this 
firm?”; what general selection criteria’s do you look for in a job candidate during an 
interview?; In a hiring decision what attributes do you value the most and which ones the 
least? (see appendix #1) Once having developed the baseline through these questions, we 
then proceeded to the more relevant questions. Based on the nature of the topic, we 
adopted an investigative strategy where we kept on asking same set of questions in 
different ways and at different times of the interview process. As a result of this strategy, 
we got different responses on a single subject of gut feeling for instance (refer to 

                                                 

28 Remenyi et al. (1998), Doing Research in Business and Management, p.116 
29 Ibid, p.116 
30 G.W Ticehurst and A.J. Veal (1999), Business Research Methods—a managerial approach, 
p.151 
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observation 7) based on asking different questions. Similarly retrieving information from 
telephonic interviews, for the respondents to provide accurate information regarding a 
sensitive topic such as this, we relied strictly on the concept of “communities of practice” 
(refer to observation 3).  

While designing the questionnaire and conducting the research, we were aware of the 
problems that would likely emerge and dampen the information collection process. “The 
researchers’ careful attention to the research process and questionnaire design is probably 
the best form of protection against potential research errors.”31 Thus keeping our morale 
high on the principle of “always to expect the worst to happen” made us steadfast and 
professional during the entire research study. As remarked by Christian Skanderby of 
MANPOWER (one of the people we interviewed in Umeå), said after the interview was 
over, “it is professionalism not to disclose the topic in the start of the interview as this 
eliminates potential bias of the respondent”. 

2.18. Transferability 

Transferability refers the external validity of the study, which is analogical to 
generalisability in positivist terms. The nature of non-positivist approaches to research is 
softer than that of positivists and therefore the positivist truth criteria are not appropriate 
for non-positivistic studies32. As mentioned earlier in this thesis, the results of this study 
are indicative. Given the difficult nature of the studied phenomena, we do not dare to 
estimate whether the results of this study would bring the same results if the research was 
conducted in different companies. However, the results confirmed that hypocrisy within 
the recruitment and selection process is present in the researched entities. Nevertheless, 
hypocrisy may take different forms depending on various aspects, such as kind of 
industry, experience of HR personnel, ethical preconceptions etc. We believe that this 
study could serve as a base for further research within this area, which has not been 
explored enough so far, in order to be able to make conclusions concerning its 
transferability. Moreover, in case of qualitative studies, generalisability is usually not of 
primary interest to the researcher and according to Remenyi et al., both positivist and 
non-positivist studies need to be replicated before any generalizations can be made33. 

                                                 

31 Ibid p152  
32Remenyi et al. (1998), Doing Research in Business and Management,  p. 114  
33 Ibid, p. 35 
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3. THEORY 

Recruitment and selection are words that appear to be similar in meaning from a general 
perspective but there is slight tinge of variation in the meanings when looked upon in 
depth. Therefore these two overlapping terms would be used together in this research 
paper unless specified. The authors Robert Wood and Tim Payne have drawn a 
distinction between “recruitment and selection” and in their view; recruitment is a broad 
term used to communicate the notion of getting someone into the organization covering 
aspects from advertising to induction, whereas selection is focused at the point where a 
decision is made about who to recruit.34  

With an upsurge in the rate of white-collar crimes these days, organizations would have 
to put great emphasis on the way they recruit and select people. Revolution in education 
and industry has greatly increased the pace of competition, innovation, R & D, etc. as 
compared to two decades ago. There are more students graduating from universities than 
there are available jobs. Recently, a European accrediting body celebrated accrediting 
100 business schools with EQUIS—a symbol of education quality. Similarly other 
accrediting bodies are AACSB and AMBA.  

Great importance is given to the rankings of business schools by students, employers and 
the people working for these institutions. Thus with such a large pool of graduates 
available versus fewer jobs available, there will be a growing number of applications for 
organizations to handle. Organizations will have to go through these bundles of 
applications in order to find the potential / relevant lot of applicants to be interviewed. 
Also changes within cultures have led to changes in perceptions over the years. The 
proportion of the active participation of women either in the job market or becoming 
entrepreneurs (recruiters) has risen considerably. For instance, women in full time 
employment in the developed countries in 1985, Spain stood lowest with 21% and in 
1994 was still the lowest but at 35.2%. Sweden was the highest in 1985 with 82% and, 
90% in 199435. Similarly, female entrepreneurs in the middle income countries involved 
in the early stage entrepreneurial activity stands at 8.5% and 4.5% for established 
entrepreneurial activity; whereas, for high income countries female entrepreneurs stand at 
4.5% for both early and established stage entrepreneurial activities36. This increased pool 
of qualified people is a strong reason for organizations to reconsider how they recruit and 
select appropriate people to fit in the right positions.  

Two vital factors exist that companies have to consider during recruitment and selection, 
and that is to employ people that are on par with the requirement of the job and at the 

                                                 

34 Robert Wood & Tim Payne (1998), The context for recruitment and selection in Competency 
Based Recruitment and Selection, A Practical Guide by Chapter 1, p.2 
35 Robert Wood & Tim Payne (1998), The context for recruitment and selection in Competency 
Based Recruitment and Selection, A Practical Guide by Chapter 1, p.5 
36 Minniti M., Bygrave W.D., Autio E. (2005), Global Entrepreneurship Monitor: 2005, 
Executive Report, pp.33-34 
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same time possess the ability of safeguarding the organization. Organization need to be 
cost and time efficient and hire the best people amongst the potential applicant pool.  

There are numerous literatures available on recruitment and selection methods. For 
instance, literature on the main sources of recruitment; advertisements through the print 
and electronic media, headhunting, directly targeting universities, recruiting agencies / 
consultancies, job fairs, etc. On the other hand, literature on the key selection methods 
includes; interviews (for instance structured, unstructured, semi-structured), analytical 
tests (cognitive, personality, interests), computer aided tests, graphology, references, peer 
evaluation, records of previous achievements etc. In this respect, our aim is to determine 
ways of hiring honest and intelligent people. Both are crucial for self and organizational 
success but we strongly believe the former (honesty) to be the differentiating factor in the 
eventual reduction of white-collar crimes. Therefore we have decided not to make a 
“haystack” of unwanted literature in our paper.  

 

3.1. The Practice 

The general practice during a recruitment and selection process is that organizations tend 
to investigate job candidates popularly and conveniently on, knowledge, traits, critical 
success factors, skills, aptitude etc., which are collectively termed as competencies. 
Candidates are evaluated on this criterion, consequently enabling recruiters to easily 
establish reasons to base their decisions as to whether or not they qualify for the job. It is 
essential that recruiters have a crystal clear idea of the person they are looking for. In 
context of the thesis topic, it is important to explain what competency refers to, as this 
generally boils down to the recruiter’s yardstick. Quickly let’s go through the following 
definitions of the term competency.  

“Competency is defined as the behaviors that employees must have, or must acquire, to 
input into a situation in order to achieve high levels of performance” 37. 

“[Competency is] an underlying characteristic of a person which results in effective and / 
or superior performance in a job” 38. 

These definitions are fairly easy to grasp giving the idea that competencies trigger growth 
prospects at different levels of an organization in terms of performances, thus considered 
by organizations to be crucial for success in the workplace as well as potential 
measurement criteria for assessing competency attainment. 

                                                 

37 http://www.cipd.co.uk/subjects/perfmangmt/competnces/comptfrmwk.htm (Originally issued 
May 2001; latest revision April 2007) 
38 Robert Wood & Tim Payne (1998), Competencies : nothing new under the sun in Competency 
Based Recruitment and Selection, A Practical Guide, Chapter 2, p.24 
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Richard Boyatzis first coined the term competencies39, and found that people could be 
described in terms of 21 competencies, whereas, another author (Cattell) suggests that 
there are 16 personality traits40. Instead of going into the details of the authors and listing 
every competency they have mentioned, our emphasis with reference to the context, we 
intend to focus on Boyatzis’ 21 competencies. To mention a few of Boyatzis’ 
competencies to understand his perception about the characteristics of a person that he 
considers important for superior job performance. These are41: self confidence, use of 
oral presentation, memory, specialized knowledge, positive regard, accurate self 
assessment, developing others, spontaneity, self control, logical thought, concern with 
close relationships etc. For each of the 21 competencies, Boyatzis has identified three 
levels. Consider the following diagram42.  

                                                 

39 Ibid, p.23 
40 Ibid, p.24 
41 Ibid, p.25 
42 Paul Sparrow & Jean M. Hiltrop. (1994), Different levels of competency in European Human 
Resource Management in Transition, by, p.405 



 

18  

Diagram #3 – Different Levels of Competency Model 

  

 

Source: reproduced from Competence at Work: Models for superior performance, by L.M. Spencer and 
S.M. Spencer, copyright © 1993. Reprinted by permission of John Wiley and Sons, Inc. in European 

Human Resource Management in Transition, by Paul Sparrow & Jean M.Hiltrop. 1994, p.405 
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The three levels identified by Boyatzis and represented in the above diagram, are43: 

• Motive and trait 

• Self-image and social role 

• Skill 

The visible level of competency (Skill, knowledge) is predominantly the acquired 
knowledge or technical capability an individual obtains for example earning an MBA 
degree through valued academic institutions. Organizations and recruiters tend to 
recognize these visible skills and consider them to be easy to develop and therefore 
selecting and training them further.  

The second level of competency relates to the hidden behavioral competencies (self-
concept, motive and trait) such as team member skills, flexibility in the workplace, crisis 
management etc., that are difficult to assess and develop44, consequently, are more 
difficult to identify. Boyatzis argues that managers, who exhibited efficient leadership, 
verified conceptualizing skills, self-confidence and effective oral communication; and the 
difference between effective managers from less effective ones was the way in which 
they performed their tasks45. Looking at the complexity of developing the hidden skills, 
many European organizations have tended to simplify the concept, focusing on the visible 
skills. Thus these organizations tend only to select, train and develop the surface (visible) 
competencies, for instance, Anglo Saxons prefer MBA’s and generalists managers, the 
Germans focus on the technical bodies of knowledge, which are all surface level 
competencies and therefore more developable46. In a re-analysis of data conducted by 
McBer consultancy, it was found that across cultural boundaries, competencies that 
reflected superior performance were found to be the same. For instance, entrepreneurial 
characteristics were the same in Latin America, Africa and South Asia (Spencer and 
Spencer, 1993)47. Even though cultural differentiation together with economic conditions 
exists notably, globally, still the success factors that lead to superior performance in a 
work setting in terms of effective performance is the same. It is evident from here that 
organizations strongly focus on selecting job candidates with visible skills and then 
develop them further if the need arises. 

                                                 

43 Robert Wood & Tim Payne (1998), Competencies: nothing new under the sun in Competency 
Based Recruitment and Selection, A Practical Guide, Chapter 2, p.25 
44 Paul Sparrow & Jean M. Hiltrop (1994), Should competencies be trained or selected for? in 
European Human Resource Management in Transition , pp.403-4 
45 Peter Herriot (1989), Work of the manager in Assessment and Selection in Organizations, 
Methods and Practice for Recruitment and Appraisal, p.517 
46 Paul Sparrow & Jean M. Hiltrop (1994), Should competencies be trained or selected for? in 
European Human Resource Management in Transition , p.404 
47 Paul Sparrow & Jean M. Hiltrop (1994), in European Human Resource Management in 
Transition , p.405 
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Having said this, it is important to note that the authors Paul Sparrow & Jean M. Hiltrop 
(1994)48 briefly highlight on page 404 that “selection systems should focus on some of 
the deeper qualities that cannot really be developed and should therefore be selected for.” 
Successful recruiting decisions cannot be made adequately without having some kind of 
certain information about the personality traits of job applicants. For selection purposes, 
honesty (personality trait / Hidden skill) is considered vital49. Various researchers are 
beginning to realize that the hidden-skills play a key role for the success of an 
organization. However, it is important to note that standardized valid testing for 
measuring such important personality attributes are limited. We certainly do not intend to 
get into the details of what tests are used as there are ample material available and 
importantly not directly in context with the research question, “what are the dimensions 
of enterprise hypocrisy with specifics to recruitment and selection?” 

3.1.1. Cognitive Behaviour 

Cognitive behaviour such as knowledge and intelligence is likely to be present, as 
mentioned previously; there are tens of hundreds of universities that offer quality 
education. However, what is not provided is the grace of honesty, and the need to 
understand its importance is unique to the context of the research question.  

Referring to the Enron case, Andrew Fastow (ex CFO) who is accused of a number of 
crimes has a BA in economics and a Chinese Degree from Tufts University (1984) and 
MBA from Northwestern University (1987)50. So the intelligence derived from education 
or otherwise exists but what does not is sheer honesty towards the people and 
organization one works for. So let us be kind and spend some time in understanding what 
the terms: honesty, courage, vision and hypocrisy imply, and whether or not there is a 
relationship between these words.  

Within the broader framework of character, there is a negative and a positive character; 
however, the focus of this research paper is on the latter. People are hired on extensive 
amount of relevant experience up their sleeves and are fired on single personality trait - 
dishonesty for instance. Honesty is a character or personality trait the basics of which 
differentiate the fine line between right and wrong. The bright light of character is the 
reflection of truth that lies within the human body. The need is to discover it. The 
different dimensions and the ground rules of honesty are as follows: 

Honesty (personality trait) includes the following51: 

• To always speak and abide by the truth whatever the circumstances. 

                                                 

48 Paul Sparrow, Jean M.Hiltrop (1994), European Human Resource Management in Transition, 
p.404  
49(Mc Daniel and Jones, 1986) in Peter Herriot (1989), in Assessment And Selection In 
Organizations, Methods and Practice for Recruitment and Appraisal, p.470 
50 http://www.usatoday.com/money/companies/regulation/2003-09-29-box_x.htm (11/5/2003) 
51 The Authors; self-derived, (2007, May) 
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• To abstain from taking into possession all those which is not ours unless given freely. 

3.1.2.  “Honesty, The Best Policy”52 

Globally the human race recognizes the ethical attributes that exist or need to exist, 
whether people come from Africa, America, Asia, Australia etc., all realize and affirm the 
moral principles that remain common to these scattered people around the globe. 
Irrespective of their backgrounds, these ethical conceptions such as honesty, decency, 
truthfulness, virtue, forgiveness etc. exists naturally within the conscious and 
subconscious mind of human beings and they vow to the unique consensus of its beauty 
in terms of true success that brings about happiness. As these common moral values exist 
within the inner core of individuals, so does the element of greed that lurks within the 
conscious / subconscious mind and its simple motto is “personal benefit on the expense 
of others”. Greed has an overriding influence over the good, and lures individuals to 
manipulate and twist scenarios to benefit a small number of people through the intent that 
is mostly, “deception”.  

Writers and corporations use the term ethics in a very frail manner molding them to their 
benefit. They successfully contrive the definitions and meanings of words like honesty, 
integrity, honor etc. to convince the innocent public about their own virtuousness. And 
under the protective umbrella of “vision statements / mission statements / corporate 
values”, individuals get toppled reverting to the disgust of humanity. As strong as they 
may be, these spirit-boosting statements cannot keep individuals to stay the course of 
honesty.  

Here are few examples and the words in bold are the ones that we are specifically 
focusing on in the context of our Thesis, where these organizations claim to adhere to the 
principles devised by themselves, whereas the reality is the exact opposite:  

o Enron: its mission statement contains four key “values” which are; 
respect, integrity, communication and excellence.53 Its complete ethical 
program contained a training video on vision and values led by Ken Lay 
and Jeff Skilling54—former Enron CEO’s, accused of enriching 
themselves by tens of millions of dollars by running a vast web of 
partnership deals that resulted in the debacle of Enron. 

o FedEx:55 the company “values” contain words; people (We value our 
people and promote diversity in our workplace and in our thinking); 
integrity (We manage our operations, finances and services with honesty, 
efficiency and reliability); responsibility (We champion safe and healthy 
environments for the communities in which we live and work); loyalty 

                                                 

52 “Honesty = Sincerity . Hypocrisy = Insincerity . Antonym of Hypocrisy = Sincerity” 
53 http://www.entrepreneur.com/magazine/entrepreneur/2002/may/51106.html (May 2002) 
54 http://blogs.msdn.com/heatherleigh/archive/2005/09/15/467784.aspx (September 15, 2005) 
55 http://www.fedex.com/us/about/today/mission.html (© 1995-2007 FedEx) 
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(We earn the respect and confidence of our FedEx people, customers and 
investors every day, in everything we do). Just recently, in 2006 a jury in 
San Francisco awarded $61 million to two FedEx Ground drivers of 
Lebanese descent who claimed a manager harassed them with racial slurs 
for two years.56 In 2004, a federal jury found FedEx liable for a sex-based 
hostile work environment and retaliation and awarded Marion Shaub of 
Wrightstown, Pennsylvania, $3.2 million.57 

o Microsoft:58 some of the company’s “values” are; integrity and honesty; 
passion; respectfulness. Software giant Microsoft has agreed to pay $750m 
(£454m) to settle a lawsuit claiming it used its dominance to crush 
competition. The case involved Netscape Communications, which now 
belongs to the AOL group. As part of the agreement, Microsoft will give a 
new royalty-free, seven-year license of its browsing technology to AOL.59 

These companies have spent a great deal of time and perhaps money on knitting their 
corporate values and statements. And on the far end what comes out is laced with deceit. 
Consider the example of FedEx Corporation above. It says “we value our people”, “we 
manage our affairs with honesty”, “we champion safe and healthy environment in which 
we work”, and “we earn the respect and confidence of our employees”. These are pretty 
well designed sentences that appear perfect, and people would love to work for such a 
company. However, contrary to the claim of being a “nice guy”, FedEx faces lawsuits for 
harassment where a manager remarked two junior employees with racial insult for two 
years, and the second for sex based hostile work environment (mentioned above). 

True Honesty in the workplace should be the same as in personal lives, but some argue to 
be as two different things. If the application of honesty is different in the workplace from 
the one at home, it is certain that there is an element of two-facedness. Why do people say 
what they do not do? But they do it for reasons such as personal interests and justify their 
integrity to themselves and to others. It is not important what they perceive, but rather 
what others perceive about them doing it. If treated correctly and not misused, honesty 
remains to be the best policy. Eli Harari, the thinking coach; argues that the prerequisite 
for success via “Real Honesty” has to be unconditional that cannot be traded as a virtue. 
Organizations use the term honesty and the likes of it as an attention grabber (selling 
strategy) to attract and convince the audience to develop positive perceptions about the 
truthfulness of the organization. Once that’s done, organizations move in for the kill. 
Such a display of honesty is not real honesty. As a matter of fact it is used as a standard 
operating procedure associated to generate profits. As long as profits keeps on coming, 
honesty will continuously be praised, once they begin to disperse, the first thing to leave 

                                                 

56 http://www.msnbc.msn.com/id/13132754/ (June 4, 2006) 
57 http://www.law.com/jsp/article.jsp?id=1076428422471 (February 27, 2004) 
58 http://www.microsoft.com/mscorp/mission/ (February 17, 2005) 
59 http://news.bbc.co.uk/2/hi/business/2948672.stm (Thursday, 29 May, 2003) 
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would be honesty.60 Honesty does not change with the changing conditions; it remains 
the same till the end.  

Constant changes in ethical values (honesty) and not adhering to their rightful demands 
make companies crumble. It is the competence of managers that determines, in large 
part, the return that organizations realize from their human capital or human 
resources’.61 This is true! But constant variations in the meaning of integrity or honesty 
imply clearly that the intention is not straightforward. Thus, having a vague idea of 
honesty most of the time itself would prove disastrous as this would force to change the 
integral definition of honesty that lies at the core of the individual as a natural ability. 
Within the human soul natural deception does not occur, as does natural honesty. Let us 
explain! What happens is that natural deception accumulates as a result of a number of 
factors that funnel down to the act of it. It is not difficult to ascertain why this happens. 
The wish to have more than others leads individuals to committing themselves to 
fraudulent behavior. Such distortions in the meaning of integrity and honesty has in fact 
resulted in such corporate crimes as we see today, shattering the confidence of the public 
in their leaders—political and corporate.  

Sandra Waddock of Carroll School of Management, USA, claims that corporate 
malfeasance and accounting misrepresentation are led by Executive greed, as is evident 
from the corporate scandals of Parmalat, Enron and WorldCom etc., despite the fact that 
their (corporate leaders) compensation averages somewhere between 411 and 475 times 
that of the average worker.62 Similarly on the other end, common people are found to be 
indulged in dishonest activities. Professor Susanne Karstedt and Dr Stephen Farrall who 
conducted the survey for the University of Keele found out that more than 60% of people 
surveyed in England and Wales admitted they had exaggerated an insurance claim, paid 
cash to avoid tax or kept money when given too much change. The people who 
committed these crimes were of a higher social class, employed, good earners, had 
internet access and were males, according to the researchers. Telling to the British 
Association Festival of Science, Dr Stephen Farrall said; “These are the 'crimes' and 
illegal and unfair practices that are committed at the kitchen table, on the settee and from 
the home computer, from desks and call centers, at cash points, in supermarkets or in 
restaurants”. Professor Karstedt said “that the findings seemed to indicate that we were 
becoming a more dishonest society”.63 

                                                 

60 http://www.thethinkingcoach.com/integrity.htm (April 17, 2007) 
61 Robert Wood & Tim Payne (1998), Competencies: nothing new under the sun in Competency 
Based Recruitment and Selection, Chapter 2, p.24 
62 http://www.bc.edu/bc_org/rvp/pubaf/chronicle/v11/my23/waddock.html (February 23, 2007) 
Sandra Waddock, a Professor in the Carroll School of Management, is a senior research fellow 
at the Boston College Center for Corporate Citizenship and co-founder of the Leadership for 
Change Program. 
63 http://news.bbc.co.uk/2/hi/business/3102800.stm) (September 12, 2003)  
A total of 4,000 People aged 25 to 65 were questioned in England and Wales and Germany about 
their involvement in "shady", "unfair" or "downright illegal" activities.  
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One may ask a common and a simple question; what accounts for happiness? We 
understand that money is a key factor for survival, but does money earned through 
deception brings happiness? Or does true happiness comes along through money earned 
on the grounds of pure honesty? Based on the prior question, a response in the shape of 
question would be; is Andrew Fastow (Ex CFO) of Enron a happy man?; is Bernard 
Ebbers CEO of WorldCom, a happy man?; are those people happy who successfully shop 
lift everyday and do not get caught?; are those people happy that continue to work 
successfully pleasing their higher ups? 

Are these people really happy!? 

Or is it that people remark them as being happy on the grounds of the wealth they have. It 
is a point worth considering!  

3.1.3. The Impact 

As dishonesties get common at different levels evident from the previous discussion, one 
can clearly infer that it is due to the perversion of personal definitions of integrity and 
honesty purely for personal gains. The impact of the white-collar crimes has left the 
general public dissatisfied immensely. The elegant status of honor and trust that once 
abounded the corporate and public institutions is declining fast. Their trust in these 
institutions is becoming weaker and weaker. And why should not they be? Corporations 
have never tried hard to understand the true essence of real honesty and thus continuously 
fail to keep it intact. When corporations suffer a financial meltdown because of the few 
corrupt executives at the top, the public and employee confidence topples. The people 
most affected directly are the employees that are laid off simply because the company is 
unable to pay wages because of a financial hole in the company’s accounts. The lives of 
the majority of common employees are disrupted as a result of the greed of a few at the 
top. According to Stephanie Armour, author of “Employees' new motto: Trust no one” in 
USA TODAY writes that, dozens of companies – from Polaroid to IBM to Cisco Systems 
---- have canceled severance, halted health benefits, withdrawn job offers, changed 
pension plans or issued misleading audit reports.64 Consider a few more examples of 
companies where distrust skyrockets and why: 

o American Honda Motor Co., Inc violated the Clean Air Act by selling 
vehicles with disabled emission control diagnostic systems. Honda will spend 
$267 million for settlement of allegations including $12.6 million in civil 
penalties— the largest civil penalty in Clean Air Act history.65 

o Several employees of Coca-Cola Co. have accused the soft drink maker of 
repackaging nearly out-of-date soda cans and bottles and then reselling them 

                                                 

64 www.usatoday.com/educate/college/business/casestudies/20030227-corporatetrust.pdf -As seen 
in USA TODAY money section, Tuesday, February 5, 2002, p. 1B 
65 http://www.epa.gov/compliance/resources/cases/civil/caa/amerhonda.html (March 2nd, 2006) 
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at stores in minority neighborhoods in Dallas, USA.66 In 2000, The Atlanta-
based Coca-Cola Co. settled a race discrimination class action for $192.5 
million.67 

o In India, Coke and Pepsi face pesticide allegations. Seven of India's 28 states 
have since imposed partial or complete bans on Coke, Pepsi, Sprite and other 
drinks from the companies. More than 10,000 schools have banned the 
beverages. Protests on a larger scale would be held in November for five days 
to blockade the companies 90 plants in India. They have named the campaign 
"Coke, Pepsi, Quit India".68 A study covering 25 different manufacturing 
plants over 12 Indian states found dangerous levels of pesticides in all samples 
of the Coca Cola and Pepsi products. The traces of pesticides (lindane, 
chlorpyrifos, and heptachlor) are 27 times higher than standards outlined by 
the Bureau of Indian Standards (BIS), known to cause cancer, neurological 
problems, and other health disorders. Coca cola has a long history of 
misconduct and was named as one of the "Worst Corporations of 2004" by 
Multinational Monitor.69  

o The clothing firm, Levi Strauss is being sued by two former employees for 
allegations that they were sacked for refusing to cover up fraudulent 
accounting practices at the jeans maker. It also claims the jeans maker 
maintained a tax haven in Brazil where it invested $100,000 in order to claim 
$149m in tax rebates.70 This topic of tax rebate is described in more detail 
under “Political Hypocrisy”. 

o In 2000, U.S. Information Agency and Voice of America settled a sex 
discrimination class action for $508 million. In November of the same year, 
Microsoft settled a pair of class actions for $97 million brought by 12,000 
temporary workers who claimed they were denied benefits in an employee 
stock purchase plan. In addition, Microsoft was ordered to pay $2.3 million to 
a single employee for lost salary and stock options in a disability 
discrimination case.71  

And the list continues 

All of these world famous companies have committed so many crimes and they keep on 
repeating them as a habit, still no one gets to stop them. Do you know why? Because 
every element of the entire corrupt system is inter linked. It is not just the corporate 
leaders that are corrupt but also the people in the governing system—how they confuse 

                                                 

66 http://www.cbsnews.com/stories/2002/05/21/national/main509636.shtml (May 21, 2002) 
67 http://worcester.indymedia.org/news/2006/09/4136.php (Monday, Sep. 18, 2006) 
68 http://www.indiaresource.org/news/2006/2045.html (August 30, 2006) 
69 http://worcester.indymedia.org/news/2006/09/4136.php (Monday, Sep. 18, 2006) 
70 http://news.bbc.co.uk/2/hi/business/2952795.stm (Wednesday, 16 April, 2003) 
71 http://worcester.indymedia.org/news/2006/09/4136.php (Monday, Sep. 18, 2006) 
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the public and manipulate the system for their gluttony, is discussed in detail under 
Political Hypocrisy. Even though companies pay hefty fines, it does not seem to bother 
them an inch. They use their dirty money to clean their dirty business as conveniently as 
they wash off dirt and grease with soap and water. Coca Cola seems to be fine; FedEx 
seems to fine; Microsoft seems to be fine; in fact every other company facing allegations 
seems to be doing just fine.  

The element of twisted honesty has not only wrecked havoc in companies in the 
America’s, Africa and Asia, but it has also embossed its insignia in the Nordic countries 
that has for a long time prided their corporate culture as flawless. According to the article 
Scandal Heads North72, authored by Charles P. Wallace, states some facts how public 
perceptions are damaged on the grounds of corrupt corporate leaders, especially when the 
public perceives them as societal icons. Here are the facts.  

Sweden: In 1999, a Swedish weekly business magazine chose Petersson of 
Skandia (the largest insurance company in the Nordic area) as the best CEO in 
Sweden. With two other, the three executives are accused of spending nearly $1 
million of company money renovating luxury apartments passing the charge on as 
repairs to the corporate headquarters. Petersson is also being investigated for 
taking $42 million in bonus payments that allegedly weren't authorized by the 
board of directors. Similarly in another instance; in the beginning of 2006, some 
of the 421 store managers at Systembolaget, Sweden’s state-owned liquor store 
monopoly are accused of receiving bribes from liquor wholesalers for the 
promotion of certain products. According to a Swedish researcher (SIFO), the 
public confidence of Swedes in big business has fallen from 60% in 1995 to just 
28% in 2006. 

Norway: In September 2006, three top executives resigned from Norway's state 
oil company “Statoil” for their alleged part in arranging a $15 million "consulting 
contract" that police fear was used to bribe Iranian officials.  

All these grievances that the general public faces or has faced in the form of shattered 
confidence, emotional distress, job uncertainty and, corporate leaders facing personal and 
family humiliation etc. are due to reasons non other than the greed of a common thief. 
And as a matter of fact, “greed” props up due to the extensive variations in the meanings 
of integrity and honesty that people have derived, applied and convinced the masses 
through the print and electronic media. If 6 billion population of the world make up their 
own definitions of integrity and honesty and apply them in their daily lives, it is not a 
matter of intellectual judgment required to postulate that there would be chaos. However, 
on the contrary, if all of them believe on a single definition of honesty that is naturally 
embedded within human soul, consensus, peace and harmony are bound to prevail. It is 
important to get back to the basics. When said that charity begins at home, it implies that 
what one practices at home is what gets practiced outside the home.  

                                                 

72http://www.time.com/time/magazine/article/0,9171,901040301-593482,00.html  
(Tuesday, May 08, 2007) 
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3.2. Courage 

Courage is the next most important trait to character. A person could be dead honest in 
his day-to-day activities but without the presence of courage, the trait of character is 
unlikely to shine. It is essential that there be a strong bond between the two. 
Symbolically, they are the two sides of the same coin. Character discards the wrong from 
the right, and once that’s done, courage enables the person to stay put. With out the 
proper adequacy of courage, the lone character trait (honesty) could be extremely 
vulnerable. Every facet of ‘honesty’ (character trait) listed above could only be adhered 
with the presence of courage. Courage acts as a backup for the proper functioning of 
character. The bits and pieces of “character” such as; piety, righteousness, modesty, good 
conduct, observing the various rights, tolerance, humility etc., could only be efficiently 
handled with the presence of courage, without which the survival of nobility is not 
possible. “It is courage that nurtures and permits a man to be patient with the patient, 
gentle with the gentle and tough with the tough. It is courage that patients a man to stay 
put in the raging storms of distress. It is courage that sustains a man to be brave; to stand 
up and fight for what is right. It is courage that enables a man to understand there is no 
shame in tears and to beware of too much sweetness. It is courage that teaches a man to 
have strong self-belief. It is courage that aids a man to understand that it is far more 
honorable to fail than to succeed through deception.”73 It is this magic of courage that 
enables a man to understand the value of life and the dire necessity of truthfulness. It is 
courage that keeps a man struggling in the darkest of times, which in-turn furnishes hope 
and correspondingly keeps us alive implanting the seed of wisdom. It is all courage that 
is responsible! (See the diagram below)  

                                                 

73 http://www.ncte-in.org/contrib/abraham.htm (March 14, 2007) 
Excerpt from the letter written by Abraham Lincoln to the Headmaster of a school where his son 
was studying. It contains an advice, which is still relevant today for executives, workers, teachers, 
parents and students. 
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Diagram #4 - Bhaur - Mulač Model of Transformation 

 

3.3. Vision 

“Some men see things as they are and ask 'why?’ I dare to dream of things that never 
were and ask 'why not?’“ (George Bernard Shaw.)74 

On November 16, 2006 (Thursday), young entrepreneurs presented their cases at the 
Uminova Conference here in Umeå. Students from USBE attended the conference that 
provided an intellectual opportunity on different entrepreneurial business scenarios at 
different levels, and we wish to take an opportunity to explain vision in this background.  

With diverse backgrounds in terms of their academic qualifications and entrepreneurial 
activities they are involved in, each entrepreneur at the conference had a success story to 
tell about the phases (ups and downs) of their success path, the hope of getting to their 
vision which they dared to dream—(Daring to dream requires “courage”, which is 
explained above). Of course anyone can have a vision to pursue their desired goals, for 
instance, an employee who started off as sales rep, works with utmost commitment to 
reach the highest rank. However, in the scenario that we are referring to, “vision” is a 
reflection of the motive for the “entrepreneur” to build upon the path that would be profit 
generating.  

Additionally, Shane (2000) believes that entrepreneurial traits such as, risk taking, 
organizing, decision making to work on the opportunity sighted and presence of some 

                                                 

74 http://creatingminds.org/quotes/dreaming.htm (Syque 2002-2007) 
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form of innovation75, are crucial to get the dream or vision realized. Vision could be 
referred to as “new idea” and new idea could be referred to as “innovation”, the 
formulation of which is a resultant of the entrepreneurial attributes taken into 
consideration as mentioned above. However, harnessing the new idea is of crucial 
importance with out which the vision will be of no use. Harvard’s Theodore Levitt states; 
it is important to assume responsibility for converting words (“new idea” or “vision”) 
into action. The proof of their value is only in their implementation and until then, they 
are in limbo.76 Thus it is apparent from the above discussion that the realization of vision 
requires courage needed for judgmental decision making, risk taking etc. (entrepreneurial 
traits). 

It is understandable that success can certainly be reached through the negative personality 
trait (dishonesty), but only for short span of time. The examples of the white-collar 
crimes entail the short-lived success stories of people that are well educated and 
intelligent. People involved in such crimes unquestionably have a vision in their minds 
upon which deceptive plans are constructed to fulfill personal selfish desires. But what 
good is the vision of such a person when the individual eventually fails, as vision is long 
term and not short term.  

3.4. Hypocrisy 

It is important to understand what hypocrisy really means in a way that is simple and not 
overly complicated. The thesaurus meaning of hypocrisy includes words like; double 
standard, pretense, duplicity, insincerity and the antonym of hypocrisy is “sincerity”. 
These words are easy to comprehend that provides the breeding ground to pursue the 
goals in life. And we intend to keep it this simple, because there are no zigzags in order to 
be able to understand what it means. However, on the contrary if the term hypocrisy were 
treated with insincerity, the outcome would be negative and murky. But before we 
expand on this, it is imperative to recognize the various and basic manifestations of 
hypocrisy that could be related as follows:  

• Whenever he speaks, he tells a lie. 

• Whenever he promises, he always breaks it.  

• If you trust him, he proves to be dishonest.  

• Whenever he makes a covenant, he proves himself treacherous.  

• Whenever he quarrels, he behaves in a very imprudent, evil, insulting manner.  

                                                 

75 Scott Shane (2000), Introduction, In A General Theory Of Entrepreneurship, pp.6-8 
76 Thomas J. Peters and Robert H. Waterman (1982), Autonomy and Entrepreneurship in, In 
Search Of Excellence, Lessons from America’s Best-Run companies, Jr. Harper and Row 
Publishers, New York., p.206 
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Expanding on the question “what is hypocrisy?”, it is important to stay uncomplicated in 
order to grasp its dimensions. For instance, a valid question could be; “is it hypocrisy to 
support Bin Laden’s views or is it hypocrisy to support President Bush’s views?”, or “is it 
hypocrisy to fix major sporting events as it involves trillions of dollars and people earn 
their livelihoods from them”, or “is it hypocrisy to be a loyal servant of a tyrant ruler”, 
and so forth. Generically hypocrisy has a negative end. It does not reflect in any way, any 
good in it. Nils Brunsson in his article, Organized Hypocrisy77, has tried to convince 
readers that hypocrisy has its benefits. The author explains, “If we are to have high 
values, hypocrisy seems to be as unavoidable as is sin”. Simply put, this means that to 
achieve the high values one cannot do without the use of hypocrisy. And what are these 
high values, who defines them, and what are the limits? The author (Nils Brunsson) gives 
an example of how hypocrisy can be beneficial; “hypocrisy makes it possible for a 
company with a polluting production and product (a car producer, for instance) to 
establish environmental plans and to decide upon environmental goals. Without 
hypocrisy, it would admit that its operations were environmentally hazardous, that it 
planned to continue these operations, and it would have to defend them as being 
necessary and unavoidable”78. It is a weak justification the author is trying to give. It is 
an established fact that automobiles are contributors to environmental pollution; still the 
automobile industry keeps on expanding and manufacturing, fulfilling the needs of 
customers. Automobile fuel emission is a reality that the world knows about, so why 
according to the author is hypocrisy needed to “establish environmental plans and decide 
upon the goals”. Why the author is unable to solve the problem without the use of 
hypocrisy, is something to reckon!  

Research and development is continuously being carried out to curtail fuel emission, the 
reason being that automobile manufacturers realize the problem and in order to solve it, 
they strive and motivate others to search for new horizons. An example in this context is 
the Hybrid car of Toyota Corporation79. Toyota understands that cars have a negative 
impact on environment and therefore have consciously assumed the responsibility to find 
new ways towards the reduction of CO2 emission. Investing in this responsibility 
(corporate social responsibility), Toyota fascinates people to think from within. In the 
process of achieving this dream, Toyota established an Earth Charter in 1992 and in 1997 
it began the Eco-project campaign, a platform for an open dialogue on the topic 
“sustainable mobility”. Toyota is certain that its hybrid technology will be the core 
technology for helping solve the environmental and energy issues of the present and the 
future. Toyota is also planning to launch Flex-fuel vehicles next year (spring 2007) that 
run on 100% bio-ethanol. Toyota’s main idea is the preservation of the environment and 
that is being done through rigorous R & D for the development of internal combustion 
engines, utilizing biofuels and hybrid technology. For this reason, it is striving to use the 
natural fuel as sparingly as possible, achieve higher fuel efficiency and cleaner exhaust 
emissions through its commitment to environmental preservation. 

                                                 

77 Barbara Czarniawska & Guje Sevon, (2003), The Northern Lights—Organization theory in 
Scandinavia. Chapter 9, pp.201-222.  
78 Ibid. p.222. 
79 Engines of Change in TIME magazine, (November 20, 2006), Vol. 168, No.22, p.67. 
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It is quite clear that Toyota Corp has assumed and realized, a social responsibility and, 
commercially, a future potential. That is why they are investing in R&D to reach both 
goals. If it was sheer hypocrisy as referred by Nils Brunsson’s article; (Organized 
Hypocrisy, as mentioned above), why would Toyota have invested and developed plans 
to carry out the research. What Toyota is following is simply the concept of “continuous 
improvement” in order to stay competitive; otherwise it would be out the market sooner 
than later. Similarly, in the famous case of the Tylenols poisonings when several people 
died after someone added cyanide to random Tylenol capsules. The CEO of Johnson & 
Johnson held a video news conference in which he took moral responsibility for the 
poisonings, insisting that it was J&J’s job to have tamper-proof packaging. Millions of 
people who watched the clip on the news that night said to themselves, “It is not his fault, 
it was some madman.”80 The question to ask is, was the CEO of J&J using hypocrisy to 
solve the crisis? He took active / conscious responsibility to look after public safety first, 
and then the product. The CEO called off the product, pioneered a safety device and 
introduced the product back to the market. Johnson & Johnson took a $100 million 
charge against earnings81, $50 million in product recall and $50 million in rebuilding 
consumer confidence. 

3.4.1. Political Hypocrisy 

From the leadership standpoint, the elimination of hypocrisy with respect to the business 
and political arena could result in a complete utopia. Leaders need to provide for the 
welfare of the led remembering that humanity stands before honor. Thus in the corporate 
world, active participation towards the elimination of hypocrisy, a likely scenario would 
be to provide for the basic needs of employees and customers adjusting accordingly in 
times of change. Where as, in the political arena the scenario should be to provide for the 
basic needs and general welfare for all its inhabitants via economic and moral stability.  

a) An American Case 

There is a saying in times of economic crisis that “leaders are the reflection of the 
population”, implying that if there exists corruption, nepotism, hypocrisy, etc. within the 
political sphere, it is largely due to the reason that majority of the public (the common 
people) are dishonest in their daily lives. This proverb could be linked to the information 
given previously in the beginning of this thesis under the heading “practical information” 
about the white-collar crimes on a basic level in England and Wales, and Germany. On 
the contrary, if governments’ virtues are, such as, honesty, public welfare, trust etc., still 
the proverb could be used in the same manner. What we intend to highlight under 
political hypocrisy is a reference book which we came across during our research that 
explains quite well the phenomenon of hypocrisy on a governmental level. Thus one can 
comfortably hypothesize that if hypocrisy is active in the political arena, the attention-
grabbing debacles of corporate giants as that of Enron and WorldCom should not come as 
a surprise. Referring to what the book says, we intend to highlight the ways of hypocrisy 

                                                 

80 http://www.psandman.com/col/westwing.htm (July 14, 2001) 
81 http://www.jnj.com/contact_us/student/q03.htm (February 1, 2007) 



 

32  

that creates a blur of confusion and puts the society on hold making them hope that things 
would change for the better. However, unfortunately, dreamers never realize their dream. 

Greg LeRoy, author of the book, The Great American Jobs Scam—Corporate Tax 
Dodging and the Myth of job creation, confronts the people and organizations that are 
involved in the political game, soaked up in fattening their personal bank accounts on the 
grounds of empty promises to the American public at large. In America, the government 
on an average offers more than 30 different subsidies for economic development to the 
companies in order to create jobs. LeRoy stresses that many companies have failed to 
create or retain as many jobs as they said they would.82 It costs taxpayers $50 billion per 
annum to keep this system running. In the name of economic development, job creation, 
job retention, competition, development of new enterprise, etc., these vast sums of money 
are being looted from the general public (taxpayers), living off the misery of people. This 
scandal is seldom discussed in politics because most politicians participate in it, both 
Republicans and Democrats, conservatives as well as liberals (William Greider, national 
affairs correspondent for The Nation Magazine).83  

These scandals, LeRoy refers to as tax scandals, jobs scandals, corporate scandals and 
political scandals. These money incentives provided by states and cities to companies for 
the creation of jobs have rather achieved the opposite, that is, most companies have laid 
off their staff once the grant is made, or created extremely low paying jobs. LeRoy points 
out that, “Connecticut spends aggressively on job creation, but a 2002 study of almost 
1200 subsidized companies found that 41% of them had actually lost jobs. The average 
subsidy that these companies get for each new job creation is $367,910”.84 The 
politicians during the election campaigns build the much needed public support for 
winning the election, pocketing as many votes as they can, promising the public on 
providing all those things that no other leader has given them, for instance, providing 
jobs, lower taxes, better health care, quality education for all, impartiality etc. Once the 
politicians come into power, they provide subsidies to the big companies of the corporate 
world to create jobs. These companies take advantage of the situation and the taxpayers’ 
money that runs into billions of dollars gets fiddled around for personal gains on both 
ends (politicians and the big shots of the corporate world).  

For instance LeRoy points out; “announced in late 2004, for Dell to create 1500 jobs and 
invest at least $100 to $115 million within the next five years, Dell was promised state 
subsidies estimated at $242 to $262 million for a new computer assembly plant and 
distribution center—the biggest subsidy package in Tarheel State history. Other subsidies 
for Dell included; a tax credit of $15 for every computer or peripheral unit the factory 
produced in 2006, a tax credit of $6.25 for each such product produced from 2007 to 
2019, training grants, infrastructure aid and a grant that will rebate 3/4th of the personal 
income taxes paid by Dells employees back to the company for the first 12 years. In 

                                                 

82 Greg LeRoy (2005), Money for Nothing, in The Great American Jobs Scam, p.1 
83 Greg Leroy (2005), Foreword in The Great American Jobs Scam, p.X 
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announcing the North Carolina subsidies, Governor Easley’s aides said that Dell would 
locate in the three-county Piedmont Triad but did not specify a site, saying the company 
would also seek local subsidies. This started a bidding war among the three counties, and 
Dell got an additional sum of $37.2 million in subsidies. Using its high profile, Dell got 
big subsidy commitments estimated at $429 million between 1999 and 2004. In 
Nashville, it got a multiple subsidy package that included property tax abatement for 40 
years (according to Leroy, he says, is the longest tax holiday I have ever encountered). A 
Dell warehouse in West Chester, Ohio, got a subsidy that 20 other companies were 
denied”.85  

So, the bigger the names of the company the better are the chances of winning the game, 
consequently the subsidy package keeps on piling! LeRoy describes that cities, counties 
and states compete head-on for job creation / retention, and virtually a public sale is 
augmented by corporations to instigate the highest bid in order to keep the companies 
from shifting to a different location as this would mean loss of jobs from a particular 
area. The fact that company executives have already decided where to locate, the threat 
of shifting to a different location is nothing more than a front elevation exploited 
intelligently, juggling public officials (Mayors / Governors) to bid up the price that would 
be paid by taxpayers. Also, the location element is not disclosed for the sole reason to 
maximize the amount of subsidies by intentionally creating a dogfight between cities and 
states that would want companies to move to their neighborhood86; the feelings of the 
general public are twisted for personal gains using them, that is, putting their futures on 
line through willfully taking their money and keeping them calm by giving them a 
glimmer of hope. The motivation however, is purely piggish.  

Referring to it as bribery and job blackmail in general, LeRoy tags New York City as the 
job blackmail capital of the United States. New York Stock Exchange (NYSE) made the 
threat of relocating to Jersey City and in order to retain 1500 jobs at NYSE, Mayor 
Rudolph Giuliani’s announced a subsidy package of $940 million. Additionally the deal 
also demanded a huge trading floor of 600,000 square feet that required bulldozing three 
to four buildings on its block, and in due course the subsidies estimated at $1.1 billion. 
Even though the deal got terminated, still the damage was done as buildings were 
acquired and tenants driven out.87  On pages 38-41 of the book, LeRoy provides statistics 
of “New York City retention subsidies” given to different companies from 1988 to 2001. 
To mention a few of the companies that received subsidies are:  

NBC:    

• Package #1 (1988) $72 million 
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• Package #2 (1996) $7.0 million 

CBS: 

• Package #1 (1993) $49.3 million 

• Package #2 (1999) $10.0 million 

New York Times: 

• Package #1 (1993) $28.7 million 

• Package #2 (2001) $18.7 million 

News America: 

• Package #1 (1996) $20.7 million 

• Package #2 (1998) $24.4 million (News America / New York Post) 

New York Mercantile Exchange:  (1994) $183.9 million  

Prudential Securities:  (1995) $122.9 million 

Merrill Lynch:  (1997) $28.6 million 

Reuters:  (1998) $26 million 

(Source: The Great American Jobs Scam by Greg LeRoy, 2005, p38-41) 

All these fairly common, but well-known names have grab hold of innocent taxpayers’ 
money by threatening to change their site location. In this game of dogfight, the strongest 
candidate wins and takes home the free bucks for no losses to bear—a prize too sweet to 
leave untended.  

LeRoy exposes the broad spectrum of Political Hypocrisy in practice in America, where 
the rich gets richer and the poor gets poorer. For instance, in Texas, the poor pays 11.4% 
in taxes while the affluent class pays 3.2%; in Washington State, families making an 
average of just $9,600 in 2002 paid a massive tax (state and local) of 17.6% where as 
families in the top 1% income bracket paid just 3.1%.88 In another instance the author 
describes the phenomenon of sprawls.  

LeRoy further points out that, subsidies are given to the slumps and companies move to 
those areas for the sake of getting the subsidy. He argues that by providing such 
inducements, it creates a chain reaction to a host of other problems. As companies move 
farther and farther, the employees working at these companies are left with no option 
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than to become reliant on automobiles to commute back and forth from the new work 
location. And its not just the work location that’s spread out, it is more or less everything 
associated with human life—thus traveling longer distances by going outside their 
communities for basic shopping (household items, grocery’s etc.), leisure activities, 
visiting friends and relatives etc.  

As a result of subsidizing sprawl, LeRoy lists the problems created out of the well-
thought enticing formula in the name of economic development. In the course of 
spreading out, he argues that there are more number of cars on the streets, and thus traffic 
jams are becoming more common, additional noise and air pollution. “According to the 
federal Bureau of Transportation Statistics, vehicle use in America doubled from one to 
just over two trillion miles per year between 1970 and 1990, and had climbed further to 
over 2.8 trillion miles by 2002”.89 As a consequence of the roadways congestions, 
precious time is lost. According to a study, in Los Angeles, drivers lose an average of 93 
hours per year; drivers in Atlanta lose 60 hours, in Dallas the time wasted on roads due to 
congestion has increased from 13 hours in 1982 to 61 hours in 2002, that is, more than 
fourfold. As a result of highway congestion, in 2004, the American economy expended 
$63 billion in lost productivity and wasted fuel.90 Whatever is being done for the so 
called economic prosperity, LeRoy entails the grim realities associated with occurrences 
of the events and the explosion of problems it brings to the communities. As a result of 
the shift, LeRoy argues that in the older areas, people are laid off and ripped of the 
advantage of tax base, leaving no money left to invest in the infrastructures of cities—
work becomes more scant for the unemployed and health care, schools, buildings, bridges 
etc. are poorly maintained. These densely populated cities where people need help are left 
unattended with services declining constantly.91  

He also points out that due to increased vehicle dependency due to the sprawls, it 
virtually ends the possibility of people to get involved in physical activity especially 
walking or cycling. As a consequence of this, cases of hypertension and obesity are 
increasing at an alarming rate. Almost 63% of Americans are overweight and practically 
one in three is now classified as obese.92 The development of sprawling land, LeRoy 
emphasizes that suburbs have to struggle to invest a great deal of money for new schools, 
and also affects the natural ecosystem of the green vast land and resources it harnesses.  

On a daily basis America loses 3,000 acres of productive farmland to sprawl and, 
between 1982 and 1997; urbanized land increased by 47% compared to the American 

                                                 

89 http://docs.nrdc.org/cities/cit_06080901A.pdf (The Runaway American Dream 
The Case for Smart Growth in America) by F. Kaid Benfield, October 2005,p.7 
90 http://docs.nrdc.org/cities/cit_06080901A.pdf (The Runaway American Dream 
The Case for Smart Growth in America) by F. Kaid Benfield, October 2005, pp.9-10 
91Greg LeRoy (2005), Subsidizing Sprawl, Subsidizing Wal-Mart, in The Great American Jobs 
Scam by pp.128-130 
92 http://docs.nrdc.org/cities/cit_06080901A.pdf (The Runaway American Dream 
The Case for Smart Growth in America) by F. Kaid Benfield, October 2005, p.16 
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population growth by a minor of 17%.93 Besides worsening human life, sprawls are also 
responsible for disturbing the ecosystem that simply thrives on the condition of not being 
disturbed. In the US, 27 ecosystem types have declined by an alarming 98%, with over 
500 species of plants and animals becoming extinct since the European settlement of 
North America.94 And the list continues. What seemed to be a single scandal in the 
beginning has multiplied and mutated into different forms of evils, affecting communities 
and the natural environment. 

LeRoy explains in his book “The Great American Jobs Scam”, the initiation of hypocrisy 
sprouts from simple greed, however, its application serves the purpose of the 
masterminds of the plot benefiting for themselves and their friends in the corporate and 
political arena with billions of dollars of innocent taxpayers’ money without any 
accountability. The scenarios provided by the author are in perfect congruence with our 
research report. The disclosure of his book has been quite a revealing experience, 
knowing the dimensions of the “big game”.  

 

b) A Pakistani Case 

In continuation with the discussion on “Political Hypocrisy”, when ever hypocrisy in the 
system is made to exist, communities wherever they are around the globe would remain 
deprived, irrespective of being a developed country or an under developed one. We have 
seen how LeRoy plainly explains the tale of public larceny in America—the most 
influential country of the world. Still with this swagger, that is being most influential, it is 
unable to keep the communities and the natural environment from being traumatized and 
destroyed. In Pakistan, the education system is faced with a similar fate. 

In 2005 a survey was conducted by Transparency International that assessed the levels of 
corruption in different sectors and institutions. According to this report, on a scale of 1 to 
5 with 1 being not at all corrupt and 5 being extremely corrupt institutions, the education 
system of Pakistan was rated 3.95 The report also found that the cost of petty corruption 
at the lowest level was estimated at Rs 45 billion (approx $743 million). In reference to 
the context, another finding was that bribery or palm greasing has become so entrenched 
in the system that in all the 10 sectors listed in the report, the person or officer openly 
makes the demand without feeling the need of a middle man.  

                                                 

93 Greg LeRoy (2005), Subsidizing Sprawl, Subsidizing Wal-Mart, in The Great American Jobs 
Scam, pp.130-131 
94 http://docs.nrdc.org/cities/cit_06080901A.pdf (The Runaway American Dream 
The Case for Smart Growth in America) by F. Kaid Benfield, October 2005, p.18 
95www.transparency.org/.../version/1/file/2006-08-
11_TIPakistan_national_corruption_perception_survey_2006.pdf (11 March 2007) 
Transparency International Pakistan issued a press release providing information about 
corruption Perceptions in Pakistan in different sectors. (Friday 11 August 2006) 
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A good education system permits the economy of a nation or community to succeed and 
compete in an environment that is constantly changing. A quality education system 
makes it relatively easier for employers to get interested and at the same time educating 
people in developing smart skills making the region more competitive. It is a series of 
events (see diagram # 5), however, the starting point remains good education otherwise 
jobs will be lost and given to other better-qualified candidates. A perfect fit for this 
example is the triple helix model where education institutions, the government and 
businesses join forces to excel. According to the article96, towards the conscious effort of 
establishing Kista (Stockholm, SE) as a high tech cluster in the early 1980’s, the low 
qualified residential immigrants of Kista were not equipped to handle jobs in the telecom 
industry. Thus at the time existing companies such as IBM and Ericsson craved for high 
educated people, and demanded to bring the university to the region, and soon the Royal 
Institute of Technology (KTH) located three of their departments namely: 
Teleinformatics, Microelectronics and Data Systems. Soon with its advent attracted other 
IT companies such as, Nokia, Apple, Microsoft etc. This spurred a chain reaction where 
creative activities and innovation began to take place in the form of new ventures and 
startups.  

                                                 

96 Kista—A high Tech Region in Sweden in Resources and Inter-organizational Relations in 
Different Milieus by Marlene Johansson, Maria Bengtsson, Jessica Eriksson, USBE 2003, pp.1-2 
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Diagram # 5 

 

However the education system in Pakistan is far from being good. The different 
governments of Pakistan that frequently come and go have never given priority to the 
education system of the country. The total budget for education for 2002-2003 was 1.7% 
of the GDP and the share for private education was 0.6% of GDP (Economic Survey 
2002-03).97 With Nigeria in the lead, Pakistan has the 2nd highest number of out-of-
school children in the world at 6.5 million, and 80% of these children have never 
attended school.98 There is no doubt that the dark stains of the public education system in 
Pakistan is due to the overall corrupt system; incompetent / unprofessional staff, 
insufficient infrastructure which is crumbling due to lack of maintenance money, lack of 
authentic question papers—leakages, teacher absenteeism, outdated syllabus, practically 

                                                 

97 Dawood Shah (June 2003), Decentralization in the Education System of Pakistan: Policies and 
Strategies, Academy of Educational Planning and Management, Ministry of Education, 
Government of Pakistan, Islamabad, p.30 
98 http://portal.unesco.org/education/en/ev.php-
url_id=52306&url_do=do_printpage&url_section=201.html (2006 - UNESCO). Also published 
at http://www.dawn.com (2007-01-30) 
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non existent research, class and exam schedules are frequently disrupted due to the havoc 
created through the conflicts between the political parties, lack of accountability, low 
salaries, poor library database, misallocation / misappropriation of the available 
resources, undeserved appraisals, lack of teachers enthusiasm and interest in their 
profession etc. All these pillars of hypocrisy are well supported and guarded by 
preferential treatment, superfluous negative attitudes, which adds insult to injury. 

The private sector has not done much with respect to fulfilling the need of providing 
education to the masses. A top quality institution such as LUMS (Lahore University of 
Management Sciences, Lahore) or the Aga Khan University in Karachi, offer high quality 
education, but due to the high tuition fee, only the elite class (a small percentage of the 
entire population) is able to afford such luxury. The private education sector in Pakistan 
is an extremely thriving business. There has been a mushroom growth of numerous 
private institutions on the mere whims of accessible strong investment simply to multiply 
profits. For instance, in Lahore, there have been a mushroom growth of numerous 
business schools that offer degree programs in MBA, EMBA, BBA, MCS (Master of 
Computer Sciences) and BCS engineering, law, IT, fashion design etc. So the more the 
number of courses and degrees an institution offers, the more is the likelihood of 
attracting a good number of students and that means minting money. Most of the 
mushroom institutions have rented the facilities and do not even have a purpose built 
campus. Furthermore, American and British university education is considered by 
Pakistani’s to be the leading in the world, which in fact is true. The mushroom 
institutions claim to have gotten affiliations from both American and British Universities 
and award degrees in their names. Those that are true in their claim, the education quality 
they provide fails to cross the transatlantic ocean. These institutions use shameless 
marketing gimmicks to recruit as many students as possible to increase revenues, for 
instance;  

• Giving heavy discounts of up to 75% in tuition fee only to the female population, 
thus where the girls would go boys are likely to follow paying the tuition fee in 
full. 

• The institutions bring to the fore their foreign qualified staff and use them as 
defense mechanism assuring the audience about the quality education. When 
these institutes advertise for admissions, it contains the complete list of their 
permanent and visiting faculty staff names and their foreign qualifications. 

• Most of the entry level examinations conducted are merely an eyewash, where the 
results are most of the time not disclosed to the applicants (students). 

• During student recruitment, emphasis is given to their family background to 
somehow determine the financial status reaffirming the fact that they would be 
able to comfortably pay the tuition fee and not creating the problems of bad debt 
accounts. 

As a result of this, innocent Pakistani’s fall victim to these traps by losing tens of 
thousands of rupees (Pakistani currency) in annual tuition fee as the return on 
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investments is virtually negligible. Where the leaders of these institutions begin to assess 
the quality of education in terms of the number of students in the class and the size of the 
car park, it is certain that graduates would not be able to find jobs as they would not be 
equipped with the visible skill (knowledge, presentation skills, etc.).  

Linking it with the American Case, innocent students are ripped off their money by 
people that show them the dream of a beautiful life by manipulating their basic need, 
which is the right to quality education. They still do not get the product in finished shape, 
what they get is a flawed one, even though their customers (students) are paying for it, 
willfully. This is exactly what LeRoy referred to as creating jobs in the name of economic 
development and looting the taxpayers’ openly.  

In both the cases (American and Pakistani), hypocrisy on a Political level contaminates 
the system enticing a chain reaction of events that declines the morale of the society, 
traumatizes the inhabitants with constant gruesome worries of how to fulfill their basic 
needs, crime rates increase, health hazards increase and environments gets polluted and 
destroyed, etc.  

3.4.2. Hypocrisy Crowned 

As we referred to twisted definitions of words previously, and the shame and scams they 
bring to personal lives, we also mentioned Nils Brunsson’s way of defining the term 
hypocrisy. Brunsson, the author of “Organized Hypocrisy” believes strongly that 
hypocrisy initiates in solving issues that might not be solved otherwise. On page 206, he 
argues that hypocrisy gains a functional meaning implying that it provides a solution 
forcefully in a single direction to several problems amidst a number of opponents. There 
is still lack of implementation, but no implementation problem, he says, as it opens up the 
path of talk and decision, making all parties involved somewhat satisfied.99 Thus 
hypocrisy according to Brunsson, allows progress of a process preventing it from 
stagnating. From this notion, we believe it clearly creates a back exit door in order to be 
able to do things compulsorily in order to stay and look good within the community. 
After all, what would it take to satisfy the people involved in a decision making process 
having different opinions, is a question full of insight? 

As people work to earn mainly money and status to satisfy the self esteem factor, 
employees would hate to fall in the pit of continuous job shifts due to issue disagreements 
with employers and colleagues but would rather prefer to climb the ladder of success 
successfully. Nils Brunsson has actually created a blue print as a positive initiation for the 
intrinsic culture of bribery and corruption. The author (Brunsson) hypothesizes, that 
strong dissatisfaction would be more common in a world without hypocrisy and proposes 
that hypocrisy is a solution for those who want to promote happiness and social 

                                                 

99 Barbara Czarniawska & Guje Sevon (2003), The Northern Lights—Organization theory in 
Scandinavia, Chapter 9, p.206 
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stability.100  Endowing “hypocrisy” as a norm would eventually lead in the destruction of 
real honesty leaving no sphere of life pure and truthful.  

“A study conducted by Fadahunsi and Rosa (2002) found that the lack of rule of law and 
property rights in Nigeria led entrepreneurs to engage in bribery in order to facilitate their 
entrepreneurial ventures and making it a legitimate part of business activity. In another 
study by Johnson et al (2002b) found that during the transition from communism, 
Russian and Polish entrepreneurs explained that bribery was necessary to start a 
business.”101  

From Brunsson’s point of view, he writes “hypocrisy makes it easier to maintain the 
legitimacy of organizations, even when they are subjected to conflicting demands” (p206, 
The Northern Lights Czarniawska and Sevon 2003). In order to keep the business cycles 
moving in Nigeria, Russia and Poland where bribery is the business norm, without which 
they cannot legitimize and justify generating profits, refers to the article of Nils Brunsson 
(Organized Hypocrisy); however he does not specifically mention about the eruption of 
bribery out of hypocrisy but rather revolves around talk, decision and action. For 
hypocrisy to work, Brunsson suggests that people must believe what organizations say 
and the decisions they make.102 Brunsson suggests that believing in the decisions of 
organizations without questioning the motive for their actions would make companies 
successful, is a point of contradiction in the era of corporate scandals. Having blind faith 
in organizations is a major reason for the financial setbacks that companies face—
suggesting that the system of “checks and balance” is not transparent and strong enough. 
Thus the few interconnected people with deceptive intentions benefit over the interests 
and confidence of the stakeholders and the general public. 

3.5. Lessons Learnt 

We have summarized the essential elements of character, which are courage, vision and 
honesty. More and more often, these three elements are being recognized and 
acknowledged to have significant influence on the character quality. 

At the same time, all of them are interlinked to such an extent, that even a slight 
imbalance in either of them may soon cause a major shift in the person’s character. That 
is in many cases inevitably leading to the birth of hypocrisy, which changes the person’s 
perception of what is wrong and right and what is appropriate and what is unacceptable. 
In the previous part, we have offered enough evidence demonstrating the extent to which 
hypocritical behavior influences directly and indirectly the lives of many people, often 
leaving irreparable scars in their minds and pockets.  

                                                 

100 Barbara Czarniawska & Guje Sevon (2003), The Northern Lights—Organization theory in 
Scandinavia Chapter 9, p.207 
101 Scott Shane (2000), The Environmental Context Of Entrepreneurship In A General Theory Of 
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Natural question to follow would be asking ourselves for the means to stop this adverse 
phenomena from polluting our daily lives. What could be done right from the beginning 
(the hiring process) in order to expel hypocrisy from our society? What are the indicators 
of a dishonest behavior and can they be easily identified? In the following part, we will 
try to address these questions. 
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4. HYPOCRISY IN THE REAL WORLD PRACTICE 

4.1. Choosing The Right Employees 

In today's economy, it is widely accepted that the performance of any organization, and 
also the key differentiator between organizations, is the capability of the workforce. 
Employing individuals for jobs to which they are well suited, the purpose of which they 
understand and in which they are managed and motivated to give their best, is key to 
corporate success. The case for psychometric assessment as an aid to making this match 
is well established. Psychometric tests, when carefully selected for their relevance to the 
context and when used rigorously and properly, are a dependable and effective business 
tool. They have the capacity to enhance the quality of decisions about people. 

What are often known as 'softer' factors are increasingly seen as important in success - for 
instance, how well you understand and get on with people; your ability to lead; how far 
you follow rules or come up with your own unique solutions; your ability to cope with 
stress. Testing is as much about these as about being a 'know-it-all'. 

As service orientation grows, the old saying 'people are our most important resource' 
becomes more relevant. They are also an organization’s biggest cost and single most 
complex aspect of organizational success and failure.  

So, what are the basics of testing? What do psychometric tests measure and what are they 
used for? 

4.2. Usual Recruitment Tools - Psychometrics 

Psychometrics is the generally used term to describe a group of tools that include both 
Personality Questionnaires and Cognitive Ability Tests. A Personality Questionnaire is 
used to determine one’s preferred work style and Cognitive Ability Tests are used to 
determine one’s actual aptitude to do the job in a wide range of possible areas e.g. 
numerical, verbal, spatial, diagrammatical to name a few. Although many tests exist in 
the market place, it is important to ensure that the test that one can choose has high 
reliability and validity, as well as having large cross sectional norm group data. High 
reliability means that the test measures what it purports to measure and high predictive 
validity means that the test can be used to make informed predictions about performance. 
Norm group data is gathered when the test has been developed initially and can be 
gathered on an ongoing basis after this also. Norm groups could be for example school 
leavers or white-collar workers. When scoring a test, the administrator will place the 
candidate in question beside the nearest norm group and compare the score. In this way it 
can be established where the candidate's performance lays vis-á-vis their peers.103 Here 
lays the strength of the psychometric testing, in many occasions; the ability to compare 
the qualities of more tested samples in a consistent manner is essential. 
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Psychometrics is best used in conjunction with other assessment and selection tools such 
as interviews. Administration of psychometrics usually also includes a feedback 
interview which, particularly in the case of personality questionnaires can act as 
supplementary source of information on the candidate.  

4.3. Recruitment and Selection 

Diagram # 6 

 

Many organizations now use psychometric testing routinely in their recruitment process 
especially at a senior level. It forces an examination and sound understanding of the 
competencies inherent in the role in question and links the candidates’ competencies with 
those required by the role. It aims at arriving at a sound selection decision and identifies 
development areas for the successful candidate (see diagram above). Ideally, if tests are 
used at selection stage, employers can immediately be aware of potential areas where an 
employee might not be an exact match for the job (both in terms of their abilities and 
their personality parameters), and can make informed decisions as to whether the 
employee should be selected and trained, or rejected.104 As referred to in diagram #6 and 
#7, the lengthier the process of selection, the more costly and cumbersome would be the 
entire recruitment and selection process. 
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Diagram # 7 – Entire Recruitment Process 

 

4.4.  Training and Development 

Companies who make the investment in psychometric testing for identifying 
development needs can reap the benefits. One company invested in personality testing for 
their management team of 12 and a host of development needs were identified that would 
never have arisen out of the straightforward appraisal process. Initially, the team was 
slightly threatened by the process but bought into it and was thrilled with the results. The 
process provided a forum for discussion and facilitated a personal development plan for 
each manager that was tailored to his or her particular needs.105  

4.5. Potential For Hypocrisy In Psychometrics 

Psychometrics is used in the workplace to help effectively match candidates and jobs - 
for the benefit of both parties. It should never be seen as a 'test', more a matching of 
required skills, attitudes and aptitudes.  

Studies show that practicing for Cognitive Ability Tests has no real impact on 
performance, and any personality test worth its salt will have an inbuilt 'Social 
Desirability' scale.106 This scale indicates if a candidate has been trying to 'fake good'. It 
is quite common in a competitive market place where there are fewer jobs than 
candidates, and is often indicative of a competitive candidate. A high score on this scale 
can however also be indicative of a miss-match, as the candidates are actively trying to 
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sell themselves too hard. The issue should be explored by the test administrator in more 
detail during the feedback interview, and a decision should be taken in conjunction with 
the other data gleaned. This may, indeed, be considered an instance of hypocrisy since it 
fulfills our definition of hypocritical behavior. 

4.5.1. Types of Questions 

Many people are unsure as to what type of questions they will be asked in a psychometric 
test. All psychometrics will give a sample question and answer to help users quickly 
understand the format being used. Tests are usually timed and personality tests can be 
either normative (rating scales) or ipsative (forced choice)107. 

What is critical in recruiting and developing a successful leader is a real understanding of 
the context in which they will fit; what do they need to achieve and in what way? 
Without this understanding it is not even possible to identify the correct tests to use not 
mentioning trying to identify the right person. 

There are many occasions in a typical interview where hypocrisy may virtually twist the 
whole image of the interviewee in the eyes of the interviewer. For instance, many hiring 
managers choose from a standard list of predictable, opinion-based questions that favor 
the well-prepared candidate - questions like 'what are your strengths and weaknesses' or 
'where do you hope to be in five years?' Hundreds of websites list the most common 
questions that employers are likely to ask - and many provide the appropriate answers.108  

4.5.2. Getting Tricked by Surface Qualities 

Research has shown that the way a candidate looks has a tremendous impression on the 
interviewer. A John Hopkins University (USA) study showed that candidates, who were 
sharply dressed, smiled a lot, made eye contact and found something in common with the 
interviewer received higher ratings -- even on technical skills! 109 

4.5.3. The Halo Effect  

It may often be the case, that the recruiters let one factor outweigh everything else. 

“For example, maybe the candidate shares your alma mater or a common interest or 
perhaps she works for a competitor you respect. In our work with a large financial 
services firm, I met a sales director who hired investment advisors. While other directors 
often hired "rookies", he swore by his practice of wooing seasoned sales reps from 
competitors. He was shocked when an internal analysis showed that his region's revenue-
per-employee was actually one of the lowest in the country. As long as the candidate had 
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a large book of business I was blind to all their other faults" he commented, "I spent more 
time selling the opportunity than evaluating the candidate." 110  

4.5.4. Steering the candidate 

If you know the answer to the question you are asking, you will be inclined to fill in the 
blanks for candidates, especially if they have already made a strong first impression at the 
fifteen-second mark of your interview. As a result, we draw assumptions regarding the 
candidate's responses and paraphrase for them. For example, we may say things like 'you 
must have been bored with all that routine work' or 'so it sounds like you left to explore 
greater opportunities'.111 If you could keep your own viewpoints out of the question you'd 
get more candid, meaningful responses from candidates.  

4.5.5. Over-selling the job 

Selection guru and human resources consultant Dr. Kurt Einstein determined that one-
third of qualified candidates will leave the job within 90 days, based on a mismatch of 
job expectations. According to Dr. Einstein “he [the recruiter] tends to go into selling 
mode, overstating the opportunity and leaving out some of the less attractive elements of 
the job. One of my clients in the consulting business confided that they lost a candidate 
after three days on the job because no one told her that there was nowhere for her to sit. I 
asked why this was not discussed in the interview phase, since the company's growing 
pains might have been positioned in a positive way. The recruiter responded that the 
hiring manager suggested keeping quiet on it - he was aware that she was being courted 
by competitors and afraid that they would lose her.112 

Emotions influence to a great extent the development of relationships, which have 
already been established in the past as well as those that are just being formed. It is a 
common belief, that defining the concept of emotion is not an easy task. Brundin 
mentions that the concept of emotions is more complex than one might think at first.113 
There are numerous approaches as how to define emotions. Brundin, for instance, 
discuses these different views in her book ‘Emotions in Motion’. She talks about the 
philosopher Darwin who presented the aspect of emotions as “an involuntary means in 
order to adapt and survive.”114 Other researchers, like Fox and Calkins have the opinion 
that “emotions are a combination of cultural and biological aspects.”115 Yet another 
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similar view by Damasio defines emotions as “...complicated collections of chemical and 
neural responses…“116. 

For the purpose of our research, we adopt Brundin’s point of view, which defines 
emotions as follows: “Emotions are socially constructed and situational because they are 
dependent on relationships and social interaction… Emotions and their representation are 
salient in inter-personal communication and interaction…”117 

4.6. Emotional Intelligence (EI) 

Research has recently focused mainly on the phenomenon of the Emotional Intelligence 
as a counterpart to Cognitive Intelligence (measured by IQ). Emotional intelligence has 
its roots in the concept of "social intelligence", first identified by Thorndike (1920).118  

Emotional intelligence is defined as the awareness and ability of a person to use emotions 
as a guiding tool for interpersonal effectiveness in a healthy and productive manner 
within his or her social environment.119 The concept of EI was first used by Mayer & 
Salovey in 1990 and in 1995 popularized by Daniel Goleman.120 

The EI consists of five interrelated components (the first three of which are personal 
competences and the other two are social competences121). Self-awareness, self-
regulation, motivation, empathy and social skills are the cornerstones of Emotional 
Intelligence.122 

4.6.1. Self-awareness 

High self-awareness refers to having an accurate understanding of how one behaves, how 
other people perceive him/her, recognizing how one responds to others, being sensitive to 
one’s attitudes, feelings, emotions, intents and general communication style at any given 
moment and being able to accurately disclose this awareness to others. “If there is a 
cornerstone to emotional intelligence, on which most other emotional skills depend, it is a 
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sense of self-awareness, of being smart about what we feel. And self-awareness is 
perhaps the most crucial ability, because it allows us to exercise some self-control.” 123 

4.6.2. Self-regulation 

Self-regulation is defined as an “ability one develops in order to tolerate frustration and 
manage anger and to suspend judgment before taking action. It is a direct implication of 
the self-awareness, however, self-regulation takes a different direction - its main 
significance inheres in a competency to regulate decisively and deliberately one’s own 
reactions.”124 

4.6.3. Motivation 

Motivation is an essential leadership skill, which “relates to a passion for his/her work 
itself and achieving good results rather than a mere reaction on stimuli on the part of the 
organization such as money or status. Moreover, motivation addresses individual ability 
to pursue goals with persistence.” 125 

4.6.4. Empathy 

“Empathy forges emotional connections and underlies many interpersonal aptitudes such 
as teamwork, persuasion, and leadership.”126 “It addresses the ability of an individual to 
understand the emotional make up of other people and has the skill to treat people 
according to their emotional reactions.”127 

4.6.5. Social skills 

“Proficiency in developing and managing relationships and building networks, and the 
ability to find common ground and build rapport128 are central ideas corresponding to the 
notion of social skills. Hallmarks of social skills include effectiveness in leading change, 
persuasiveness, and expertise building and leading teams.”129 

                                                 

123 Johnson, p. R. Indvik, J., (1999), Organizational benefits of having emotionally intelligent 
managers and employees, p.84 
124 Ibid. p.95 
125 Ibid. p.97 
126 Kunnanatt, J. T. (2004), Emotional Intelligence: The New Science of Interpersonal 
Effectiveness, Human Resource Development Quarterly, p.492 
127Johnson, p. R. Indvik, J., (1999), Organizational benefits of having emotionally intelligent 
managers and employees, p.97 
128 Goleman, 1998 in Johnson, Indvik, 1999 
129 Miller, 1999, p.26 
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“In an emotionally intelligent person, the [five] competencies mentioned above, work 
together in union. Absence of one or more of these reduces the EI competence of the 
person and can cause damage to both personal and social functioning.”130 

4.6.6. Some Misconceptions about EI 131 

To sum up, we would like to highlight few of the rather frequent misconceptions 
concerning emotional intelligence. 

o First, emotional intelligence does not mean merely “being nice,” but rather, for 
example, bluntly confronting someone with an uncomfortable but consequential 
truth they have been avoiding. 

o Second, emotional intelligence does not mean giving free reign to feelings. 
Rather, it means managing feelings so that they are expressed appropriately and 
effectively, enabling people to work together smoothly toward their common 
goal. 

o Lastly, levels of emotional intelligence are not fixed genetically, nor do they 
develop in early childhood. Unlike IQ, which changes little after our teen years, 
emotional intelligence seems to be largely learned, and it continues to develop 
through life and learning from our experiences.  

4.6.7. Emotional intelligence and academic intelligence 

What academic and emotional intelligence have in common is that they both make use of 
declarative and procedural knowledge and that they apply this knowledge in a flexible 
manner.132 Declarative knowledge concerns understanding the nature of specific 
situations, whereas procedural knowledge refers to understanding what to do in specific 
situations. Flexible application of declarative and procedural knowledge means 
understanding what is going on in new and unknown situations and knowing what to do 
in such situations. An important difference between emotional intelligence and analytical 
intelligence lies in the use and application of knowledge. Analytical intelligence usually 
concerns problems for which one best solution is available.133 

In contrast, emotionally intelligent behavior concerns problems that can be interpreted in 
several different ways, for which no objective solution is available and whereby different 
responses may lead to the desired outcome. “Moreover, no absolute standards are 

                                                 

130 Kunnanatt, 2004, p.492 
131 Daniel Goleman (2000), Working With Emotional Intelligence, , p.67 
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available to evaluate emotional intelligence: what constitutes intelligent behavior is 
determined by the environment in which the behavior is exhibited.” 134 

Diagram # 8 The Emotional Competence Framework135 

Source: Daniel Goleman, Emotional Intelligence and Working with Emotional Intelligence. (October, 1999) 

 

 

                                                 

134 Karen Van der Zee (2000), The Relationship Of Emotional Intelligence With Academic 
Intelligence And The Big Five, European Journal of Personality, p.103 
135 Source: http://www.opm.gov/studies/transapp.pdf (May 27, 2007) 
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5. ANALYSIS AND DISCUSSION  

Based on the interviews conducted, personal experiences and “participant observation” 
all combined together, provided with insightful dimensions towards investigating the 
interview process (the gateway)—the occurrences that take place within the conscious / 
subconscious mind of the recruiter. We looked into the types of common mistakes that 
recruiters make as a result of a number of reasons. During the research process we also 
learnt that during recruitment, interviewers are keen on spotting any element of negative 
personality trait via reference checks and personality questionnaire. We observed the 
following: 

5.1. Observation 1 – “Previous Work Experience / Potential for Bias” 

In response to a question regarding previous work experience as a considerable factor for 
employment (Q4 of the questionnaire), we found two different perspectives the way 
employers related to recruitment in two countries namely Pakistan and Sweden.  

a) Pakistani Case 

One’s own experiences tend to fade away as the dust of time begins to settles in; still the 
word “experience” holds great importance to many recruiters and serves as a yardstick in 
the hiring process. In Pakistan, previous work experience is valued to the extent that 
without it the possibility of being refused for a job is substantially high. However, 
complete success depends also on competencies such as flexibility, cross cultural literacy, 
negotiation skill, decision making etc. that cannot be put in black and white on a CV. 
History has witnessed so many great personalities that passed by who did unique and 
unimaginable work, not on the basis of their work-experience but on the basis of their 
honesty and love for the work in their respective fields. For instance136, the Wright 
brothers who came up with the notion of an aircraft at a time when it was hard to believe 
how something as heavy as iron metal could fly. John Boyd Dunlop a veterinary surgeon 
by profession developed the first pneumatic tire - a field based on the principles of 
engineering. Marie Curie the only woman to have won Nobel Prize in two disciplines, 
“physics & chemistry”, was initially denied admission to a Polish university and the list 
goes on. This flair “to achieve” could be translated as a powerful force behind a positive 
attitude that incorporates deeply rooted interests and enthusiasm. It is not important what 
one (recruiter) perceives of the other (applicant) but rather to find the kind of activities 
that motivates people (applicants) at work. But what happens during a recruitment 
process is that important things are left out and decisions are sometimes made on 
irrelevant basis.  

Consider this: 

Recruiting for Pizza Hut (Lahore, Pakistan), a restaurant GM said, “we were once 
interviewing a candidate who had substantial knowledge to his credit, that is, he 
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answered all the important questions relatively well that took us by surprise because he 
had no work experience working in a fast food chain. The job candidate was so brilliant 
that I was promoted many times during the interview that he is the right guy for the job, 
the GM said”. The element worth noting in this case is that, the interviewing panel of 
three eventually rejected this candidate simply on the grounds of “lack of work 
experience in a related field”. They (recruiters) had their minds set pretty much on what 
they were looking for.  

b) Swedish case 

Due to the rapid advancements for instance in the fields of IT, transportation, 
communication, media, the world has become a global village, product life cycles are 
becoming shorter, occurrences of faster and efficient decision making, and consumers 
have more product information with a range of products to choose from as compared to 
10-20 years ago. These changes are clearly noticeable both in the developed and 
developing countries. As a result of all this, everything is subject to rapid change and job 
descriptions/responsibilities can change suddenly. In response to the same question (Q4 
of the questionnaire), a manager of a headhunting agency in Umeå said, “he would recruit 
people that have more adaptability and flexibility that would be able to survive the 
change successfully and not focus on the work experience too much as a decisive factor”. 
In response to another question (Q3 of questionnaire), his answer was “As a professional, 
you have to look beyond those signs of nervousness that may be present during the 
interview. Depending also on the position, generally, we usually give the person the 
benefit of doubt.” He explained this by giving an example; if a job applicant has a 
brilliant resume and we want to hire him, and if the job applicant becomes confused 
during the interview failing to answer in the right manner, we would by and large give 
him the ‘benefit of the doubt’ due to his/her superior qualification and still hire the 
candidate.  

In reference to the scenarios stated, Boyatzis argues that during a recruitment and 
selection process, recruiters tend to have a predefined mental picture of what a good 
manager should be like. This mental description exists some how within the subconscious 
or conscious mind and recruiters have a vague impression of this image that remains 
unexplored most of the time. Boyatzis claims that this image could be related to the 
recruiter’s own characteristics or previous successful recruits. The author points out that, 
without the realization, managers are being selected by comparing their ‘fit’ to the 
predefined mental image /model that the recruiters have developed in their minds even 
though this model may bear no relation to the personal characteristics required for the 
role.137 

                                                 

137 Robert Wood & Tim Payne (1998),Competencies: nothing new under the sun in Competency 
Based Recruitment and Selection, Chapter 2, p.24 
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5.2. Observation 2 – “One Word, Twisted Implication” 

Another pitfall to successful hiring is the plague of “reference”. In Pakistan, it is 
considered as one of the most important tools actively used by people involved in the 
hiring process. A reference in Pakistan is not the “reference check” (also known as 
referee report, letter of reference, and employers reference or testimonial138) that is 
popularly used by recruiters in American and European firms. A reference could be a 
written report or done verbally through the telephone. References are considered 
important as they conclude most of the time, the entire recruitment and selection process. 
Shackleton and Newell (1991) in a study found that 74% of British selectors use 
references139. In the western world, a reference for employment is the verification done 
by the employer in response to the questions answered by the job candidate. Thus if the 
job candidate says in an interview that he/she is extremely good in negotiations skills and 
crisis management, then the employer can verify this information from the interviewee’s 
previous employer and then proceed accordingly with either offering or declining the job 
to the applicant. In Pakistan, however, references are most of the time used to establish 
and discover applicant’s contacts with influential people. As a result, questions relating to 
job candidate’s blood relations are often tapped as to where they work and their 
backgrounds. So relatives and even friends for that matter employed in influential 
institutions like the income tax department, the customs department, the army, the police, 
banks etc., at prestigious levels, generally benefit job candidates greatly in terms of the 
probability of getting the job, and the recruiter consciously eclipse the qualifying factors 
fundamental for the job. 

5.3. Observation 3 – “Decisions Based On Ill Planning” 

This observation is quite interesting because it is based on telephonic interviews made to 
two organizations in Pakistan that gave us insight on how lack of planning in a 
recruitment process can result in an inefficient decision making. In this particular 
scenario we have two cases to explain that entails the element of hypocrisy within the 
subconscious / conscious mind of the recruiter. We have a third case to explain as well 
from an undisclosed source. It is important to mention here that people does not reveal 
this type of information to unfamiliar faces and what more would they reveal to strange 
voices. The three persons are personal contacts working in different organizations and the 
element of trust exists a great deal without which information of this sort is likely to 
remain hidden. We have learnt that our colleagues at Umeå University that are also 
writing their Master Thesis have mentioned the great difficulty in retrieving simple-
straight information through email and telephone to the extent that some of them have 
been confronted snobbishly by the organizations that the colleagues have tried to 
approach. To understand why we were successfully able to retrieve information could be 
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better understood using the concept of “communities of practice”140. Without the element 
of trust it would not have been possible.  

The first person we spoke to on the phone is a General Manager in USApparel in Lahore, 
Pakistan. We did not ask him any specific question directly from the questionnaire. 
Rather it was a combined one. What we asked him was to provide us with an example 
where the recruitment and selection has gone wrong for the mistakes that the recruiters 
have made. And he gave us the following: 

The CEO of a local star company along with the executive coordinator interviews a 
candidate for a position advertised through the newspaper. At the end of the interview the 
CEO satisfied, says to the job candidate, that I would like you to meet someone to 
finalize the matter. The job candidate leaves and within a day receives a call from the HR 
Manager who schedules an appointment to meet the candidate. The candidate meets the 
HR Manager at the prescribed time and informs the candidate about the job description 
and salary they are willing to pay. He then awaits the candidates reply. In between the 
discussion the candidate asks about the designation of the job and the HR Manager 
replies, "I can discuss that with the CEO". Upon hearing this, the candidate requested if 
he could as well discuss with the CEO to increase the salary and communicate it back. 
And he promptly said, "yes I will do that too". 

Eventually the candidate was not hired for the following. The reasons of the HR Manager 
were: “The candidate should be aware of his abilities & capabilities and his demand 
should be in line with his worth”; “Demanding more salary (a margin of 15%), I believe 
that the candidate is not going to stay with us for long. I don’t want to hire a person, who 
joins us for some interim period and looks for another job while serving here". 

The second telephonic interview was conducted in the same manner and the person is 
currently employed at UNAIDS country Office Pakistan. He told us the following: an HR 
manager of a multinational organization (foreign investment) situated in Lahore, Pakistan 
employed with a salary equivalent to SEK 40,000/month- plus perks and benefits 
(company car, stock options), is solely responsible for the hiring decisions within the 
company. He hires a peon for the office, the job description which encompasses cleaning 
the office, providing the office staff with tea, water, juice, and even bringing them food 
or other items from outside the premises. The peon or office boy is hired by the HR 
manager for SEK 700/- per month who works Mondays to Saturday for 8-12 hours on a 

                                                 

140 Communities of practice grow and thrive on the principle of mutual trust. Mutual engagement 
and the social learning systems that takes place at the meeting places such at lunch, playing golf 
etc, makes it easy to reveal valuable information based on the social contact as a result of the 
sense of belongingness which otherwise would not have been possible. “COP are build through 
mutual engagement. The members interact with one another, establishing norms and relationships 
of mutuality that reflect these interactions. To be competent, is to be able to engage with the 
community and be trusted as a partner in these interactions.” Source: Communities of practice 
and Social learning Systems, by Etienne Wenger in Organization Articles, vol 7(2):225-246 
copyright © 2000 SAGE, p.229. 
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daily basis. The office boy has no professional education and has a family to support in a 
situation where the prices of the basic necessities are sky high. This intensity of 
discrimination would certainly at some point in time intrigue the peon to indulge in some 
form of crime, for instance, taking items from office etc.  

The third telephone call (undisclosed source) revealed the following: 

After the job application deadlines are over, the process time that organizations take are 
often sluggish and extremely lengthy (see Diagram # 6). Applicants apply to various job 
openings but due to the lack of efficient response time, they often forget the post and 
company they have applied to. The British Council advertised job openings for its offices 
in different cities of Pakistan. The application form was designed to determine the 
applicant’s management and “people skills”. The application form was not the 
conventional type. To fill the form, one needed extremely good writing and analytical 
skills. Applicants were asked to mention their choice of city and consequently people 
applied. After almost 4 months, on an extremely hot (45 degrees Celsius) summer day in 
Lahore a candidate receives a call from the British council at about noon. At the other 
end of the line, a man speaks in the local language (Urdu) the translation of which would 
be, “I am calling from the British Council, the Lahore position you applied for has been 
filled. However, there is a vacancy in Faisalabad (another city). Are you interested?” The 
candidate trying to recall haphazardly for the position she had applied for and, when 
failing to do so, she replied, hmmm no, I am not interested! The person on the other end 
says “Okay, thank you.” 

Our Inference and Suggestion 

In the given scenario, both parties have made a mistake. The mistake of the job applicant 
is of a lesser degree, in fact could be considered as negligible, whereas, the person calling 
from the British Council has rather made a serene blunder. It is important to note that the 
mistake made by the caller is perhaps likely to be done subconsciously, not knowing that 
a mistake has been committed.  

Organizations need to reflect upon the following: 

• Telephonic conversations to the job applicants should be properly orchestrated. 

• Competent members of the staff should make such calls. OR more appropriately, such 
calls should be made by those who are directly involved in the recruitment process.  

• Staff members should realize that they are probably calling candidates after a great 
deal of time and It is quite possible that they (applicants) might be unavailable or 
busy in some activity at the time of the call. And as such their conversation with the 
applicant should be informational and thus should not carry out the procedure 
carelessly and hastily. 

• Staff members should give adequate time to the applicant for a proper response. It 
also comes as a responsibility to remind the applicant in case they have forgotten for 
what job they had applied for and when. And give the applicant the time to think in 
order to properly comprehend and respond accordingly. 
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• In order to avoid such oversights, organizations need to smoothen the response time 
to job applicants, and staff members should be properly trained to handle telephonic 
conversations productively and positively.  

• Giving applicants adequate time to comprehend may prove useful for organizations. 
In this case, the applicant could have been the right candidate for the job but due to 
insufficiency of professionalism, is now completely lost. 

5.4. Observation 4 – “Job Candidates Bad Debt Account” 

The lethargic economy of Pakistan has worsened the nightmares of educated young 
people tirelessly struggling to get a job. For people who have been unemployed for some 
time the chances of getting a job diminish further. Why? Because recruiters feel more 
comfortable hiring those who are already on job or those that have a recent work 
experience. For such candidates they are willing to pay luxuriously but on the contrary 
employing someone without a job would be the last thing on their minds. Of course the 
reason provided could be that those job applicants did not qualify for the job. Applicants 
previously not employed due to economic conditions are perceived by recruiters as 
losers. Recruiters do not admit this openly but somewhere in their minds it gets endured 
as a solid preconceived notion that gives them a reference point to base and justify their 
decisions on. The economic conditions of people are such that it compels them to take up 
jobs with the intention to support themselves and their families. Employers tend to 
exploit the situation by offering them the job at a low salary through continuously 
reflecting during the interview about the high unemployment rate. While on a job, 
applicants begin to live on the whims of the employer where they take full benefit of 
using them. People, having no option left to explore, take the job with the hope to prosper 
and dream for the good things in life. But to their dismay they are caught up in the 
choking economic unfairness that it offers to the people of the society. Thus people move 
from the slavery of economic depravity to the slavery of employment. They work extra to 
keep their bosses happy undermining their health and social life. The rich fat employer 
drinks the red blood of the people he employs in the form of red wine when he settles 
down for the evening. This observation is also linked to observation #9 and #10. 

5.5. Observation 5 – “Mere Formality With a Purpose” 

Companies that have run out of ideas and are interested in seeking new ones to stay 
competitive, fake out the intention of hiring by informing the labor market through the 
commonly practiced means of attracting a pool of applicants such as advertisements 
through the local press etc. Their main agenda is not to recruit at this point, rather to seek 
ideas from a selected group of applicants through the interview process. The entire 
procedure involved in recruiting staff appears as normal as any other company genuinely 
involved in the same process. Companies not having the strength of investing in their 
human resources, usually adopt such hypocritical strategy of conducting true interviews 
with a latent pretense. Such companies usually comprise of the “one man shows”, that are 
quite common in Pakistan (developing economy). One-man shows are entrepreneurs that 
have small investments for instance running a local call centre, marketing a range of 
products for different companies etc. These companies, some of them are quite successful 



 

58  

in their business operations and frequently expand when the need arises. It is difficult to 
tell whether or not mainstream organizations adopt such moves to get new ideas. This 
hypocritical idea paves the way for companies to get what they want without tying 
themselves to the obligation of hiring the candidate on a temporary or permanent basis 
for a legitimate salary and perks, pension plans, cost and time involved in training and 
development etc. Such entrepreneurs while recruiting for their companies or having 
someone else do the job, they are least concerned perhaps not even aware of the type of 
interview format they should follow. What they are looking for is getting precise 
information from the few selected job candidates. The introductory questions of the 
interview usually pertain to the job candidates, such as, “tell us briefly about your self”? 
From this warm opening question, recruiters without wasting much time ask questions 
specifically catering to the need of getting a fresh idea or ideas with regards to the 
business they are in. The interview questions are such that, common sense suggests that 
the answers cannot be formulated at that very instance as it requires a great deal of time 
for the generation of ideas, analysis, planning and most importantly the intellectual / 
professional ability etc. The following example is crucial in understanding the scenario.  

Questions such as, “We have a dental product coming up shortly for the local market, 
here is a prototype and these are the features the product can offer… what in your opinion 
will be the selling point of this product / what steps would you take to sell this product” 
etc. Now, in order to get the job, the candidates would try to come up with as many ideas 
as they can during the short interview period. Going on with this pattern for the entire 
recruitment process, at the end of the day, recruiter(s) would have gathered a semi-
structured list of ideas from all the candidates. The candidates go home happy thinking 
that they have made it, not knowing that their dream is unlikely to come true.  

5.6. Observation 6 – “YES, BOSS!” 

Companies / organizations / educational institutions brag about how BIG their groups 
are in terms of branch/regional offices, in terms of number of employees, in terms of 
number of student recruits, in terms of profitability, in terms of its overall success etc., 
rarely understanding the difference between the meaning of being BIG rather than being 
GREAT. 

In Pakistan, most star companies / organizations do not even have a proper HR 
department. And those that do often conduct interviews without the attendance of their 
HR personnel. They might be involved at some stage for some final touches, like for 
example, explaining the company policy, the job description, the salary package etc. 
Interviewers while interviewing the candidate for a job are least concerned about 
matching the job requirements with the qualities of the candidate. They are more 
concerned in forcefully making the candidate accept the job offer on a very low pay 
scale? One of the tools used to blackmail the candidate is the high unemployment rate. 
Recruiters are willing to let go of a candidate they have decided to hire for a few lousy 
dollars and most often candidates are not interviewed for the post they have applied for. 
Recruiters do not appreciate the candidate’s enthusiasm, courage, flexibility, candor or 
even humor sometimes etc. Most of the time it is mistaken for rude and arrogant 
behavior. Consider this: 
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During a recruitment process for jobs in call centre, the job candidate impressed the 
interviewers and they were more or less satisfied to hire him. But based on the applicants 
answer, they rejected him. One interviewer told the job applicant “Your neck tie isn’t 
straight”, and the candidate replied, “If I put it straight would you offer me the job?” The 
job candidate was rejected on these grounds. The recruiters gave the justification that we 
look for the right attitude and aptitude so that later on he or she does not become a 
problem child. Looking at this scenario, there are two possible evaluations that could be 
made.  

First, it is obvious that the job candidate is courageous enough to have replied in 
that fashion. This should have been taken forward by the interviewer to determine 
the candidate’s independence of mind & thought which could have led to 
unveiling the hidden traits such as “advocacy and negotiation skills”, an essential 
adeptness rarely found in times of economic crisis and a plus point for 
organizations. However, on this very occasion, the recruiter missed a crucial 
opportunity in determining the candidate’s qualities, qualities that are 
unmentioned in a résumé.  

Second, what really happened is not an enigma. At that point when the job 
candidate responded to the recruiter, he immediately felt personally insulted. 
Why? Because he was not hoping the candidate to answer with such gallant 
demeanor and therefore, denied the job. Perhaps the recruiter was looking for a 
“YES, BOSS!” and thus was unable to think “out of the box”. 

5.7. Observation 7 – “Mixed Feelings” 

There is a mixed feeling how recruiters rate “gut feeling” during the recruitment and 
selection process. The interviews we conducted in Umeå, Sweden, suggested that gut 
feeling is something that comes in handy. The person we interviewed at MANPOWER 
specifically outlined the sequence upon which the decision would be based. He 
mentioned the sequence as; education, work experience, references, and finally gut 
feeling. In response to question 10 (See Appendix 1) of the questionnaire that referred to 
the reliability of decisions made on gut feelings by recruiters during the first 5 to 15 
minutes of the interview, he answered the following: 

“I have heard this before; some people even say that it can take 30 seconds. I 
think that a professional recruiter does not make a decision so fast. Rather they 
give the candidate the benefit of doubt. Sometimes when I have been open-
minded, I am very unsure after the interview, but then the test (OPQ 32)141 gives 
me more confidence. So the interview does not always reflect the result. It is 
therefore important to go all the way.”  

                                                 

141 The OPQ 32 (Occupational Personality Questionnaire) as described by MANPOWER and 
HANDELSBANKEN who use it frequently during induction explain that it contains a series of 
questions (416 questions), which reveal information about the applicants’ Personality, values, 
ethics, beliefs. 
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Having said that; in response to another question (Q8 of the questionnaire), he revealed 
that gut feeling is an important factor that recruiters use, but did not admit it in the first 
instance when we asked him directly via question 10. To Question 8, he gave a real life 
example: 

“A friend of mine educated himself to be a pilot and when he applied for a job at 
the Scandinavian Airlines and they asked him “What do you want to do in 5 
years?” He said: Well, I do not know.” And they answered: “Well, thank you for 
your time but we are not going to ask for your services.” So the point is why 
spend 2 million [SEK] on educating somebody who is not sure if he/she is going 
to stay with the company for 5 years. 

Then there is the opposite – some may answer “Yes, I want to work for your 
company in 5 years and I want to be a captain.” – that might not be true but still 
you minimize the risk compared to the first person.” => GUT FEELING 

To question 7 of the questionnaire that referred to “white collar crimes”, he mentioned 
the importance of gut feeling while answering the question. He said the following: “It is 
one part gut feeling and one part experience and then the references together with test 
results. So I would consider them all equally important. Usually people talk about 
intuition. I believe in intuition in that regard that people can have intuition regarding 
something they have a big knowledge about. It is a mixture between gut feeling and 
experience.” Furthering the discussion we asked him a follow question, “Do you consider 
gut feeling to be a correct tool for making a sound decision”? And his response was:  

“You can never be 100% sure. It is about reducing risk. One part is what we find in the 
resume; another part is how well does that person fit to the organizational culture, which 
is hard to find out from a resume or a reference. It is important to find out what motivates 
people.” 

To the “gut feeling” question (10 of the questionnaire), The HR manager at 
Handelsbanken, responded as: “it has happened, but it is not always like that. I get a first 
impression but that rather often changes during the interview.” He continues and says, 
“Interviews usually tell much more than the applications if I meet the applicants even for 
a short time.” 

In response to Question 6 of the questionnaire, we received an email (refer to appendix 4) 
where the respondent mentions about “gut feeling”: subjective impressions and "gut 
feelings" are, of course, notoriously unreliable and often legally indefensible. 

Our inference from the different responses above is that recruiters use “gut feeling” 
naturally without them knowing that they are using it to evaluate the applicant. Even 
though they officially deny it and claim that they are aware of the dangers associated with 
letting one’s self get driven too much by gut feeling, they are still influenced by it. 
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5.8. Observation 8 – “The Mirror Mistake” 

Selection on merit often becomes tottery & frail if there develops a link between the 
recruiter and the job candidate. For example, the recruiter and job applicant might have 
their professional degrees from the same University. Answering question 9 of the 
questionnaire (Similarities between the recruiter and the job candidate such as coming 
from the same business school, does a scenario like this present a convenience point for 
the recruiter in taking the decision to offer the job?), the manager at MANPOWER 
replied the following:  

“It is a very classical mistake often made in a selection process, called the mirror 
mistake. I must say it is very easy to step into that kind of mistake because you would 
automatically like that person better if they had the hobbies or education. Therefore it is 
very important to look back and ask yourself what are the criteria for the job. However, 
to tell you the truth, if you have two people with the same education and experience, you 
would probably have an easier choice to choose the one you feel is closer to you 
actually.” 

To the same question (9 of the questionnaire), the HR Manager at Handelsbanken, Umeå, 
responded differently: “No I do not think so. I am generally not trying to hire people who 
are similar to our existing personnel. On the opposite—we seek diversity in our working 
groups.” His response could be related to observation 1 as it is obvious in this case that 
there is a possibility of biasness during the recruitment process as he does not prefer to 
hire people with the same set of credentials already working in the bank justifying his 
action/decision of doing so as diversity, thus limiting the scope of the potential applicant 
pool. 

5.9. Observation 9 – “The Ideal of the Big Four” 

The mischief of hypocrisy seems to be present in many situations around us. If we take a 
look at the way large companies, consulting firms for instance, behave towards their 
external stakeholders and compare it with the way they treat their own employees, often 
representing the core capital and their competitive advantage, there are not many reasons 
to keep us happy. 

What we mean by that is the fact, that hypocrisy is nowadays manifesting itself even in 
such companies, which are claiming to be honest, sincere and devoted to the public well-
being. To understand how the menacing cloud of hypocrisy spreads its veil, let us 
contribute with a few more real life examples of how dishonest behavior influences the 
perception of a large entity (such as a global consulting company) in the eyes of its own 
employees.  
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There are a few jokes circulating about some of the most prominent consulting houses, 
such as142: 

o Ernst & Young = Dead & Young 

o PriceWaterhouseCoopers = Prices are everything, no water, no house; 
cope with us, cause we don't care!!! 

o KPMG = Kill People More Gently  

o Deloitte & Touche = Delighted to kill our employees. Touché!!! 

What is this? – You may be wondering. Is it a joke? It is supposed to be, but in reality, it 
is has a rather bitter taste. 

Based on the evidence at hand143, we have had the opportunity to listen to several real life 
stories about daily operations in one unnamed consulting company in the CE region. One 
of the employees on a senior consultant position acquainted us with what he faced on a 
daily basis when working on a project abroad. “Excessive overtime, inadequate amount 
and duration of breaks during work, which - in conjunction with an explicit ban on taking 
a lunch break”144 - resulted in deterioration of his performance, not to mention the health 
risks associated with it. These are all daily bread of perhaps thousands of highly educated 
people who exert themselves for the benefit of their slavish employer. 

Strangely enough, the potential applicant for a consulting job at such a company has no 
chance of learning these things beforehand. Instead of finding out how his/her life would 
look like in two years from now, they might be excited about all those great benefits, 
such as having one’s own mobile phone, or car, receiving attractive monthly meal 
vouchers, etc. Here we have it – hypocrisy in its purest form. 

5.10. Observation 10 – “Lies Or Hypocrisy?” 

Unfortunately, the example we mentioned in observation 9 only represents a small bit of 
the whole issue, which will likely become a threat to all of us in the future if not dealt 
with.  

Raluca Stroescu was a hard working woman who worked many years on a consulting 
position at Ernst & Young. One day, she did not show up at work. The next day, her 
manager stopped by her flat to see what was wrong. She was found dead in her room. 
Cause of her death: exhaustion. “Stroescu dies after working overtime on successive 

                                                 

142 Undisclosed Senior Consultant at one of the largest consultancy firms in Europe  

143 E-mail correspondence and interview 

144 Undisclosed employee of a leading European consultancy firm 
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nights over an extended period. In the last 6 weeks, she lost about 6 kg. Her colleagues 
said that she only weighted 40 kg in her last days.”145 

When looked upon superficially, this horrifying story could be accounted to 
workoholism, for instance. But knowing what we have described in our first example, we 
have to accept the bitter truth, which is, that although she might have been working too 
much before she died, there had to be something in place, what made her behave that way 
– maybe a false belief, or hope which could actually never come true. Unfortunately, we 
will most probably never know the real cause of her death. 

One more alarming circumstance should be mentioned at this point. That is the fact, that 
except for one Romanian Internet server and newspapers, there was no sign of presence 
of this unfortunate event in English-speaking media for a rather long time. We wonder 
why! In our understanding, anything and everything what is not disclosed to the job 
applicant on purpose has to be considered either a lie or hypocrisy. There is a slight 
border between these two, which is often very blurred.  

5.11. Observation 11 – “Biasness Due To Consensus And Internal Rivalry” 

In observation 1, the applicant was denied the job because the answer to just one question 
was disliked by the recruiter who asked the question, even though one interviewer (GM 
restaurant) was more than convinced to hire the candidate.  

In a similar instance, in observation 6, the job candidate was also denied the job because 
his response to the question regarding the neck tie was disliked by the questioner, even 
though prior to this the panel was strongly considering offering him the job.  

In both cases we observe that there is a considerable level of biasness that prevails within 
the recruiters. In these cases, the biasness was due to the consensus between the 
recruiters, even though more than one (recruiter) was convinced to hire the candidate in 
perspective. But due to the disapproval by one panel member simply because he did not 
like the answer to the question, the rest of the panel group changed their decisions. 
Biasness also exists when there is internal rivalry between the recruiters. They tend to 
override the decisions of fellow panel members by using the power vested in them by the 
organization and select the candidate that they wish to hire and vice versa. According to 
Wood and Payne, “panels can be swayed and if they share the same bias(es) their 
decisions will converge very quickly”146 and if they do not share common interest, their 
decisions will diverge.  

                                                 

145 http://fulgerica.com (May 3, 2007) 
146 Robert Wood & Tim Payne (1998), Competency Based Recruitment and Selection, A Practical 
Guide, p.102 
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5.12. Observation 12 – “The Casual Style” 

In some instances, interviews automatically take up the shape of an informal dialogue 
where the topics of discussion may revolve around the personal interests of both the 
applicant and the interviewer. This usually happens either during the start or towards the 
end of the interview. When a supposedly formal discussion gets informal, the 
consequences in terms of recruiting the right person for the right the job, gets 
compromised. The impact of the illusion that informal talk creates, gives both the parties 
the strong impression of succeeding in their individual areas, that is, the recruiter thinks 
that he has hired the right person for the job and the applicant goes home happy thinking 
that he has got the job.  

Consider this: (Telephonic interview—undisclosed source) 

For the position of Assistant Manager Marketing for a company further diversifying its 
already successful sweet business in to the diary field, Nirala, an extremely popular 
brand is famous for its unmatched quality and taste throughout Pakistan. Just recently it 
has gone international with branches in the Middle East and Europe.  

As the job applicant enters the room ushered by the receptionist, he finds a man standing 
and having snacks. After greetings exchanged hands, the candidate is seated. Quickly the 
man rushes out to clean his hands and returns within a short while. Without introducing 
himself, he begins the interview by calling out the applicant’s surname inquiring its 
background as he found it to be an unusual one! These are some of the questions put forth 
by the interviewer; 

o Tell me about your previous work experience? 

o Do you have relevant work experience? 

o How would you manage the affairs with out it? 

o You don’t seem desperate for the job? 

o Since you are already with out a job, you should be keen in getting this job. 
Your attitude should be to get this job whatever it takes—“sir I need this job 
because I don’t have the money to fulfill my basic needs”. 

o Name one strength and one weakness you have?  

o What are your plans in life?  

o Where do you see yourself 20 years from now? 

5.13. Observation 13 – “Fear due to Incompetence” 

A whole new breed of recruiters, fearful and perhaps incompetent though, occupies key 
positions in various organizations employed on fat salaries and living a luxurious life. 
Living in a complete utopia nothing troubles them more than fear of incompetence that 
may lead to their own replacement. This is yet another major problem faced by 
competent job seekers. During an interview it so happens that the interviewing team 
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somehow begins to compare their own competencies and abilities with those of the job 
candidates. And if by chance they suspect that in times to come the job candidate might 
out perform their performances it gives them a perfect reason not to employ that person. 
In a follow up query to question 14 of the questionnaire (Have you ever encountered 
external pressures such as political influence trying to get in the way of the recruitment 
process?), the manager at MANPOWER responded with the following:  

“Sometimes, it is difficult. Sometimes, the person you do not really personally like 
(because of a personal chemistry, for instance) is the best for the job and then you should 
recommend that one. As a professional, you should always ask what is good for the 
company, what is good for candidate, what is good for this group, what is good for this 
culture, etc., and not my personal interest or feelings. So I have recommended several, 
which I would not work with myself.” 
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6. The Positives (Pre-Conclusion) 

The use of modern tools is helping recruiters’ to avoid any possible discrepancy that is 
more than likely to occur during a recruitment and selection process. In response to 
question 12 of the questionnaire (When there are a series of interviews to be conducted of 
a large group of potential candidates, how do you manage such a situation? In that you 
end up selecting the best candidate(s) for the job?), the person at MANPOWER said the 
following: 

“One thing is that we document everything during our interview in a computer so you do 
not forget what you were discussing with each applicant. I also have a technique that I do 
not start the interview exactly the same way, I have different angles so it does not feel I 
am doing the same thing all over. You also have to have respect for every person that 
comes and applies for a job. It should not matter if they come first in the morning or last 
in the afternoon.” In response to the follow up question; What exactly do you mean by 
using “different angles”? he responded as: “You can start in two different directions. For 
instance, if I ask you about your work experience, you could start from the newest to the 
oldest or vice versa. In that way, you start differently, but you still cover the same 
question. One important thing when you work as a recruiter is that you should not reveal 
what are the main criteria for the position. The reason is a little bit about the mirror 
mistake. If I say that I am looking for an adaptable and flexible person, then you would 
probably say that you are exactly that.” 

To the question he finally remarked: “A professional recruiter should ask, for instance, 
eight different skills out of which only two are only important for the position. That 
actually gives the best information. Usually people do not have 100% information about 
the job, if the organization is looking for a follower or a leader, etc. It is definitely not my 
goal to make the applicants feel bad or devastated. It would be terrible if I asked ‘what 
was the last mistake you have made in your job’ and then I say ‘oh, that is really bad! 
Then we cannot hire you.’ It is important to be neutral.” 

In response to question 7 of the questionnaire (Seeing the enormity of white-collar crimes 
these days, what methods do you administer in an interview process in order to seek the 
truth regarding any tendency towards mendaciousness? Is this a rising concern for the 
recruiting staff?), recruiters strongly realize the potential for employees to indulge in 
white collar crimes. They are well aware of the corporate scandals and include measures / 
methods during the recruitment and selection process that helps reducing the risk of 
malfeasance. To this question, the response of the HR manager of Handelsbanken was; 
“We always require a certificate from the police to show that the person has not been 
involved in a crime. If I get the impression during the interview that the applicants have 
for instance dangerous hobbies or dangerous interests, or that they seek extremes, then it 
might be a warning for me. If there is an attempt to steel anything from the bank that 
means an end of that relationship.”  

To the same question, the response of the person at MANPOWER was; “Part of the value 
comes forward in the OPQ 32, because after answering those 416 questions, there is a 
feedback interview where the applicant has to answer why they answered the way they 
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did. That is when we get the sense about the applicant’s values, be it social interaction, 
goal orientation, etc. There is also a part which shows how much the applicant values to 
honesty and to follow the codes of a job. But nothing is foolproof. Other than that we do 
not have any value test.” To this discussion, he also added that, “It is not easy to discover 
the dishonest part in the interview that is why we always check the references. We always 
ask about the past of the applicant(previous boss, colleagues, teachers) to spot any trace 
such as high level of debt. Some companies have this topic as a concern.”  

Both persons that we interviewed at MANPOWER AND HADELSBANKEN admitted 
the importance of the OPQ32 (Occupational Personality Questionnaire). Christian 
Skanderby of MANPOWER said that it is a world wide used personality test that is quite 
good for verifications purposes. Thus combining the interview, the references, the test 
and gut feeling provides verification to some degree. According to Greensfelder and 
Smith, they also validate that, “When combined with information obtained from work 
history, structured interviews, reference checks, and skill-specific evaluations, 
psychological tests can be a very valuable HR tool.”147 Skanderby of MANPOWER 
argues that it is quite hard to manipulate the results as the OPQ32 test has 416 questions 
and one would have to remember all the answers from the beginning. The good thing is 
that the questions of the OPQ32 test could also be rearranged.  

6.1. Appendix 4 and 5 

In a response via email to question 6 (How can we learn about character during 
employment interviews? What interview questions could I use to elicit information about 
an applicant’s character, courage and vision? How important are these traits to an 
organization?), the respondents appreciate the importance of character, courage and 
vision crucial for organizational success. They understand thoroughly that today 
organizations need to develop more instant tools to establish firm results during a 
recruitment and selection process. For more insight see to appendix 4 and 5. For appendix 
4, one of the respondents has published the e-mail they sent us, on their webpage. For 
reference, please see  

http://www.easiconsult.com/articles/gneumann-interviewquestions.html (2007) 

                                                 

147 http://www.easiconsult.com/articles/lgreensfelder-usingpsychtests.html (Spring 2004 eletter) 
Source: Linda B. Greensfelder, Ph.D., consultant and David E. Smith, Ph.D., President, EASI 
Consult LLC, St. Louis, Missouri. June 5, 2003 Publication Dear Workforce®, Online 
www.workforce.com 
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7. OVERALL CONCLUSION 

Misappropriation of official resources, for instance, using 
company car for personal use, exploitation of 
entertainment allowance; shoplifting items from work such 
as stationary items, electronic equipment, kitchen utensils 
and from groceries / departmental stores; Leaking 
company information for personal gains; Concealing 
information for personal gains. Organizational politics 
(Giving gifts for personal gains, false praising of boss all 
the time) Organizational Favors (a person may be hired 
with the anticipation that he will hire friends or use the 
services of their companies.) and the list continues. 

The philosophy of greed is the evidence of hypocrisy coming to the foreground, where as 
the whole wide world take oaths, swearing by God not to neglect their duty and be 
truthful in carrying them out, that he/she will spare no effort to achieve whatever they 
have promised to do. Consequently everyone is under oath: the head of state, 
commissioners, members of parliament, traders, businessmen, judges, lawyers, teachers, 
students, etc. And we see around us that the more the number of promises, the more are 
the lies.  

The spirit of “honesty” has become impotent amidst the dimensions of hypocrisy. 
Therefore white-collar crime blossoms by intelligently and jointly robbing off the 
corporate world at the expense of the interests of the stakeholders. Importantly, 
educational institutions world over have little to do with impressing educational guidance 
that leads to the definition of honesty. Great renowned institutions like Harvard, Oxford, 
Cambridge, UCLA, Yale, Stanford, MIT, etc. offer unique and unparalleled degree 
programs the stakes of which are highly valued in the job market but on the other hand 
have no relationship in teaching the individual the first lesson on honesty. It is rather 
important to question ourselves as to why academic institutions are now beginning to 
realize, develop and offer degree programs that specifically deal with imparting 
educational programs at the Master’s level with the foreground of corporate social 
responsibility!  

In context to all the scenarios, the research paper clarifies the terminologies used in great 
depth using established theories and developing own models and concepts to give a more 
precise input to the information of the reader. During the course of the study, we found an 
element of confusion created by authors to a few terms used in this paper creating a 
vague but a strong saleable image. The authors of this research study have explicitly 
clarified the concepts with adequate supply of practical evidence. From time to time, on a 
few occasions, we have included open ended questions to which the answers are left open 
to the reader for them to decide with their judgments based on the evidence given from 
the different notable theorists and the models presented by us that are encompassed in a 
dialogue in the entire research paper. As a result of the interviews conducted, we have 
provided real examples of the different levels of (enterprise) hypocrisy in a recruitment 
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and selection process in three different milieus namely Sweden, Czech Republic and 
Pakistan.  

From the findings of the study (Analysis and Discussion), we believe that there is an 
imminent threat created by the phenomenon of hypocrisy within the subject of 
investigation and beyond, which tends to get deeper and deeper. Our research has 
revealed that the presence of hypocrisy is valid and therefore devastates the socio-
economic structure of the society. Concerning the future research prospects from the 
emergence of our study, in our opinion, recruiters and psychologists should study and 
devise questions or tools through their intensive research, to determine traits of character, 
courage and vision during a recruitment process for the much needed elimination of the 
malevolence of hypocrisy, thus contributing towards the elimination of white collar 
crimes.  

We conclude the research study with the insightful observation of Christian Skanderby 
(Kontorschef) of MANPOWER, Umeå, who said the following:  

“You have to have respect for every person that comes and applies for 
a job. It should not matter if they come first in the morning for an 
interview or are the last ones to leave in the afternoon. Everyone who 
applies for a job deserves honest treatment. Companies should not 
view the job applicants as monsters who are trying to get inside the 
organization with bad intentions. On the other hand, recruiters should 
do whatever it takes to rule out any suspicion regarding the 
applicants’ tendency to mendaciousness. Mutual respect is a necessary 
precondition for a future win-win situation.” 
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9. APPENDICES 

9.1. Appendix 1 - Questionnaire 

1. What general selection criteria’s do you look for in a job candidate during an 
interview? 

2. In a hiring decision what attributes do you value the most and which ones the least?  

3. Have you ever experienced that job candidates become influenced by the recruiter’s 
behavior, such as, recruiter’s ability to supply adequate and accurate information, 
style of managing the interaction as well as the content148? In a scenario like this, how 
helpful is it in fulfilling the purpose of recruitment? 

4. Today, everything is subject to rapid change and job descriptions/responsibilities can 
change overnight. Do you agree with this statement? How important do you consider 
previous work experience as a considerable factor for employment and why? 

5. During the selection process, do you actively seek those attributes that are rarely 
mentioned on a resume such as flexibility or devotion? How do you identify those in 
an applicant?  

6. How can we learn about character during employment interviews? What interview 
questions could I use to elicit information about an applicant’s character, courage and 
vision? How important are these traits to an organization? 

7. Seeing the enormity of white-collar crimes these days, what methods do you 
administer in an interview process in order to seek the truth regarding any tendency 
towards mendaciousness? Is this a rising concern for the recruiting staff? 

8. Common interview questions such as ‘What are your strengths and weaknesses’, or 
‘Where do you see yourself in five years’ are frequently asked questions. What 
relevance do such questions bring to the interview? And supposedly if a job candidate 
fails to answer these questions appropriately to what extent does that affect the 
selection process? 

9. Similarities between the recruiter and the job candidate such as coming from the same 
business school, does a scenario like this present a convenience point for the recruiter 
in taking the decision to offer the job?  

10. Hiring decisions made on gut feelings or made during the first 5 to 15 minutes, how 
much reliable are they? Is this right or wrong? And is this practice a dominant feature 
of hiring professionals? 

                                                 

148 p.apadopoulou et al. (1996) in Human Resource Management by Torrington, Hall and Taylor, 
Sixth edition 2005, p.142 
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11. How do you measure ethical conceptions in a job candidate? 

12. When there are a series of interviews to be conducted of a large group of potential 
candidates, how do you manage such a situation? In that you end up selecting the best 
candidate(s) for the job.  

13. Internal pressures such as organizational politics, have you experienced such forces at 
work? and what do you say with reference to the recruitment process, that is, does 
this serve the rightful purpose? 

14. Have you ever encountered external pressures such as political influence trying to get 
in the way of the recruitment process? 
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9.2. Appendix 2 (Results) 

Interview #1 - MANPOWER –Transcript 

What general selection criteria’s do you look for in a job candidate during an 
interview? 

There are two different ways of recruiting new employees – hiring for MANPOWER and 
then sending the employees to the end customer, or external recruitment (MANPOWER 
delivers several potential candidates, then company itself hires the people). 

What are the basic selection criteria that you base your decision on when recruiting 
new employees? 

Some of the basic criteria are education, (it depends on the desired profile) experience; 
we also look at personal skills (those are different for almost every profile). Sometimes it 
is important to be outgoing and have an easy way to talk and meet very different people 
and sometimes it is more important to be good at strategy and mathematical thinking, 
special skills in software use or language knowledge… So it is a mixture between 
education experience different kinds of traits and the personal skills. Sometimes it is also 
about how you engage. 

During the selection process, do you actively seek those attributes that are rarely 
mentioned on a resume such as flexibility or devotion? How do you identify those in 
an applicant? 

Usually we have an interview, where we ask questions related to those attributes. E.g. 
flexibility can mean different things to different people, so when we ask “Are you 
flexible?” The answer is usually “Yes, I am flexible.” But then we also need to ask 
questions such as “What is your definition of flexibility?” or “When were you flexible the 
last time and what was the effect of it?” and also ““When were you not flexible the last 
time and what was the effect of that?” In addition, we ask the applicants to give us an 
example of when they have used that particular skill and in what way. 

Do you consider the answers to those questions to be a sufficient verification/proof? 
Could not that be a lie? 

Of course, we always take references from work. We usually ask the applicant’s previous 
boss, or colleague. That gives us a little more verification. Then we also work with a 
worldwide used personality test called OPQ 32, which is said to have a quite good 
verification. So when combined with the interview and reference usually gives us 
somewhat verification, not 100% of course. It is also quite hard to manipulate the results 
since the test has 416 questions and one would have to remember all the answers. The 
questions can also be re-arranged. 

How do you verify fresh graduates who do not have any previous reference? 

We usually first look at the grades and then try to obtain a reference from a teacher.  
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Seeing the enormity of white-collar crimes these days, what methods do you 
administer in an interview process in order to seek the truth regarding any tendency 
towards mendaciousness? 

It is one part gut feeling and one part experience and then the references together with 
test results. So I would consider them all equally important. Usually people talk about 
intuition. I believe in intuition in that regard that people can have intuition regarding 
something they have a big knowledge about. It is a mixture between gut feeling and 
experience. 

Do you consider gut feeling to be a correct tool for making a sound decision? 

You can never be 100% sure. It is about reducing risk. One part is what we find in the 
résumé; another part is how well does that person to the organizational culture, which is 
hard to find out from a resume or a reference. It is important to find out what motivates 
people. 

Common interview questions such as ‘What are your strengths and weaknesses’, or 
‘Where do you see yourself in five years’ are frequently asked questions. What 
relevance do such questions bring to the interview? And supposedly if a job 
candidate fails to answer these questions appropriately to what extent does that 
affect the selection process? 

The question in itself and the answer in itself are perhaps not that important. My analysis, 
which I do after the interview, is important. You have to consider if the answers are 
realistic. For instance, a friend of mine educated himself to be a pilot and when he 
applied for a job at the Scandinavian Airlines and they asked him “What do you want to 
do in 5 years?” He said: Well, I do not know.” And they answered: “Well, thank you for 
your time but we are not going to ask for your services.” So the point is why spend 2 
million on educating somebody who is not sure if he/she is going to stay with the 
company for 5 years. 

Then there is the opposite – some may answer “Yes, I want to work for your company in 
5 years and I want to be a captain.” – that might not be true but still you minimize the risk 
compared to the first person.  

Today, everything is subject to rapid change and job descriptions/responsibilities 
can change overnight. Do you agree with this statement? How important do you 
consider previous work experience as a considerable factor for employment and 
why? 

If your job can change over night, it is extremely important that those applicants have a 
large amount of adaptability. In my opinion, the importance of the applicant’s values and 
adaptability to the culture are actually more important than their skills. 

Is it possible that potential similarity between the recruiter and the job candidate, 
such as graduating from the same university, present a convenience point for the 
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recruiter in taking the decision to offer the job? How much can that influence the 
outcome of the interview? 

It is a very classical mistake often made in a selection process, called the mirror mistake. 
I must say it is very easy to step into that kind of mistake because you would 
automatically like that person better if they had the hobbies or education. Therefore it is 
very important to look back and ask yourself what are the criteria for the job. However, to 
tell you the truth, if you have two people with the same education and experience, you 
would probably have an easier choice to choose the one you feel is closer to you actually. 
It happened that applicants tried to use some information they looked up before the 
interview but I do not think it is positive to manipulate the interview that way. 

Seeing the enormity of white-collar crimes these days, what methods do you 
administer in an interview process in order to seek the truth regarding any tendency 
towards mendaciousness? Is this a rising concern for the recruiting staff? 

Usually those people that commit such crimes are rather intelligent. It is not easy to 
discover the dishonest part in the interview that is why we always check the references. 
We always ask about the past of the applicant to spot any trace such as high level of debt. 
Some companies have this topic as a concern.  

Have you ever experienced that job candidates become influenced by the recruiter’s 
behavior, such as, recruiter’s ability to supply adequate and accurate information, 
style of managing the interaction as well as the content149? In a scenario like this, 
how helpful is it in fulfilling the purpose of recruitment? 

As a professional, you have to look beyond those signs of nervousness that may be 
present during the interview. Depending also on the position, generally, we usually give 
the person the benefit of doubt. 

Seeing the enormity of white-collar crimes these days, what methods do you 
administer in an interview process in order to seek the truth regarding any tendency 
towards mendaciousness? 

Part of the value comes forward in the OPQ 32, because after answering those 416 
questions, there is a feedback interview where you have to answer as to why you 
answered the way you did. That is when we get the sense about the applicant’s values, be 
it social interaction, goal orientation, etc. There is also a part which shows how much the 
applicant values to honesty and to follow the codes of a job. But nothing is fool proof. 
Other than that we do not have any value test.  

But it does cover ethical aspects?      Yes, it does. 

                                                 

149 p.apadopoulou et al. (1996) in Human Resource Management by Torrington, Hall and Taylor, 
Sixth edition 2005, p.142 
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What is the background of the people that recruit for this firm? Who generally 
recruits for this firm? 

Usually they have an education in HR development and they have worked in some 
managerial position. Some have a background in military, sports etc. 

It is being said that some hiring decisions made on gut feelings or made during the 
first 5 to 15 minutes, how much reliable are they? 

I have heard this before; some people even say that it can take 30 seconds. I think that a 
professional recruiter does not make a decision so fast. Rather they give the candidate the 
benefit of doubt. Sometimes when I have been open-minded, I am very unsure after the 
interview but then the test gave me more confidence. So the interview does not always 
reflect the result. It is therefore important to go all the way. Especially if we talk about a 
situation when people are a bit nervous. 

Have you ever encountered external pressures such as political influence trying to 
get in the way of the recruitment process? 

Absolutely, we follow the directions we get from our customers and the government. So 
sometimes you do not choose the person that you would choose but what the 
organizations feels is best. So you have to see the big picture. 

Is that easy? 

Sometimes, it is difficult. Sometimes, the person you do not really personally like 
(because of a personal chemistry, for instance) is the best for the job and then you should 
recommend that one. As a professional, you should always ask what is good for the 
company, what is good for candidate, what is good for this group, what is good for this 
culture, etc., and not my personal interest or feelings. So I have recommended several, 
which I would not work with myself. 

Has there ever been a conflict between the hiring organization and the party where 
the instructions come from? 

Absolutely, that happened several times. In our world, the customer decides.  

How far do you keep on pressing? 

Not very far. We want the customers to make their own decision. Maybe they know 
something more about the organization what we do not. 

How do you fight to be the best hiring agency in your area? 

I would think we are one of the biggest ones, right now. We have sales people meeting 
our customers and customers to be. 
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Any instances where organization felt you chose a wrong person for them? 

Absolutely, that has happened. When you work with people, things can change. In 
personal life, which makes an effect on your job. Some people do want to move to 
Stockholm or Gothenburg. We have guarantees that if the customer is not 100% satisfied, 
we take the responsibility for that up to 6 months. If the person does not work we either 
pay back the fee or hire a new one for no charge. I once hired a person who after a week 
went to the manager and said he wanted to quit because of another job, so I had to find 
another one. 

When there are a series of interviews to be conducted of a large group of potential 
candidates, how do you manage such a situation? In that you end up selecting the 
best candidate(s) for the job. 

One thing is that we document everything during our interview in a computer so you do 
not forget what you were discussing with each applicant. I also have a technique that I do 
not start the interview exactly the same way, I have different angles so it does not feel I 
am doing the same thing all over. You also have to have respect for every person that 
comes and applies for a job. It should not matter if they come first in the morning or last 
in the afternoon. 

What exactly do you mean by using “different angles”? 

You can start in 2 different directions. For instance, if I ask you about your work 
experience, you could start from the newest to the oldest or vice versa. In that way, you 
start differently, but you still cover the same question. 

One important thing when you work as a recruiter is that you should not reveal what are 
the main criteria for the position. The reason is a little bit about the mirror mistake. If I 
say that I am looking for an adaptable and flexible person, then you would probably say 
that you are exactly that. 

A professional recruiter should ask for instance eight different skills out of which only 
two are only important for the position. That actually gives the best information. Usually 
people do not have 100% information about the job, if the organization is looking for a 
follower or a leader, etc. It is definitely not my goal to make the applicants feel bad or 
devastated. It would be terrible if I asked “what was the last mistake you have made in 
your job” and then I say “oh, that is really bad! Then we cannot hire you.” It is important 
to be neutral. 

How are recruiters concerned about improving methodologies that would focus on 
hidden skills, which are nowadays considered crucial for success? 

Recruiters are always looking at what are the factors that are going to make the person 
fulfill the position in the best way. We do not work on developing new methods, but 
companies such as SHL do that. 
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9.3. Appendix 3 (Results) 

Interview #2 HANDELSBANKEN -Transcript 

What general selection criteria’s do you look for in a job candidate during an 
interview? 

The first and most important thing we look at is that the applicant has the right 
personality to fit in the job. It is very important for us to feel that the customers will have 
trust in that person. We also look at how much drive the applicant has, his/her ambitions, 
because most of the branch managers are hired from within the company so it is 
important for us that our employees want to make a career in the bank. We also look at 
the education. Most of the people are young, right from the university with a Master 
Degree in economics or alike. 

How do you determine the applicant’s personality? 

Mainly from the interviews, we always do one or two. Sometimes we sometimes use 
personality tests. My colleague has a license to do these tests. These tests are used when 
we consider it is important. 

So you mostly rely on the interviews? 

Yes, and the references. When we hire a person straight from the school, interviews are 
the most important. We also employ first year to see if the applicant fits in that work. It is 
very common to get the first job in the bank in the summer. So when we hire new people, 
we already know a little about the applicants. 

During the selection process, do you actively seek those attributes that are rarely 
mentioned on a resume such as flexibility or devotion? How do you identify those in 
an applicant?  

Yes, especially devotion to work. We talk a lot about the culture and common values in 
the bank during the interview. It is very important for us to know that the person has the 
same kind of values. Handelsbanken is very decentralized and there is a big responsibility 
on everyone.  

Common interview questions such as ‘What are your strengths and weaknesses’, or 
‘Where do you see yourself in five years’ are frequently asked questions. What 
relevance do such questions bring to the interview? And supposedly if a job 
candidate fails to answer these questions appropriately to what extent does that 
affect the selection process? 

These are definitely not warm-up questions. I usually ask them after a while in the 
interview. I usually start by telling the applicant little about the bank and ask about their 
history and why they want to have that job. Then I keep asking questions based on what 
they answer. 
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Statistically, hiring decisions based on “gut feeling” or made during the first 5 to 15 
minutes. How reliable are they? Do interviewers in your company make up their 
mind about job candidates during those first few minutes of the interview? Is this 
right or wrong? And is this practice a dominant feature of hiring professionals? 

It has happened, but it is not always like that. I get a first impression but that rather often 
changes during the interview. The personality is very important, because we are working 
with people and we need to build on a strong trust. Interviews usually tell much more 
then the applications if I meet the applicants even for a short time. When I look at the 
applications it is more important how they express themselves than what they actually 
say. I am not looking for the top students; I am looking for those that can create trust to 
the clients. 

Seeing the enormity of white-collar crimes these days, what methods do you 
administer in an interview process in order to seek the truth regarding any tendency 
towards mendaciousness? Is this a rising concern for the recruiting staff? 

We always require a certificate from the police to show that the person has not been 
involved in a crime. If I get the impression during the interview that the applicants have 
for instance dangerous hobbies or dangerous interests, or that they seek extremes, then it 
might be a warning for me. If there is an attempt to steel anything from the bank, that 
means an end of that relationship. 

Is it possible that potential similarity between the recruiter and the job candidate, 
such as graduating from the same university, present a convenience point for the 
recruiter in taking the decision to offer the job? How much can that influence the 
outcome of the interview? 

No, I do not think so. I am generally not trying to hire people who are similar to our 
existing personnel. On the opposite – we seek diversity in our working groups. 

Often there is me, a member of the union and a branch manager and the applicant has to 
make all of us comfortable. It is important that those who apply have a little bit of 
competition and a drive. 

Do you ever outsource the hiring for your company? 

No, never. 

Don’t you trust them? 

I think we do it better. The other reason is that it costs a lot of money. 
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9.4. Appendix 4 (Results)  

1st Interview response via Email 

Q.6 How can we learn about character during employment interviews? What 
interview questions could I use to elicit information about an applicant’s 
character, courage and vision? How important are these traits to an 
organization? 

Answer of the respondent: 

Bravo! The phrasing of your question shows you know the importance of looking beyond 
the obvious when screening candidates for your organization. You pose an even more 
interesting challenge -- obtaining an accurate measure of personality traits without the aid 
of established tests. The personality traits you mention character, courage and vision are 
critical in any organization hoping to compete and last in its industry. Unfortunately, they 
are also difficult to measure. Depending on subjective impressions and "gut feelings" are, 
of course, notoriously unreliable and often legally indefensible. Poorly designed or 
inappropriate interview questions may do more harm than good. The challenge becomes 
designing good, structured interview questions that induce the applicant to provide you 
with examples of behavior demonstrating the presence or lack of these traits. Add to that, 
the difficulty in measuring the degree of character, courage or vision one brings to the 
job. Now the good news. Questions that explore specific examples of job-related past 
behavior provide the best predictors of future behavior. For example you might ask an 
applicant to describe a time when he or she was forced to bend company policy in order 
to meet an important objective or ask the applicant to tell you about a time when she or 
he was leading a group that did not perform well. What actions were taken to improve the 
group's performance; what could have been done differently? This type of structure in 
your interview can be very effective in offering insight into a candidate's typical behavior 
patterns. These patterns are indicators of the traits behind them. Your first task should be 
defining character, courage or vision. You can't measure it if you don't know what it 
looks like. If you can describe the behaviors one would expect to see from an employee 
with a high degree of character, you're on your way. These behaviors become the 
measuring sticks of your interviewers. Research conducted and reviewed by Michael 
Harris, Michael Campion, and others indicates that questions, which ask applicants what 
they would say and do in hypothetical situations, are also valid ways of assessing some 
psychological characteristics. This method allows the applicant to discuss intentions. 
Success with this method, however, is more dependent on the use of trained expert 
interviewers. We agree with Drs. Harris and Campion in endorsing the use of past 
behaviors as indicators of future success.  

Source: Gail Neumann, Ph.D., consultant and David E. Smith, Ph.D., president, EASI-
Consult LLC, St. Louis, Missouri (www.easiconsult.com). The information contained in 
this article is intended to provide useful information on the topic covered, but should not 
be construed as legal advice or a legal opinion. Also remember that state laws may differ 
from the federal law. 
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9.5. Appendix 5 (Results) 

2nd Interview response via Email 

Q.6 How can we learn about character during employment interviews? What 
interview questions could I use to elicit information about an applicant’s 
character, courage and vision? How important are these traits to an 
organization? 

Answer of the respondent: 

Your questions are quite deep, and without spending some time in constructing questions 
for you on these traits, the following may assist you. 

The traits you mention: character, courage and vision are quite broad concepts. I would 
say that in any organization, positive traits such as these would be important and, in fact, 
essential in terms of hiring people who will add value and drive an organization forward. 
These are core personality traits which require extensive probing during interview to 
elicit meaningful information upon which to make selection decisions. Without 
understanding the organization and the context in which a person would be employed, it 
is difficult to be prescriptive in terms of generic questions that will assess for these traits, 
i.e. what does “character” mean in an organizational context?  

Character may have different meanings in different organizations and for different 
people. What you need to do is to set out a list of behaviors that you think are present 
when someone demonstrates “character”. Once you have identified the behaviors you are 
seeking in the right person you can then develop questions that will reveal when that 
person has demonstrated such behaviors and hence has competencies that indicate they 
will most likely demonstrate that behavior in the future; thus they could be seen as a 
person of “character”. I would use a behavioral questioning approach i.e. asking the 
candidate to give examples from their past as to when they have demonstrated the 
behaviors you have identified as being “character”. 

In certain roles, character, courage and vision may have less significance to an 
individual’s ability to perform effectively, i.e. routine, process roles where adherence to a 
set of strict procedures is required. 

I hope this has been of assistance to you. 

Regards 

Bernadette Uzelac  
Managing Director  
People @ Work  
The Right Choice ~ Everytime!  

Tel. +61-3-52215599  
bernadette@peopleatwork.com.au ; http://www.peopleatwork.com.au  
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