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The phone rang. It was a candidate who was due to attend 
their first interview with a multi-national client. The call 
came exactly one hour after the scheduled interview time. I 
was delighted assuming they had called me to provide 
interview feedback. 
Instead, the clearly unimpressed voice on the end of the line 
filled me with dread, “it's been over an hour now that I've 
been waiting…what is going on?"
I had spent weeks encouraging this passive candidate to 
consider their career options and get them excited by the 
prospective employer.  By “passive” I refer to candidates 

Upcoming Event
Food Logistics Forum - Dubai, UAE
Food Logistics Forum, taking place on 17-18 
November 2013 at Dubai World Trade 
Centre, is the only knowledge sharing 
platform in the region that hosts regional 
industry buyers and decision makers from 
leading Supply Chain, F&B companies and 
Regulatory Authorities to address the 
specific logistics challenges and enormous 
opportunities in the food business. Food 
logistics is big business, and it’s going to get 
much, much bigger. This conference 
addresses challenges the food logistics 
industry will need to tackle in order to 
adapt and profit from the seismic shifts 
impacting supply and demand across the 
entire food value chain.
www.foodlogisticsforum.com

Logistics Executive 
Global News

Logistics Executive launches its 
International Training Academy
Logistics Executive Group in partnership 
with MILE Academy and the Chartered 
Institute of Logistics and Transport 
Singapore (CILTS) has launched it long 
awaiting training programs for the 
international market. With a mix of short 
and long-term courses including industry 
specific seminars, tier one accredited 
courses, and on-site customized training 
developed for Supply Chain and Logistics 
employers, the objective of Logistics 
Executive Training Academy is to provide 
Quality Training and Development for 
companies and organisations meeting an 
increasing need for qualified supply chain 
and logistics staff. To download our training 
programs see; 
www.logisticsexecutive.com
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Taking time to engage and increase the candi!
date’s interest in the company can only rein!
force the candidates interest in the job  writes 
Manju Vijayan, Regional Executive Search 
Consultant for Logistics Executive Group. 

HOW TO LOSE A CANDIDATE 
IN ONE DAY…
WHY CANDIDATE ENGAGEMENT IS 
IMPORTANT IN TODAY’S MARKET.
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http://www.logisticsexecutive.com/training_academy
http://www.logisticsexecutive.com/training_academy
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who are successful employed and therefore 
not immediately seeking new employment. 
I tried to call the client. I then tried the general 
office line and eventually discovered that the 
missing manager had been waylaid in a 
meeting and despite knowledge of the 
interview, no one had informed us of the 
delay. 
The candidate gave up and left the client’s 
premises without the interview taking and a 
promise that the meeting would be 
rescheduled. Time and frustration is one thing 
but the real damage in this case was the overall 
poor impression left with the candidate. 
With a sense of responsibility to my client’s 
reputation in a candidate driven market, I set 
about pointing out to the interviewer the 
importance of candidate engagement. I was 
assured that they took this seriously and that 
employer of choice behaviours were front and 
center of their actions.
Barely a week later, this was once again put to 
the test! 
Another candidate, another interview (this 
being the candidates second interview), and 
with my once again passive, headhunted 
candidate in a taxi on their way to the meeting, 
the HR Manager called, advising that the 
interview was cancelled as one of the interview 
panel had been detained in a meeting. 
Once again the lack of prior notice was 
problematic. The candidate who had taken 
time off from work to attend the interview was 
clearly upset and felt that the prospective 
employer had undervalued their time. 
The end result was that despite the excellent 
opportunities on offer with the role and 
company, the candidate chose to not pursue the 
role….and will no doubt share their negative 
experience with others.  Damage done and one 
valuable resource lost.  The hiring manager 
was very disappointed but there was nothing I 
could do.
With the advent of social media, industry 
networking groups and professional/personal 
blogs, the candidate market place is becoming 
smaller. It is a place where positive and 

negative words or reputations travel faster and 
candidate’s daily weigh up the virtues of each 
employer as they consider their next move.
With examples like the above, you can imagine 
the mere mention to potential candidate of an 
opportunity with a client who has this 
reputation results in a firm “no”.  Word of 
mouth is powerful and people are quick to 
share positive and negative experiences. 
I wonder how many hiring managers ask or 
consider things like: 
• How am I making candidates feel during the 

critical engagement process? 
• Will they describe the experience positively 

in the marketplace? 
After all it is not just the company embarking 
on the hiring process and for each person 
successfully selected for the job, there are those 
who will be unsuccessful for whom the 
experience will leave a lasting impression.
Candidates invest significant time, money and 
effort to meet up with prospective employers.  
First impressions are extremely crucial in 
determining the end result. 
There are many ways to consider candidate 
engagement. In one sense, engagement with 
potential employees happens every time you or 
your brand interacts with a person, whether in 
an employment context or not. The more 
positive the associations a person has, the more 
likely they’ll be to apply to your posting, and 
the more receptive they’re going to be to a 
recruitment call when it comes.  Engagement 
typically refers to the human-to-human 
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connection that happens at the front end of the 
hiring process.
The process of recruitment is unpredictable and 
this is often taxing for all parties involved. Mr 
Kim Winter, Global CEO for Logistics Executive 
Group, succinctly articulates the challenge of 
recruitment when he says "this is the only 
industry where the product, in this case the 
candidate, can say no". 
We can all do our best to identify, present and 
promote the ideal candidate for a job but in the 
end, it's the candidate who makes the final call 
about whether he or she will accept an offer 
from the client. Hence the importance of 
engaging the candidate from the very 
beginning of the process to an end conclusion. 
From a candidate perspective, they are 
assessing potential employers every time they 
interact.
The same applies to interviews, particularly the 
first round.  Clients all desire the same thing – 
they want the best talent to join their company 
ahead of their competitors. In a candidate 
driven market, the interview is as much about 
the candidate assess the company, its staff, the 
environment and the role as much as it is about 
the client assessing the candidate.  There is no 
one party that is more important in this chain of 
client, recruiter and candidate. 
Taking time to engage and increase the 
candidate’s interest in the company by 

outlining benefits, career prospects, culture and 
where the company is heading can only 
reinforce the candidates interest in the job ~ 
shifting the balance back to the hiring company 
and allowing them to proceed with the serious 
task of evaluating the candidate’s value.
So what can be done to improve you candidate 
engagement and to avoid the above pitfalls? 
Well the good news is there are plenty of things 
and most are very simple:
• Treat a candidate with courtesy and respect - 

If the candidate has applied to a job and 
shown interest, this does not mean they are 
somehow indebted to the organization and 
need to be treated dismissively – so ensure 
you take time to engage and continue to build 
on the candidates interest.

TRAINING AND STAFF PERFORMANCE
Logistics Executive in conjunction with partners is committed to providing the 
most relevant and cutting-edge Supply Chain, Logistics & Executive de-
velopment to your employees upgrading their future skills and helping to 
retrain your employees.
Our short and long-term courses include industry specific seminars, tier 
one accredited courses, and on-site customized training developed for 
Supply Chain and Logistics employers. 
The aim and objective of Logistics Executive Training Academy is to provide Quality Training and Devel-
opment for companies and organisations that meet their individual needs. We will provide training and 
assessment services that are relevant, flexible and of the highest quality.

More Information on Logistics Executive 
Academy Training and Development Programs
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Logistics Executive
www.logisticsexecutive.com

Australia
Sydney
Phone: +61 2 8262 9800

Melbourne
Phone: +61 3 9863 9488

Asia
Shanghai
Phone: +86 21 6427 6697

Singapore
Phone: +65 6692 9202

Hong Kong
Phone +852 3125 7654

India
Phone +91 22 4090 7053

Middle East
United Arab Emirates - Dubai
Phone: +971 4 361 6275

New Zealand
Wellington
Phone: +64 4 496 6730

For a copy of the 
2012"2013 Logistics 
Executive Global 

Employment Report 
email: 

darrylj@logisticsexecutive.com
or 

kimw@logisticsexecutive.com

• Develop an employer brand – 
one that communicates the 
corporate culture of the 
company. 

• Ensure all staff stay on-
message - Create and 
communicate the employer 
brand consistently. Business 
leaders, HR and all hiring 
managers ensure the right 
message resonates and 
reaches the right audience. 
Without some thought given 
to clearly define that message, 
it is difficult to reach out to 
talent and engage with those 
skilled professionals.

• Proudly protect your 
reputation - Treat every 
interaction as an opportunity 
to get your message out to the 
talent market. 

• Maintain a robust talent 
pipeline - Effective pipelines 
are composed of qualified 
candidates ready to work at a 
moment’s notice. 

• Strive for an ongoing 
dialogue with candidates - It 
is important to continually 
follow up with these 
candidates regarding their 

status and provide feedback. 
This is where most 
organisations fall short. 
Candidates appreciate 
knowing where they stand in 
the extended recruitment 
cycle. An ongoing dialogue 
also keeps an organisation’s 
employment brand fresh in a 
candidate’s mind. 

Human capital is the 
foundation of any company. 
Lack of engagement will only 
undermine your ability to 
attract talent, bring them 
onboard and in the long run 
may lead to high staff attrition.
Engagement is vital from start 
to finish, and if coordinated 
systematically and in an 
integrated way, your business 
will thrive. 

AUTHOR PROFILE: 
MANJU VIJAYAN                       
REGIONAL EXECUTIVE SEARCH CONSULTANT, 
LOGISTICS EXECUTIVE GROUP

With more than 7 years' experience in Executive Search and 
Talent Management, Manju has worked across South East Asia in 
the field of human resources, helping various multinational 
organizations find the right talent in the specialised sectors of of 
Supply Chain, Logistics, Manufacturing, Industrial and Information 
Technology. 

With a MBA in HR & Marketing and a Bachelors Degree in 
Business, she possesses strong regional experience working with 
clients and her network across the Asia Pacific region closely on 
engagements ranging from talent assessment to compensation and 
benef i t s .  Man ju can be contacted on emai l : 
ManjuV@LogisticsExecutive.com
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