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Techlnnovate Solutions

Ltd

Company Overview
Location: Birmingham, UK

Industry: Financial Technology
(FinTech)

Employees: 450+ staff members
Established: 2015

Customers: 2 million+ across the
UK

Business Transformation

Launching major initiative to
modernise infrastructure,
implement Al-driven analytics, and
enhance customer experience
platforms (Kotter, 1996; Prosci,
2024).

Recruitment Need: Project
Managers, Change Managers, and
Financial Analysts who align with
innovative culture (Armstrong,
2023; Dessler, 2024).
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Recruitment Process Overview

O] 02

Workforce Planning Job Analysis

Identify current and future staffing needs based on transformation Systematic examination of duties, responsibilities, and requirements
objectives (Armstrong, 2023; Dessler, 2024). (Armstrong, 2023; Dessler, 2024).
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Job Description & Person Specification Sourcing Candidates

Create detailed documentation of role requirements and ideal candidate  Attract potential candidates through multiple channels (Armstrong, 2023;
profile (Armstrong, 2023; Dessler, 2024). Dessler, 2024).
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Screening & Shortlisting Selection & Offer

Review applications against criteria to identify suitable candidates Conduct interviews (Campion et al.,, 1998; Macan & Dipboye, 1990),
(Armstrong, 2023; Dessler, 2024). assessments, and make employment offers (Armstrong, 2023; Dessler,

2024).
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Job Analysis for Change Manager

Definition

Systematic process of collecting and
analysing information about job
content, requirements, and context
to determine duties, responsibilities,
and competencies required
(Armstrong, 2023; Dessler, 2024).

Methods Used

Interviews with stakeholders
(Campion et al,, 1998; Macan &
Dipboye, 1990)

Questionnaires to
transformation team

Observation of similar roles

Document review

Key Findings

Core Responsibilities: Lead organisational change
initiatives, manage stakeholder resistance, develop
change strategies, ensure smooth transitions (CIPD, 2024;
UK Government, 2023).

Required Skills: Change management methodologies
(ADKAR, Kotter), stakeholder management,
communication, project management, emotional
intelligence (Kotter, 1996; Prosci, 2024).

Performance Criteria: Successful adoption rates,
stakeholder satisfaction, project milestone achievement,
minimal disruption.
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Change Manager Role

Job Description & Person Specification

Key Duties

Develop and implement change
management strategies (Kotter,
1996; Prosci, 2024)

Conduct stakeholder impact

assessments

Design and deliver training

programmes

Monitor adoption and address

resistance

Collaborate with project teams

Essential Qualifications
Bachelor's degree in
Business/HR/Management

Change management certification
(Prosci, CMI) (Prosci, 2024)

5+ years experience in change

management

Excellent communication and

influencing skills

Personal Qualities

Resilient, empathetic, adaptable, and
aligned with organisational values.

Desirable: FinTech experience, Agile
knowledge, Master's degree.
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Interview Types

Structured Interview

Definition: Uses predetermined, standardised questions asked to all candidates
in the same order, with systematic scoring system (Campion et al., 1998; Macan
& Dipboye, 1990).

Key Features

|dentical questions for all candidates
Pre-determined evaluation criteria
Scoring rubrics for consistency

Limited interviewer discretion

Advantages

High reliability and validity
Reduces interviewer bias
Ensures legal compliance

Facilitates fair comparison

Disadvantages

Limited flexibility
May feel impersonal
Time-intensive to prepare

May not capture unique attributes

Application: Ideal for initial screening of Change Manager candidates to ensure objective assessment against core competencies (CIPD, 2024

; UK Government, 2023).
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Behavioural Interview

Focuses on past experiences using STAR technique (Situation, Task, Action, Result) to predict future performance (Macan & Dipboye, 1990).

Sample Question 1 Sample Question 2 Sample Question 3
"Describe a time when you successfully "Tell me about a situation where a change "Give an example of how you've influenced
managed resistance to a major initiative didn't go as planned. How did you senior stakeholders to support a change
organisational change (Kotter, 1996)." handle it?" project (Prosci, 2024)."
[J Advantages () Disadvantages

Evidence-based assessment + Relies on candidate's memory

High predictive validity (Campion et al., 1998) - Time-consuming to conduct

Reveals problem-solving approaches - Requires skilled interviewers (Dessler, 2024)

Assesses soft skills effectively (Armstrong, 2023) +  Past may not predict future context
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Panel Interview & Questioning

Techniques

Panel Interview

Multiple interviewers (3-5) simultaneously assess
candidate, each representing different
organisational perspectives (Armstrong, 2023;
Dessler, 2024).

Panel Composition:

Head of Transformation
HR Manager
Senior Project Manager

Department Head

Advantages: Multiple perspectives,
comprehensive assessment, efficient use of time
(Campion et al., 1998; Macan & Dipboye, 1990).

Disadvantages: Can be intimidating, difficult to
coordinate, risk of groupthink.

Effective Questioning Techniques

Probing Questions: Dig deeper into responses to
verify authenticity.

Behavioural Questions: Elicit specific examples of
past behaviour.

Situational Questions: Present hypothetical
scenarios to assess problem-solving.

Competency-Based Questions: Systematically
assess specific competencies.

Avoid: Leading questions, multiple questions at
once, excessive closed questions (Campion et al.,
1998; Macan & Dipboye, 1990).
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Face-to-Face vs Online Interviews

Criteria

Rapport Building

Cost & Efficiency

Technical Assessment

Candidate Experience

Flexibility

Face-to-Face

Easier to establish personal connection and read body
language comprehensively

Higher costs (travel, venue); time-intensive scheduling

Can include physical presentations, whiteboarding,
tangible demonstrations

Experience workplace culture firsthand; stronger
organisational impression

Requires candidate availability for travel; may exclude

distant candidates

[ Recommendation for Change Manager Role

Online (Campion et al., 1998; Macan & Dipboye, 1990)

Limited non-verbal cues; requires intentional effort to
build rapport

Cost-effective; enables wider geographical reach and
faster scheduling

Screen sharing capabilities; may face technical
difficulties

More convenient; reduces anxiety for some; less
Immersive

Greater accessibility for candidates with mobility

challenges or distance

A hybrid approach is recommended: conduct initial screening via online interview for efficiency and accessibility, followed by face-to-face final interview to assess

cultural fit, interpersonal skills, and allow candidates to experience the organisational environment (Armstrong, 2023; Dessler, 2024; CIPD, 2024).
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Conclusion

@)
@ i
Strategic Recruitment Multiple Interview Methods
Following a systematic approach from workforce planning through selection Combining structured, behavioural, and panel interviews provides
ensures the right candidates are identified for business transformation comprehensive assessment across technical competencies, soft skills, and

success (Armstrong, 2023; Dessler, 2024). cultural alignment (Campion et al., 1998; Macan & Dipboye, 1990).

ol @

(=
Effective Questioning Balanced Interview Format
Using probing, behavioural, situational, and competency-based questions A hybrid approach utilising both online and face-to-face interviews
ensures thorough evaluation whilst avoiding biased techniques (Campion et maximises efficiency, accessibility, and assessment quality for
al., 1998; Macan & Dipboye, 1990). transformation roles.

By implementing these recruitment and selection best practices (CIPD, 2024; UK Government, 2023), Techinnovate Solutions can identify candidates who not only

possess the technical competencies for the Change Manager role but also genuinely believe in the company's vision for transformation (Kotter, 1996; Prosci, 2024).
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