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Decision Makers:
Identify all or multiple 
stakeholders to include in the 
fi nal-decision process (e.g., 
potential line peers, hiring 
manager’s manager).

Timelines:
Establish clear timetables for an 
effi cient—but effective—fi nal-
decision process or meeting.

 Role Clarity:
Create sharp role defi nitions 
around the fi nal-decision process, 
and consider employing an single 
moderator for any fi nal-decision 
meetings.

Weighted Inputs:
Weight all assessment inputs to 
determine the level of importance 
each should have in the fi nal 
decision.

Tools:
Provide templates or other 
forms of support to enable hiring 
managers to identify, articulate, 
and record objective reasons for 
supporting their fi nal candidate.

Documentation:
Consider recording fi nal round 
process-steps, candidate 
assessment scores, and hiring-
justifi cation for compliance 
protection. 

Consistency:
Apply a standard fi nal-decision 
process across functions and 
geographies, adapting regional and 
positional considerations when 
appropriate.

Rationale:
Enable hiring managers to 
articulate potential hiring risks, as 
well as evidence-based support, 
for hiring one fi nal candidate vis á 
vis another.

Establishing Effective Final Decision-Making Processes

Filling in the (Final) Gaps
Characteristics of effective decision-making
can be applied to the fi nal hiring decision…

Anatomy of an Effective Final-Decision Process

…and help to guard against
typical fi nal-decision pitfalls

Guardrails for Common Decision Risks

Decision Makers:
Identify all or multiple 
stakeholders to be included
in the fi nal-decision process
(e.g., potential line peers,
hiring manager’s manager).

Timelines:
Establish clear timetables for an 
effi cient—but effective—fi nal-
decision process or meeting.

 Role Clarity:
Create sharp role defi nitions 
around the fi nal-decision process; 
consider employing a single 
moderator for any fi nal-decision 
meetings.

Weighted Inputs:
Weight all assessment inputs 
according to the level of 
importance each should have in 
the fi nal decision.

Tools:
Provide templates or other 
forms of support to enable hiring 
managers to identify, articulate, 
and record objective reasons for 
supporting their fi nal candidate.

Documentation:
Consider recording fi nal round 
process-steps, candidate 
assessment scores, and hiring-
justifi cation for compliance 
protection. 

Consistency:
Apply a consistent fi nal-decision 
process, adapting regional and 
positional considerations when 
appropriate.

Rationale:
Enable hiring managers to 
articulate potential hiring risks, as 
well as evidence-based support, 
for hiring a particular candidate.

Primary Objectives for an Effective Final-Decision Process
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•  Increase transparency
•  Enhance consistency

•  Diminish subjectivity
•  Decrease compliance risk

“Follow the Leader”

Require the most senior leader to give 
hiring opinions last, and most junior decision 
makers fi rst.

“The Pressure Cooker”

Ensure at least two candidates reach the 
fi nal-decision stage, and have recruiting sign-off 
on the decision.

“Groupthink”

Have a moderator encourage hiring group 
to give any diverse opinions, if consensus 
strongly begins leaning towards one candidate.

“Deciding in a Fog”

Ask for all available data about the candidate 
before making a decision (e.g., references).

“Playing it Safe”

Before confi rming the fi nal decision, list the
reasons for opting against declined 
candidates to ensure that the successful 
candidate is the “best” option rather than the 
“safe” option.

“Visceral Reaction”

Substantiate candidate concerns with 
objective examples (e.g., data indicating a 
knowledge gap).




