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Key 
indicators 

that will 
help you 
hire and 

retain top 
talent.  

What is Fit and Commit?

Fit and Commit is a methodology 
developed by PROTECH to minimize
employee turnover and improve your 
company’s overall retention rate. 
Based on our annual tech talent and 
leadership surveys, the strategy behind 
Fit and Commit best practices is to match 
a candidate not just based on “Fit”  
which are the hard technical skills 
required for the job.  But also to gain 
insight into the key drivers behind a 
candidate’s pursuit of a new project or 
position.

A bad hire can be extremely costly when 
you figure in the costs to onboard, 
orient, train and integrate into an 
existing team.  Also the opportunity costs 
of having the wrong person in the job.



Never 
assume 

what the 
real 

motivators 
are in a 

candidate’s 
job pursuit

By following these best practices, your focus will 
not only be on hiring the best technical talent 
for the job, but also candidates that you will 
have a high level of confidence will see your 
projects through to completion when hired for 
short term work; or who will remain as valued 
employees for years to come if hired for direct 
employment. 
There are obvious screening questions we use 
in our interview process, but it’s the answers to 
the less obvious ones that we don’t ask that 
usually create a problem for us later.

It’s always interesting to start the interview 
process by asking the candidate “putting this 
role aside, what are you ideally looking for?”  
and then listening carefully.  The questions that 
follow will help you dig further assuming the 
first answer to this question aligns to what you 
are looking for.

For example if you have an “individual 
contributor” role with a fancy title of director, 
and the candidates states that what they most 
enjoy is managing and coaching a team, you 
have your answer pretty quickly.  Or that it’s 
important that a specific doctor be on the 
company’s healthcare plan, a good item to 
check into before investing too much time.
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Do they really have the skills they say they 
have on their resume? Validate by asking 
specific questions about what they’ve done 
with a specific tool, and/or by testing if 
needed. Specialized technology recruiters or a 
technical lead on the team are best to validate 
what they say they’ve done on a resume.

Making the Fit

2

Is their last title in line with the position 
you’re hiring for? If they are having to take a 
step back title-wise (i.e. VP level to manager), 
why are they willing to do so?  Or are they 
trying to leap into a position they don’t yet 
have the experience for?

3

Is their hourly rate, or current total 
compensation (salary, bonuses, stock options) 
in line with the compensation you’re offering? 
Although some candidates may seem willing 
to take less compensation for a new role, they 
may present a flight risk and leave as soon as 
they get a better offer.  There are exceptions 
to this such as candidates looking to travel 
less.   
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Will they fit in the company culture? A 
candidate could be a perfect match for skills 
but not be a good cultural fit for the team or 
the company. Situational questions can be 
good indicators such as “What would you do 
in a situation like this?”

Making the Fit

6

Does the candidate have experience working 
at a company of a similar size? Transitioning 
from a start-up to a Fortune 500 (or vice 
versa) isn’t easy. 

7

Who did the candidate last report to? Did 
they work in a similar team environment? Are 
they a solo contributor or team player? Make 
sure candidates you are considering have 
been in a similar reporting structure or team 
environment. S
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industry? Are the skills in the industry they are 
in easily transferable to your industry?
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Where do they live? Will they have a long commute? 
Have they shown longevity in a role with a similar 
commute length? If working remotely, have they ever 
been home-based and does their home environment 
lend itself to this type of arrangement?

Gauging Commitment
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Would they take a counter-offer if given the 
opportunity? Asking if they would consider a 
counter-offer from their current employer is a 
great way to tell if they’d be committed to your 
company or are just trying to get a pay raise. 

3

What is the candidate’s current home/life situation?  
Questions that are a bit more personal may be 
needed and it’s important to ask them the right way 
to avoid legal issues.  As an example in relocation 
situations, we should gauge how difficult a move 
might be based on a working spouse, children in 
school, etc.
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Are your benefits in line with what they have 
currently when it comes to health coverage, 401k, 
PTO policy, etc.?  Is there any benefit that is a 
must-have (i.e. tuition reimbursement or a 
specific doctor having to be on new health 
insurance plan?
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Does the candidate have any background 
issues? By asking upfront, you give the 
candidate the chance to be honest about any 
reasonable mishaps in their past, possibly 
allowing you to still hire them. 

Gauging Commitment
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What is the candidate’s motivation for 
change? Are you going to meet that need or 
will you just be a stepping stone?  This is a 
good question to start with as stated earlier.

8

Does the candidate have any commitments/ 
contracts they need to fulfill before they can 
start? Is there anything that would hinder a 
move or their ability to take a new role? 
Knowing as much as you can about anything 
potentially holding them back upfront, can 
help you avoid a false start. C
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Are there any trends in why they left or were 
fired from the past three positions? Watch for 
trends that may affect future employment 
with you making this a no-go candidate. 

T
r
e

n
d

s



Looking for assistance with tough to fill IT roles? For 
more information about how we can help you hire the 
best in demand technical talent, call us at 561-953-
8800.

About PROTECH:

We are a full-service firm specializing in IT careers and 
consulting, providing the right talent and solutions to 
top-tier companies through our IT Staffing, IT 
Recruiting, Technology Sales Recruitment, and Executive 
Search services. With 16+ years in the business, our 
clients have unmatched access to an extensive network 
of professionals and resources in the IT industry. Our 
seasoned team of IT recruiters have worked in the IT 
industry with high-growth start-ups to Fortune 500 
companies. We have recruiting options to fit companies 
of any size. 

http://protechitjobs.com/it-staffing/
http://protechitjobs.com/it-recruiting/
http://protechitjobs.com/technology-sales-recruiting/
http://protechitjobs.com/executive-search/
http://protechitjobs.com/it-recruiting/

