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Candidate Information ,gﬂ,ie

Candidate Name:

Position:

Interview Date:

Interviewer:

Interview Type: D Technical D Behavioral D Panel D Final

Rating Scale

1 = Significantly Below Expectations, 2 = Below Expectations, 3 = Meets Expectations

4 = Exceeds Expectations, 5 = Significantly Exceeds Expectations, N/A = Not Applicable or Not Assessed

Technical Skills Assessment

( )

Skill Area Rating | Notes/Examples
(1-5)

Core Technical Knowledge

Relevant Programming Languages

System/Platform Experience

Problem-Solving Approach

Technical Communication

Architecture/Design Thinking

Quality Assurance Mindset

Technical Skills Average:




Professional Skills Assessment ,gn,ie

Skill Area Rating | Notes/Examples
(1-5)

Communication Clarity

Team Collaboration

Project Management

Adaptability/Learning Agility

Client/Stakeholder Interaction

Time Management

Documentation Quality

Professional Skills Average:

Cultural Fit Assessment

Skill Area Rating | Notes/Examples
(1-5)

Alignment with Company Values

Work Style Compatibility

Team Dynamic Fit

Initiative/Self-Direction

Feedback Receptiveness

Cultural Fit Average:




Role-Specific Assessment

igniie

Vs

Area

Rating
(1-5)

Notes/Examples

~

[Custom Criterion 1]

[Custom Criterion 2]

[Custom Criterion 3]

.

Role-Specific Average:

Overall Assessment

Vs

Category Weight Score Weighted Score
Technical Skills 40%

Professional Skills 30%

Cultural Fit 20%

Role-Specific 10%

TOTAL SCORE: 100%




Summary Evaluation ,gﬂ,ie

Key Strengths:

1.

2.

3.

Areas for Development:

1.

2.

3.

Overall Recommendation

D Strong Hire D Hire D Consider with Reservations D Do Not Hire

Additional Comments:

Next Steps
D Technical Follow-up Required D Additional Interview Needed

D Reference Check D Proceed to Offer D Reject Candidate

Interviewer Signature: Date:




How to Use the IT Candidate Interview Scorecard

This guide will help you implement the IT Candidate Interview Scorecard effectively to
ensure fair, consistent, and comprehensive candidate evaluations across your
technical hiring process.

Purpose of the Scorecard
The IT Candidate Interview Scorecard is designed to:

-Standardize the evaluation process across different interviewers
*Reduce unconscious bias in hiring decisions

*Ensure all critical skills and competencies are assessed

*Create documentation for hiring decisions

‘Enable data-driven comparisons between candidates

Before the Interview

1. Customize the Scorecard

+ Review the "Role-Specific Assessment" section and add 2-3 criteria specific to the
position

- Adjust category weights if needed (default weights: Technical 40%, Professionall
30%, Cultural

+  20%, Role-Specific 10%)

+ For junior roles, consider increasing the weight of learning agility and potential

+  For senior roles, consider increasing the weight of leadership and strategic thinking

2. Prepare Your Questions

+  Develop structured questions that map to each assessment area

+ Include technical scenarios relevant to your environment

+  Prepare behavioral questions that reveal past performance and work style
+ Use the same core questions for all candidates to ensure fair comparison

3. Brief Your Interview Panel

+  Ensure all interviewers understand the scorecard methodology

+ Assign specific assessment areas to different interviewers to avoid duplication
+ Review the rating scale to ensure consistent interpretation

During the Interview

1. Take Detailed Notes

+  Document specific examples and responses in the "Notes/Examples" column
+  Focus on observable behaviors and concrete answers, not just impressions

+ Note both positive indicators and concerns



2. Use the Full Rating Scale

+  Be willing to use the full 1-5 scale to differentiate candidates

- A score of 3 represents meeting the job requirements (not average performance)
+  Reserve scores of 5 for truly exceptional demonstrations of skill or experience

3. Maintain Objectivity

«  Focus on evidence rather than "gut feel"

- Be aware of common biases (recency bias, halo effect, similarity bias)
« Evaluate each criterion independently before calculating averages

After the Interview

1. Complete the Scorecard Immediately

+  Fill out the scorecard while the interview is fresh in your mind
+ Calculate section averages and the weighted total score

+  Document specific examples to support your ratings

2. Conduct a Panel Debrief

+  Have each interviewer share their scores and observations
« Discuss significant discrepancies in ratings

+ Reach consensus on the overall recommendation

3. Make Data-Driven Decisions

+  Compare candidates based on total scores and section scores

+  Consider minimum thresholds for critical competencies

+ Use the scorecard as one input alongside references and other assessments

Best Practices for Fair Evaluation

1. Consistent Application

+  Use the same scorecard format for all candidates for the same role

+  Apply the same standards regardless of candidate background

+ Evaluate against the job requirements, not against other candidates

2. Mitigating Bias

+  Complete individual assessments before group discussion

«  Focus on specific examples rather than general impressions
+  Consider having a diverse interview panel

3. Continuous Improvement

« Periodically review the effectiveness of your scorecard

«  Track correlation between scores and on-the-job performance
+ Refine criteria and questions based on hiring outcomes



Adapting for Different Technical Roles
For Developers/Engineers

«  Emphasize technical problem-solving, code quality, and system design
+  Consider adding a practical coding assessment
« Evaluate depth of knowledge in specific languages and frameworks

For Project Managers/Business Analysts

« Focus on communication, requirements gathering, and stakeholder management
+ Assess methodology knowledge and documentation skills
+ Evaluate technical understanding without requiring deep technical expertise

For DevOps/Infrastructure Roles

- Emphasize system thinking, automation, and operational excellence
+ Assess troubleshooting and problem-solving approaches
« Evaluate security awareness and reliability focus

Final Recommendations

« Store completed scorecards securely according to your data retention policies

« Use scorecard data to identify patterns and improve your hiring process

«  Provide interview training to ensure consistent use of the scorecard

+ Review and update the scorecard template annually to reflect evolving role
requirements

Remember that the scorecard is a tool to support decision-making, not replace
human judgment. The goal is to make the hiring process more objective, consistent,
and fair while still recognizing the unique value each candidate brings to your
organization.



