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Project Description and Summary  

What did you do? 

Describe your program or project. What did you do? What is the history 

behind the program/project? What did you hope to accomplish? What was 

your timeline? Your budget? How did you identify your objectives? How 

well did you use available resources? 

The objective of the project was to increase the efficiency and 

effectiveness of our agency’s efforts to fill vacant Children Services (Social 

Work III, Social Work IAT) and Economic Services (Income Maintenance 

Caseworker) positions, while maximizing productivity and increasing 

service delivery to our citizens. When the agency’s position vacancy rate 

exceeds our normal vacancy rate agency-wide the Economic Services and 

Children Services Sections will periodically evaluate the need to explore 
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strategies to address the recruitment and hiring efforts that impacts direct 

service delivery.  

Historically, our agency has experienced seasons of high employee 

turnover and invested a vast amount of manpower hours recruiting, 

interviewing and selecting candidates, as well as conducting exit 

interviews. Because of this, and the number of vacancies in Children and 

Economic services, the agency was approved for continuous position 

recruitment.  

Routinely, on a rotating basis, supervisory staff designate time from their 

daily schedule to participate in recruitment, interviewing, and hiring new 

employees. Three supervisors dedicate two days per week, twice a month; 

to interview selected candidates. This arrangement provides the capacity 

to interview 16 candidates per month, with an expenditure of 96 hours of 

direct-service supervisory staff time. Though we devoted a significant 

amount of time towards hiring efforts, we encountered deterrents to 

moving forward in our hiring process. Many applicants were unable to 

pass background and/or reference checks. With no additional financial 

resources available, the decision was made to coordinate our agency’s 

internal manpower resources to implement what became known as the 

“Interview Blitz”. The event was an opportunity to interview as many 

qualified applicants as possible on one day, in one setting; to be able to 

immediately make recommendations for hiring social workers in Children 

Services and Economic Services. 

Our Human Resources Department contacted and scheduled 61 qualified 

applicants for interviews in Children’s and Economic Services. The actual 

interviews for Children’s Services were disbursed amongst 11 interview 

panels comprised of Social Work Supervisors from all program areas 

(Adult Services, Work First), and the agency attorneys. Interviews for 

Economic Services were distributed amongst three (3) interview panels 

comprised of Income Maintenance Supervisors from various sections of 

Economic Services (Redeterminations, Applications, Adult Medicaid, 

Special Teams), and an Administrative Services Assistant. Collaborative 

efforts also included logistical assistance ex. greeters and escorting 

applicants to and from interview rooms from staff in Adult Services, 

Information Technology, Business Operations, and Administration.  

The event proved successful. Forty-three of the scheduled applicants 

attended their scheduled interviews. Through a group process of 14 



applicants per scheduled interview slots, the candidates were given 

information about the agency, the position, and Children/Economic 

Services, as well as an opportunity to ask questions. They participated in a 

timed written exercise before being escorted to their respective interview 

room to meet with the assigned panel. 

We found that interviewing for individual positions using the traditional 

method was slow, labor intensive and increased the time to fill a position. 

To operationalize the Interview Blitz, we modified our selection methods 

to maximize management participation and expedite the screening of 

potential applicants. This allowed us to streamline our process and 

operate more efficiently. We proposed that one of the greatest benefits of 

the Interview Blitz would be a quick turnaround instead of having to 

devote an entire day to interviewing only four applicants. This alternative 

plan would utilize the same amount of supervisory time while interviewing 

a larger pool of candidates and fill more vacant positions in a shorter 

period of time.  

Our initial focus was to engage in research, to ascertain a true picture, of 

the various vacancies throughout the agency. We assessed the agency’s 

needs based on the nature of the job and the skills required to meet job 

expectations and comprised a list of the most critical vacant positions. We 

identified the following positions as critical: 

9 – Income Maintenance Caseworker I’s in Economic Services 

5 – Investigation, Assessment and Treatment (IAT) Social Workers in 

Children Services 

9 – Social Worker III’s in Children Services 

To avoid wasting time on unacceptable applicants, we requested and 

received authorization from our County and prior written approval from 

the applicant to complete the background check in advance of the 

employment interview. HR emailed 130 applicants notifying them of the 

upcoming Interview Blitz date and location. The notice also contained a 

pre-screening employment packet that the applicant was instructed to 

complete and return if they were interested in the position. Included in 

the packet was an authorization form giving HR the necessary permissions 

to conduct pre-employment background and reference checks. Once 

acceptable background and reference checks were received on an 

applicant, a listing was forwarded to Economic and Children Services. This 

process saved significant supervisory staff time by eliminating interviews 



with applicants with an unacceptable background. 

Eleven interview teams were developed for Children’s Services and three 

(3) interview teams for Economic Services, and a Saturday interview date 

was chosen, which would allow the focus to remain solely on the 

applicants as well as allowing supervisors/managers to concentrate on 

their routine functions during the regular work week. Thirteen (13) 

applicants were selected and interviewed for the Economic Services 

positions and 30 selected for the Children Services positions.  

On the morning of the Interview Blitz, each applicant was prescreened by 

HR staff which included collecting the applicants signed authorizations 

and creating interview folders. Following prescreening, applicants were 

given a brief overview of the day’s interview process and an orientation 

regarding the respective section for the position they applied for. 

Applicants were then escorted to the interview panels. Based on the 

number of interview teams, 11 applicants could be interviewed per hour 

for Children’s Services and three applicants could be interviewed per hour 

for Economic Services. 

 

Interview teams scored each applicants’ responses, written exercise, and 

made a recommendation to hire or not hire. The documents were placed 

in the applicant’s folder prior to moving on to the next applicant. The 

runners would give the applicant’s folder to the HR staff located in 

another meeting room. While maintaining confidentiality, the HR staff 

placed the applicants completed background checks and references in the 

applicant’s folder and presented the folder to the Quality Assurance (QA) 

Team made up of Section Chiefs, Program Managers and the Management 

Team. If needed follow-up would be conducted by the QA reviewer to the 

team to answer any questions. The QA Team would review the documents 

and make the final hiring decision.  

 

The QA team would give the folder to HR staff for final processing to 

determine if the applicant was recommended for hire or do not hire. HR 

staff would then give the folder to the Human Services Planner Evaluator 

who would log the applicant on a spreadsheet that would rank the 

applicants for hire by the interview rating score including the written 

exercise, log the do not hire applicants and reasons, and document any 

comments. This would create a master log of all applicants interviewed, a 



ranking of all potential hires and documentation of the do not hires. At 

the end of the Interview Blitz. 

Project Success and Impact 

What was the outcome? 

Was your program/project a success? What was the impact? How did you 

measure the impact? How widespread is the impact of your 

program/project? How were you able to overcome obstacles and 

challenges? Did your program/project meet your established objectives? 

The objective of the Interview Blitz was to execute a well-planned 

interview process by which a greater number of applicants could be 

efficiently screened and hired. We sought to develop a cost-effective but 

efficient method to assess a large number of potential employees quickly 

affording us the opportunity to screen numerous candidates at one time, 

thus, streamlining the interview process. The process permitted our 

agency to interview multiple candidates and assess their knowledge, 

skills, and experience. The process saved the agency time, which 

ultimately, saves the organization money. 

The Interview Blitz allowed our agency to avoid a potential service delivery 

crisis of not having ample staff to meet the needs of our citizens. 

Adoption of this process afforded our agency a quick selection method by 

increasing the number of applicants interviewed in a shorter amount of 

time. Comparatively, using our traditional method, processing 43 

applicants would have taken us ten weeks to complete the interview 

process. Two hundred forty (240) hours of supervisory staff time would 

have been expended to conduct the 43 interviews. The number of 

successful candidates would have been lower due to some applicants not 

passing the background checks after the interviews.  

The process was a collaborative effort of our various internal departments 

which fostered enhanced communication and teamwork among staff who 

would not regularly work together in the hiring process. It was an 

opportunity to expand and highlight teamwork throughout the agency 

while exhibiting our agency’s cooperative culture. It gave the interview 

panel a more diverse picture of the applicant’s qualifications, skills, and 

demeanor. The process also gave the interview teams a vested interest in 

the hiring process and in seeing potential employees succeed.  

The Interview Blitz was highly successful as it allowed us to achieve 67% 



of the Economic Services vacancies filled within 30 days and another 17% 

within 45 days of the interview. Children Services achieved 40% of 

vacancies filled within 30 days and 70% within 45 days. Some candidates 

with all requested documents submitted could be referred for drug testing 

the same day. 

It should be noted; this method is utilized during periods of critical staff 

shortages and does not totally replace our traditional interview process. 

 


