Is The Résumé Overrated?
By Paul Pompeo
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emphasized certain elements of the film
that gave you quite a different impression of how the actual film turned out?
Résumés can be similarly misleading
(either accidentally or sometimes deliberately, unfortunately), either positively
or negatively.
All too often, companies put more
weight on a review of a candidate’s
résumé than the actual interview; the
résumé, though an important initial tool,
is not the be-all and end-all. As a
recruiting firm, our experience is sometimes the opposite. We interview candidates before we see their résumés
much more frequently than most hiring
managers.
There’s a saying in sports that goes
“that’s why they play the game.” This
refers to the fact that the experts are
frequently wrong in predicting the outcome of a contest. The team whose
statistics are stronger is not always the
victor. Another sports cliché— “they
don’t play the game on paper”—refers
to the same thing: You can only base so
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