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Open Book Test: What Candidates Already Know About Your 

Dealership 

By Scott Cullen 

 

Candidates do their homework long before they ever walk through your front door. 

Remember taking an open-book test in school? The answers weren't simply handed to you—you still had to know 

where to look and how to use the information. 

These days, job candidates approach the hiring process in much the same way. Before the first interview, many 

have already visited your website, reviewed your LinkedIn page, searched for employee reviews online, checked 

your social media, spoken with industry colleagues, and perhaps even spoken with a recruiter familiar with your 

dealership. 

By the time they sit across the interview table from you, they've already formed opinions. The interview isn't their first 

impression. That's why successful hiring isn't just about evaluating candidates. Candidates are evaluating you just as 

carefully. 

The Research Starts Before the Resume 

Years ago, candidates often knew little about an employer until the interview. Today, information is everywhere. 

According to LinkedIn Talent Solutions, job seekers increasingly research employers before applying, seeking insight 

into company culture, leadership, career opportunities, and employee experiences. Candidates want to know 

whether they're joining an organization where they can build a career, not just collecting a paycheck. 

For office technology dealers, that research may include: 

 Your website 

 LinkedIn activity 

 Google reviews 

 Industry news coverage 

 Employee recommendations 

 Conversations with current or former employees 

 Discussions with recruiters who know the marketplace 

Whether every detail is accurate isn't really the point. It’s all about perception. 
 

Your Reputation Is Already in the Room 

Every dealership has an employer brand. The only question is whether you're managing it. 

Employer branding isn't just a concern for Fortune 500 companies. It matters just as much to independent 

dealerships competing for experienced sales representatives, service technicians, analysts, IT professionals, and 

managers. 
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According to the Society for Human Resource Management (SHRM), employer reputation significantly influences 

recruiting success and employee retention. Organizations known for treating employees well generally attract 

stronger applicants and spend less time convincing candidates to consider opportunities. 

That's good news if you've built a positive reputation. It's more challenging if candidates consistently hear stories 

about slow decision-making, poor communication, excessive turnover, or unrealistic expectations. 

Recruiters encounter these perceptions every day. Sometimes they're deserved; sometimes they're outdated. Either 

way, employers need to recognize that candidates don't start with a blank slate. 

 

Candidates Compare More Than Compensation 

Compensation remains important, but as we’ve noted previously, it's rarely the sole factor. CareerBuilder research 

has consistently found that job seekers consider a wide range of factors when evaluating opportunities, including 

work-life balance, career advancement, leadership quality, flexibility, and organizational culture. 

In the office technology industry, candidates often ask themselves questions such as: 

 Will I receive the training I need? 

 Is there room to grow? 

 How long do employees stay? 

 Does management support its people? 

 Are quotas realistic? 

 Will I have the tools to succeed? 

 Does the dealership invest in new technologies and solutions? 

During the interview, candidates are looking for confirmation or contradiction of what they've already learned. 

 

Your Website Is Recruiting Even When You Aren't 

Many dealerships think of their website primarily as a sales tool. Candidates see something else. They're looking for 

clues. 

Do your careers pages reflect your organization today, or were they written years ago? Are photos up to date? Do 

you explain what sets your dealership apart? Can visitors understand your culture, community involvement, and 

values? Or do they find little more than a list of openings and a generic statement about being an equal opportunity 

employer? 

Your website may not close the deal with every candidate, but it often determines whether someone wants to learn 

more. 
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Every Employee Is Part of Your Recruiting Team 

One overlooked aspect of employer branding is that your current employees become unofficial ambassadors. 

Candidates ask questions. Industry professionals talk. Former employees share experiences. Service technicians 

run into competitors at customer sites. Sales representatives meet at networking events. People compare notes. 

You can't control every conversation, but you can influence what employees say by creating an organization they're 

proud to recommend. The strongest recruiting message often isn't something written by your marketing department. 

It's a current employee saying, "You should really take a look at this dealership." 

 

The Interview Should Confirm What Candidates Hope Is True 

Think about the best interviews you've ever conducted. They probably felt less like interrogations and more like 

conversations. 

Candidates want evidence that the positive things they've heard are true. If your website emphasizes collaboration, 

introduce candidates to future coworkers. If you promote career growth, share examples of employees who 

advanced within the dealership. If customer service is your differentiator, explain how employees are supported in 

delivering it. Specific examples are far more persuasive than broad promises. 

 

Don't Ignore the Negative Comments 

Almost every employer has an occasional negative online review. Candidates understand that. What concerns them 

more is consistency. If multiple reviews cite poor communication, limited advancement opportunities, or high 

turnover, candidates may naturally ask about those issues. Rather than becoming defensive, address them honestly. 

Perhaps management has changed. Maybe new training programs have been introduced. Perhaps the criticism 

reflected a difficult period that no longer reflects your current organization. Honest conversations build credibility. 

Pretending candidates haven't done their homework usually doesn't. 

 

Recruiters See the Report Card 

One advantage of working with a specialized recruiting firm is perspective. Recruiters speak with candidates every 

day. They hear what candidates say after interviews. They learn why offers are accepted or declined. They 

understand how your dealership is perceived relative to competitors for the same talent. That feedback can be 

invaluable. 

Sometimes recruiters confirm that your reputation is a competitive advantage. Other times, they identify 

misconceptions or recurring concerns that warrant attention. Either way, the information helps dealerships improve 

their recruiting efforts long before a position becomes hard to fill. 

 

 

http://www.copiercareers.com/


  
 

 

 

 
Copier Careers is a recruiting firm dedicated exclusively to helping copier channel employers find experienced service techs, copier sales reps, managers, 
controllers, back office staff, and MPS/MNS experts. Learn more about our commitment to the industry at www.CopierCareers.com. 
 
Copyright 2026, Schwartz and Co., LLC dba Copier Careers. All rights reserved. 

 
 

The Takeaway 

Students who prepare for an open-book test usually perform better than those who assume all the answers will be 

easy to find. Hiring works much the same way. Candidates are preparing, researching, asking questions, and 

comparing opportunities. Dealerships that consistently attract top talent recognize this reality and prepare 

accordingly. They invest in their reputation, communicate clearly, provide positive candidate experiences, and 

ensure the organization candidates encounter online matches the one they experience during the interview. 

Indeed, candidates are no longer walking into interviews empty-handed. They've already done their homework. The 

only question is whether your dealership is ready for the test. 

Your Digital Recruiting Checklist  

What do job candidates see when they research your dealership? Review these areas before your 
next hiring search. 

Careers Page - Is it current, easy to find, and does it explain why someone would want to work for 
your dealership—rather than just listing open positions? 

Website - Does your website reflect your current business, or does it look like it hasn't been updated 
in years? Candidates often equate an outdated website with an outdated organization. 

LinkedIn Presence - Is your company page active? Have you posted recent news, employee 
achievements, community involvement, or technology updates within the past few months? 

Online Reviews - Check sites such as Google and Glassdoor. Are there recurring themes—positive or 
negative—that candidates are likely to notice? 

Leadership Visibility - Can candidates learn anything about your leadership team, or do they remain 
largely anonymous? People often want to know who's steering the ship before they come aboard. 

Employee Stories - Do your website or social media channels feature employees, anniversaries, 
promotions, certifications, or community service? Those stories often say more about your culture than 
any mission statement. 

Community Involvement - If your dealership supports local charities, schools, or community events, 
is that visible online? Many candidates want to work for organizations that invest in their communities. 

Recruiting Materials - Are your job postings consistent with what candidates will hear during the 
interview? Mixed messages can undermine credibility. 

Mobile Experience - Many candidates will first visit your website on a smartphone. Make sure your 
site, and especially your careers page, is easy to navigate on a mobile device. 

Ask for Outside Feedback - Ask a trusted recruiter or even a recent hire this simple question: "What 
impression would someone get about our dealership after spending 15 minutes researching us 
online?" Their answer may reveal strengths and blind spots you hadn't considered. 
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