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CHOOSING EMPLOYEES WISELY

Imagine you are the
owner of a company
whose mission statement
is "Save the Whales".
When you started the
business you never ex-
pected to be so success-
ful. Now years later the
phenomenal growth of
the business and the vast
number of whales you
and your company have
saved is incredible! In
fact you need to hire a
Controller to account
for all the whales you’ve
saved. You interview
several candidates and
choose Harry, an individ-
ual with a BBA, MBA and
CPA. References say
Harry is a skilled ac-
countant, your Human
Resource recruiter
thought Harry seemed
quite intelligent and eager
to make an impact. He
starts Monday.

Early Monday morning as
you peer from your
corner office window,
you see a car pull into a

Saving the whales

parking space with a
large bumper sticker that
says, 'Nuke the Whales!"
Your eyes bulge as you
see Harry emerge from
the car. What started as
a bright and optimistic
Monday now seems
considerably darker.

You suddenly find
youself repeating an all
too familiar sentence,
"Business would be great
if I didn’t have to deal
with employees!"

How often have you
had to counsel an
employee because their
performance is failing to
meet standards? How
much time have you
wasted because of
work you had to redo
or 'fix' because of
mistakes? In those
darker managerial
moments have you
found yourself asking,
"Why did we ever hire
that person?’

In a study commissioned
by SHL through the Fu-
ture Foundation, manag-
ers from several coun-
tries were asked the per-
centage of time they
spent managing poor per-
formers; the U.S. average
was 14%. That percent-
age equates to 34 days or
seven weeks a year of
valuable managerial time
wasted! Imagine if you
could regain those seven
weeks.

In our coaching and con-
sulting practice, we have
worked with numerous
managers and business
owners who have indi-
cated that the lack of
subordinate performance
is a major factor for frus-
tration in addition to tak-
ing valuable time away
from operational issues.
For many organizations
we have found the 'root
cause' of poor perform-
ance can often be traced
to the selection process.
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As has become our tradition
in lieu of Holiday cards,
we are making a donation to:
Goodwill Industries of SA

who change lives through the
power of work

and
Tony Leffingwell Foundation

supporting research for the
cure of Leukemia

Wishing you a
wonderful
Holiday Season!
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The realities of predicting talent
and selecting the right person can
be most daunting. It is well docu-
mented that people tend to view
others through their unique inter-
nal prism or individual perspective.
This prism shapes our thought
process; it may be based upon so-
cial-economic elements, religious
or political preferences as well as
other unique identifiers. We know
likes hire likes; extroverts hire ex-
troverts and college alum hire col-
lege alum. These biases only
scratch the surface of the selection
challenge. Improper reference
questions may gather incorrect
feedback and improperly trained
interviewers may ask the wrong
questions. A manager trying to
make the politically correct hire or
covering his/her own insecurities
can add to the selection dilemma.
Other issues impacting the ability
to predict talent include one’s lim-
ited knowledge of the job, the time
commitment necessary to inter-
view and choose, or pressures
from others. Often we see engi-
neers choose talent through a
technically focused prism; while a
human resource manager selects
based upon the interpersonal capa-
bilities of the candidate. Also good
performance in one specialty may
not equate to ability to perform
well in another.

Often the analysis of collected in-
formation is improperly applied
leading to false predictions about
future success. Even today compa-
nies still rely upon the interview as
their major selection device de-
spite considerable evidence of its
limited predictive ability.

There are several major elements
recommended for an effective se-
lection process; however, one
overlooked area is the use of as-
sessments. Research indicates well

constructed assessments predict
job performance better than almost
any other single selection measure-
ment. Personality assessments can
add valuable information in a quali-
tative manner to help build a pic-
ture about the suitability of an ap-
plicant.

Some employers feel behavioral as-
sessments are too costly and time
consuming. Considering managerial
time wasted dealing with perform-
ance issues after the hire, the
cost/time argument is moot. By se-
lecting a validated assessment, ad-
ministered by a qualified individual
utilizing the latest technology, re-
sults can quickly be obtained.

Assessments provide objective in-
formation about a candidate & have
been shown in general to lead to
better and fairer employment deci-
sions. Assessments can be used to:

e Enhance the decision making
process

e Aid managers in areas of moti-
vation & team building

¢ Identify development needs for
growth & succession planning

Assessments, if validated, up-to-
date, and administered by a trained
professional, can provide a very
powerful and cost effective way to
enhance an organization’s selection
process. When properly used, as-
sessments offer a common platform
of language and terminology to help
match people to the job, identify in-
dividual styles and predict on-job
performance.

If managers truly lose seven weeks
a year dealing with employee re-
lated problems, then the question
becomes, "How can one reduce
this terrible waste of time?" Harry
may be able to count a lot of
whales; however, in the long run is
he committed to saving the whales?

From our years of assisting numerous
companies with their selection chal-
lenges, we know that an organized
and objective process is essential.

Here are some basic steps:

|. Develop proper job descrip-
tions including the identifica-
tion of competencies re-
quired for success.

2. Incorporate an objective
high quality validated behav-
ioral assessment instrument
to identify success compe-
tencies.

3. Train interviewers in tar-
geted behavioral techniques.

4. Check references against
competencies.

5. Reduce personal agendas
through the use of teams or
outside objective third party
assistance.

6. Once on board, use behav-
ioral assessment as a devel-
opment and coaching tool to
accelerate higher perform-
ance.

Short change any of these steps and
the result is a poor choice for a criti-
cal position.

Choose wisely and ‘Save the
Whales’.

If you received this newsletter by
regular mail and would prefer to
receive it via email (pdf format),
please email us at:

consult@yvarga-associates.com

Need Help? Assessments, Selection Assistance, Coaching, call 210-490-3377




