Never Having to Say You're Fired!...Hiring the Right Employees

By Carol McDondll

Weall associatethosetwo words
with apopular multi-millionaire, but
many small business owners find
themselves having to say, “you’'re
fired!” more often even than Donald
Trump. Accordingto LindaGartland
of Corporate Insights and
Development, the top two things
managersand small businessowners
leastliketodoarehiringandfiring. In
addition to being an unpleasant task,
thereisasubstantial cost associated
withhavingtoreplaceemployees. This
cost canrangefrom 1.5to0 2.5 times
the employee’s annual salary.
Substantial turnover has intangible
costs such as poor morale, lost
competitive advantage, and lost
business. With reportsthat business
owners are poised to begin hiring
again, it may betimetotakealook at
your hiring process.

Surprisingly, given the
unpleasantness of the task and the
substantial costsinfiring employees,
many businessownersdo not havea
well thought out processfor hiringthe
right people. Whileitisnot possible
to predict acandidate’ ssuccessina
jobwith 100 percent accuracy, there

arethingstheowner candotoincrease
thechanceof hiring theright person.

According to HR consultants,
Ginger Raeand DonnalL.owe, wehire
peoplefor what they know and fire
them for who they are. Business
ownersmust not only determineif the
candidate hasthe skills, knowledge,
education, and persond characteristics
to do ajob, but as important, they
must determineif thejob candidatewill
fit in with the company’s culture.
Gartner recommends listing your
company’stop three values or three
wordsthat best describeyour culture.
Istheatmosphereformal or informal,
fast-paced, very structured or more
flexible? Also, ask yoursdlf what traits
successful employeesshare. Arethere
any special challenges or unique
demands in working for your
company? Why havesomeemployees
not worked out in the past?

Once you have a good
understanding of your unique work
environment, how does the owner
determineif acandidatewill fitinthe
company’s culture? Ask the job
candidate to describe a work
environment they haveenjoyed. Ask

themto describetheir ided boss. Also
ask them to describe situationswhere
they were unhappy in the past. A
candidate who describesabosswho
allows him/her to make decisions
could be abad hiring choice for an
owner who does not delegate
authority. On the other hand, a
candidatewho likesto betold exactly
what to do may not be happy where
he/sheisexpected totaketheinitiative
to solve problems.

If takinginitiativeisoneof thetraits
important for successinthejob, the
owner should ask the candidate to
describe situationsin the past when
they demonstrated thisbehavior. Or if
thejob requiresworking under tight
deadlines, ask him/her totdll you about
atime that they had to complete an
important project with little time.
According to HR professionals, past
behavior isthebest predictor of future
behavior. That is why they
recommend this type of behavior-
based interview question. One
common mistake employers make
duringtheinterview processisthet they
do most of thetalking. With behavior
based interviewing, the candidate does

most of the talking. Thisgivesthe
employer a much better chance of
getting toknow who the candidateis.
Andwiththisknowledge, theemployer
ismorelikely to select theright person
for thejob and for their company.
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Carol McDonell is a business
consultant in the Athens office of the
Georgia SBDC Network. To find
your local SBDC, call the state office
at 706-542-2762 or locate it on the
web at www.sbdc.uga.edu.



