January 6, 2005

Teri,

I received your 2004 Newsletter, and as always, an insightful piece.  Although I won't pretend to be up on latest trends, keeping up with old friends confirm much of what you wrote.  What is interesting is that you are not alone.  Having crossed to another industry, the challenges of sales, results and investor return bring the same pressures to hiring. 

 

Managing results through people, innovation and quality has been my driving operative.  Why do I bring that up here?  Because so many managers don't think of hiring as the match needed to begin a process to achieve results.  They expect the person to equal results.  And many of them haven't figured out what attributes and personality types will create those results.  They don't know the questions to determine if the candidate really has them.  So they default to demographics (i.e., 5 years experience, knowledge of x market) or superstar status.  They ignore policies, decision process, manager's style, team and company culture, to name a few.  But don't put all the blame on the hiring side.  Too many candidates ask too few questions as well.

 

So if you create a great match up front that transition to success becomes an easier path but one that still needs to be managed.  I have watched recruiters in this business and hiring managers fumble around, eventually bring someone on board -- and then fail to manage!  Given that superstars are few in number, managers have to expect a team that deserves direction and goals, needs support and coaching, and requires monitoring.  In addition to seminars on training, companies would be well served to run Part 2 - "Now What are You going to Do?"  Managers can fast track any candidate to better results with a good management system than hope the star's Rolodex works.  Today's sales are complex, with signing authorities and process very different.  The Rolodex will still get you in, but it won't give you the checkbook.

