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The Two Main Keys to
Hiring (and Managing)
Success

1l manner of strategies and

theories are bantered about

regarding the best ways in which
to hire top talent, as well as the best
ways to manage that talent once it’s on
your team. However, if you were to
boil all of those strategies down, you’d
discover that there are two elements at
the core of each one. (If they’re
successful strategies, that is. There are
plenty that are not.)

Those two elements are engaging in effective
communication and the setting of clear
expectations.

Actually, when you think about it, these elements
are integral to success in just about any and every
endeavor that includes human interaction . . . from
the workplace to marriage. The fact that they
cross such situational barriers is an indication of
the importance that must be placed upon them
when hiring and managing the best employees
available.

Continued on page three — Hiring and Managing
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Succession Planning
Means Success Planning

efore you read any further, I would
like you to find a sheet of paper
and something to write with.

Are you ready? Now here is what |
would like you to do. Read each of the
three scenarios below and, on your
sheet of paper, write down what you

¥ would do.

Scenario One: It’s a Tuesday morning
and you, the Vice President of Human
Resources, just received a call that, on
their way to an important industry
conference, your company’s President and its Vice
President of Operations have just been killed in a
plane crash. Who is now in charge? What do you
do?

Scenario Two: As your company’s [.T. manager,
you have taken great pride in hiring “the best of
the best” and combined with an outstanding
training program, have a staff that’s the envy of
your industry. Your top project manager has just
told you she is leaving the company. She has
personally designed and managed the last three
major L.T. projects by herself. Now what is going
to happen?

Scenario Three: As Plant Manager, you just had a
call from your key foreman who has gone to the
hospital for emergency surgery and will be out for
at least 4 weeks. He is the only one who knows
how to set up jobs on the new machine. You have
wanted to have him train someone else but there
has never been time. Some of the largest orders of
the year are coming in now. What is your plan?

Continued on page two — Succession Planning
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Continued from page one — Succession Planning

So you don’t think these could happen to you and
your company? Think again. Do you really want to
take that risk?

Early in the 20" Century, French Engineer Henri
Fayol developed his “Fourteen Points of
Management”. One of them referred to
management’s requirement to
ensure the “stability and tenure
of management”. Sounds a lot
like succession planning,
doesn’t it?

Organizations need to plan for

talent to assume key leadership
positions, sometimes on very ;
short notice, on a temporary or permanent basis.

Continuity of leadership is critical to the survival
of the organization in the future.

v" What is the long-term direction of your
company?

v What key areas require continuity of
leadership?

v" Who are the key people you need to
nurture and develop?

v" Are your published career paths holding
back some outstanding candidates?

In a short article such as this, the complexity of an
effective succession plan cannot be made simple.
However, some of the major steps could include:

e Mission definition and alignment — Most
businesses have some form of a mission statement
but the mission for the succession plan must be
defined and made to align properly with the
overall mission of the company.

e Strategic issues must be identified —
Examine the key factors that may affect both the
creation of a succession plan and the continuation
of it.

e Goals and expected results must be set —
This should include action plans, timetables and
ways which you will measure the success of your
strategies.

e Program must be designed, announced and
implemented —

Continued on next column —

There are dozens of aspects of the succession plan
that must be considered including: assessments,
skill gaps, approaches, delivery mechanisms, etc...

One of the unique and valuable results from
developing a succession plan is that you may gain
some important insights into how your future
succession plan should be designed. You may find
that filling key positions in the past took way too
long. Or you may find that turnover in key
positions has been higher than normal.

According to Julia Johnson, Wipfli LLP,
“...organizations need to remain responsive to the
ever changing landscape of the business
environment and the specific needs of the
organization. Develop your employees, manage
toward the future, and keep your options open.’

’

Many companies have cited succession planning
as one of their top priorities; however, most of
them have done nothing to make it a reality. Why?

Maybe it’s because succession planning is neither
easy nor inexpensive. It takes time and it takes
money. Remember that succession planning is
success planning.

~ Author: D. Salzwedel. Excalibur Edge LLC. All rights
reserved worldwide.

Business, more than any other occupation, is a
continual dealing with the future; it is a continual

calculation, an instinctive exercise in foresight.
~ Henry R. Luce

Working a Room

A standup cocktail party can be a fun way to
network effectively. To get
started, approach effectively.
Approach people you know
first. Then have them introduce
you to others. When you meet
someone new, tell him or her
briefly who you are and what
you do. Spend most of the time
building a personal relationship with him or her.
Exchange business cards. Make notes about each
person you've talked to on the backs of their cards.
To develop the relationships you've begun, send
follow-up notes expressing pleasure meeting them,
and indicating an interest in talking later.
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Continued from page one — Hiring and Managing

Hiring candidates

Let’s address the hiring process first, since it’s first in terms of

chronological order. We’ll examine both elements as they pertain to

the process.

Effective communication — At the heart of
effective communication is the ability to convey
exact meaning to the other person. Most
miscommunications that occur are the result of
not enough information as opposed to the wrong
information. That’s why you should attempt to
“over communicate.” That usually ensures that

Keys to Successful

you’re communicating just enough. That being Hiring and Managing
said, the candidate should be aware of all aspects related to their

participation in the interview process.

Clear expectations — This refers to what the candidate would be

expected to accomplish in the position you’re seeking to fill; in other

words, their job description. Explicitly state what will be expected
from the individual, on all levels, and make sure that there is no

confusion regarding any details.

Managing employees

Once the candidate becomes an employee, it doesn’t stop there.
Failure to continually address both of these key elements can have
disastrous consequences. On the flip side of the equation, proper
attention to them can help to increase retention rates.

Effective communication — As you might expect, these elements

become even more important once the person is an employee and not
just a candidate, because now their performance affects the company’s

bottom line. In this case, effective communication is consistent
communication. Each employee must be touched on a consistent

basis for the purpose of exchanging vital information. This could take

the form of a regular meeting schedule, or it might not.

Clear expectations — Employees, who are unsure of what they should
be doing, or more importantly, what exactly is expected of them, are
the productivity equivalent of a ticking time bomb. Not only should
they know beyond a shadow of a doubt what they are expected to do,

they should also know why it’s important. This helps to further
engage the employee in their job, once again increasing retention.

If you have any questions about this article, or about how we can help

you with your current hiring needs, contact us today.

~ Copyright protected, all rights reserved worldwide. ©Gary Sorrell

Time is the scarcest resource and unless it is managed nothing else can

be managed.

~ Peter Drucker
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Persistence

The power to hold on in spite of
everything, the power to endure —
this is the winner’s quality.
Persistence is the ability to face
defeat again and again without
giving up — to push on in the face
of great difficulty, knowing that
victory can be yours. Persistence
means taking pains to overcome
every obstacle, and to do what’s
necessary to reach your goals.

“He Conquers Who Endures”
~ Persius

Google earth

Google Earth lets you fly
anywhere on Earth to view
satellite imagery, maps, terrain,
3D buildings, from galaxies in
outer space to the canyons of the
ocean. You can explore rich
geographical content, save your
toured places, and share with
others.

Check it out at earth.google.com

Don't miss next month's issue.
Subscribe now!
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A Customer’s Expectation for Service

11 customers have certain expectations about what good service should be. Listed below are examples of
customer expectations of service. Check those you feel are important. Use this at your next meeting or in

your internal newsletter.

v
v

Customers expect value for their money — fair prices.

Customers expect high quality goods and services from a
company.

Customers expect a clean, safe and pleasant atmosphere.

Customers expect employees to be knowledgeable and show
interest in their jobs.

Customers expect courteous, friendly service — employees who really care.

Customers expect consistent value, treatment and good service, each time they come in the
door.

Customers expect a variety of goods and products from which to choose.

~ All rights reserved worldwide. Gary Sorrell — Sorrell Associates, LLC

Take Action Before Hostility Festers

‘ x 7e’ve all heard of road rage and air rage, but v Keep the focus on the facts. An employee
the newest trend seems to be desk rage. may use the interview as a chance to harm the
Hostility in the workplace must be dealt with reputation of another worker. If an employee

immediately. If it’s not, the results can
be disastrous.

Hostility can arise when complaints
are ignored. Managers stall, thinking a
disagreement will blow over.
Meanwhile, employees grow resentful
of management’s perceived neglect.

starts offering opinions, ask “Is
there an incident that you
personally witnessed?”

v" Bring up contradictions. When
stories conflict, ask the people
involved what explanations they
have for such different stories.

Even when a situation doesn’t blow up, the v Keep detailed records. Write down the names
damage to workplace morale and productivity can of the people you interviewed and what each
be harmful. Take these steps to defuse workplace person said, with as much specific information
hostility: as possible. Ask employees to sign and date a
v Interview those who are directly involved in written statement to ensure accuracy.

a dispute, as well as any witnesses. These v Take action. If it is clear that misconduct did

interviews, which should be done within a day
or so of the complaint, are critical in gathering
information. It’s important to ask open-ended
questions, not assuming anything. Often what
appears to be black-and-white can have many
shades of gray.

take place, then discipline the offending
employee. You’ll only create cynicism and
further hostility if you investigate a complaint
and then fail to act on it.

~ Adapted from “Good Handling of Complaints Lessens
Workplace Violence Risk,” Anita Bruzzese, Gannett News Service
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