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Getting the Right People on the Right Seat on the Bus

Written by: Scott Humphrey, Marketing
Manager, Shaw Flooring Alliance and re-
printed with permission from the Floor Fo-
cus.

n a recent meeting in Houston, Texas,
I I gathered with a group of key floor

covering dealers to discuss issues that

impacted their success. Of course the
typical challenges were mentioned: driv-
ing retail traffic, advertising, economic con-
cerns, price increases, installation, distribu-
tion, etc. In order to drill down and discover
the underlying issues, I like to ask a ques-
tion that takes people away from the typi-
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cal business focus; a question like, “What
keeps you up at night?” The answer to this
question is almost always people related.
The group overwhelmingly responded,

“Help me hire the right people.”

True leaders want to know that they not
only have the right people on the bus, but
that they have the right people on the right
seat on the bus. And for good reason, the
latest research from the American Manage-
ment Association calculates the cost of los-
ing an employee is 30 percent of that former
employee’s annual salary. Others show it to
be as high as 1 1/2 times the salary of the
former employee. This doesn’t even calcu-
late the cost of those employees who de-
cide to quit and stay. They come to work

Right (see page 8)
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(Items available in S, M, L, XL,
XXL, additional $2.50 for XXL)

Ashworth AWS Golf Shirt
- Lime

(breathable, light weight,
moisture management, and
easy care)
$45 each
Qty ____

Size

Rapid Dry Crew Shirt

breathable)

(special rapid dry fabric makes it comfortable &

$20 each

Burgundy Qty
Light Moss Qty
Light Blue Qty
Black Qty

Ashworth Golf Shirt -
Absolute Blue

(100% combed cotton)
$35 each

Qty Size

Size
Size
Size
Size

Ashworth Golf Hat -
Stone

(100% cotton, solid washed
twill cap, one size fits all)
$18 each
Qty

Size

Ashworth Wind Shirt
(water, wind, and stain resistant)

- .
"
=

Sueded Sweatshirt
(sueded fleece offers luxurious & comfortable feel)

SIN

$60 each $25 each
Stone Qty Size Navy Blue Qty Size
Black Qty Size Gray Qty Size
Lime Qty Size Steel Blue Qty Size
— > Total Merchandise $
slhlpplng/_Handllng Shipping/Handling $
erchandise Total
Add 6% Sales Tax $
$0-$60.....cc00nmmrnnnnnnnnnns $7.50 Total Due $
$61-$200.....cc00nmmminnnnnn $10.00
$200-$400.......cccvvnnmeue $15.00
Name Company
Address
City, State, Zip
Phone ( ) Fax ( ) - E-mail
Payment Method: _ Cash __  Check __ Credit Card
VISA/MC Card Number Exp. /

(last 3 digits in signature block) Signature

Complete & return with payment to: IBA, P.O. Box 44670, Indianapolis, IN 46244-0670
(800) 377-6334 ~ Fax (317) 236-6342 ~ Cindy@BuildIndiana.org
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The Indiana Builders Association
(IBA) needs your input. Let us
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formation from IBA. Please mark
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I want to receive Board &
Committee notices through:

[ Mmail
D Fax

I want to receive the following
information through:

IBA General Information; Educa-
tion; Designations; Golf Outing
Convention; Membership Benefits;
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I Legislative Updates; voterVoice

[] Mail
D Fax

If you marked a “Fax” or
“E-mail” box, we want your
most updated information.

: D E-mail
I
I
I
I
I

I Name

ICompany

Fax

E-mail

I

| Return completed form to:
I IBA. P.O. Box 44670,

| Indianapolis, IN 46244

I Fax to 317-236-6342

| Questions? 800-377-6334
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every day, but you would be better off if they
didn’t. Inside they quit some time ago. They are
going through the motions and probably spread-
ing their “I’'m not happy here” venom, everywhere
they go.

In 1990, after spending a few years as an out-
side sales rep, Shaw asked me to head up their
sales recruiting/hiring process. During the next 8
years I interviewed some 10,000 potential candi-
dates, ultimately making hundreds of offers to
potential sales professionals. I came to realize that
in most cases the interviewing process is severely
flawed. It is focused on hiring, but not necessarily
on hiring the right candidate.

One day while I was in a bookstore looking for
abook to hone my interviewing skills, I was sur-
prised to see several books on how to get through
the interview. Books like Getting the Job You
Really Want, by Michael Farr, give detailed in-
structions on how to make the right impression
during the interview. I was further surprised to
find that on many college campuses, Placement
Centers offer classes on “Landing the Right Job”.
These classes do help students determine the jobs
that match their strengths. Unfortunately, they also
teach students how to answer interview questions.
That’s right, students and applicants are trained to
give the answers we want to hear, but not neces-
sarily the answer that truly reflect their feelings.
For example, take the often-asked question, “What
do you consider your greatest weakness?” Any
trained interviewer will take this potential nega-
tive question and turn it to a positive by saying,
“My greatest weakness is that I work too hard.”

In this article, I want to give you some practical
advice on interviewing to help you get through
the fluff. This information is sure to save you time
and money, by helping you hire the right candi-
date the first time.

1. Create A Job Description

If you haven’t defined the position you are hir-
ing for, you are most likely hiring based on
likeability. There are many likable people out there
that are not suited for their current position. Take
the time to identify the job responsibilities. It was
standard practice for me to ask the applicant to
read the job description. I would follow this step
by asking if there were any reason why they could
not perform the responsibilities of the job. I would
then have them sign the bottom signifying that
they understood and were able to, and if hired,
would perform the job responsibilities as defined
in the job description. Among other things, this
was powerful defense if I ever had disciplinary
problems after the hire. I would simply pull out
the signed job description and show them where
they had agreed that they could and would per-
form the agreed upon actions.

To create a job description, simply jot down
what you are hiring the person to do. If you are
filling an existing job, think about what the previ-
ous employee was responsible for and add in any-
thing you would have changed about their job
responsibilities. If you have others currently do-
ing the same job, have them jot down what they
do on a daily basis. This also gives them some
ownership in the hiring process and assures them
that the next person will carry their fair share of
the workload. In addition, job descriptions are
easily found on the internet, especially through
job search companies like monster.com.

2. Involve Your Existing Employees

It is never a good idea to make the hiring deci-
sion a solo decision. The longer a position has
been open, the more desperate we are to fill a
void, the more likely we are to see what we want
to see; to overlook the weaknesses and exagger-
ate the strengths. I would recommend that you set
a standard for your hiring decisions. Our stan-
dard at Shaw was that each applicant had to be
interviewed by three people and all had to agree
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that this was a good hire before we would make
an offer to the applicant. After all, anyone can
have one good interview.

But having multiple interviewers is not the main
reason for involving other employees. Employ-
ees that interview a candidate, and approve them,
feel a sense of responsibility for the success of
that person. They are more likely to encourage
them and hold them accountable to the standard
you have set for your employees and your work-
place. I’ve been on both sides of this. One man-
ager made it a point to involve the entire team in a
hiring decision. Another made the decision alone
and then announced it to the team. Just think about
it. Which candidate would you have more of a
vested interest in?

3. Ask Behavioral Questions

This may be the biggest change from the way
you interview today, but by far the most benefi-
cial. There is an old adage that I have never for-
gotten from my recruiting days. It states, “The
best predictor of future performance is past per-
formance”. With that said, the question is not what
a candidate would do. The question is what a
candidate has done. So instead of starting your
questions with “What would you do...” you now
gather your information by saying, “Tell me about
atime...” Candidates are not trained to interview
this way. You get a picture of the real person.

Follow this format. Ask them to tell you about a
situation where they had to display a quality or
job skill that you deem to be essential. Follow this
question by asking what action they took (What
did you do?). Next, ask them to share with you
the outcome (What happened?). Finally, ask them
what they would change if they had the situation
to live over again. Making mistakes in their past
should not exclude them from the job. Not learn-
ing from those mistakes should.

Be prepared, since this is not the normal method
of interviewing, candidates will still try to tell you
what they would do. When this happens, just state,
“I appreciate your willingness to share with me
what you would do, but I really want to hear
about a specific situation where you have done
this.”

4. Read Their Body Language

It is easier to mislead with words than it is with
actions. It is important that you watch the
candidate’s reaction as they answer the questions.
Body shifts like crossing the legs or rubbing their
hands together could indicate deception. Dr Albert
Moravian at UCLA did research to determine why
people trust others. He found out that: 7 percent
of trust is established through the words that we
say; 38 percent comes from the way we say those
words, the tone of voice or inflections we use; but
55 percent of trust is established through the body
language we observe. It is important that we do
more than interview the candidate. We must also
evaluate them for visual responses.

When you consider the cost of a bad hire, and
you look at the high rate of turnover in our indus-
try, making the right hiring decision should be
one of our primary objectives. This is not an ex-
haustive discourse on hiring the right candidate,
but these four steps helped Shaw reduce our turn-
over in the early nineties from nearly 20 percent to
less than 10 percent. I am confident they will work
for you as well.

If you have additional questions, please feel free
to contact me at (706)275-3419.

IBA’s
Educational
Scholarship
Foundation

Scholarship
Fund

Providing Individuals
the Opportunity
to Become the

Dream-Makers of
Future Generations

“Dream-Maker”

One Who Takes A Vision
and Creates Reality

Purpose

The Indiana Builders Association’s Educational Scholarship Foundation was created to
fulfill the American Dream of homeownership for every Hoosier so desiring to own their
own, safe, and decent home by assisting in the educational development of building indus-
try professionals.

Tax Deductible 501(¢)3 Organization
The Indiana Builders Association Educational Scholarship Foundation, Inc. is a public
charity qualified to receive and gift tax deductible bequests, devises, transfers, or gifts.
A 501(c)3 tax deductible organization.
Federal Tax ID# 20-3910424

Scholarship Awards

The Foundation will award scholarships to deserving students who have chosen the
building industry as their vocation. Scholarships will be awarded to individuals desiring
to continue their education to enhance their career in the building industry, whether it be a
structured degree, certification, designation apprenticeship, or an approved continuing
education class. Applicant must be a legal resident of Indiana and live in the jurisdiction of
the Indiana Builders Association.

Become a “Dream-Maker” today by partnering with us!

| IBA’s Educational Scholarship Foundation Donation Form |
| Individuals are encouraged to become a “Dream-Maker” by making a |
| donation to the foundation. |
| Support for the foundation may be expressed through: |
| 3 Single contribution |
| O$1,000 %500 I
| O Pledge (to be paid over 5 years) |
| 0$10,000 09$5000 0$2,500 $1,000 $500 Other $ I
I O Attending fund-raising events (we’ll add you to our event mailing list) I
| O Gifting of stocks |
| O Grants |
: O Corporate gifts and donations :
I I
I I
I I
I I
I I
I I
I I
I I
I

0$250 OOther $_

O Build Your Legacy Plan (life insurance coverage, payable in the event
of death, to the Foundation)

O Beneficiary on life insurance policies
Payment Options

O Check enclosed

O Invoice

O Credit card (MasterCard or VISA)

Number

Signature

Expiration Date ____
SIC Number

Phone
FAX

| Name |
| Company |
| Address |
| City, ‘State, Zip |
| E-mail |
I
I
I

| Complete and mail to: IBA’s Educational Scholarship Foundation, Inc.,
| P.O. Box 44670, Indianapolis, IN 46244-0670. FAX (317) 236-6342.
| Questions? Call (800) 377-6334.



