Danger... Never Hire Until You Profile!
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Sample of Content:

When hiring, many employers set themselves up for failure because they do not understand how critical profiling is. Learn how profiling can significantly
improve your hiring process...

Content:

Y ou aways have the staff you deserve! If you went, &os0uch! & when you read that, then good for you. Y ou aready realize you need a better team and the desire for
something better is the always the first step on the road to success.
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Teambuilding is one of your most critical entrepreneurial activities. In business, every day isagame day and to win you must be able to field awinning team. Winning teams
are made up of great employees yet many employersfail to put enough effort into their hiring activities to obtain them.

In some ways, building a great team of employeesis abit like building a house. When building, there is a step-by-step process that must be followed or the result will be
unsightly, uncomfortable, and unsafe. Each step isimportant and the steps must be performed in the correct order.

So it iswith teambuilding. Thereis apowerful, step-by-step process that will lead to successfully building a great team. Unfortunately, many employers set themselves up for
failure by skipping one of the early stepsin a great teambuilding process. That step is profiling. Profiling involves making 3 lists.

Thefirst list identifies the key results you want an employee in a particular position to achieve. There will usually be 5 to 15 key results on thislist.

Don&€™1 list, &€oGreet customers.&€e That isatask, not aresult. Instead write, &€aaGreet customersin away that |ets them know we are glad to see them&€E” makes them feel
special.&€.

See the difference? Now instead of just looking for someone to say hello (almost anyone can do that), you redlize that you are looking for someone specia &€ someone who
enjoys interacting with people, has a certain type of personality, and a desire to use that in their life at work.

If you fail to get clear about the results you expect a new employee to deliver, don&€™t be surprised if you end up hiring someone who doesn&€™1t quite measure up. When you
get very clear about the results your new employee must achieve to contribute strongly to your bottom line, you then have the knowledge you need to make your second list.

Y our second list identifies the skills, experience, education, personality traits, character traits, and career goals that you would expect a person to have, if they areto deliver the
results you are seeking.

Letd€™s ook at another example. Wea€™ Il assume you own a company that does specialty welding and machining. Y ou employ 27 staff people in your shop. Y our current
long-term production manager will retire in about 6 months and you are looking for a replacement.

Onyour first list, |et4€™s say one of the key results you want your new production manager to achieve isto improve productivity by at least 7%. Y ou know thisis achievable
if he or she makes better use of your new production management software, improves scheduling practices, reorganizes the inventory storage and tool sign-out processes, and
corrects the problem you have with getting your staff to consistently use the most efficient and productive processes available.

Now wed€™I| use thisinformation to make your second list. You are looking for someone with strong computer skills. Thisindividua will need to be an experienced manager
with great problem solving skills. Y ou are looking for someone who understands process control and has excellent organizational skills. People skills are also important
because of your current problems with getting people to follow certain processes.
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Y ou can see that when you do a good job of your first list, making the second list is pretty easy. Y ou will use the second list when you are preparing your recruiting materials.
When your recruiting materials clearly define the skills, education, and experience you are seeking you will receive fewer resumes from those who are obviously not qualified
and this can save you awholelot of time.

Y ou will also refer back to your second list when interviewing. You will have a checklist to insightfully compare the person you are interviewing with the person described on
your profile.

Your third list issimply alist of reasons your company isagreat place to work. If you hope to recruit top talent, you will have to include information from this|list in your
recruiting materials.

Profiling helps you be very clear about your hiring objectives. ItA&€™s almost clichA© to say that itA€™s easier to hit atarget you can see clearly. Invest the time required to
create your profiles properly and you will recruit more effectively, save time, make fewer & bad hiresd€™, and end up with a stronger team as a result.

Stephen has helped many employers build superstar teams. For more information on recruiting, screening, interviewing, hiring, training, motivating, disciplining, and inspiring
your own superstar team, click on http://www.profitabl eteambuilding.com
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