Hiring for Growth — How to Hire the Right People for the Right Position with Tripp Braden

Over 60% of hiring managers believe they made at least one bad hiring decision over the past several years.
Are you one of them?

Good hiring is something every manager can get significantly better at with a little work.
What does it take to become better at hiring in a high growth business?

Always be looking

Slow down the process

Use team interviewing to increase success
Think day 365 versus day 1

Remain positive in how you ask questions
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Know your real story

| use a simple three step process to get the best people for my team and my clients. I've interviewed over 16,000
people who manage and lead businesses. The people who become good at hiring build great organizations.

Step 1: Prepare yourself to become better at hiring

e Who are you?

e What is your organization’s story? You want to get input from others and start to standardize with other
team members.

e What needs to be done? What results do you want from this hire?

e What type of people do well in your organization?

e What type of people succeed in the role for which you’re hiring?

Step 2: Develop a position description

You can find them if you don’t have them by looking up jobs with similar companies or industries on Indeed or
other job sites. If you are on LinkedIn and belong to groups in your industry, you can find job listings there as
well.

This takes time but pays huge dividends if you are hiring many people in the same year.

Now that you have a basic description of the role your looking for, review with a manager or HR to see what else
should be added.

Put together your employee wish list by breaking it down into three categories.

e Must have

o Like to have

e  Christmas in July Skills. The skills and capabilities immediately impact your organization when they are
added to your current team.

Talk with team members to get their feedback. If you have high performers, what skills or common qualities do
they all possess? Are there any intangible qualities you find among all your star performers?
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Step Three: The Interview

The interview is the most challenging part of the hiring process. It’s very easy to hire people who are just like
you. Does that sound like such a great idea?

Your business culture should be more than just a reflection of the original leaders or founders. You should be
adding complementary capabilities to your organization with each hire you make. Hiring managers should know
what they do well and what they don’t do well. It’s critical to understand what kind of help your team needs to
succeed.

How to prepare before interview

Read the resume at least twice before the interview. The first time to understand the big picture of the
candidate, the second time is to identify questions you have about the candidates’ background. Many leaders
fail to read the resume before their interviews. | bet over 50% of the bad hiring decisions come because
managers don’t invest time in understanding people’s background.

Many sales leaders fail to do work on the front end because they have great communications skills. They
consistently miss the bigger picture of candidates’ background.

Have each person interviewing the person follow the above process. See what common questions come up.
Then make sure they are covered by at least two interviewers and compare responses.

Remain positive when interviewing people. Make them want to work for your organization. However, don’t start
selling your opportunity in the interview. Let the candidate lead by asking great questions and then listening to
how they answer.

Many new managers sell their jobs very well. The problem is they don’t really get to know candidate and a good
interviewee is great at listening and repeating back what employer wants or needs to hear.

As a general rule, start with general questions then ask additional questions to get specific details. Don’t allow
the candidate to avoid a critical question with an oversimplified answer.

For example, | like to work hard as a strength. Follow-up with how do you define hard work? Can you give me a
specific time when you had to work hard? What results did you achieve? How would you do it differently the
next time to be even more successful?

You should have at least two interviews with candidates. Tell the candidate this is a multistep hiring process. You
may miss a good person once in a while, but you also miss the candidate from hell who rushes you through your
process and is a terrible hire for any number of reasons you would have seen over the interview process.

Try to look at how the job is evolving over the next 12 months. It’s much easier to hire people when you know
what they will be doing a year or more from now.

Finally, there are many great resources out there on hiring people and questions to ask. The trick is to connect
on an authentic level with your candidates.

There is nothing worse for you or a candidate if you make a bad hiring decision. Learn how to ask good
guestions. You must also know who you are before you hire an individual. Most people can have one good
interview where they do well. If you lengthen the process and people involved, you are more likely to get the
best people for your team.
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