Security Company- Hiring


The hiring Dilemma, one of the main issues we stress to Security Company Owners is that “you are hiring your workers compensation injury problems.”  There is a need to make sure that you have the correct type of employment application; effectively using background checks, structuring an actual work based medical review and the very important employment interview.  This is training which is provided to Security Company and we would ask that you note the following:
The problem with many interviews is their failure to provide rich, useful information. Too often, a candidate walks out the door leaving behind good impressions but little real information. 

An unstructured interview--one in which the interviewer asks whatever comes to mind--is the weakest technique for getting useful facts. It allows the well-prepared candidate to control the dialogue. The candidate can direct the discussion into areas that help him/her look good. Yet the majority of all interviews are unstructured! 

Even patterned or structured interviews--those with carefully prepared questions--suffer when the data collected yields little clarity about the actual behavior of the candidate. Attitudes are important, but the best predictor of future behavior is past behavior. The typical question "What do you like best and least about your job?" does not usually reveal much about the candidate's behavior. While it may provide insight to the person's values, it does not tell about the person in action. For example, I may like to play golf, but that does not mean I am good at it! 

An alternative to traditional interviewing is Behavior-based Interviewing or BBI. BBI is different from other interview approaches because it emphasizes behavior and relevancy. Attitudes, biographical data, professional and personal achievements, and likes or dislikes are less important in the process of assessing the capability and fit of the candidate. 

BBI uses prepared questions to probe a candidate's past behavior. The key is to know what behaviors are important and how to ask about them. Recently, this process is often called STAR: Situation/task, Action, Results. 

A careful review with incumbents, supervisors, and subordinates can yield useful ideas. "Give me an example of how past managers have shown excellence in this job" can be a helpful start toward finding key behaviors. Also, "Has anyone ever failed in this job? What did the person do?" can be a useful direction of inquiry. 

Once the relevant behaviors have been found, interview questions are developed. For instance, if a key aspect of the job requires the manager to establish new client contacts, a typical set of BBI questions would be "Tell me about the most difficult new client contact you made in the last six months. What obstacles did you face? How did you overcome them? What would you do different next time?" 

The discipline and focus of a BBI interview can lead to surprising results. 

Recently, a woman was being interviewed for an important project manager position. She had received her MBA in 1985, and her career had sky-rocketed in the subsequent years. Her resume indicated remarkable success with a Fortune 500 company as she moved from managing one project to another. 
A BBI interview revealed a surprising set of behaviors, however. Focusing on her ability to "sell" a new project to other departments--a critical part of the job for which she was being considered--questions such as the following were asked: Of the last two projects you managed, which was hardest to sell to others? What were the problems? What did you do? 

These questions led to the discovery that the candidate had never "sold" a project to other departments. In fact, in none of her projects had she ever managed beyond the proposal stage. Her aggressive style had caught the attention of top management, and she had always been promoted before any project had been implemented. In fact, she had no idea if any of her projects had ever been successful! Nor did she care. Unfortunately, the client company needed a project manager, not an idea generator. 

Planning and probing are the critical steps in effective BBI interviewing. 
In addition to learning behavioral interviewing, a good interviewer must understand three key facts: 

1. An interview is a type of selling. When you sell to a customer you have to clarify your role, establish rapport, listen, and share information. You are trying to control the interaction, but you do so in a subtle and indirect fashion. Otherwise, you create resistance. A selection interview should be similar to the sales call. It requires the same attention to rapport building and the same planning discipline that a good sales call should have. 
2. A poor selection interview (and decision) costs you far more than an unsuccessful sales call. The effects of a poor sales call can be overcome by the next one being successful. But a poor selection interview has already cost money in recruiting and interview time. It also is a decision that leads to lost productivity and lost opportunity. A poor selection decision does not go away easily. It continues to cost you day after day. The time you spend to plan and conduct a good behavior-based selection interview is time (and money) well spent. 

3. An interview is not a game of wits or mental combat. The candidate is not there to compete with you, and you are not there to humble the candidate. You are there to gain information. To be successful as an interviewer, you need to consider the interview to be a conversation--a purposeful and structured conversation. In this context, past successes and disappointments can be discussed with equal poise and openness. 

Some Steps:
Before the Interview

· Identify the key performance factors (competencies) for the position 

· Identify the traits that correspond to the performance factors 

· Plan your questions 

Conducting the Interview

· Create rapport 

· Know how to ask questions 

· Be alert for subtle verbal and nonverbal cues 

· Listen 

· Have the courage to probe or to be silent 

· Express your appreciation and conclude the interview 

After the Interview

· Immediately review your notes and evaluate the information 

· Write a summary 

· Reach your conclusion 
These are just some steps you may want to consider as you enhance your hiring process so you can begin to “weed out” many of your potential injuries especially with new employees.  We can provide training to your management team.
Our Instructor:

David Torres is a former law enforcement Officer who earned his Juris Doctorite Degree, MBA and is presently a Doctorial Candidate (D.B.A.) His research is in the area of Employer-Employee Communication Interactions focusing in from inception, the job interview, disciplinary interactions, employment based investigative interviews.  He has integrated the subjects of body language and the analysis of micro expressions into his seminars and training sessions for employers and their management teams.

His training processes as well as his risk management team services include:  Budweiser, Coors, Growers Express (“Jolly Green Giant”) – Dairymen’s Association, (“Got Milk folks”), as well as many regional and national clients.
Let us know how we can help.
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