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More Praise for Hiring Smart


“Hiring Smart is the most important work on selecting key personnel in over a decade. Essential reading for any executive or manager who must make the right decision the first time, every time.”

—Milo Shelly, Vice President, E. & J. Gallo Winery




“The book will make you say, ‘Why didn’t we think of these strategies ourselves?’ But like all simple ideas, they are extremely difficult to implement, especially in an organization. I’m going to keep Hiring Smart on my desk at all times.”

—David G. Price, Chairman of the Board, American Golf Corporation




“Contrary to what I thought early in my career, hiring good people doesn’t come naturally, and it isn’t easy. Hiring Smart gives us a clear, straightforward map through this potentially treacherous terrain. I wish I’d had it twenty-five years ago, but better late than never!”

—David Brown, President, Art Center College of Design




“I seriously doubt that any executive can read this book and not gain from it. Dr. Mornell outlines tips for hiring that will greatly decrease the chances of making costly mistakes.”

—Robert A. Ferchat, Chairman & CEO, Bell Mobility, Canada




“Hiring Smart works. I wish I had this tool thirty years and 5,000 employees ago. It will become an important part of our hiring practices.”

—Fritz Grupe, Jr., Chairman & CEO, The Grupe Company




“I always considered my hiring techniques to be clever and insightful. That is, until I read Hiring Smart. This book exposed a number of flaws I had developed over the years in the incredibly important process of relationship creation. It’s never too late to teach an old dog new tricks.”

—Laurence B. Mindel, Chairman & CEO, Il Fornaio Corporation




“We all know that finding the right people is the key to success—often, the whole ballgame. Pierre Mornell brings a disciplined and practical sensibility to the hiring process. As one who has both succeeded and failed at hiring smart, I found Dr. Mornell’s message invaluable.”

—N. J. Nicholas, Jr., Co-CEO, Time Warner, 1990–92




“Pierre Mornell has put the spotlight on the most important decision in any business—choosing who to put on your team. Anyone who doesn’t follow his advice will inevitably pay a huge price in both time and money.”

—T. Gary Rogers, Chairman & CEO, Dreyer’s Grand Ice Cream




“The simple yet eloquent style of Dr. Mornell’s writing makes the book very user-friendly. I shall keep Hiring Smart within reach of my desk.”

—Haile T. Debas, M.D., Chancellor, University of California, San Francisco




“A vital book in an urgent area where most of us are weak and the stakes are so very high. Hiring Smart is a brisk three-hour read, including time for reflection. In elegant how-to style, this book delivers with deep heuristics and homilies. Reading it will change your approach to hiring. It has mine.”

—Robert Johansen, President & CEO, Institute for the Future





“Men judge more from appearances than reality. All men have eyes, but few have the gift of penetration. Everyone sees your exterior, but few can discern what you have in your heart.”

—Machiavelli, The Prince, 1532
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“You can’t spend too much time or effort on ‘hiring smart.’ The alternative is to manage tough, which is much more time consuming.”

—Gary Rogers, Chairman & CEO, Dreyer’s Grand Ice Cream



Introduction: A New System for Hiring

Over the past twenty-five years, I’ve been invited by the presidents of companies, large and small, public and private, to help evaluate and select their key people. From the resulting years of trial and error, I’ve developed an almost fail-safe method for predicting behavior that works for hiring all levels of employees, from entry-level staff to company presidents.

Why is a hiring decision so important? Because of the high cost of mistakes. My rule of thumb is: If you make a mistake in hiring, and you recognize and rectify the mistake within six months, the cost of replacing that employee is two and one-half times the person’s annual salary.

Put another way, the wrong person earning $50,000 will cost your company $125,000. The wrong executive making $100,000 will cost you a quarter of a million dollars if you rectify the mistake within six months. And this economic estimate doesn’t even consider the emotional costs. Who among us hasn’t driven home or lain awake at night having imaginary conversations with a troubled employee or difficult colleague?

Before an annual seminar I conduct for executives from around the world, I once sent out a nonscientific survey to about one hundred past and present clients. There were just three short questions:


	What was your worst hire?

	How long did the situation take to resolve?

	How much did the mistake cost?



A staggering 70 percent of the executives returned their surveys within one week. And their answers were equally amazing.

How long did it take to resolve the situation?


Median: 1 year

Average: 1.5 years



How much did the mistake cost?


Median: $300,000

Average: $1,087,863



Comments ranged from “I’ll never hire anyone again,” to “It cost me the company.” As the recruiting director for Microsoft has said, “The best thing we can do for our competitors is to hire poorly.”

The lesson is clear. Whether you are a small-business owner, the director of a not-for-profit organization, or the CEO of a Fortune 500 company, success depends upon your ability to hire the right men and women. People are our most valuable assets.

Yet the top ten business schools offer no ongoing courses about how to evaluate, select, or hire key people. In fact, MBA students today are offered courses about the opposite—how to get themselves hired by performing well in interviews. For example, Duke University has a required course in “Individual Effectiveness,” partly devoted to interviewing skills, job-offer negotiations, telephone etiquette, and other tips for the applicant. A required career management seminar series at NYU’s graduate school of business includes “How to Work a Room.” I have written this book from a rather different perspective, inspired by a man who was a master at predicting winners—the San Francisco 49ers’ chief scout Tony Razzano.

During the 1980s the 49ers won four Super Bowls. They were professional football’s best team and were hailed as the “Team of the Decade.” One reason for their great success was Tony Razzano’s selection system.

The system was no secret; it had proven itself after he made a mistake in selecting a punter, Jim Miller. In an empty stadium, Razzano had watched Miller boom ten kicks with his shoe on and ten kicks with his shoe off. He looked like Superman. Based on Miller’s performance that day, Razzano had recommended he be drafted as the 49ers’ next punter. “I thought that was a no-miss thing,” Razzano said.

But faced with the realities of crowds, wind, bungled snaps, and the oncoming rush of 300-pound defensive linemen, Jim Miller apparently couldn’t handle the pressure. After three inconsistent seasons, the 49ers cut him. It turned out to be a watershed—if expensive—lesson for Tony Razzano. The 49ers had deviated from their selection system and paid the price.

After Miller, Razzano insisted on observing a player in action for at least 200 plays. “I like studying over 200 plays. When you see that many plays, you have a feel for what a player can and can’t do,” he said.

Using Razzano’s system, the San Francisco 49ers picked Joe Montana in the third round of the NFL draft. Montana was the eighty-second player taken that year. Jerry Rice was selected using a similar method and was the sixteenth player taken in his draft. Montana became a quarterbacking legend, leading the 49ers to those four Super Bowl titles. Rice, shunned by more than a dozen teams in the draft, is widely considered the best receiver ever to play the game.

The other twenty-seven NFL teams selected their players primarily from the workouts of potential pro players in the league’s annual meat market for college players. By invitation, these athletes perform before scouts in an otherwise unoccupied football stadium, demonstrating their individual skills in such events as the forty-yard dash, bench press, and vertical jump—but the stadium is empty. Tony Razzano said, “200 plays.” He meant real live situations.

Of course, you’re rarely going to see 200 demonstrations of a candidate’s talent before you make a decision. But you can see twenty such moves—before, during, and after the interview. You can also hear about another five to twenty actions or reactions in various contexts from people who know the candidate on and off the record. Watching a person respond to five or even twenty challenges, you’re less likely to be dazzled by a single shining interview, or to be influenced by a strong first impression. And the less likely you are to hire the next warm body who walks into your office.

In this book I suggest forty-five strategies designed to take the measure of an applicant. My suggestions are not hard-and-fast rules. They are opportunities to improve your hiring tools. They are the basis of a new selection system that will take you considerably less time than hours of interviews by emphasizing behavior, not words.

The system affirms Mornell’s Maxim, which says, “The best predictor of future behavior is past behavior.” It’s a conclusion based on forty years of psychiatric experience in which I have seen not only a person’s exterior, but what that person holds inside. Neither optimistic nor pessimistic, Mornell’s Maxim represents reality as I see it. If a woman was a Type A personality yesterday, with all of its advantages and disadvantages, you can bet on her being a Type A tomorrow. If a man was great with people but lousy with details in his last three jobs, you can predict his future behavior accordingly. If control was an important issue last year, it will be this year.

Mornell’s Maxim applies to more than just hiring job applicants. Several years ago I spoke in Istanbul at an international conference of 500 company presidents. After I finished speaking about “Picking Winners by Hiring Smart,” I wandered down the hall to where another speaker had just started his lecture. His name was Herb Cohen, the author of You Can Negotiate Anything, and he was expounding about an overhead projection slide that read, “There’s a cardinal rule in negotiations. The best predictor of a person’s future negotiating behavior is his past negotiating behavior.”

Although Herb Cohen and I had never met, nor had he heard my lecture, within an hour of each other’s talks in a conference center in Turkey, we were both teaching the same lesson: Negotiating or hiring, the








OEBPS/images/Morn_9780307791283_epub_tp_r1.jpg
45 Effective Ways for

HIRING SMART!

How to Predict
Winners and Losers
in the Incredibly Expensive
People-Reading Game

by Dr. Pierre Mornell

d by Kit Hinrichs

Hlustrations by Regan Dunnick

1

Ten Speed Press
Berkeley  Toronto,





OEBPS/images/Morn_9780307791283_epub_001_r1.jpg





OEBPS/images/Morn_9780307791283_epub_L03_r1.jpg





OEBPS/images/Morn_9780307791283_epub_L02_r1.jpg






OEBPS/images/Morn_9780307791283_epub_cvi_r1.jpg
45 EFFECTIVE WAYS FOR

HIRING SMART!

How to Predict Winners and Losers
in the Incredibly Expensive
People-Reading Game









OEBPS/page-template.xpgt
 

   
    
		 
    
  
     
		 
		 
    

     
		 
    

     
		 
		 
    

     
		 
    

     
		 
		 
    

     
         
             
             
             
             
             
             
        
    

  

   
     
  





