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Ever since organizations first formed, the hunt for the best available talent to fill their ranks has been ongoing.  Yet in many ways, we’re still using rudimentary tools to fill our vacancies with those who we hope can propel our performance to new levels.  Now science and technology have combined to provide new tools for the new times ahead.  We finally have a leg-up on the chase to find, recruit and hire the right talent for the right jobs.

Have you seen someone who looks really good on paper or in an interview fall short when it comes to performance on the job?  Are these failures due to hiring “bad” people?  I think not.  I believe that we’ve hired really “good” people who were inadvertently asked to play out of position.  The failure lies in not having the tools for the hiring agent to prevent putting good people in a position where they struggle to survive, not thrive.

Today we can finally address this age old issue and help hiring agents look at the specific requirements of a job and map the internal or external candidate directly to the “right” position based on their individual strengths, passion and vision.  To do this, we need to know a person’s, (1) behaviors, (2) motivators, (3) attributes and (4) background and abilities to ensure a good match.

The candidate’s behavior (the “how”) refers to their personal style.  Behavior depicts “how” someone:  solves problems or addresses challenges; interacts with and influences others; deals with change and structure in their environment; and adheres to rules, regulations, procedures and details.

A simple understanding of behavior in this context puts hiring managers on the right trail to finding the elusive talent for their jobs.  Today there are many behavioral assessments on the market.  One is generally as good as the other with a few minor distinctions.  For best results, choose an assessment instrument that measures both a person’s “natural” (sub-conscious) style and their “adapted” style (how they show up at work).  When the two are closely in synch, performance is optimized.

The next factor to consider is a person’s motivators (the “why”).  In other words, what it is that they like to do and the kind of environment in which they would thrive.  Knowing the motivators helps to predict one’s movement toward one thing and away from another in the job or workplace environment.  Understanding personal motivators enhances the job matching criteria well beyond a simple behavioral assessment.

It is also critical to determine how clearly a candidate sees the need to fulfill their job responsibilities and to measure the level of importance they attach to this need.  We call this a person’s “attributes”.  Heretofore an assessment of attributes was only available in the world of academia.  Now, after numerous validation studies, attributes is available to organizations as well.
Behavior and motivator assessments rely on “deductive” (a judgment call – if this, then that) process to rank and rate their participants.  While this is acceptable for behaviorists, it sometimes lacks the concreteness required by more discriminating hiring agents.  Attribute assessments directly address this issue.  They rely on “inductive” mathematical models to rate and rank their subjects.  Validation studies indicate that our attribute instruments are almost 100% accurate and that they are compatible with EEO requirements in the United States.

For as necessary as behaviors, motivators and attributes indicators are, they are still not the catch all for the talent hunt.  A final question recruiters and hiring managers must ask is, “Can this candidate do this job here?”  Another way to ask the question is, “Can this person do our job the way we want it to be done?”  Answering these questions calls into action the age old practice of gathering and checking references, backgrounds, the size of one’s Rolodex or contact list, and balancing one’s “gut instinct” with the scientific tools mentioned above.
In summary, it is clear that identifying an internal or external candidate’s behaviors, motivators, attributes and personal background is crucial for matching the right talent to the right job.  This is now doable.  Finally we are on the right track for hunting the talent we need to run our operations and organizations.
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