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Creating Winning Teams

reating a winning team begins with creating a
Cculture in which people are encouraged to

challenge, to question, to try, and to innovate.
Surround yourself with and create teams of the best
people the organization has to offer. Don’t limit
yourself by focusing only on people with seniority or
rank. Bring people into a team as they are needed
based upon their
expertise or abilities.

The ideal team will
include the four types of
thinkers so you get a
blend of perspectives.
For example, some team
members will naturally focus on short-term efficiency
issues (doing things right) while others will focus on
short-term effectiveness (doing the right things).
Additional team members should be selected for their
natural inclination to focus on long-term efficiency,
while others should be selected for their natural focus
on long-term effectiveness. This will go a long way
toward preventing “group think” from taking over and
delivering a product that is fundamentally flawed.

Create a culture where people are encouraged to be
their best and perform their best.
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Using Job Benchmarking To
Avoid Unnecessary Costs

ost companies could do a lot better when it
M comes to hiring employees that can make the

company better. Too often, somebody leaves a
role for another position and the human resources
department is told that they need to hire somebody
else. At that point, they start sorting through a
number of resumes to try and find ]
somebody to fill the position. ) @

There are a number of problems
with this process. First of all, the
people that are going through the
resumes probably don’t know that
much about the position. For all
they know, they might be weeding ]
out some of the best possible candidates and sending
the wrong people on to the interview process.

Even for the hiring manager, assessing candidates is
not their primary job function. It’s probably
something that they do every once in a while and they
are likely doing it at a time when they find themselves
short-staffed. They have other things on their mind,
and they can be biased by the fact that they want to fill
the role quickly and get on with other things.

If they talk to somebody for an hour and the person
suitably answers the interview questions they may end
up getting the job. That person might have the best
work ethic and might be very personable. They might
also be completely mismatched to the job and find that
they soon get frustrated when they’re trying to meet
expectations that they don’t even understand.

If a company were to use job benchmarking to first
identify the accountabilities of a position, it’s going to
pay huge dividends in the long run.

Continued on page two — Benchmarking
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Communicating Criticism

Many managers are eager to
compliment but often neglect to
criticize. It is so hard to tell another
grown-up when they have done
something incorrectly. But managers
are responsible for helping others
grow and need to help mentor their
employees.

Here are a few guidelines to follow
to help employees gain new skills:

1. Specify the behavior and criticize
the behavior O never the individual.

2. Be specific in your criticism [0 don't
generalize.

3. Say something positive about the
person.

4. Show how you can work on the
problem behavior as a team.

5. Understand how the employee
feels and show your empathy.

6. Show your confidence in the
employee.

You can't let praise or criticism
get to you. It's a weakness to get
caught up in either one.

~ John Wooden
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“We can’t solve the problems of today
using the same kind of thinking we used
to create them” — A. Einstein
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As the goals or projects dictate, you may want to involve multiple
constituents in different aspects of the project as needed. Furthermore, it
may not always be necessary to involve everyone from the beginning to
end. Always be sure however, that the goals and objectives are specific
and that they are aligned with the vision, values, and strategies of the
organization as defined by the strategic plan.

~ Adapted with permission from the Resource Associates Corporation Executive by
Sorrell Associates, LLC
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Hiring companies need to look at the bigger picture and identify exactly
what a particular job function needs to do. They need to identify how
that fits into the workings of the entire company.

Once a list of the key accountabilities has been produced, the company
can go about finding individuals that can fulfill those accountabilities. It
means that the person they hire is more likely to have

success in that role because they match the role

better. 1t’s not enough to be able to impress

somebody in an interview. They need to have

inherent behaviors that will predict success for them

specifically for their job function. mm—
It might seem apparent that you need to hire better Benchmark

people in order to have a better company. Many for Suesess!

companies don’t realize how much of an impact

those hiring decisions make in the long run. Employees that either don’t
understand or are not fully capable of filling the requirements of their
position tax every part of a company.

They will take longer to train, and they will be less effective once they
are trained. A human resources department that has to constantly be
going through the process of hiring new people because an employee
was frustrated with their position can cost a staggering amount.

Not only will the poorly chosen employees create the need for more
employees, they will frustrate the ones around them. Managers will
leave because they can’t get the job done and other employees will feel
the pressure from having to try and fulfill their own roles and somebody
else’s. Start with job benchmarking and stop these profit robbing hiring
decisions from affecting your company.

~ © Copyright protected, all rights reserved. Written for us by author Gary Sorrell
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Websife Infoplease.com, a free,
Of The Month authoritative, and respected
reference for Internet users,
provides a comprehensive encyclopedia, almanac, atlas, dictionary, and
thesaurus. Infoplease.com contains facts on all subjects including sports,
entertainment, technology, education, world news, and United States

Check it out at www.infoplease.com
Heritage Hill Partners

government and history.
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