
H alf of all hiring decisions donõt work out; I hear  money  going down the 

drain of many Temp Staffing establishments 

as I write this. The reason for this is pretty 

easy to deduce; either the Temp Staffing 

owner makes the wrong decision or the can-

didate decides they are in the wrong job. 

When budgets are tight and failure is costly, 

the Temp Staffing establishment cannot 

afford to hire the wrong person. So, 

how do you avoid being in the 50% of 

hiring decisions that donõt work out? 

Read on to gain access to the latest 

thinking and trends to òmaking better 

hiring decisionsó for the Temp Staffing 

establishment.  

W hy do some Temp Staffing hiring 

managers make the wrong hiring 

decision? The number one mistake hiring 

managers make is trying to use a one size 

fits all hiring processñusing the same as-

sessments and process for each job. This 

type of thinking and process will almost 

always end in unhappy managers and em-

ployees within the new hires first 18 

months. Before you can even begin to look 

for job candidates, you must define the 

jobñwhat behaviors, knowledge, experi-

ence and personal attributes are needed to 

do the job? If you miss one of these four 

items you will probably misdiagnose, and 

miss the opportunity at identifying people 
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that will succeed or fail as a Temp Staffing 

employee. 
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T he second mistake many 

Temp Staffing managers 

make is failure to use and implement 

a proper selection system. A selec-

tion system consists of pre-

employment testing, interviewing 

and on-boarding. Advancements 

have been made in pre-employment 

test/assessments and even applica-

tion of job simulations to the hiring 

process. These tools are in the best 

interest of the candidate and the 

company and are great ways to pro-

vide a realistic preview of the job 

and to gather information in the 

context of the job, thus ensuring job 

compatibility. When preparing for 

the interview process, keep in mind 

that behavior based interviewing, which is asking candidates questions about their previous job experiences, is the most ac-

curate way to interview. The second mistake many Temp Staffing hiring managers make is failure to use and implement a 

proper selection system. A selection system consists of pre-employment testing, interviewing and on-boarding. Advance-

ments have been made in pre-employment test/assessments and even ap-

plication of job simulations to the hiring process. These tools are in the 

best interest of the candidate and the company and are great ways to pro-

vide a realistic preview of the job and to gather information in the context 

of the job, thus ensuring job compatibility. When preparing for the inter-

view process, keep in mind that behavior based interviewing, which is ask-

ing candidates questions about their previous job experiences, is the most 

accurate way to interview.    
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S e l e c t i o n  S y s t e m  I n t e g r a t i o n ~ 

T he next step in defining job success is to determine what you are willing to sacrifice and how that sacrifice will affect 

your quality of hire. For example, am I willing to train or do I need people who already have the skills, experience, 

and knowledge to do the job? There will more than likely be some sacrifice needed or it could take you months to fill the 

position. Identifying those sacrifices the best you can up front will save you lots of time and money. 
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O n-boarding once a candidate is hired includes orientation, training if applicable, development planning and mentoring. 

Implementing and adhering to a well-designed selection system can make a major difference in a successful hire and 

your relationship with new employees. It also lends itself to assist you in identifying and resolving problems in your hiring 

process. Remember to always define success in the job properly & utilize the information found in the pre-employment as-

sessments. I do want to point out that if you are using an RPO (Recruitment Process Outsourcing) company, you should 

maintain ongoing conversations about the assessments they are using and how those assessments are working in your hiring 

process. The best practice is to always provide the RPO recruiters and even your own hiring managers with the feedback you 

receive from new hires during the on-boarding process.  
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C r u c i a l  Q u e s t i o n s ~  

O nce you begin using the selection system and seeing results, there are some crucial questions to ask to ensure sustain-

ability of your selection system process. Are my assessments predicting success in the final interview and are they pre-

dicting win/win hiring decisions and predicting job performance & engagement? Does my final interview lead to acceptance 

at an acceptable rate? How do I compare to my competitors or a benchmark? And probably the most important question of 

all; How am I able to make predictions to increase talent in the future; given my business direction? Wowñthatõs a lot of 

questions and seems a little overwhelmingñso you may ask how to quantify this information. Well, the days of gathering 

information for a hire and after the hire is made just putting it in a file and forgetting about it is over; that information is very 

valuable and should be used to assess your hiring process and create a template for each job. Once you have hired someone 
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