
Most SMEs start out staffed by the owner-entrepreneur’s friends and families.
But what happens when an enterprise grows toward “medium,” specialized
technicians are needed, or an employee leaves? Everyone has horror stories of
how a botched hiring process resulted in workplace disharmony, lowered pro-
ductivity, offended customers, or worse. The budget may not be in place for
headhunting, but Pamela M. Belyn (http://www.allbusiness.
com/articles/EmploymentHR/3880-33-1834.html?tipnews-12_2) has sensible
ideas for minimizing the chances of a disastrous hire.

1) Write a realistic job description. Make a detailed list of tasks involved in the
vacancy position, prioritize, and list the top three in an advertisement or the
initial contact. If the job entails weekly post office runs, say so.

2) Solicit referrals. Ask likely sources if they know of anyone suitable. They
may have been contacted recently by a talented applicant when no openings
were available.

3) Read resumes with a critical eye. Are there unexplained gaps in educational
and job history? Does the candidate share any personal interests with you or
others on your staff?

4) Check references. Previous employers may only confirm dates, last rate of
pay, and position, but this is still useful. 

5) Perform background checks. These can be formal or informal, but a profes-
sional check may be a good idea if the candidate is to handle sensitive func-
tions like payrolls.

6) Conduct personality testing. Such tests now give realistic results, and many
consultants offer reasonably priced testing.

7) Screen over the phone. Ten to 15 minutes’ conversation can demonstrate
speaking ability, grasp of phone etiquette, and interest in the job, saving
interview time later. 

8) Be a tough interviewer. Stick to open-ended questions when ascertaining
how a potential hire would respond to a specific work situation.

9) Be flexible. If the position is full time but the perfect candidate wants part
time, try job sharing or reducing the hours. Considering employees’ quality
of life opens up the human resources pool you can tap.

10) Consider “temp to perm.” Using a temporary agency takes some of the
hassle out of the search for employees, but read the service contract carefully.
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seminars in cooperation with the ILO for high-level government employees and
representatives of labor and employers’ associations from the new EU members
on such topics as labor administration, labor inspection, and pension reform.
Currently, the CPC is launching a US$2 million government grant scheme to
encourage building contractors to upgrade their equipment to improve employees’
health and safety, and hence productivity. 

Despite its ILO parentage, the CPC has, as an integral part of government, not so
far been able to develop into a truly tripartite body. However, a moribund attempt
two decades ago to establish a joint productivity council consisting of representa-
tives of trade unions and employers’ bodies as well as government has now been
relaunched with government authorization. The mission of the new tripartite
Productivity Council is to formulate a national productivity strategy and program
that can be implemented through projects and policy instruments. Back-up will be
provided by a technical committee and ad hoc groups. Already a joint core con-
cern is reforming apprenticeships, both in terms of reducing dropout rates and
meeting the needs of the labor market in skilled personnel. The government has

already recognized the CPC as the competent authority for the apprenticeship
system. Flexible working hours are another major productivity issue that can only
be tackled by tripartite cooperation.

Thus, for four decades the CPC has played and continues to play a substantive,
albeit continuously changing, national role in enhancing continuous learning and
adaptation in an economy that has hauled itself to within striking distance of
Europe’s average wealth level by consistently achieving a much higher than
average productivity growth rate.

........................................... by Anthony C. Hubert 

Anthony C. Hubert is President of EuroJobs, an organization he established to
promote efforts to raise the quality of working life and productivity in Europe. He
was formerly Secretary-General of the European Association of National
Productivity Organizations. He writes regularly for this column.
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