Casey Accounting & Finance
Solutions

Specialists in the Placement of Accounting & Finance Professionals

[ June 2008

Kgasey Accounting & Finance Resources Direct Hire, Temporary and Temp to Hire Placement
"Our People are our Greatest Asset!"

Helping Your Best
Employees Grow

n our previous issue, we discussed

how providing a positive experience

for your employees is the best way
in which to increase retention within
your team, your department, or your
company. In this article, we’re going
to address a specific way you can
provide that experience, and it
involves giving your best employees
the proper amount of attention.

This is important for a couple of

reasons. First and foremost, it’s human nature to
not pay enough attention to your best employees
and top performers. Why is that? Because they’re
usually self-motivated go-getters who need no
prompting or anyone looking over their shoulder.
As aresult, managers don’t feel the need to
interact with them as much, or to “check up on
them,” if you will. This gives the manager more
flexibility and more freedom to tackle other
issues. After all, there never seems to be enough
time to get things done.

Continued on page two — Employees
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Job Benchmarking and
Candidate Assessments —
What’s the Deal?

he use of job benchmarking and

job candidate assessments has

grown in recent years. What are
they, and why should you care?

Job benchmarking is the process of
characterizing what behavioral style,
motivators, and talents a job calls for.
Job benchmarking allows us to “let the
job talk”, and identify what the ideal
candidate looks like. Candidate assessment is the
flip side of the job benchmark. The candidate
assessment looks at the behavioral style,
motivators, and talents of an individual. There is a
third component that links the other two — the gap
analysis — that makes clear those areas where the
candidate is not a good fit for a job. Viewed
another way, the gap analysis shows where the job
is not a good fit for a candidate.

Why use assessments? Studies show that a good
fit between a candidate and a job is a key factor in
job satisfaction, productivity, and retention.
Nobody likes getting turned down for a job, but
ultimately making sure a person is a good fit for a
job is a win-win proposition.

From an employer’s perspective the cost of
employee turnover is calculated at between three
and five times the person’s annual salary. Itis a
hidden cost of doing business, and one that is
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easily avoided.

From an employee’s perspective, if you are in the
right job, you will be happier, less stressed and
more productive.

Al articles, quotes, and material in this newsletter are copyrighted. © 2008. No part can be reproduced
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Continued from page one — Employees

If you have a select number of employees who are
high achievers, people who need a minimum of
supervision, it only makes sense to leave them be
and let them do their jobs, right? To a certain
degree, that’s correct, but if that philosophy is
taken too far, it can prove disastrous in terms of
retention.

The 20-60-20 rule

For superstar employees, a positive experience
with the company includes the opportunity for
professional growth.

If they don’t believe that they’re growing in their
current position and that they’re working toward
something bigger and better, then they’re going to
think about leaving. Even if they like everything
else about their job —
including their boss —
feeling as though
there’s nowhere to
grow will prompt
them to begin
contemplating
whether or not the
grass is really
greener on the other
side.

With that in mind, here’s a practical strategy for
solving two problems at once. Let’s say that your
team or department adheres to the standard 20-60-
20 rule, meaning that 20% of your employees are
superstars, 60% are competent but not spectacular,
and another 20% are bringing up the rear. Instead
of spending precious time and energy attempting
to motivate the bottom 20%, cut them loose and
upgrade their positions by replacing them with star
candidates.

By doing that, you’ve already increased the
overall quality of your team. In addition, you’ve
created extra time for yourself, since you don’t
have to devote it to your underachievers. You can
now take that time and put it to better use. For
example, you can focus on your top 20% and
discover what their professional needs and career
goals are.

Involve yourself now

Continued on next column —

This may sound a bit simplistic, but the best way
in which to do this is by asking them. Not in
casual conversation, of course, but behind closed
doors during a formal meeting.

It shouldn’t be an intensive, pressure-packed
meeting, though. It should be one that fully
engages employees and makes them feel
comfortable enough to broach topics they might
not bring up . \

themselves. =
Below is a loose é
blueprint for how
you should
conduct this
meeting.

e Ask what their expectations are for their
employment with the company. This type of
open-ended question may prompt a response
you didn’t expect, but that’s information you
need to know.

e Ask what their career goals and objectives are.

e Ask what the company can do in order to help
them achieve their goals.

e Begin to formulate a concrete plan based upon
their responses to the above questions.

e Plan to meet on a consistent basis in the future
in order to gauge progress and set additional
goals.

Star employees think about their career ambitions
all the time. It’s in their nature. So if that’s the
case, then it makes sense to be part of their
thought process and to be involved in their plans
for the future. If you don’t make sure that your
company is involved now, you increase the
chances that it won’t be involved down the road.

For more information contact Casey Accounting
and Finance Resources at 224-232-5925.
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The secret of joy in work is contained in one word
- excellence. To know how to do something well is
to enjoy it.

— Pearl S. Buck

If you think you can, you can. And if you think you
can't, you're right.
- Henry Ford
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Continued from page one — Benchmarking

If you are in the wrong job, your performance won’t be as good, and
you will end up leaving the job, or being asked to leave.

The engine behind this whole process is the
assessment tool. Most assessment tools have an
origin in human development theory, but the good
ones have been validated in the real world and have
an amazing degree of accuracy and utility.

Contribute In Meetings

Do some of your employees
contribute more at staff meetings,
while quieter members hold

v' An excellent way to “let the job talk” back? NEETNG!

v" A useful tool to coach an individual, or to assist an individual To achieve more ¢ = »
in guiding and directing their own personal development balance, inform 1 e f

An assessment is:

v' A great source of insight into a person’s
behavioral style, motivators, and talents

staffers in
v An integral part of candidate screening and a complement to a advance that
resume, work references, and job interview you'll be
] directing specific
An assessment is NOT: questions to them.
v AnIQ test Once you've given quieter

employees fair warning, call on

v’ A test of job-related skills and knowledge them.

v" The only criteria used in determining the fit between a
candidate and a job

e T i T ——

Games People Play

v’ A substitute for a resume, work references, and job interview
You can crack down on computer

Assessments are great tools. However, like all tools, they are only as game playing in your office and
effective as the people using them. In looking at assessment tools as still maintain morale.

either an employer or employee, work with someone who knows how Set up “games-only” computers in
to use and interpret the assessment in an effective way. If your the lounge or lunchroom for staff
reaction to an assessment is “NO way!” and not “4ha!” seek a members to use on their own

. time, during breaks and at lunch
second opinion. Ask your spouse, co-worker, peers, etc... read your

. . . time. >
assessment and get their opinion. You may be surprised! \
Our perceptions of our self are often different than how others %
p erce. iV e Us. [T ————————k W B W T m—e—

Adapted with permission from author David E. Smith, Performance Dynamics

Systems. Compliments Of —
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This site contains tons of links to state and local government sites.

You can browse through current government issues, go to the reference E-mail: Info@CaseyResources.com
room to learn more about different subjects, or click on the link that takes Visit Our Web Site at:

you to the Federal Web Locator. www.CaseyResources.com

It also has information for US Citizens, Businesses, Non-Profits, “Specialists in the Placement of

Government, and US Visitors. Accounting & Finance

*
WWW.USa.gov , TJSA.QOV Professionals”

Government Made Easy
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Employment Laws Your Should Know

Adverse Employment Action is any action taken by an employer that negatively affects an employee's
job, for example, demotion, firing, discipline or failure to promote. In most
employment discrimination cases, the employee will have to prove that the employer
took some sort of adverse employment action in order to win.

Affirmative Action includes efforts by employers to remedy past discrimination in the
workplace or an industry by making a special effort to hire women or members of
certain minority groups. Most private employers are not required to conduct
affirmative action, and in fact, may violate the law by doing so. Government
employers and contractors, in contrast, are often required by law to institute
affirmative action programs.

Bona Fide Occupational Qualification ("BFOQ") is a job requirement, such as a specified age or sex, or
the ability to lift a certain weight, that is potentially illegal because it excludes a protected class of
people, but which is proven to be in good faith and legal under the circumstances. The successful use of a
BFOQ defense is rare.

Contact your legal representative for more information and/or clarification.

| know the price of success: dedication, hard work, and an unremitting devotion to the things you
want to see happen. — Frank Llloyd Wright

Specialists in the Placement of Accounting & Finance Professionals
Casey Resources, Inc. 224-232-5925 or E-mail: Info@CaseyResources.com

Accounting & Finance Solutions
A publication of Casey Resources, Inc.

4902 Tollview Drive

Rolling Meadows, IL 60008

k_C/asey Accounting & Finance Resources

Enjoy your issue of ‘Accounting & Finance Solutions’
Visit Our Web Site at: www.CaseyResources.com

© Copyright 2008, all rights reserved

www.CaseyResources.com




