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Can your company afford the financial cost 
of recruiting the wrong person?  
 
If you answered 'yes' to this question then I can 
only assume one of two things: 
 
1. Bill Gates' comes to you for a loan when he 
needs an extra mill or three 
    or 
2.   You have no idea of the real costs involved.  
 
And if you're not the one tossing spare change to 
Bill, then let me enlighten you. The cost of 
recruiting the wrong person is not only rising, it 
has almost floated out of reach.  
 
Proven Fact: Recruiting the wrong person for a 
frontline position can cost a company in excess of 
$35,000 in direct and indirect costs in just 3 
months, and for a sales position the experts are 
saying the cost can be anything from 3-7 times 
their annual salary in as little as three months.  
   Say again?  
 
Yes, that's in excess of $35,000 or 3-7 times an 
annual salary! Add it up. After we take into 
account the cost or advertising, interviewing, 
selecting, training and setting up a new recruit 
(wages, business cards, desk, phone, 
administration etc) the costs can become 
astronomical.  
 
In the 21st century we have begun to turn to 
recruitment agencies in our own industry to help 
us make the right decisions. In theory it's a great 
step.  

But how many of these recruitment 
companies actually truly understand your 
needs and the requirements of your unique 
opening?  
 
After all, your company is unique in its approach 
and that is where your unique selling point was 
established. So recruiting for your company is not 
the same as recruiting for the company down the 
road. 
 

But regardless of whether you use recruitment 
companies or not, there are steps that we can 
take to eliminate the ‘hit and miss’ recruiting 
procedure adopted over the years past. The 
recruitment and selection process is becoming a 
very subjective process. More and more 
companies are recruiting people based on their 
performance in previous roles and how they 
come across in an interview.  
 
Of course, the problem with this policy is that the 
people who are likable in an interview or who can 
sell themselves on the day may not be the best 
fit for your unique, one-of-the- kind-job vacancy.  
 
One of the great myths in recruitment is 
that if someone was effective for our 
competitor they will be effective for us. 
 
In this day and age where we are expected to 
produce more with less, we need to start 
recruiting for our organisations by design. We 
need to build teams of people that compliment 
each other.  



 

© Trevor O’Sullivan 2009 

Facts: 
• Effectiveness in a role is not limited to just 

skills listed on a resume.  

• Effectiveness in a role requires the right mix 
of attributes, behaviour, skills and 
motivation.  

• An interview process will not identify all of 
these factors.  

• The use of a profiling tool or model can make 
the recruitment process more objective and 
identify certain targeted skills. 

 
The Right Tool for the Job 
Ever walked into a hardware store to buy an 
electric drill? There are hundreds on the market at 
any given time. Different prices, different 
attributes. How do you choose the one that's right 
for you? Frankly I haven't got a clue. I'd have to 
ask an expert. And I hope you would, too.  

 
 
It's the same with Recruitment Tools.  
Organisations need to be very careful in selecting 
a Recruitment Tool. Like drills, there are many 
profiling tools and recruitment models available on 
the market. So, ask an expert.  
 
Till then - here are some tips.  When deciding on 
one of these models you need to take into 
account several factors: 
 
1. The Tool must be simple to read and 
administer. There are many tools on the market 
that have been designed by people who have 

never recruited people in their lives. They take a 
long time to complete and are cumbersome to 
decipher.  
 
2. The Tool must be able to profile jobs and 
people.  Many of the tools on the market can 
either profile an individual or job requirements, 
but not both. A tool that allows you to profile a 
person and the position will give you a better 
understanding of a candidate’s ability to fit into 
the role at your company. 
 
3. It must be consistent, be accurate and 
valid.  Many tools on the market today are not 
consistent, nor do they have the research to back 
them up. A profiling tool used by any 
organisation must be consistent and accurate. 
Otherwise what's the point in using them? 
 
Selecting the right employee the first time is 
paramount to success in today’s competitive 
business environment. The use of a profiling tool 
to assist this process allows businesses to base 
their hiring decisions on more complete 
information. These tools are not designed as a 
means of making a decision but merely to gain 
more information to assist in the final decision 
making process. 
 
They say a poor workman blames his tools. Well, 
you could be a very poor businessman if you 
don't use the right tools. Then again, if you do, 
you'll always have something to blame…  
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