
G E T  T H E 
R I G H T  P E O P L E 
O N  Y O U R  B U S

More than ever it is important to 
assess candidates for motivation and 
attitude, emotional intelligence, and 
the ability to manage stress. Here 
are some insights to hiring the right 
people. 

By Greg Nichvalodoff 
BSc. BM, MBA, PCC, CMC



2Get the Right People on Your BusInscape Consulting Group  |  www.inscapeconsulting.com



3 Inscape Consulting Group  |  www.inscapeconsulting.comGet the Right People on Your Bus

Filling open 
positions with the 
wrong person can 
lead to even more 
disengagement, errors 
and burnout.

WHILE THE U.S. 
UNEMPLOYMENT 
RATE DECLINED 

to 3.9% in December 2021, many 
managers and leaders feel an 
increasing urgency to fill open 
positions. 

And it’s understandable: short-
staffed teams are at greater risk 
for disengagement, errors, and 
burnout. So, it’s not uncommon to 
see new-hire incentives including 
signing bonuses, flex work 
schedules, and childcare grants.

Unfortunately, filling open 
positions with the wrong person 
can make matters worse. 

When this topic comes up with 
leaders and managers, I hear 
about the impact to efficiency and 
productivity, client trust, and the 
triple-bottom line. 

Instead of hiring the wrong 
person, great leaders improve their 
recruitment efforts, discernment in 
talent selection, and development 
(and support) of their existing 
talent pool. 

As a leader, how do you get the right 
people on your bus?

THE PRESSURE TO HIRE

Even in the best of times, getting 
the right people on the bus is a 
persistent challenge for leaders 
and managers. After all, talent 
is a critical driver of corporate 
performance. Consider the factors 
that greatly influenced the past two 
decades:

 ■ The irreversible shift from 
the Industrial Age to the 
Information Age: an average 
of 1.9 million new knowledge 
workers was needed every year.

 ■ Intensifying demand for top-
performing managers

 ■ Drop in the number of workers 
ages 20-54: in the U.S., this 
was 10 million fewer than 
anticipated from 2000 – 2020.

 ■ Ability to search for and find 
other positions (switching from 
company to company)

 ■ Ongoing earnings inequality

As a result, managers often feel 
pressured to hire someone, even 
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Greg Nichvalodoff, BSc. BM, MBA, 
PCC, CMC is an Executive Coach 
and Leadership Development Expert 
with a vision and message that 
inspires, engages, and motivates 
leaders of the future to lead their 
organizations with passion and skill.

Greg is an internationally cited 
executive coach and leadership 
development expert, having been 
cited on ABC, FOX, NBC, CBS 
and Yahoo! Finance. Greg is the 
founder of Inscape Consulting Inc. 
a Vancouver-based management 
consulting firm which specializes in 
Executive Coaching, Organizational 
and Leadership Development, 
Business Diagnostics, and Strategic 
Planning for all types of businesses. 
He understands organizations, their 
unique challenges, as well as the 
opportunities they possess. He is a 
former CEO and COO, with over 25 
years of organizational experience 
in areas of corporate development, 
business process optimization, 
corporate turnarounds and 
revitalizations, team building and 
organizational leadership. 

Greg holds an MBA (2005) in 
Business Management; an ICF 
professionally certified coach, and 
has recently earned his Certified 
Management Consulting (CMC) 
designation from The Canadian 
Association of Management 
Consultants.

Greg is accredited in a number of 
psychometric assessments such as 
MBTI, FIRO-B and EQ-in-Action 
(Emotional Intelligence) and EQ-I, 
EQ 360 developed by Reuven Bar-
On allowing him to help explore 
and build upon each individual’s 
talents and strengths. He is a skilled 
facilitator who designs custom 
learning experiences for executive 
and management teams. 

Greg has assisted senior executives 
and their teams in companies and 
governmental agencies, such as: 
Accenture, Home Depot, CIBC 
World Markets, BMO, Cameco 
Corporation, H5M, Deloitte Touche 
Canada, Goldcorp Inc., Hatch 
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Partners, Methanex Corporation, 
Ministry of the Attorney General, 
Sandwell International, Ausenco 
Group, Nexon Publishing North 
America, Partnerships BC, Welco 
Energy Services, Annex Consulting 
Group, University of BC – Peter 
Wall Institute for Advanced Studies, 
Fraser Health Authority, Canaan 
Transport, Ronald McDonald 
House BC, Vancouver Island Health 
Authority (VIHA), SISU, Red 
Rocket Creative Strategies Inc., Peak 
Research Inc., Hangar 18 Creative 
Inc., Avidworx and others.
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if the candidate is not the right fit. 
This contributes to hiring mistakes, 
attrition, and increased expenses. 
It also impacts the organization’s 
potential managerial and 
leadership talent pool. 

Leaders and managers need to get 
the right people on the bus from 
the start.  

AVOID THESE HIRING 
MISTAKES

As a leader, what is your strategy 
to fill open positions during an 
“employee market”? How do you 
avoid hiring mistakes?

This is a frequent topic of 
discussion right now, especially as 
it falls upon new managers to fill 
other open—and often critical—
positions. But let me ask: What 
is the hiring success rate for your 
managers? How did they manage 
bad decisions? What about you?

When an organization succumbs to 
the pressure of filling management 
positions with a poor fit, everyone 
suffers. Finding the right manager 
is critical. It requires enough time 
and energy; it requires a reliable 
process.

THE PROCESS PROBLEM

The biggest hiring mistake is 
failing to establish a reliable hiring 
process. 

Even in the best of times, managers 
report that the hiring process 
is time consuming and often 
frustrating. This leads to a negative 
bias, and an increased risk of 
impulsive hiring. 

Eager, energetic, and articulate 
candidates become more attractive 
when hiring decisions rely too 
heavily on interview impressions 
and intuition. 

Consider the 85 years of data 
collected and analyzed by Frank L. 
Schmidt and John E. Hunter. Their 
research reveals that employment 
interviews are only 57% accurate 
when it comes to getting the right 
people on the bus. This is only 
slightly better than a coin toss. 

Instead, great leaders develop 
a process tailored for their 
organization and culture. They 
commonly assess candidates on 
intelligence, work sample (results 
portfolio or work sample test), 
integrity test (conscientiousness), 
and structured interviews. 

More than ever it is important to 
assess candidates for motivation 
and attitude, emotional 
intelligence, and the ability to 

As a leader, what is 
your strategy to f ill 
open positions during 
an “employee market”? 
How do you avoid 
hiring mistakes?
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Greg Nichvalodoff

As a leader, you are in the  
forefront of your organization  
and must often make creative choices 
about every aspect of the business, relying 
on personal competencies and even going 
against your better judgment.
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manage stress. Work habits, 
leadership and team skills, ability 
to learn and adapt, and many 
other intangibles contribute to 
performance and success. 

However, before testing and 
interviewing can take place, it 
is critical to understand the real 
performance requirements. What 
does the job entail? Why did the 
last person leave?  

Selecting the wrong candidate 
will inevitably create more issues. 
This is the time to review, and if 
necessary, update job descriptions. 
It’s important to know what you are 
looking for.

THE BEST JOB 
DESCRIPTIONS

The best job descriptions reflect 
what needs to get done today, and 
in the near future. Savvy leaders 
and managers also focus on the 
behavior and traits necessary 
to achieve desired results. They 
consider how the role:

1 Solves current and future 
anticipated business challenges/
needs. 

2 Impacts (affects/interacts/
collaborates) other teams, 
departments, lines of business.

3 Benefits from specific 
competencies and traits. 

For example, a combination of four 
key traits has the greatest impact 
on workplace teams, according to a 
recent article in Harvard Business 
Review. These include:

1 Reliability: Flexibility only 
goes so far if an employee is 
unreliable. The job description 
may indicate the ability to 
manage unexpected events.

2 Readiness: Prior training and 
experience may indicate job-
readiness, but not always. A 
growth mindset may be just as 
important.

3 Attitude: Those who practice 
positivity at work are more 
efficient, productive, and 
supportive of team members. 
Attitudes are contagious.

4 Communication: Whether 
the position is face-to-face, 
virtual, or both, the ability to 
communicate is important. 
Look for clarity, coherence, and 
comprehension. 

“Leadership and 
learning are 
indispensable to each 
other.”

- John F. Kennedy



8Get the Right People on Your BusInscape Consulting Group  |  www.inscapeconsulting.com

PERFORMANCE 
& OUTCOME JOB 
DESCRIPTIONS

If the past two years has taught us 
anything, it’s the importance of 
flexibility and adaptability. Almost 
every manager and employee 
can share a story about going 
above and beyond a title, role, or 
expected tasks. Skills and abilities 
have been tested, strengthened, and 
expanded. 

However, what got us here may not 
get us there. If a job description 
indicates required education and/
or years of experience rather than a 
measurable objective, it is outdated. 
Sure, experience and skills are 
important. But an outcome-
oriented job description is a better 
predictor of future performance. 
For example, “reduce operating 
expenses by 9% within the first six 
months” emphasizes performance 
and potential and provides 
measurable objectives. 

TALENT ATTRACTION 
AND MANAGEMENT

Even in the best of times, the 
majority of businesses do not 
prioritize talent management. 
As a result, attrition rates rise 
and performance suffers. Talent 
management is, and will continue 
to be, a major competitive 
advantage in the coming years. 

That’s why high-performing 
companies have a talent mindset: 
they believe in the importance of 
talent and take action to strengthen 
their talent pool. 

Talented, high performers may 
expect top-pay and perks, but 
they need to believe in and feel 
passionate about what they are 
doing. They are looking for a 
way to create something of value, 
meaning, and often scale. Over the 
past two decades, creative freedom 
was a priority for many; today it is 
the balance of freedom and safety. 
Attracting top talent requires the 
right messaging.

One way to evaluate this is to 
review your Employee Value 
Proposition (EVP). Is it a real 
summary of your employee 
experience as a part of your 
organization? Does it truly 
reflect the culture, values, 
work satisfaction, leadership, 
compensation, and more? How do 
you know this?

EMPLOYEE SURVEY

Now may be the time to conduct 
a formal survey and ask your 
employees how closely your 
EVP reflects their experience. In 
addition, ask what they value. You 
can offer options and/or write in 
answers, and ask them to rank in 
importance. 

“The single biggest 
way to impact an 
organization is to 
focus on leadership 
development. There 
is almost no limit 
to the potential of 
an organization 
that recruits good 
people, raises them 
up as leaders and 
continually develops 
them.” 
 
- John Maxwell
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For example, top performing 
employees often report that they 
value:

 ■ Exciting work

 ■ A value-drive culture 

 ■ Great leaders in a great 
company

 ■ Incentives and rewards

 ■ Opportunities for growth, 
development, and advancement

 ■ The ability (and support) to 
meet personal and family 
commitments.

Finally, ask what they would 
change. How could their work 
experience improve? What about 
the organization? 

Keep your survey as short and 
simple as possible, and start 
with why: how you will use the 
information to improve their work 
experience. Follow-up with the 
results of your survey and any 
action (next steps) you will take. 

Talent management is about 
attracting, hiring, and retaining the 
best people and making this a high 
priority. 

RETAIN TOP TALENT

Managers must keep their team 
members actively engaged. 
They must monitor tasks, 
conditions, and outcomes 
and their relationship to roles, 
responsibilities, and strengths. 
Providing optimal working 
conditions becomes a more crucial 
responsibility. 

To support your employees and 
keep them engaged:

 ■ Communicate: Provide status 
updates and opportunities 
for real-time dialog. While 
email, text, and meetings 
are important, make time 
to connect in one-on-one 
conversations. All serve to 
strengthen interpersonal bonds.

 ■ Consider support strategies: 
Help people “play” at work, 
develop strengths to achieve 
mastery of their work, and 
ways to reward their efforts and 
results.

 ■ Re-examine roles and 
responsibilities: Consider if/
how to create new/different/
temp/AI positions), or hire for 
a different position. 

“The task of 
leadership is to 
create an alignment 
of strengths in 
ways that make a 
system’s weaknesses 
irrelevant.”  
 
– Peter Drucker
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Retention and engagement often 
go hand-in-hand. To help people 
engage, evaluate the alignment of 
their strengths and tasks. Do they 
enjoy their work? Is it too easy, or 
too difficult? Why? As a manager, 
what are you doing to address this? 

Every employee should feel 
recognized and valued for what 
they do. While they may learn 
from their mistakes, they grow 
even more when their successes 
are noticed and praised. Recognize 
achievements, efforts, and 
attitudes. Praise the small wins, 
and the big victories follow.   

Many factors cause disengagement, 
but the most prevalent is feeling 
overwhelmed—physically, 
mentally, or emotionally. You see, 
our level of engagement depends 
on how we feel: optimistic, grateful, 
autonomous, able, hopeful, 
supported. We need to feel true 
appreciation. 

Do you think it’s time to resolve 
some of these issues and raise the 
effectiveness in your organization? 
There is never any cost for a 
discovery call which you can 
schedule right here: 

calendly.com/inscapegreg/intro

“An organization’s 
ability to learn, 
and translate that 
learning into action 
rapidly, is the 
ultimate competitive 
advantage.”
 
- Jack Welch, former 
CEO of General 
Electric
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Do you think it’s time to  
resolve some of the issues 
mentioned in this white paper 
and raise the effectiveness in 
your organization? There is 
never any cost for a discovery 
call which you can schedule 
right here: 
calendly.com/inscapegreg/intro
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Inscape Consulting Inc. provides 
a wide range of business services 
to establish each Client’s baseline 
issues and a plan to move forward 
for positive change. We specialize 
in the following areas:

 ■ Leadership Development

 ■ Strategic Planning

 ■ Performance Management

 ■ Organizational Reframing

 ■ Improving Teamwork

 ■ Developing Disruptive 
Thinking

THE VALUE WE DELIVER 

At Inscape Consulting we focus 
on personality component of 
leadership. By bringing our 
expertise and years of experience 
to the mix, we find solutions that 
are absolutely essential for building 
resounding organizational success.

OUR WORK ETHIC

From a wide range of leadership 
development options, initiatives, 
strategies, and assessment tools we 
create a personalized program that 
is fine-tuned to the needs of each 
organization and each person we 
work with.

OUR COMMITMENT 

Our ultimate goal is to help our 
clients achieve organizational 
excellence by developing leaders 
who in turn will develop their 
people. To meet this goal, we work 
with clients as closely as we can. 
At Inscape Consulting, we believe 
it is all about the people in your 
organization. When you invest in 
your people, you invest in your 
organization’s sustainable growth.
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