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FROM JIM SIRBASKU’S DESK
How Long to Change a Light Bulb?
As the old joke goes, it takes XX number of people to
change a light bulb. Insert any identifiable group you
want to poke fun at—political parties, university
students or professional groups. The number of
people needed for the task shifts depending on who is
changing the bulb.
When we think about a particular organization, the
number of people required to change a light bulb
depends on whether we have the right person doing
the job. If we do, we will NEVER be in the dark. If we
don't, the organization could be in the dark for as
long as we are willing to put up with the darkness, or
for as long as it takes us to fail—whichever comes
first.
No one wants to fail, of course, but leaders don't
always understand how not to fail, especially when it
comes to putting people in the right places to get the
job done. We hire someone who is intelligent,
motivated and able to do many different things. Then,
without considering our decision as thoroughly as we
should, we put the person in a job that is completely
unsuited to him. The demoralizing result? The job is
not done efficiently, is not done at all or the person
quits in frustration. Or we let him go.

We don’t have to operate this way. Experts plan with
their workforce in mind. Then they combine that plan
with well-chosen tools so that they can get the
company on target and keep it there. See below to
discover how our team of experts views this planning
process; perhaps it can help your organization
identify flaws in your own plan:
1. Establish where your business is going. When
you are on vacation, it’s exciting to get to your
destination by leaving the main road. When you are
executing a business strategy, the "getting there"
part matters more. You must ignore the side roads.
You have to know the areas that you want to grow,
the areas you want to maintain but make more
profitable, and the areas to get rid of. You will also
need to know how far and how fast you can move.
Knowing your strategy helps you create a meaningful
plan without distractions.
2. Understand where the labor market is going.
You want to be where your potential labor force is.
You must know and evaluate economic forecasts,
demographic trends, regulatory changes, and
where—and why—the talent is moving. This
knowledge will help you realistically plan how long it
will take to fill jobs and how much you will pay for
talent.
3. Identify future talent needs. What jobs do you
need to keep, create or phase out? What will be your
most important roles to fill in a year ? What employee
groups will be most critical to your organization? In
other words, which groups can help you accomplish
your strategy?
4. Assess your current talent pool. Knowing who
fits, who doesn't fit and who is capable of changing
jobs will help you plan. Put some blinders on to keep
from being swayed too much by personality. Focus on
ability. Here are three questions that will help, if you
answer them honestly: How well does the worker fit
the new job? Will he/she have the skills to perform?
How long does talent stay at our company?
(continued)

Put some blinders on to keep from being swayed too
much by personality. Focus on ability. Here are three
questions that will help, if you answer them honestly:
How well does the worker fit the new job? Will he/she
have the skills to perform? How long does talent stay
at our company?
5. Identify your talent gaps; plan how to close
them. After you've done the assessing in step 4, you
know what you need to do. Now focus on the four Bs:
build your talent; bounce those who don't fit into new
jobs or out of the organization; buy new talent by
recruiting it; and borrow labor on a temporary or
contract basis. You don't have to use all four tactics.
Employing only some of them might work just fine.

not a one-time deal. To succeed, you will need toplevel support. Executives will need to focus on
priorities in order to build momentum instead of
trying to achieve everything at once. And you will
have to track what happens by the numbers. This
means that your decisions will be based on facts
rather than gut feelings.
So, how long is it taking your organization to change
light bulbs? If the process is too long and drawn out,
it's probably not the bulb that needs changing.

6. Implement the process. The key word here is
"process,” meaning that this is an ongoing practice,

Jim Sirbasku, CEO
Profiles International

CASE STUDY: PXT and Job Fit at a University
An institution of higher learning wanted to hire workers
who would be successful as enrollment counselors. ProfileXT's job match percent, which offered the institution
an indication of good performance when measured by
job fit, used a "lead to enrollment" score to help determine top and bottom performers in the position.

Participants
The organization chose 64 employees for the performance analysis. The results, which ranked the workers
by their scores on the "lead to enrollment" question,
revealed a strong linear relationship between job performance and the percent match to the pattern. This
means that the higher a worker's percent match to the
pattern, the greater the probability he or she would
achieve a high performance score.
Sixty-four workers participated in the analysis, and
they were evenly divided—32 in the top performer
category (84 percent) and 32 in the bottom performer
niche (16 percent).

Job Match Pattern
The pattern proved excellent at selecting the top enrollment counselors. The job match pattern found that
23 of the 32 top-performing counselors, or 71.9 percent, had a high probability of performing at or above
the 84th percentile on the "lead to enrollment" question. When the organization added retention to the performance question, 75 percent of top performers(24 or
32) had a high probability of working at or above the
84th percentile.

Summary
When an enrollment counselor's percent match to the
job match pattern was high, he or she was more likely
to perform on a top level. Seventy-two percent of top
performers ranked high on enrollments alone.
The job match portion of the ProfileXT® helps establish
effective benchmarks for organizations that want to
hire top employees. By using a job match pattern,
leaders can quickly identify where individuals will likely
fit into positions and where they might have to make
adjustments to perform well. This information is important to job placement, training and
overall planning.

PRODUCT FOCUS: Plan for Explosive Growth with PXT, PWC
Profiles' latest report on strategic workforce planning
uses a time bomb as an illustration. Why? One reason
is that only 21% of companies surveyed by a leading
consulting agency take a strategic, long-term approach
to workforce planning. This means that organizations
seeking to maintain or grow key areas of the business
may well self-destruct before business ever takes off.
overall planning.

One answer to this dilemma is ProfileXT®. It is also
known as the Total Person Assessment because it
evaluates thinking and reasoning skills, occupational
interests and behavioral traits PXT uses JobFit™ technology to clarify its measurements, and this helps employers build their hiring, training, managing, and promoting abilities.
(continued)

PXT helps predict job suitability, and it accurately
matches people with the work they do, which helps
businesses understand future talent demands and assess current talent inventories—steps 3 and 4 in the
strategic workforce planning process.
Managers report success using PXT for initial job placement, identifying the best fits for promotions, succession planning, coaching, and self-improvement. Its
multiple reports also help employers recognize potentially unproductive workers, as well as create solutions
to the challenges of high turnover, poor training and
communication, organizational identity confusion, interdepartmental conflict, and profitability issues.
Another assessment, Profiles WorkForce Compatibility™, examines seven important characteristics that
define the relationship between an employee and the
manager: self-assurance, self-reliance, conformity,
optimism, decisiveness, objectivity, and approach
to learning.

Once we measure and analyze these seven items for
both boss and worker, each one receives a report. The
manager's report provides a detailed description of the
differences between herself and the employee on each
characteristic, as well as a "best-practice" working
style for both the manager and the employee. The
"Working Together" section provides ideas for managing the employee, and the "Next Steps" section provides detailed instructions on how to move forward.
The employee report shows the worker her similarities
to—and differences from—the boss, with ideas for
making the work relationship smoother.
PWC helps both manager and employee communicate
better, spot conflicts before they occur, and successfully resolve problems.
Are you ready for explosive growth? Plan for the
success you envision by using proven assessments to
help point the way. Call Profile Strategies
at (800) 406-0087.

STRATEGIES FOR WINNING: Antelope and Chipmunks *
Know Your Goals and Focus on Them
Goal setting is a subject that should be emphasized
early in the development of a business career, and we
can't emphasize it enough. We have formed the habit
of setting goals daily, weekly, monthly, annually, and
for the next 10 years! We think you should, too.
A Personal Story from Jim Sirbasku
I learned the power of goal setting early in my career
when a mentor asked me to name something I really
wanted. I told him that I had always dreamed of
owning a Cadillac. With his coaching, I learned how to
turn my dream into something I could drive. I soon
learned the motivational power of visualizing
my goals.
I went to the Cadillac dealer's showroom and found a
brochure with a picture of the exact model I wanted—
a blue convertible. I cut out the picture and made
copies that I then pasted in places where I would see
them every day: the bathroom mirror, the refrigerator
door, the dashboard of my car, and the cover of my
appointment calendar.
Then I began writing a step-by-step plan for reaching
my goal. Looking at the pictures of "My Cadillac"
deepened my desire and motivated me to sell harder.
When a prospect told me, "I want to think about it," I
was motivated to try one, two, and three more closing
questions. When I felt like quitting for the day, I
would make a cold call. I prospected for people who
were available to meet with me on weekends or in the
evening. My goal was constantly on my mind. It made

me focus on how I was using my time, and I carefully
prioritized my daily tasks to make the most of every
minute.
In less than a year, I returned to the dealership with
cash in hand and drove away in the car of my
dreams. The experience made me a confirmed goalsetter. I learned a process that I have repeated
thousands of times to achieve other personal and
business objectives.
Here is an interesting approach to the subject of goal
setting. We hope you will use these ideas so that you
can drive the car of your dreams, and obtain all of
your other goals, too.
Is your life an antelope hunt or a chipmunk chase?
A former world leader once used an analogy wherein
he regarded himself as
a lion—the head of a
pride, no less. And he
categorized all of the
issues he ever faced as
either antelope or
chipmunks. Even when
a lion is dying of
hunger, he won't give
chase to any of the
many smaller animals,
like chipmunks, which
gambol nearby, offering
a quick and easy snack.
(continued)

Why? Even if he made the effort and caught one—and
there's always an outside chance he'd fail—it simply
wouldn't satisfy him. However, even when weakened
by hunger to the extent that he can hardly move, a
lion will be motivated to act when he sees an antelope
shimmering into view miles away. He knows that a
failed effort could be the end of him, but the lion
commits to the hunt. If there's even a slight chance of
success, he'll give it his all because success will fill his
belly for weeks to come. The greater reward is worth
his all, and so he begins the long process of focused
effort that he envisions will end in a successful kill.
A single-minded focus upon clearly defined antelope
also characterizes most successful businesspeople.
Have you identified your
antelope? Do you hunt them
every day at the expense of
less-satisfying chipmunks?
Look out across your plains
and spot your own antelope.
1. Think about your life or
your business and write
down what you'd like to
achieve. Would you like to
drive your company sales up
to $10 million, or even $1
billion? Write a book? Hike
through the Himalayas? On
a single piece of paper, write
down everything you'd ever
like to achieve.
2. Identify the one item
on your list you most
want to achieve. This is
your first antelope—shimmering in the heat of day,
miles out on the plain of your life.
3. Focus on this antelope. Picture it clearly in your
mind. How will you feel when you catch it? How will it
change your life? What will your loved ones say? See
it in full color, full detail. As you sight your first
antelope and begin the process of throwing your
whole self into an all-or-nothing hunt, you are going
to need enough energy to stay in the hunt, even when
things become difficult. That energy is passion. Fuel
your passion: review the mental picture you've
created, and capture on paper all of the benefits you'll
enjoy once you've run this beauty to ground. Describe
every benefit in detail. The more benefits you record,
the greater the passion you'll bring to the hunt.
4. If it were easy to catch an antelope, we'd all
dine on venison daily! Or at least we'd enjoy the
benefits of achieving major goals daily. Life simply
isn't that easy, is it? Obstacles always seem to get in

the way. So now write down every obstacle that
comes to mind. What's going to stop you from
bringing down your antelope?
Work out precisely how you will deal with the each
obstacle. Form a clear strategy to deal with every
pitfall you can predict. Doing so will enhance your
confidence and vision.
5. Set clear deadlines in writing. Think about the
various stages of a successful hunt. What must you do
first? How much time will you need? What has to
happen next, and when will the next stage be
complete? Work your way through all of the stages of
a successful hunt. Your target deadline is the date at
which the last stage of your hunt is complete.
6. Do it again. Go back to your list
and find more antelope, and work
them down to the deadline stage.
Don't focus on the whole list at
once. Simply find one or two prime
candidates. Later, as you complete
one hunt, you can replace it with a
new one.
7. Finally, on an index card (or
using a software program of
your choice), identify all of your
antelope as succinctly as
possible, including your
deadlines. Once they're written,
see if you can refine them—make
them even sharper and more
compelling. Keep this information in
sight at all times. Read it first thing
in the morning and last thing at
night. As you start each day, make
sure you’ve scheduled some actions
that bring you closer to your antelope. No day should
go by without moving you closer to one or all of them.
Don't allow yourself to get distracted by those easierto-catch chipmunks. Always keep your focus on those
more satisfying targets way out on the plains.
*From the book 40 Strategies for Winning in Business by
Bud Haney and Jim Sirbasku. © S&H Publishing Co., 5205
Lake Shore Drive, Waco, Texas 76710-1732. All rights
reserved. Contact S&H Publishing Co., (254) 751-1644, for
reprint permission.

Profile Strategies
800-406-0087
jobfitnow@tcsn.net
www.personnelinsights.com

