A Feature Article from Gaynor Consulting Inc. November 2011

!"#$%&'($"!(&)*+$",(-."/%01-("2-13'+&)14"51*6"7'+0"899:"

! "leadership
# $ " % & ' ( ) *instalments
( + & , # ! - " + , &*
Performance and
!*;)$<$.$1&"=()<$3"
>$(,-(.%1*$
!
Job Fit

B/.*!%,3*!373)%!#'!
,3*/%0%+%-.!3#-'/8%-3%!
,-8!"%&'#&+,-3%!4&#$15!
61!"%#")%!%?"%&/%-3%!
,3*/%0%+%-.@!.*%7!,&%!
8&/0%-!.#!'/-8!+#&%5!
G-%!"%&1#-@!#-%!%?"%&/2
%-3%!,.!,!./+%@!.*%!!
"%&'#&+,-3%!#'!,-!%-2
n %0
G1a-y("n o r
?B0 y" = D
% 1a" /
./&%!.%,+!$/))!4&#$!,1!
,3*/%0%+%-.!:%3#+%1!,!
!"#$%&'#$(#")&*+,'(&-#"./"0$12#&$1(&3/*&)$%,)4
LEADERS ARE LIMITED OR LIFTED BY THE PEOPLE THEY
",&.!#'!.*%!3().(&%5!
.$2%,/1&*5&%$--,1!&,1%/&"#$%&'()!*(+,-!+#./0,.#&1!2!
LEAD- their productivity depends on the performances of others.
!
,3*/%0%+%-.!/1!,+#-4!.*%1%5!63*/%0%+%-.!/1!1,./1'7/-4!,-8!/.!)%,81!.#!
With this in mind, good leaders are always building teams that can
G(&!8,(4*.%&1!$%-.!.#!,!
+#&%!,3*/%0%+%-.5!!9/0%!1#+%#-%!,!.,1.%!#'!.*/1!,-8!*%!#&!1*%!$/))!
do more. Here we find a key distinction between leaders and
13*##)!.*,.!'#1.%&%8!
3#+%!:,3;!'#&!+#&%5!
managers: managers do the best they can with what they have;
,3*/%0%+%-.!+(3*!.*%!
!
leaders are always improving the team they work with - all genuine
1,+%!$,75!<*%7!3*,)2
<*%&%!,&%!'/0%!1.%"1!7#(!3,-!.,;%!.#!)/4*.!.*/1!'),+%5!!
)%-4%8!1.(8%-.1@!"&%2
! leadership is transformational. Casting people in the right roles is an
without doing something about it. Job fit becomes their reference
essential part of leadership.
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Talent is the stuff we are born with, the raw material. When talent is
,-8!.*%/&!,:/)/.7!.#!&/1%!.#!.*%!3*,))%-4%5!B*%-!7#(!:%)/%0%!/-!.*%+!
(&%!/-!,!8#$-$,&8!373)%5!J%&%!.##@!7#(!*,0%!,-!,3./0%!&#)%5!K#!-#.!
performance improves, the leader can dismiss job fit concerns.
trained, and accompanied by the right experience, high productivity
.*%7!:%)/%0%!/-!.*%+1%)0%15!
,))#$!.*%1%!8%+#&,)/L/-4!373)%1!.#!"%&1/1.5!M#&&%3.!.*%!"&#:)%+1!.*,.!
When it does not, effective leaders must make a change for the
! and job satisfaction are natural outcomes. I learned a long time ago
)%8!.#!.*%!',/)(&%5!=3,)%!:,3;!4#,)1!.%+"#&,&/)7!$*%-!-%3%11,&7!.#!
individual and the organization. The most frustrating situations I
-B6C;B6>&C#$!1%.!.*%+!("!'#&!1(33%115!D,;%!1(&%!.*%7!,&%!$%))!"&%2
that I do not have the talent for math. Trying to make me into an
&%:(/)8!3#-'/8%-3%@!.*%-!"&#0/8%!%?.&,!"&%",&,./#-!'%%8:,3;!,-8!
",&%8!$/.*!.*%!.&,/-/-4!,-8!&%1#(&3%1!.*%7!-%%85!E'!7#(!3*,))%-4%!"%#2
came across during my newspaper leadership career were those
accountant or mathematician would be an exercise in frustration for
!"-!0%#,()C0'#)+0%/)$-%./?)!-4%#,).'-&'4/)&"#9+)-..";)3'"3.')+")4'5-%#)
where I knew there were job fit issues that previous leaders had
3.')-#&)34"6%&')#")34'3-4-+%"#)7"29..)"#.7)/'+)+0'5)23)+")$-%.)-#&)+0'7)
everyone and it would be a frustrating exercise for me, but I have
/-!1/.(,./#-1!$*%&%!.*%7!3#-./-(%!.#!',/)!D!+0%/)&"'/)#"+)/'46')-#7"#'9/)
$/))!1%%!7#(!,1!(-',/&5!!=#!&#))!("!7#(&!1)%%0%1!,-8!"&%",&%!"%#")%!$/.*!
passed by, sometimes for years.
other talents. The key to lasting productivity and job satisfaction is
/-.%&%1.15!
.*%!1;/))1!,-8!"&,3./3%!.*%7!-%%8!.#!1(33%%85!
matching talent to work. While this might seem obvious a lot of
! When job fit is the issue, productivity will not improve until the
! people are doing work they’ll never do very well or feel very good
E!*,0%!$#&;%8!$/.*!+,-7!"%#")%!'#&!$*#+!,-!%?"%&/%-3%!$/.*!
-B9DE:6&<97=&9F&F66:G;@H&;?:&@9;@IE?8>&61!.*%!$#&;!(-'#)81!1(""#&.!
casting problem is resolved. Delaying these changes (and at times
about.
.*%!/-8/0/8(,)!#&!.%,+!$/.*!)#.1!#'!4##8!'%%8:,3;!,-8!3#,3*/-45!<*%1%! ,3*/%0%+%-.!+,8%!,!8&,+,./3!8/''%&%-3%5!N/&.(,))7!,))!8%0%)#"%8!,!
leaders have to force them) is not the work of a caring leader. While
#';)'#+02/%-/5)$"4)+0'%4);"4>?)+0"/');0")&%&#9+);'4')%#)+0')/5-..)
,&%!,+#-4!.*%!+#1.!/+"#&.,-.!)%,8%&1*/"!.##)1!7#(!3,-!8%0%)#"5!
you can’t guarantee that everyone who leaves will find the right job
Talent alone is not enough, we also need motivation. We must enjoy
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needs are met. So every great team-building leader is in a constant
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search for job fit with each and every employee.
2. Are there any issues that need to be surfaced and resolved?
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To go deeper on key leadership skills why not contact us for more
! surface and resolve the big questions about people and the work
they do.” They do not sit by and watch someone struggle constantly
on a half day workshop.
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Dan Gaynor can be contacted at:-1,0234"553"67530
403.880.1780
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