
Every dealer and manufacturer
knows how important it is to
have the proper inventory mix

and to ensure that mix can be blend-
ed to produce the largest number of
possible sale combinations. For
example it would make no sense to
manufacture or stock all right hand-
ed bows but offer only left-handed
arrow rests as an accessory. When a
manufacturer decides upon their
yearly production numbers or an
archery dealer writes an inventory
order they both must first under-
stand their anticipated needs and
what their customers may require.
While sometimes it seems like an
exact science and other times a wild
guess, before proceding it is impor-
tant to understand what your needs
are. Although that logic seems sim-
ple when it comes to production and
inventory it is often completely over-
looked when it comes to selecting
employees.  

In my past career I was a corpo-
rate level executive. Today as
Business Editor for ArrowTrade and
as manager of my own consulting
business I continue to get the oppor-
tunity to travel across the country
visiting manufacturing companies
and retail businesses. Those busi-
ness are large and small. They are in
the sporting goods industry as well
as involved in other areas of the
economy. During all of my encoun-
ters and interactions the conversa-
tion always seems to migrate to the
one common subject; the difficulty
of finding the right people to fill the
job. Employing the right people is
not much different than finding a big
buck. You can hope you get lucky or
you can work at it to increase your
chances of success.

When it comes to hiring employ-

ees for your business it really doesn’t
matter if you employ 1,000 people or
only one, each employee you hired
will have a definite positive or nega-
tive impact on your business.
Obviously the more positive the
impact the greater the return on
your investment and make no mis-
take about it, hiring employees
either full or part time is an invest-
ment. 

People seldom turn “bad” after
they are hired. I have reviewed the
records of hundreds of employees
that employers labeled as unsatis-
factory workers and in half the cases
the employee did not have the

required skills when hired. In the
other half of the cases the person
doing the interviewing and hiring
did not fully understand exactly
what skills were required of the per-
son being hired or the requirements
of the job to be filled. It is safe to say
that with very few exceptions one
hundred percent of unsatisfactory
employees should never have been
hired in the first place. That does not
mean the person was a “bad” per-
son, it simply means that they were
not a good fit for the job being filled.
It is the perfect example of trying to
put a square peg in a round hole. 

Well if the fault does not lay with

Making the Best Choice with
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Greg Summers, President of T.R.U. Ball is familiar with all aspects of the manufacturing
process and the skills required within his operation. This intimate knowledge is especial-
ly important when adding or adjusting manpower levels.
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the employee, then who is at fault?
The answer to this question can be a
little disconcerting but take a deep
breath and look in the mirror. The
fault of making a bad hire is most
often with the person determining
the requirements of the position to
be filled and who most often also
does the interviewing. Let me
emphasize that taking the correct
steps to properly fill any position
regardless of how large or small your
business is, is critical to your opera-
tion. To stress the importance of
doing it right consider the fact that
the smaller the operation the greater
the impact of making the wrong
choice when hiring an employee. If
you have 30 employees and of that
number one isn’t pulling their weight
the impact is minimal, although it

must not be tolerated and still
requires correction. However if you
have two employees and one is not
performing as required you have a
serious problem that will have a
tremendous impact on your opera-
tion and must be corrected immedi-
ately. 

Because selecting the wrong
people is a waste of time and
resources it makes sense to do the
job right the first time. By doing the
job right the first time you can avoid
the displeasure of having to remove
an employee or worse, living with
the mistake and the continuing neg-
ative impact on your operation. The
answer is being properly prepared
for the task of selecting good
employees by taking the time to
develop and utilize a professional

approach to determining your man-
power requirements. You also need
to implement the proper interview-
ing and selection techniques. While
this may sound complicated it is
simply a series of easy to follow, log-
ical steps.

Job Description
One of the most important steps

when adding employees is to deter-
mine why. While that may sound
simple it is the key to what follows
and to avoid problems your man-
power needs must be crystal clear in
your mind before you proceed.
Simply thinking you “need help” is
not enough. What do you need, why
and for how long?  Exactly what
duties will this new employee be
responsible for and what skills or

Each Employee You Hire
By John Kasun
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Joann Morgan, of the Archery Zone,
located in Johnstown, Pennsylvania, han-
dles the counter sales when required and
turns to her fletching bench whenever she
has a free minute. No one can do their job
efficiently unless they know what to do
and the priorities required and that
responsibility initially falls to the employ-
er to clarify.

Jan08AT014-025.qxp  12/3/2008  6:18 PM  Page 15



experience will they be required to
have to do the job?

The best approach is to write a
job description for the position to be
filled. A job description is simply a
list of requirements and duties you
expect the employee to perform and
in turn it outlines the skills required.
While this may sound very elemen-
tary or even childish my personal
experience shows otherwise. On
numerous occasions I have been
called upon by companies to assist
in manpower realignment or to sit in
on interviews and evaluate prospec-
tive employees. It is not at all
uncommon for me to find that no
written job descriptions exist even
though interviews may have already
been scheduled or in some cases
people are already on the job.
Without a clear vision of what is
required it is almost a guarantee that
the results will be unsatisfactory.

Before a bow manufacturer can
begin a production run they need to
know the weights, draw lengths and
right/left handed mix of the bows
desired so they can order the
required materials from the parts
inventory or so they can get those
components manufactured on a
“just in time” basis. Before a dealer
places an order for arrow shafts they
must first know what shafts they
have on hand and in what quantities
so they can fill in their shortages
accordingly. To start a production
run or order inventory without an
understanding of what is required
would be a waste of time and
resources. Every good businessman
understands that. The same logic
applies to filling a perceived job
vacancy and the first thing that is
required is a written job description.

A good job description should be
brief and clearly written. It does not
have to spell out the job require-
ments in specific detail but must be
general enough that it gives an
overview of what the employer
expects of the prospective employee.

The job description allows the
employer to stay focused on his
needs and it gives the potential
employee an overview of what is
expected of them. 

When Bill Puruczky, owner of the
Archery Zone located in Johnstown,
Pennsylvania, opened his shop two
years ago he knew he needed help
but he also knew that he needed
someone who could handle a wide
variety of tasks. In essence he formu-
lated a simple job description on one
sheet of paper. “I knew according to
my budget that I needed to squeeze
every nickel until the buffalo
blinked,” Puruczky said. “I needed
someone to check-out the cus-
tomers and answer the phone but I
would also need someone to help

price merchandise and stock the
shelves as well as strip and re-fletch
arrows as I would be handling the
sales, bow set-up and repair. I was
thinking about hiring Joann Morgan
who had experience at handling cus-
tomer check out in a sporting goods
store where we had worked together.
However she had no experience with
the other things I needed. I sat down
with Joann and went over the job
description I had prepared. We
checked off the things she was com-
fortable with and discussed how to
get her up to speed with the duties
where she needed some explanation
and training.”

“Things are working out great
and Joann and I make a great team,”
Puruczky continued. “Not only can
she handle everything I originally
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Chuck Bickel, President of Blair Supply and Bonnie Healy, Vice President and Treasurer,
are shown here reviewing the results of some recent interviews. Chuck and Bonnie utilize
the team interviewing technique when interviewing applicants and have honed their
interviewing skills to a fine edge. “One of the things I have learned to do is listen to what
the applicant is saying instead of what I think he is saying,” explained Bickel. “At first I
tried to mold the applicant to my needs and I was too often disappointed. I find it is bet-
ter for my company as well as the employee if I understand who they are and what they
offer and then decide if they fit my needs.”
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thought I would need her to do she
has since come up with a list of other
things she can handle to take the
pressure off of me when things get
hectic. Now the question is, was I
really smart or just lucky?  I have to
admit that I had never made out a
job description in my life or even
knew what one was for that matter.
However if I had not taken the time
to look at just what I needed and dis-
cussed it with the person being hired
it could have been a disaster.”

A job description not only gives
the employer a clear picture of his
requirements but it also gives the
prospective employee an idea of
what will be expected of them as
well. Although it does not guarantee
a perfect match it gives everyone
involved a better idea of what they
are committing to and greatly
increases the chances for a success-
ful match.

Attracting
Potential Candidates

Once you have decided that you
need to add help and you have pre-
pared a proper job description, the
next step is to chum the waters and
see if you attract good candidates. 

When it comes to finding good
people it is important to use every
tool at your disposal. Successful
deer hunters scout all year long, not
just right before the season. Keep
your eyes and ears open at all times.
Running want-ads is a normal first
step but consider other options as
well. I have discovered many
employees for my clients just from
my observations while doing my
own personal business. It could be a
salesclerk that was especially help-
ful or someone in the service
department that went the extra mile
to make sure my problem was
solved. Always keep your eye out for
the person who stands out from the
crowd and keep them in mind for
some future needs you may have.

Keep your ears open for person-

al recommendations but be cau-
tious. The old saying “If it sounds too
good to be true it probably is”
applies when it comes to unsolicited
personal recommendations.

I remember one client with a
pipeline welding business that
stopped at his local bank to make a
deposit. While chatting with the
teller she told him that the boy her
daughter was dating was a really
nice young man who was looking for
a job. My client told her to have him
stop by the shop as he might have a
job for him. Hired on the spot, the
young man who seemed eager and a
quick learner was soon driving the
company equipment between job
sites. Only after he was asked for his
drivers’ license to list on company
records did problems start to
appear. One excuse followed anoth-
er including the one where he
claimed he accidentally stepped on
it and broke it, to the one where he
was a case of mistaken identity at
which time a background check was
initiated. It turned out the “nice
young man” had a criminal record,
and had lost his drivers license due
to drunken driving violations. This
example does not mean that you
shouldn’t consider personal recom-
mendations but it does mean pro-
ceed with caution.

For archery shops many times
help comes from the customer base.
However not everyone who is an
outstanding shooter or hunter has
the people skills to properly handle
the stress of dealing with the public.
A situation I ran into last year while
visiting a pro shop comes to mind.
While looking over the bow display
which contained a large number of
bows with pre-mounted Whisker
Biscuit arrow rests I was
approached by a person in a pro
staff shirt who asked if he could
help me. I commented that it
looked as if they were selling a lot of
Whisker Biscuits, which personally I
feel is an excellent hunting rest.
“They’re junk,” he said loudly.
“They’re designed for people who
don’t know how to tune their bow.”
He then proceeded to tell me in
detail how good a shot he was, how
tight his groups were and how many
deer he had killed. 

All the while I was thinking how
I would like to buy this shop just so
I could fire this jerk. Had I been a
buying customer I would have been
completely turned off and never
done business there again. This
individual was the perfect example
of the wrong person in the wrong
place. I would have loved to talk to
the owner to ask how and why that

Most
archery
shops are
too small
to have
one
employee
dedicated
as a bow
tech. This
means
that the
“tech” has
to have
both
mechani-
cal and
people
skills so he
can work
behind the
counter as
well as
behind a
bow press.
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person was selected for a sales job.
That is not to say that you do not
want to hire someone who is knowl-
edgeable about the sport. However
it is equally as important to make
sure the person you hire has all the
skills you have outlined on your job

description and that he or she fits
your needs.

The Interview
OK, let’s say you have your job

description written and you have
located some potential candidates,

now comes the dreaded interview.
The interview should be used to
match the applicant to your needs
and in many ways it is like a first
date. Chances are both of you will be
on your best behavior and probably
nervous. Strange as it may seem I
have discovered that often the per-
son doing the interviewing is as ner-
vous as the person being inter-
viewed. The interview gives you a
short amount of time to learn a lot
about an individual that you are con-
sidering making a part of your orga-
nization. To be effective an interview
must have a definite structure.

Ideally an interview should last
at least 30 minutes and no more then
45 minutes. Questions should be
prepared in advance. Remember the
purpose of an interview is to learn as
much as possible about the appli-
cant and you learn nothing when
you are talking. Keep in mind the
80/20 rule. You talk 20 percent of the
time and leave the candidate have
the rest of the time. You will be
amazed what people will tell you if

19Circle 165 on Response Card

Every job no matter
how simple it may
seem has guidelines
and requires specific
skills to do properly.
Packing bows for
shipment may seem
easy but it requires
someone who can
work quickly while
paying attention to
detail. It is important
that the right bow
gets packed with the
right paperwork and
is shipped to the right
dealer. Mixing up the
order is a sure way to
make a lot of people
unhappy.
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you just give them the chance. One
of my favorite experiences when
conducting interviews was when the
candidate being interviewed was
told that if selected he needed to
provide poof of a valid drivers
license. In spite of the fact that we
watched him drive up as we were
looking at the parking lot through
the ground floor interview room
window he very calmly said, “That
might be a problem because I lost
my drivers license five years ago and
it doesn’t look like I’ll be getting it
back anytime soon.”  As we all sat in
stunned silence he added without
any additional questions, “Actually I
thought it was a case of false arrest
because they never found any drugs.
I think my girl friend’s mother
turned me in because I wasn’t paying
child support.”  As you might expect
no additional questions were neces-
sary to make a decision on that
applicant. 

Stick with open-ended questions
and avoid questions that can be
answered with a simple yes or no.
For example I had a client that was
looking for a customer service agent
who asked the applicant, “Do you

have experience handling difficult
customers?” Answer: Yes. A better
way to phrase the question would
have been, “Tell me how you han-
dled difficult customers on your last
job.”  The second question gives the
opportunity for the applicant to
demonstrate both his ability to think
on his feet and show the depth of his
experience. Most importantly the
question cannot be answered with a
simple yes or no. The answer will
also tell you a lot about the candi-
date and if they are suited for your

position. With some thought you can
come up with similar questions that
suit your particular situation.

My experience shows that team
interviews produce the best results.
Best suited for medium to large size
operations team interviews have
several distinct advantages. The
ideal team size is two or three peo-
ple. If there are more than three peo-
ple involved the sense of intimida-
tion the candidate feels can be over-
whelming and result in a distorted
interview. The team interview has
the advantage of multiple observa-
tions. You may find the impressions

While machining components (left)  and
assembly (above) are both required to
produce finished releases at T.R.U. Ball
they each require specific knowledge and
skills. With the right people on the right
job production flows smoothly. Putting
the wrong people on the wrong job could
foul up the works quickly.

PHOTO LEFT: Bonnie Healy, Vice
President and Treasurer of Blair Supply
follows up on each applicant selected for a
position with personal phone calls to
check out their past work history and per-
sonal references. “I learn a lot from talking
to people about a candidate,” Healy said.
“It isn’t always what the person on the
other end of the phone says, it is often
what they don’t say. It has been my experi-
ence that if people feel positive about a
person they tend to talk a lot. If for some
reason they have reservations you can
hear a hesitation in their voice. It is hard to
explain, I guess it is like gut instinct, when
it is right you know it and if it is wrong a
bell goes off in your head.”

20
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Bowhunters have seen all the ads; all the slogans, catch phrases and even 
“pushing the truth on speed and features” to get you to buy a bow.  We at 
Darton won’t play that game.  Darton bows consistently shoot the speeds 

listed in our ads, right out of the box.  NO SMOKE – NO MIRRORS.  Darton 
has licensed technology to many other bow companies; so you are probably 

selling Darton technology right now and don’t even know it. NO BULL.!   In case 
you haven’t heard, here is what the experts have said of our innovative 

CPS – G2 2.5 Cam System –

The new kid on the block is our Pro 3500S which launches an arrow at 338 – 343 
fps**  These are real speeds, not manufactured speeds using super light test arrows 
… NO BULL.   Darton’s redesigned lineup has a bow model for every archer; top level 

trophy takers, “Your average Joe” hunter, female hunters, and youth hunters.

Darton did not stop with compound bows.  
The Lightning Crossbow is fast*, quiet and 
deadly.  Stock Darton bows and crossbows 
for the Archer who wants to purchase and 

BUILT TO HUNT bow 
performance they demand.

www.dartonarchery.com 
800.356.6522  

sales@dartonarchery.com   

**Tested at IBO specs, 70lbs @ 30” w/5grain of arrow weight per peak weight of bow.

*362 fps with a 475 grain arrow

LIGHTNING

PRO 3500S

CPS-G2™ Cams covered under patent 6,990,970 B1
BNSS covered under patent 5,720,269

Circle 249 on Response Card
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can be strikingly different between
the team members but overall you
will get a much better evaluation.
When opting for a team interview it
is necessary for the team to have a
leader who actually conducts the
interview with the other members
asking follow up questions. 

It is important to make notes of
your impressions during the inter-
view process or immediately after-
wards. When interviewing a number
of potential candidates you will find
they quickly become blurred in your
mind. To make this easier be sure to
schedule enough time between
interviews to ensure you can com-
plete your notes. As I know I will be
making notes during the interview I
always so inform the candidate to
put them at ease. Normally a simple,
“Our minds are not what it used to
be so we may have to make some
notes,” is more than enough to cover
the situation.

As soon as possible after the
interviews the team members
should each read and explain their
notes and when complete all notes
should be placed in the candidates’
file. Keeping all interview notes
serves two important purposes. It
allows for logical and complete
review of each candidate at a future
date. It also should contain informa-
tion on why specific candidates were
chosen or eliminated. This can prove
invaluable in the event charges are
ever filed in regard to someone who
felt they were discriminated against.  

Although each interview will
take different directions depending
upon the answers be sure to ask all
the candidates the same basic ques-
tions for two reasons. First it is the
best way to compare the candidates
but second there are also some legal
considerations. For example if you
ask a woman if she has any responsi-
bilities at home that might keep her
from coming to work on time and
don’t ask the men being interviewed
the same question you could be

charged for discrimination if she
does not get the job. However if you
ask all candidates that same ques-
tion you are within your rights to
stress the importance of job punctu-
ality.

References
While I think it is important to

ask every applicant for prior job ref-
erences as well as personal refer-
ences I had one client disagree
because he felt people would not
disclose any information that would
put them in a bad light. That is not
necessarily so. I remember recently
looking over an application that list-
ed the candidate’s past jobs. When I
asked if we had his permission to
check with his past employers he
volunteered that he was discharged
from his last job for unsatisfactory
work. He went on to explain that he
was fired from the job before that for
stealing but explained that he only
took things that he felt his employer
didn’t need or would throw away
anyway. I never fail to be amazed by
what people will tell you if you ask a
simple question and just listen.

In regard to personal references I
have found that people I call will
expound on the persons skills and
virtues or they will give very short
answers such as, “He’s a nice guy” or
“He’s no problem.”  Personally I feel
short answers tell me a lot as they
send up warning signals and cause
me to investigate further.

Testing
Depending upon the level and

the nature of the position to be filled
a simple test can also be incorporat-
ed into an interview. A client who
runs a hardware retail chain fre-
quently interviews applicants for
employment as sales associates.
Although they have an extensive
training program they have also
devised a simple test to determine
the aptitude of the people they are
considering hiring. The test consists
of the identification of several items
chosen at random from the shelves
of the hardware store plus asking the
applicant to measure the length of a
specific object. Nothing complicated
but just enough to determine basic
level of knowledge. This is some-
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People working the sales floor need strong people skills and pleasant personalities.
They have to interact with both men and women of differing ages as well as young cus-
tomers such as the one shown here. Picking the right person is critical as they can build
your business or drive it away.
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thing that could be considered on a
different level depending upon
need, for those archery manufactur-
ers requiring machining and assem-
bly skills, or for archery retailers
looking for someone who already
had a good basic grasp of archery
equipment.

Background Check
A background check used to be

something that only happened in
the movies or on TV but today it is
becoming a valuable and necessary
tool for employers. A background
check can not only make you feel
comfortable with your decision to
hire a specific person but it can also
protect you and your business from
what could become a potential
nightmare.

I recently talked to an individual
who operates an appliance repair
business where he dispatches tech-
nicians to people’s homes for service
calls. Relying on his gut instincts he
felt he exercised extreme care in
selecting his employees and didn’t
feel the need for a formal back-
ground check. All of that changed
recently when someone commented
to him at church that he may want to
check deeper into his latest hire, a
pleasant young man with an easy-
going personality who had recently
moved to the community. Following
up on the veiled warning he did a
background check and found his lat-
est employee had a record as a con-
victed child molester. Imagine the
damage to his business reputation if
he had not discovered the truth
about his new hire and some harm
came to a child during a service call.

I recommend to all of my clients
that they make background checks a
part of any offer of employment. To
prevent any recriminations over that
step, all applicants must sign an
authorization that states they agree
to a background check in the event
they are selected for employment.
There are numerous background

check services available on the inter-
net for a wide variety of cost depend-
ing upon the depth of the check
desired. For the occasional hire it is
normally most economical to pay a
per check fee which can be as low as
$45 for a check on a single individ-
ual. Contract service packages are
also available for companies that do
extensive hiring. Whatever your
requirements there is a package
available to suit your needs.

Remember hiring an employee
is like inviting someone into your
home. It only makes sense to know
as much about them as possible
before you make a commitment.   

Conclusions
In the consulting end of my busi-

ness I have seen it all when it comes
to selecting and managing manpow-
er. While some businesses clearly
recognize the need to manage their
employees as a valuable resource
others blunder along and wonder
why no one seems to care about
their job. The process is as simple as
it is complicated but the first step is
in understanding that you as the
employer have the responsibility of
identifying your employment needs

and of selecting the proper people
with the required skills to fill the
position. Doing the job right will
result in increased efficiency, a more
joyful work experience for everyone
involved and a better bottom line for
your business. Ensuring you have
the right fit between your needs and
the employees’ skills allows you to
spend less time involved with “peo-
ple problems” and more time focus-
ing on how to grow your business. 

When you combine two old say-
ings, “Do it right the first time,” and
“A chain is only as strong as its weak-
ness link,” you get the “Perfect
Employee.”  Hopefully this feature
will give you both some food for
thought and a basic plan which will
help you develop an effective job
needs analysis and interview process
for your business.

Editor’s Note: In addition to his
writing duties, John Kasun is an out-
door seminar speaker and a business
consultant with experience in corpo-
rations large and small. He can be
reached at 126 Hickory Lane,
Duncansville, PA 16635, by phone at
(814) 695-5784 or by email at
kasun@atlanticbb.net
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During a visit to T.R.U. Ball Manufacturing, Ben Summers, Director of Marketing and
Inventory on the left, let the author, John Kasun, try his hand at assembling one of T.R.U.
Ball’s intricate releases. While Kasun has a list of impressive credentials he was humbled
by the skill and dexterity required to do this job efficiently. This is a perfect example of
the need to match the employees’ skills to the job at hand. Kasun commented if he had to
assemble releases for a living he is sure he would quickly starve to death.
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