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P R A C T I C E  M A N A G E M E N T

Hiring mistakes may result in high
employee turnover, low

employee morale, and a decrease in office
efficiency.  They can also result in an
increase in theft, embezzlement and
workplace violence incidents.  In addition,
failure to follow lawful hiring practices can
lead to discrimination and harassment
claims and suits. In short, we all know that
bad hires affect more than just the bottom
line. They can become a cancer that
metastasizes throughout your practice,
affecting you, your staff and your patients.
Hiring mistakes result in lost productivity,
as well as significant transition costs for
recruiting, interviewing, training, and
orientation. 

Studies show that turnover due to
behavior or style “incompatibility” is as
high as 85%.1 Also, American companies
typically make 80% of their hiring
decisions based on objective criteria
alone,2 without considering very important
subjective elements such as the candi-
date’s values, ethics, personality traits,
and overall “fit” with the business.  That
poor “fit” is responsible for many unsuc-
cessful hires.  According to one recent
study, nearly one in three newly hired
employees leave voluntarily or involuntar-
ily within one year, and that number has

been rising.3 With all these potential
effects from a “poor hire,” you should ask
yourself, “do I have a hiring protocol?”
Taking the time to develop good hiring
strategies is well worth the effort.  There
are several elements of good hiring
practices, and getting that “right fit” starts
with YOU.

First Step – Self/Practice Assess-
ment: What makes you “tick?” What are
your traits, values and goals? Is your
current office – the way you practice, your
staff and patients – what you imagined
when you first got out of dental school?
Does your practice’s “personality” reflect
your values and principles? These
elements are critical to consider when
making a good hire. 

Second – Understand Balance: You
need to create balance.  When hiring, a
balance must be established between the
traditional “objective” and lawful consid-

erations, and the “subjective” personal
traits of a potential candidate. 

There are several important qualities to
consider when hiring.  Successful hiring
occurs when you consider and balance
items from both columns below. 

Third – Job Description: Job descrip-
tions should be specific and define the job
duties. They should be updated frequently
and drafted by staff members who are
familiar with the duties of the position. 

Fourth – Want Ad: When drafting the
want ad, include the personality, values
and principles of your practice as well as
the important elements of the job
description.  Use key words that describe
your office “traits” and position require-
ments.  For example, descriptive phrases
such as “large, progressive, lively office”
and “stable, relaxed, friendly environ-
ment” give the applicant a good idea of
the office atmosphere.  Phrases such as
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“energetic” and “strong people skills” help
the applicant determine whether he/she
would be a good personality fit for your
office.

Fifth – Interview Process: Take the
time to learn how to interview. Have you
ever sat across from a bad interviewer? Is
that the first impression you would want a
prospective member of your team to
have?  Establish your script and questions
in advance, and role play to help you
prepare for the interview.

Over the years when talking to dentists
and office managers about their biggest
headaches in the office, the number one
response has been...you guessed it:
“personnel!”  Your greatest assets are
your people. Following a good and
effective hiring process will help you to
hire “right” the first time and build that
dream team.
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