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This post can be best categorized by calling it “Give a smart person with potential a chance.”

This part of the series is a little bit of the reverse side of the equation. It’s a topic that I think merits
being brought forward and it’s about how the military’s hiring system has a specific method of recruiting
to other major corporations. It might do well for the civilian sector to consider this.

My experience is that there are few places, outside of the military and military contractors, that take
more than a passing consideration in hiring someone who doesn’t hold the specific â€œticketsâ€• for a
position. After leaving the military and working for a two contractors, I went out and tried to run my own
business for a while. I realized I needed to head back into the work force, and as a result, I applied to
many jobs that I had the hands on experience to fill. Since I had a degree in hard science, and not
engineering or computers, I didn’t get the phone calls. Since then, I have found two good friends who
have been recruiters for years and they confirmed my suspicions. If I didn’t have the degrees, I wasn’t
going to get a call. I had lots of hands on, in and out of the military, but that didn’t count.
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Consider this: The US Military is one of the few places that looks at the potential of people and, based
on their aptitude at fundamental skills, they are then accepted and trained. In industry, it’s basically if
you haven’t got the experience, you can’t play. It’s a catch 22 for people trying to enter a new field,
either for a first time job, or to change career fields. I suspect a lot of great people never get where they
can do the most good, because they didn’t have some diploma from a recognized school. I don’t mean
employers should wantonly accept anyone, but it may be prudent to consider those who have spentthe
time doing the work, without the benefit of schooling, and who are successful, for filling somepositions.

Another story from my effort at being a headhunter involves the story of a major bank, that relented
and let a Marine Major join the company. In short order, they were amazed at how productive he was.
In addition, his calm demeanor, in what was perceived as chaos to the bank employees, was noted.
Think about it: After being trained as a Marine, what can possibly be a chaos anymore? They wanted
more like him, having seen a glimpse of what an ex-service member could do, even without the
“training.”

The ASVAB battery of tests, and the AFQT exams are some of the basic skills tests the military uses.
The ASVAB is for general skills, and the AFQT is for fitness to be accepted into a flying billet. From
tests like this, many people have successfully performed incredibly complex duties, under incredibly
difficult circumstances. Granted, the military also has an extremely well developed training capability, in
order that those with the aptitude can then be provided with the actual specific skills necessary. This
overhead of the training commands is a large expense, but it is a proven process.

It boggles the mind to realize many of these young people who get through this would probably be
rejected by major corporations, for a lack of capability, due to not having the experience.

Think about it, potential employer, can you ask some questions that prove a basic aptitude for the
position, and also to assess the ability of that person to absorb the information? If you can do that, you
may just find an enthusiastic employee, that a few years down the road, has proven themselves to be
able to outperform that person who showed up with only the certificate saying they knew something,
but had no other life experience.

Category

1. Leadership
2. Military

Date Created
March 12, 2005
Author
admin

COMPANY NAME
Address | Phone | Link | Email

default watermark

Page 2
Footer Tagline


