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In previous posts, I’ve shared some of the hiring mistakes we’ve made over the years. I think 
we are finally learning how to ensure that we hire someone who is the right fit for our culture. 
Hiring someone with the right skill set though is a different story. I’m still trying to figure this 
out — and learning a lot in the process. I’ve been fortunate to have found some pretty special 
people for my team, one of which is my current operations coordinator.  

I hired her about a year and a half ago to handle office operations, accounts receivable and 
accounts payable. Over time I have enjoyed watching her grow, and I’ve been pleased with 
how she has stepped up in many areas. During our recent quarterly reviews, however, we both 
agreed that there were some areas in which I needed her to be more effective. For whatever 
reason, the improvement wasn’t happening, and we both realized that something needed to 
change. Either we would figure out how to get her to do these things, or we would change her 
role in some way, or she would move on and find out what it was that she really wanted to be 
doing (I promised to use my network to help her find a new opportunity). We had this 
discussion on a Friday and agreed to do some thinking over the weekend before we made any 
decisions. 

When we came back after the weekend, she informed me that after a great deal of soul 
searching, she had decided to do something that had been in the back of her mind for a while. 
She would go back to school full-time to pursue a degree in international relations, putting her 
years of Chinese language study to good use. I’m never happy to see a good employee go, but 
I’m excited to see her take this step. It is the right time for her to make this change, and now 
it is the right time for me to figure out how to bring in someone who will add a level of 
operational expertise to this company.  

Here is the opportunity that stands before me: I need to hire someone I can rely on to handle 
daily operations and implement processes that prepare us for growth. I also want this person 
to take some tasks off my hands. But there’s an extra challenge: I’m taking off the entire 
month of January for my wedding and honeymoon. So I need to find this person and make 
sure he or she is ready to hit the ground running by the time I take off. 

I’m pretty sure I know what I am looking for in this person, and I plan to use my professional 
network and Web sites like Craigslist to find candidates. I want someone who can take charge 
(but not try to take over), come up with creative solutions, implement (and follow through on) 
office and operational processes, work well with our existing team and approach things from 
the perspective of where we need to be and not just where we are today. I would like this 
person to have a good deal of operational experience, especially in a growth environment. I 
think that my team and I will know this person when he or she comes into our office, but I’m 
anxious. I really want to get this one right.  

Any suggestions? Any strategies that have worked for you? What questions should we ask in 
the interview? Where should we look to find people who are really good — and not just really 
available? Time is running out for me to find the right person without cutting corners or 
shortchanging the process. 
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