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How many people do you 
employ during peak season?
Less than 10 = 28%

10 to 25 = 27%

25 to 50 = 18%

50 to 100 = 14%

100 to 250 = 8%

250 to 500 = 3%

More than 500 = 2% 

(survey year) 2015 2014 2013 2012 2011 2010 2009 2008

Add Staff 29% 27% 24% 22% 13% 19% 10% 10%

Reduce Staff 7% 6% 7% 9% 8% 5% 12% 26%

Keep Staff the Same 59% 59% 63% 63% 69% 67% 59% 55%

I Don’t Know 5% 9% 7% 7% 10% 10% 10% 9%

Staffing 

The interview: A few thoughts on an old topic ... Bob Zahra 

2015 401(k) Pension Annual Bonus Health Insurance Dental Insurance Life Insurance Sick Leave Disability Paid Vacation Paid Holidays *Other

Full-Time 31% 5% 44% 49% 24% 23% 37% 21% 70% 62% 10%

Part-Time 7% 0% 16% 4% 2% 1% 3% 2% 13% 13% 8%

2006 401(k) Pension Annual Bonus Health Insurance Dental Insurance Life Insurance Sick Leave Disability Paid Vacation Paid Holidays *Other

Full-Time 38% 12% 55% 66% 27% 24% 31% 24% 76% N/A N/A

Part-Time 10% 3% 24% 3% 2% 2% 4% 3% 15% N/A N/A

2015 401(k) Pension Annual Bonus Health Insurance Dental Insurance Life Insurance Sick Leave Disability Paid Vacation Paid Holidays *Other

12% 2% 24% 40% 10% 2% 15% 4% 43% 28% 6%

*“Other” included: an IRA, free/half off products, monthly lunches/breakfasts, company apparel,
employee referral bonus, profit sharing, flexible schedule, tuition reimbursement, paid snow days/
bad weather days, paid day off for birthdays, membership to Costco and on-site wellness center.

Healthcare & other benefits 

The problem with bypassing the phone interview and leapfrog-
ging directly to the face-to-face interview is that it’s a mistake to
fall in love with the candidate before you know if he/she can do
the job. And, as everybody knows, an excellent interview isn’t
necessarily a predictor of future success.

The candidate who clunks through a gotcha interview, con-
stantly off-balance from a hiring authority expecting extempora-
neous, television-talk-show level responses, doesn’t get the job.
This same clunker candidate interviews elsewhere where
his/her tortoise-like proven history is recognized and appreciat-
ed, and he/she is suddenly transformed into a valued employ-
ee—to the long-term benefit of both candidate and competitive
company.

It’s wise to spend a little time on the phone prior to the face-
to-face interview. Listen. Probe depth and breadth of specific
employment history: perceived successes and failures, numbers
of people managed, square footage responsibilities, particular
cultural expertise (if growing) and sales volume, geography,
industry sectors, people managed and level of contact within the
customer base (if sales or management).

Top performing, current employees plan their days/weeks/
seasons and even their years well in advance. Consider provid-
ing challenging interview questions prior to the face-to-face
interview. By providing questions in advance, the hiring authori-
ty can create an insight into the candidate's preparation and
planning skills (among other things).

Question example: “A key employee of our largest customer
has made a mistake. Nothing malicious, but a costly, time-con-
suming mistake nevertheless ... This employee of our largest
customer completely ignores his/her culpability and blames our
company. It’s clear that he/she is covering for his own failure.
How do you solve the problem and retain the customer?”  

A couple of carefully crafted questions presented as a take-
home test in advance of the face-to-face interview also provide a
window into the candidate’s problem-solving style and ethical
foundation. An open, free-flowing case study analysis of the
take-home questions during the personal interview can uncover
much about a candidate that the traditional interview doesn’t
capture, by means of personal anecdotes leading to historical
operational style. In the process, personal/organizational chem-
istry can be measured and evaluated.

One last tip: Tell the candidate how to dress for the interview.
Don’t make him/her ask or wrestle with the decision. Set the
stage for success. The overriding goal here is to determine if the
candidate can make a sufficient, lasting contribution to your
company. At the same time, you can be certain the candidate is
evaluating your company for projected immediate and long-
term personal and career reward. 

Bob Zahra is an executive search consultant with Florasearch, Inc., a 
certified personnel consultant and past chair of the National Associa-
tion of Executive Recruiters. He can be reached at (407) 320-8177 or
bzahra@florasearch.com. Visit www.florasearch.com.  

Staffing Plans for 2015 

Which benefits do your employees consider the most important/valuable?

Which benefits do you currently offer your employees?


