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The	
  Big	
  Opportunity

Where	
  should	
  
dealerships	
  be	
  
looking	
  for	
  
competitive	
  
advantage	
  and	
  
increased	
  unit	
  
economics?
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Today’s	
  Agenda

• The	
  Talent	
  Ecosystem

• The	
  Super	
  Elements

• Hiring	
  Process

• Millennials	
  – your	
  new	
  workforce

• Career	
  Branding

• Onboarding

3
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Mounting	
  Challenges	
   In	
  Automotive	
  Retailing

Growing	
  Top-­‐Tier	
  Dealerships
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Fixed	
  Operations

Variable	
  Operations

Service

Marketing

F	
  &	
  I

Training	
  &	
  Development

Capitalization	
  

OEM	
  Programs

Interest	
  Rates

Legal	
  &	
  Compliance
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75%

of  dealers   report  
trouble   with  hiring

People   are  the  number  one cost  for  dealerships

Hiring   the  wrong  
manager   can  put  a  
dealership   behind  

six
months

The  cost  of  replacing   a  
bad  hire   is  between
3 and 10x
compensation

The  Problem

Most  Managers  Are  Really  Bad  At  Hiring

The	
  Problem
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Talent	
  Ecosystem
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Strong	
  Employment	
  
Brand

More/Better	
  
Applicants

More/Better	
  
Hires

Better	
  Leaders	
  &	
  
Managers

Strong	
  Culture
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What	
  is	
  the	
  best	
  predictor	
  of	
  job	
  performance?

7

Cognitive	
  ability	
  tests

Integrity	
  tests

Reference	
  checks

Emotional	
   intelligence	
  tests

Personality	
  testsJob	
  experience
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Measuring	
  what	
  matters

8

.71+

.65

.46

.26

.24

Up	
  to	
  .22

.13

Multi-­‐measure	
   tests

Cognitive	
  ability	
   tests

Integrity	
  tests

Reference	
  checks

Emotional	
   intelligence	
   tests

Personality	
  tests

Job	
  experience

H I G H E R

L O W E R

Correlation
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Size	
  of	
  Entry	
  level	
  U.S.	
  Labor	
  Force	
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(In	
  Thousands)
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Risk	
  Assessment

10
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Poor	
  Hiring	
  Results	
  Are	
  Expensive
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Dispelling	
  a	
  myth

Our	
  research	
  has	
  shown	
  that	
  50%	
  of	
  the	
  
factors	
  predicting	
  a	
  person’s	
  success	
  or	
  
failure	
  in	
  a	
  new	
  role…	
  

has	
  absolutely	
  nothing	
  to	
  do	
  with	
  their	
  
experience.

12
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What	
  matters?

13
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The	
  Super	
  Elements

1. Attitude

2. Sense	
  of	
  Accountability

3. Prior	
  Related	
  Job	
  Success

4. Culture	
  Fit	
  

14
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The	
  Super	
  Elements

15

Attitude:

a	
  positive	
  disposition,	
  or	
  
satisfaction	
  that	
  persists across	
  
job	
  experiences

1
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The	
  Super	
  Elements

16

Sense	
  of	
  Accountability:

The	
  extent	
  to	
  which	
  a	
  person	
  
believes	
  he	
  or	
  she	
  has	
  control	
  over	
  
their	
  own	
  outcomes,	
  also	
  called	
  
“locus	
  of	
  control”

2
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The	
  Super	
  Elements

17

Prior	
  Related	
  Job	
  Success:

Having	
  met	
  formal	
  goals in	
  past	
  
jobs	
  that	
  are	
  similar	
  to	
  the	
  job	
  at	
  
hand

3
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The	
  Super	
  Elements

18

Culture	
  Fit:

The	
  degree	
  to	
  which	
  the	
  candidate	
  
shares	
  similar	
  values	
  with	
  the	
  
organization,	
  and	
  demonstrates	
  an	
  
authentic	
  interest	
  in	
  the	
  job	
  at	
  
hand

4
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1. Prof ile   the   role

2. Source   candidates

3. Pre-­screen

4. Scr ipted   and  scored   interviews

5. Reference   check

6. Test ing   and  assessments

7. Ver if icat ion

Hiring	
  is	
  a	
  process,	
  not	
  an	
  action	
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So	
  how	
  do	
  you	
  land	
  top-­‐tier	
  GenY talent?

20



Let’s  Talk  
Generations



Adam Robinson   |   Hireology   |   CEO   |   arobinson@hireology.com 

TRADITIONALISTS
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BOOMERS

BABY  
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GEN  X
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GEN  Y
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Gen  Y  now  makes  up  33%  
of  the  average  workforce  –
an  increase  of  10%  
compared  to  2012

In  2016,  52%  of  

all  new  hires  were

Gen  Y  employees



Adam Robinson   |   Hireology   |   CEO   |   arobinson@hireology.com 

MEET  THE  
MILLENNIALS



On	
  optimism…

“How	
  confident	
  are	
  you	
  that	
  if	
  you	
  work	
  hard,	
  you	
  
will	
  be	
  able	
  to	
  build	
  a	
  comfortable	
  life?”

Confident! 80%
Doubtful… 12%
Not	
  sure 8%



Ridin’	
  the	
  Gravy	
  Train?

“How	
  much	
  financial	
  support	
  do	
  you	
  receive	
  from	
  
parents	
  or	
  family	
  members?”

None! 55%
Some	
  help 28%
Major	
  support 10%
Not	
  sure 7%



Adam Robinson   |   Hireology   |   CEO   |   arobinson@hireology.com 

According  to  the  US  census,  
15%  of  US  residents  aged  25  
to  34  were  living  with  their  
parents.

up  10%  from  30  years  earlier

But  it’s  a  really
nice  basement…



“How	
  would	
  you	
  describe	
  your	
  current	
  debt	
  situation?”

No	
  debt 32%
Struggling 27%
Managing 41%

What	
  about	
  debt?



$28,400

Seven  in  10  seniors  (69%)  who  
graduated  from  college  in  2013  had  
student  lean  debt,  with  an  average  of  

$28,400  per  borrower.

Increasing  $600/year,  on  average



“Do	
  you	
  feel	
  like	
  you	
  are	
  moving	
  closer	
  or	
  further	
  away	
  
from	
  your	
  dreams?”

Closer 75%
Further 18%
Not	
  sure 7%

Are	
  you	
  living	
  the	
  dream?



“When	
  do	
  you	
  expect	
  to	
  retire?”

Before	
  65 34%
65+ 59%
Not	
  sure 7%

On	
  retirement…



“Do	
  you	
  expect	
  to	
  have	
  a	
  better	
  standard	
  of	
  living	
  than	
  
your	
  parents?”

No	
  – 47%

Lowered	
  expectations



1.	
  Optimistic	
  about	
  their	
  prospects

2.	
  Launching	
  later

3.	
  Carrying	
  debt

4.	
  Feeling	
  like	
  they’re	
  in	
  control	
  of	
  their	
  destiny

5.	
  Expect	
  to	
  work	
  hard,	
  but	
  need	
  to	
  be	
  inspired

Gen	
  Y	
  is:



Adam Robinson   |   Hireology   |   CEO   |   arobinson@hireology.com 

How  do  you  land  
top-­tier  GenY
team  members?
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What	
  does	
  this	
  generation	
  value?

38

Pay	
  stability

Career	
  growth	
  
potential

Flexible	
  work	
  hours
Customer	
  Service

Heavy	
  commission	
  jobs

No	
  visibility	
  into	
  career	
  
progression

Long	
  hours,	
  nights	
  and	
  
weekends
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• Does	
  it	
  highlight	
  the	
  opportunity?

• Why	
  is	
  your	
  dealership	
  an	
  employer	
  of	
  choice?

• What	
  benefits	
  do	
  you	
  offer?

• What	
  will	
  the	
  candidate	
  need	
  to	
  have	
  done	
  
and	
  do?

Your	
  Dealership’s	
   Job	
  Descriptions
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My	
  job	
  description:

1. Park	
  cars.

2. Wash	
  cars.

3. Get	
  yelled	
  at.

4. Work	
  early	
  mornings,	
  late	
  nights,	
  	
  weekends	
  
and	
  major	
  holidays.

41
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Recruiting	
  is	
  Sales	
  and	
  Marketing

46

It’s the 
same 

person!
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Your	
  Dealership’s	
  Career	
  Site

Questions	
  to	
  ask	
  to	
  yourself:

1. Does	
  is	
  deliver	
  the	
  WIFM?

2. Is	
  it	
  Mobile-­‐Friendly?

3. Is	
  it	
  easy	
  to	
  send	
  in	
  a	
  resume	
  or	
  application?

4. Is	
  it	
  search-­‐engine	
  friendly?

47
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Quick	
  Activity

• Get	
  out	
  your	
  phone

• Try	
  to	
  apply	
  for	
  a	
  job	
  on	
  your	
  dealerships	
  
career	
  page

48
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• Not mobile friendly

• 17 minutes to submit an 
application

• Zero WIFM

• No SEO



#NADA100



#NADA100

No career site

• “If you can figure out how 
to apply, you’re in!”

Good luck!
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• careers.dealersite.com

• Mobile friendly

• <1 minute to submit an 
application

• Whole lotta WIFM
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Process

• Immediate response

• Next action is on the lead
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#Process

• Targeted questions

• Scores the lead

• Shows their commitment
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The	
  Insight

Strong	
  employment	
  branding,	
  when	
  combined	
  
with	
  a	
  data-­‐driven	
  hiring	
  process,	
  is	
  one	
  of	
  the	
  
best	
  investments	
  a	
  dealership	
  can	
  make.	
  

Strong	
  Brand +	
  Predictive	
  Hiring	
  Process=	
  Better	
  Results



The	
  Results
Six Rooftop Control Group – Mid-Atlantic

Conversion by 
Source

Job 
Boards
Career 
Site

0.2%

11.5%

Candidates by 
Source

Job 
Boards
Career 
Site

93.8%

6.1%

Hires by Source

Job 
Boards
Career 
Site

77.3%

22.7%

Source – Hireology



The	
  Results
Six Rooftop Control Group – Mid-Atlantic

Quality by Source

Job 
Boards
Career 
Site

Source – Hireology
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The	
  Results
Three Rooftop Control Group – Midwest

Conversion by 
Source

Job 
Boards
Career 
Site

Candidates by 
Source

Job 
Boards
Career 
Site

Source – Hireology

Hires by Source

Job 
Boards
Career 
Site

1%

13% 82% 71%

29%
18%



The	
  Results
Three Rooftop Control Group – Midwest

Quality by Source

Job 
Boards
Career 
Site

Source – Hireology
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1. Organic	
  applicant	
  traffic	
  +	
  process	
  is	
  >5x	
  more	
  cost-­‐effective
• Organic	
  Cost	
  Per-­‐Hire:	
  $245
• 3rd Party	
  Sources	
  Cost	
  Per	
  Hire:	
  $1700

2. Organic	
  applicant	
  traffic	
  +	
  process	
  yields	
  majority	
  of	
  hires
• 20% of	
  the	
  traffic	
  yields	
  80%	
  of	
  the	
  hires

3. Hires	
  sourced	
  this	
  way	
  are	
  2.5x	
  more	
  likely	
  to	
  be	
  an	
  A	
  or	
  B	
  player
4. Hires	
  sourced	
  this	
  way	
  have	
  higher	
  retention	
  rates

• 27% versus	
  67% industry	
  average

What’s	
  the	
  Value?

Source – Hireology
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PROFIT	
  ADD-­‐BACK:
$368,000

NEW WAY
14 turns @ $16K each

$224,000

OLD WAY
37 turns @ $16K each

$592,000

Add	
  it	
  up!
For	
  a	
  55	
  employee	
  store:



#NADA100

The	
  Insight

Strong	
  employment	
  branding,	
  when	
  combined	
  
with	
  a	
  data-­‐driven	
  evaluation	
  process,	
  is	
  one	
  of	
  
the	
  best	
  investments	
  a	
  dealership	
  can	
  make.	
  
Strong	
  Brand +	
  Predictive	
  Hiring	
  Process=	
  Better	
  Results
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Onboarding

64

DEALERSHIP	
  

A
DEALERSHIP	
  

B
Which	
  Dealership	
  

Are	
  You?
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5	
  Onboarding	
  Best	
  Practices	
  
that	
  Save	
  Time	
  &	
  Money

65
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5	
  Onboarding	
  Best	
  Practices	
   that	
  Save	
  Time	
  &	
  
Money

66

Customize	
  your	
  onboarding	
  process	
  
for	
  each	
  position	
  

62%	
  of	
  companies	
  that	
  have	
  a	
  
solidified	
  onboarding	
  program	
  
experience	
   faster	
  time-­‐to-­‐productivity	
  
with	
  54%	
  claiming	
  to	
  have	
  better	
  
employee	
  engagement

5
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5	
  Onboarding	
  Best	
  Practices	
  that	
  Save	
  
Time	
  &	
  Money

67

Eliminate	
  your	
  paper-­‐based	
  process

An	
  offline	
  onboarding	
  process	
  typically	
  
takes	
  around	
  4	
  hours

4



#NADA100

5	
  Onboarding	
  Best	
  Practices	
  that	
  Save	
  
Time	
  &	
  Money

68

Form-­‐Free	
  first	
  day:	
  Have	
  employees	
  
fill	
  out	
  all	
  forms	
  prior	
  to	
  their	
  first	
  day

83	
  percent	
  of	
  high	
  performing	
  
organizations	
  begin	
  their	
  onboarding	
  
prior	
  to	
  the	
  new	
  hire’s	
  first	
  day

3
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5	
  Onboarding	
  Best	
  Practices	
  that	
  Save	
  
Time	
  &	
  Money

69

Set	
  clear	
  goals	
  for	
  new	
  hires	
  on	
  their	
  
first	
  day

60%	
  of	
  companies	
  fail	
  to	
  set	
  milestones	
  
or	
  goals	
  for	
  new	
  hires4

2
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5	
  Onboarding	
  Best	
  Practices	
  that	
  Save	
  
Time	
  &	
  Money

70

Make	
  Day	
  One	
  Great

When	
  new	
  hires	
  take	
  part	
  in	
  a	
  
structured	
  onboarding	
  process,	
  66%	
  of	
  
them	
  are	
  likely	
  to	
  remain	
  with	
  a	
  
company	
  for	
  longer	
  than	
  three	
  years5

1
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What’s	
  possible

71

Walser National Delta

Female	
  Salespeople	
  

Post-­‐secondary	
  

Average	
  Age	
  

Gen	
  Y	
  Salespeople

13%

88%

32

71%

7%

15%

51

34%

2X

5X

(19)

2X



What  is   it  costing  operators?

$8 Billion  
WHAT IT’S COSTING OPERATORS
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Read	
  the	
  first	
  chapter	
  now!

visit	
  :
resources.hireology.com/thebestteamwins

Chapter	
  1	
  Download



Questions

#NADA100
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