A different perspective:

A job-hunter’s perspective
By RAYMOND G. DAVIES

s superintendents, we have devel
A oped specific knowledge and skills
that allow us to produce great golf course
turf. Interviewing skills are not required
to grow great turf, but having the right
job is. To land a job in which your career
can thrive, you must excel in the inter-
view process.
A key to successful interviewing is to

MAINTENANCE

take initiative in —
pro-actively manage
— the interaction be-
tween yourself as the
candidate and the
employer as inter-
viewer.
Asthe applicant for
a superintendent’s
job, youmust achieve
four objectives in an interview to glean
Continued on next page

An employer's perspective
By TOM ISAAK

I'heartily endorse the principles of pro-
active job interviewing. The job candi-
date who understands the concept put
forth by Raymond Davies, in the com-
panion article, has a powerful career-
building too — if he or she can imple-
ment the concept.

Ray and I work together. When we
were interviewing each other we applied

Ray Davies
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OUR TURF!

Nobody beats Pennington when it comes to Seeded Turfgrasses! All Pennington Seed varieties, blends and mixtures
are available with our exclusive PENKOTED® protective coating. For the best turf selection, always rely on Pennington.
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Pro-active job interviewing

considerable collabo-
rative effort to shap-
ing a job that would
marry the company’s
needs with his skills
and career goals.
Now, as colleagues
for two years, we con-
tinue this problem-
solving relationship.
It was a pro-active interview that both
launched and formed the basis for this
highly productive relationship.

My observations are intended to affirm
Ray’s concept, while providing an
employer’s perspective.

COMMUNICATE COMPETENCE

It is almost as hard to communicate
competence as it is to examine it. The
pro-active interview strategy solves the
problem for both parties. Competence —
and its essential component, confidence
— are communicated best by those who
know where they stand. Understanding
how a job fits into the career growth you
have planned says you know where you
stand. If career growth can be defined as
acquiring knowledge and skills and ap-
plying them with satisfactory results,
rather than simply where one works and
for how much, the foundation is laid for a
dialogue about what constitutes a suc-
cessful employee-employer relationship.
Think through the elements of career
growth that will lead you to satisfaction.
This self-knowledge about the subject of
the interview — your career — is essen-
tial to communicating competence. It
“centers” you for an interview and is the
basis for knowing if the job is good for
you. It also gives you the perspective as
well as the strength to recognize if it isn't
a good match. Note that this is quite
different than playing “hard to get,” which
will come across to the interviewer as
arrogance or manipulation.

QUESTION THE QUESTIONER

Agoodinterviewer seeks to understand
how you think. The pro-active candidate
shows this, not tells about it, by question-

Continued on next page

Tosaak

Tom Isaak is president, CourseCo., Inc
and Raymond Davies, a certified golf course
Superintendent, is the company’s regional
superintendent.

Salt & turf

Continued from page 28

how to assess salt-influenced problems
and then act to remedy them. They
specify particulars about tests for total
salinity, sodium (or permeability) haz-
ard, specific ion toxicity to grasses and
other landscape plants, and nutrient con-
tent and pH.

Then they recommend what lime-, sul-
fur-, gypsum-and phosphogypsum-based
amendments to use; and when, how much
and with what equipment to apply them.

Using several case studies, the scien-
tists finalize this educational experience
with real-life situations to help readers
relate to their own circumstances.

Published by Ann Arbor Press, $54.95,
185 pages, hardcover. Available through
Golf Course News Bookshelf.

GOLF COURSE NEWS



http://www.penningtonseed.com

Employer’s
perspective

Continued from previous page

ing the questioner. A greatinter-
view for both parties happens
when engagement occurs which
reveals analytical thinking and
applied knowledge by the candi-
date. Correct or satisfactory an-
swers to questions are fairly easy
to find in job candidates, particu-
larly when the interviewer knows
less about the subject than the
candidate, as is usually the case
when interviewing a superinten-
dent. But what the interviewer
does know is what his or her
problems are. The outstanding
candidate elicits and under-
stands the interviewer’s goals for
the position and matches his or
her competencies to them.

The hardest job the inter-
viewer is to dream up hypotheti-
cal scenarios which will reveal
how the candidate will reason
and act. The best candidate can
make any scenario a good illus-
tration of his or her competence
by putting on Ray’s “consultant
hat.” Gain objectivity by think-
ing, “This isn’t about me, it is
about a problem to be solved.” A
consultant needs to understand
fully a situation before he or she
can respond with an effective
solution. So, ask the interviewer
the clarifying questions that give
you the information necessary
to solve their problem. Combin-
ing all relevant information with
your knowledge as a superinten-
dent will reveal your analytical
and problem-solving ability. This
provides the intefviewer with a
much richer basis for evaluating
acandidate than simple Q and A.
If scenarios are not offered, sup-
ply them from your own experi-
ence, include all the relevant in-
formation, then synthesize with
your technical knowledge to
show the effective conclusion.

DO YOUR HOMEWORK

Pro-active interviewing is not
just an attitude, it is knowledge-
based behavior. This means you
need to be confident of your knowl-
edge of the relevant facts and pro-
cesses. Prepare by knowing all
you can reasonably learn about
the physical property, its manage-
ment and its recent history.

You may find that because you
are atrained professional, you can
quickly know more than those in-
terviewing you about turfgrassand
its underlying conditions. Appro-
priately and modestly conveyed,
thisknowledge is impressive, and
the fact of your effort to be in-
formed says you are serious in
your interest. Moreover, this
knowledge creates the context
necessary to put on the “consult-
ant hat” necessary to understand
the employer’s goals and the prob-
lems and opportunities inherent
in the job situation.
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Job-hunter's perspective

Continued from previous page
all the information necessary
to make a good decision:

¢ The employer must deter-
mine your competence in the
areas the employer has deter-
mined are critical for a success-
ful candidate.

® The employer needs to com-
municate the job’s benefits and

opportunities in order to interest
of the best candidate.

¢ You must show your compe-
tencies, especially those thatthe
employer is not aware bring
value to the position.

*You must communicate an
understanding of the necessary
resources and support required
to make any candidate with this

company successful.

A good decision combines a)
your selection as the best candi-
date, and b) the necessary re-
sources and support for you to
succeed in the job. Employers
may not immediately recognize
that this second element is as
important to them as it is to you.

The employer with limited tech-
nical understanding of turfgrass
management may not know what
competencies are required for

success on a golf course, but you
can count on their knowing the
results they require. This will
very directly affect the strengths
they are seeking in your candi-
dacy. You can learn their needs
by listening closely to the ques-
tions they ask, their sequence
and phrasing. Your success de-
pends on discerning what is im-
portant to the interviewer and
your ability to relate your com-

Club de Golf valderrama

“| demand excellence in
everything | do. That is why
| chose Club Car.”

OFFICIAL SUPPLIER

Continuved on page 37

Jaime Ortiz-Patino - Owner

1 have a reputation for

being very demanding.

In a golf car, | must be

satisfied
VALDERRAMA

are getting the best in safety,

guests

quality, and performance.
That is why | insisted on
Club Cars for our guests
and Carryalls
uP for my staff.
That way, everyone gets a

vehicle they can depend on.”

Jaime Ortiz-Patino

We couldn't have said it better.
If you'd like to hear actual
comments from Club Car

customers, call 1-888-374-8657.

Or visit us on the internet at
www.clubcar.com.

£BEST GOLF CAR
IN THE WORLD..

Club Car, Inc./Ingersoll-Rand
P.0. Box 204658
Augusta, GA 30917-4658 USA
706-863-3000 * Fax: 706-863-5808
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AUDUBON MEMBERSHIPS KEEP GROWING

SELKIRK, N.Y. — Started in 1991, the Audubon Cooperative
Sanctuary System for Golf Courses (ACSS) now has 1,984 active
members, while the Audubon Signature Program, created in 1994,
has 66 facilities under its wing. According to Signature Program
Director Nancy Richardson, 59 courses are in the planning and
development process leading to certification and Signature status.
Seven are fully certified and one former certified course has been
dropped from the program. Among regular ACSS members, the
retention rate is about 89 percent and no course has lost its certifi-
cation, according to Audubon International President Ron Dodson.
“We are having an increase every year in the number of people
joining the program who are working toward certification,” he said. -
“Our retention rate is high and our participation rate is growing.”

Continued from page 31
petencies in these areas.

An astute employer knows this
is the major objective in the pro-
cess. It does an employer no
good to identify the best appli-
cant and not be able to interest
the candidate in taking the posi-
tion. A key portion of any benefit
package is the value of opportu-

Job-hunter's perspective

nities created by the position.
You need to know what aspects
of the position have value to you
— such as educational opportu-
nities, renovation projects, con-
struction, or special challenges
like major tournament prepara-
tion or environmental oversight.

Success here is based on your
understanding of your own career

3
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formulations. Both the 6.2% granular formulation and the 80% water-soluble
powder formulation are low-odor in addition to being high-power.
To find out more, contact Bayer Corporation, Garden & Professional Care,
Box 4913, Kansas City, MO 64120. (800) 842-8020. http:/usagri.bayer.com
And get fast grub control signed, sealed and delivered.

Bayer &b
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development and how this job can
influence your career. The em-
ployer needs to know that you
value the position and thatit meets
your needs. Otherwise they soon
will be on the market for a new
superintendent, because you have
moved to a more suitable job.

If you are the best candidate,
you should know why. A key to
pro-active interviewing is enlarg-
ing the question the employer asks
to encompass the competencies
you know are important and that
differentiate you from others. For
example, if you are questioned on
your knowledge of pesticides and
their use, you could segue into a
discussion on integrated Pest
Managementand the abilities you
have to reduce the severity of dis-
ease infestations by using appro-
priate cultural methods and man-
aging the micro-environment of
the greens — measures that re-
duce chemical use and save
money. Most questions can be a
launching pad to communicate
yourunderstanding of their course
and you value.

Do not wait for them to ask you
the questions you feel are most
important. It is very likely that
they will not be addressed if you
don’t bring them up yourself.

Now the critical step. You are
in the best position to influence
the circumstances of this new
position — before you are of-
fered the job. What will you need
in the way of resources and sup-
port to meet the demands of the
position — and be successful?
You have done your homework
and know the problems that pre-
vious superintendents have
faced. If they are attributable to
infrastructure such asirrigation,
equipment or inadequate staff-
ing, then now, in the interview,
is the time to address the issues.
It is even more important that
fundamental questions related to
the level of maintenance or fi-
nancial problems be addressed
at a time when they employer
still owns the problems. After
you accept the responsibility of
the position, you will be in a less
powerful position to effect change;
and by identifying the hidden
structural problems in the organi-
zation in advance, you will avoid
inheriting problems which are
beyond your power to solve.

One final key to successful in-
terviewing is to change the per-
spective you bring to the process.
Try seeing yourself as a consult-
ant who has a great understand-
ing of the needs of the employer.
Knowing their problems and their
resources, putting on the “con-
sultant hat” gives you the detach-
ment to convincingly illustrate
how your management ability,
coupled with their resources, can
accomplish their objectives. You
can then show your value, not just
tell about your skills.

Showing is always more pow-
erful than telling. To use a golf
analogy: Telling about yourself
is iike “driving for show.” Show-
ing your problem-solving ability
is like “putting for dough.”
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