
Short: professional 
applicators use 
professional 
equipment. 

• Pour in the 

pesticide first when 

filling the sprayer, 

then the water. This 

will help prevent 

foaming. 

• Don't fill 

sprayers to the top. If 

you're using a two-

gallon sprayer, make 

only 1-1/2 gallons of 

material. The unit 

needs some air to be 

pumped up properly. 

• Keep your face away from openings 

or valves when pumping up your sprayer. 

• Use either a pressure regulator or a 

pressure gauge on your compression 

sprayers when possible. Either accessory 

gives the user more control over pressure. 

Pressure and nozzle selection, for the most 

part, determine flow rate and spray pattern. 

• If in doubt, calibrate. A properly cali-

brated sprayer allows the most efficient 

and effective applications. 

• Keep an extra service kit on hand for 

each sprayer you use. Keep it in the glove box 

of your service vehicle. It only takes about 10 

minutes to repair a sprayer, even in the field. 

• Use a soft brush and soapy water to 

clean your sprayer periodically. 

The heart of Short's message: buy a 

quality unit. Use and maintain it properly, 

and it will last many, many years. 

"If you go out and buy a new sprayer 

every year for $25 or $30, you're spending 

a whole lot more money than if you went 

out and bought one good sprayer that will 

last for five or 10 years," he says. 

—Ron Hall 

Calibrating a hand sprayer 
• Here's an accepted way to calibrate a 

single-nozzle hand sprayer. 

Find a walking rate that is comfort-

able for you. Hold the nozzle tip at a 

distance above the surface to be sprayed 

that is both comfortable and within the 

recommended range of the nozzle, gen-

erally about 18 inches. (You might 

want to tie one end of an 18-inch piece 

of string to the nozzle and a small 

weight to the other end.) 

Step 1: Measure an area 10 by 25 

feet (250 sq. ft.) for the test area. 

Step 2: Fill the sprayer to a level 

that's easily recognized. Be sure there's 

enough water in the tank to cover the 

test area. 

Step 3: Pump the sprayer up to a 

sufficient pressure that provides an 

optimum spray pattern. 

Step 4: Spray the pre-measured 

area. Walk at a constant rate and hold 

the nozzle tip at the same height over 

the entire test area. (Do not move the 

wand back and forth. Hold it in one 

position.) 

Step 5: Refill the tank to the origi-

nal water level. Note the exact amount 

of liquid needed to refill the tank. That 

amount is the volume per 250 sq.ft. 

Step 6: Depending on label recom-

mendations; 1) multiply the volume for 

250 sq.ft. by 4 to get the volume per 

1000 sq.ft., or 2) multiply the volume 

for 250 sq.ft. by 175 to get the volume 

per acre. 

Step 7: Check the label for restric-

tions on minimum volume applied per 

1000 sq.ft. or per acre. Frequently, pes-

ticide labels explicitly state that the 

pesticide must be applied with a given 

number of gallons of water. If the 

sprayer delivers more water per area 

than needed, walk at faster rate or 

change to a nozzle tip with a smaller 

orifice. If the sprayer delivers less water 

than needed, walk at a slower rate or 

change to a nozzle tip with a larger ori-

fice. In either case, repeat Steps 2 

through 6. 

Step 8: Determine the amount of 

pesticide needed for each gallon of 

spray and the amount needed per 

tankful. Add this amount to the spray 

tank and then fill with water. Begin 

application. 

Step 9: Frequently stop and pump 

up your sprayer to insure uniform dis-

charge. 

This information was supplied by 

the Pesticide Applicator Training 

Office at Purdue University, West 

Lafayette, Ind. 

—R.H. 

Recruiting, hiring, 
tricks of the trade 
i f you've got people, you 
can do just about 
anything,' says an expert 
on personnel. 

• What does a bad employee "cost" your 

business? $10,000? $30,000? $100,000? 

Edward Ryan of MPR Inc., Chicago, 111., 

claims a bad employee costs a business 

three times his or her annual salary. These 

costs include salary, benefits, recruitment, 

training, loss of productivity, loss of com-

pany morale, loss of business, his or her 

manager's time and energy, and damaged 

equipment. 

"The rule of thumb should be: hire 

slowly, fire quickly. We more often do it 

the other way around," Ryan contends. 

The most important element of the 

equation is to take your time and hire the 

right people. "The Japanese gather informa-

tion on their employee prospects for 150 

hours before hiring them," Ryan points out. 

"That's a courtship. It's a marriage. 

"We have to spend more time up front. Edward Ryan: start a talent file. 



Behavioral traits 
Questions: + evidence 
? no evid.; 0 counter 

Additional information 
and observations Concerns 

1 Ego/achievement drive 
• Recognition & independence 
• "My campaign was chosen* 

2 Technical mastery 
• Enjoys creativity 
• Stays current in field 
• Explores new approaches 

3 Discerner 
• Sorts well 
• Grasps essential points 
• Good judgement, appropriate 

4 Innovator 
• Visualizes the possibilities 
• Sees new frames of reference 
• Picks up linkages 

5 Intensity 
• Works long hours 
• Meets deadlines 
• "Whatever it takes" 

6 Strategist 
• Grasps strategic directions 
• Coordinates steps & details 

7 Persuader 
• Listens well 
• Convinces customer of 

benefits/advantages 

8 Communicator 
• Skilled presenter 
• Talks and listens with 
"real world" perspective 

9 Relator 
• Friendly 
• Values personal relationships 

10 Assertor 
• Straightforward 
• "Driven" 

11 Values 
• Honesty 
• Ethics 

Source: MPR Co. 
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to succeed 

T = TALENT - Behaviors required to get the 
job done. 

E = EXPERIENCE - Job-related experience, education, 
and training that contributed to 
earlier productivity. 

C = CHEMISTRY - Personality that fits into company 
and work group. 

O = STRENGTH Q = WEAKNESS 

Source: MPR Co. 

It's too costly not to." 
His keys to staffing with the best possi-

ble employees is to (1) know what is the 
best (specifying the position); (2) discover 
where to find the best (sourcing); (3) learn 
how to determine the best (interviewing); 
and (4) use the profile of the best to evalu-
ate employees (assessing). 

"We've got to focus more on behavior," 
he says. "You get hired for what you know; 
you get fired for who you are—and that's 
wrong." 

Here are some key factors which may 
or may not enter into your hiring decision: 

• Start a talent file of people you meet. 
Good managers are always, always recruit-
ing. They never stop, even if they're down-
sizing. Once you increase applicant flow, 
you can and will get more selective. 
"Seventy percent of all employees should 
come from referrals," says Ryan. "Work 
the networking to death." 

• "Street smarts" is essential. The per-
son you hire must be pragmatic. 

• Women make better hiring decisions 
than men, so don 't be afraid to ask a 
female for her opinion. 

• Define the traits you're looking for, 
ask questions, observe, and note your con-
cerns. 

• Never interpret a question for inter-
viewees. Let them interpret it themselves. 

The three main ingredients to a good 
employee are behavior, experience and 
how the individual fits into the organi-
zation. Each employee prospect should 
be graded in these three areas (see Chart 
1). 

The personal interview is of utmost 
importance. It should be structured and 
use zero-based evaluation in a variety of 
categories, depending on the type person 
you're looking for (see Chart 2). 

"More often than not, the interviewer 
talks more than the interviewee," Ryan 
points out. "From now until the moment 
you die, when you ask questions, ask for 
an example. The more specific and recent 

the answer is, the more the behavior is 
practiced." 

Ryan also suggests to tape every job 
interview—with permission. The best tack 
to use is to tell the interviewee that the 
tape will be erased as soon as the position 
is filled. "You'll be a better interviewee and 
you'll hear a of of fresh material," Ryan 
contends." 

Finally, remember that many talented, 
successful people don't meet society's defi-
nition of a "normal, well-adjusted person." 
In particular, MPR points out, if the posi-
tion requires that a person be exceptional-
ly "driven" in order to be successful, you 
should be prepared to accept behaviors 
that might not match your expectations of 
"normal behavior." 

—Jerry Roche 

—For more information on what MPR 
Inc. can do for your business, call Ed, 

Julie, Dennis or Sarah in Chicago, III at 
(800) 888-1976. 


