
JON
BARTOS

www.globalppl.coCopyright © 2022 by Jon Bartos

BEST PRACTICES
The Secret to Hiring High-Performing Teams  –

and Keeping Mis-Hires to a Minimum 

RECRUITING & HIRING

BY



Regardless of corporate 
size, organizations strug-
gle with one common 

attracting and on-board-
ing high performers. Their 
current approach isn’t 
working. In fact, it keeps 
them from achieving the 

goals…VISION.

This issue is present in 

Services, Manufacturing, 
Government, Sports, Fran-
chises, and Start-ups. No 
one is immune. Not even 
the Fortune 100. It is a 
terrible monster, with ten-
tacles, that can puncture 
the most critical areas of 

  .trahc lanoitazinagro na
This is the stuff that keeps 
CEOs up at night. 

SOLVING THE PROBLEM
Is it a Pipe Dream?

If we could solve this one problem, 
organizations would attain their true 
objectives. Revenue goals. Record 

not forget the sweet smell of achieve-
ment. The general sense of well-be-

ing residing throughout an organi-
zation’s culture. These experiences 
come to those who work smarter.

-
ing more value for their clients, peo-

to hire High Performers in every po-
sition.

THE EXPERIENCE

Here is a concept to wrap our arms 
around: Companies do not build 
high-performing teams. They hire 
them. It doesn’t matter how great a 

talent.

went against this principal—where 
average talent got to be that of the 
top performing team in the world—

The Soviet Union had won the gold 

-

-

Brooks) was responsible for hand-

world—The Soviet Union’s team of 
pros. Nothing short of a miracle! Be-

to watch and it brings smiles when 
-

ferred to as The 
Miracle on Ice, 

I don’t know 

how often do 
“miracles” hap-
pen?

eluded most individuals and orga-

Mis-hires are unfortunate, prevalent, 
-

pensive!

“Insanity is 
doing the same 
thing over and 
over again and 

expecting  
different 
results.” 

- Albert Einstein
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THE CRITICAL FACTOR

fail to pick the right candidate, from 

seasoned interviewer proceeds with 
-

with hundreds of organizations all 
over the globe. From small and mid-

-

on how to conduct an interview and 
discern talent with intentional ef-

have the same result metric when 
it comes to hiring: One out of two 
people hired end up as mis-hires. 

  .seinapmoc rieht ni gnikrow eb ton
What?  It’s shocking!

THE IMPACT OF SYSTEMATICALLY 
HIRING TOP TALENT

A Study of Top-
grading as a Rig-
orous Employee 
Selection Bundle

Topgrading, mis-hires cost their orga-

the case of a mis-hire, what a high 
performer in the positions studied 
would have achieved. But that’s not 

more expen-
sive the higher 
the position is 

organizational 
chart.

example con-
-

founder and CEO retired in the late 
90’s, there have been a long list of 
CEOs have come and gone—on aver-

new CEO lost more revenue and 
-

ing the organization tens of millions 

leave.

Watching a board of directors hire 
the wrong talent in perpetual motion 

 
The mistake is prevalent amongst 
Chairmen of the Board and their 

occurrence that destabilizes their 

how to hire high performers.  Even 

-

top performers.

To assign a true number to the costs 

-
-

can organizations in his dissertation 

-
ing. 3.83 million middle Man-
agers hired were mis-hires which 

-
ping $864.5 billion.

-
ing a Vice President or President and 
CEO over and over and over again?  
The bottom line: mis-hires are not 

-

WHY ARE ORGANIZATIONS SO 
BAD AT HIRING?

can be pointed at the following:

75% 
of all hiring decisions were based 

- HR Magazine
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43% 
made a poor hiring decision based 

 

- National Business Research 
Institute

36% 
of poor hiring decisions were 
based on a poor skills match.
- National Business Research 

Institute

-298 

of a poor hiring decision.
- SayIT Communications

Journal 
of Occupational and Organizational 
Psychology, hiring managers make 

decision.

5% 
of hiring managers make their 

 
minute of the interview.

30% 
of hiring managers make up their 

52% 
make up their mind between 

With these poor recruiting process-
es and methodologies, most don’t 
ever see top talent.

THE DICHOTOMY

Google, wrote a blockbuster book en-
titled Work Rules. In it, he talks about 
giving less credence to the in-person 

-

interview. Besides having a host of 
incredible hiring, development per-
formance, and retention insights. 

-

You should be 
looking for a high 
performer in a 

not a high per-
former at inter-
viewing.

Think about that 

a giant leap forward in hiring high 
performers.

-
ferent too.  This is a major problem 
in hiring practices. Until companies 

cannot take the proper steps to mit-
igate this monumental problem.

DEATH BY INTERVIEWING

The average interview process is 
much longer and more tedious than 
it needs to be. Candidates have to 

brother.  With the goal of the right 
decision, companies elongate the 
interview process, hoping to get all 
the information possible out of the 
candidate. 

  .dnamed hgih ni era sremrofrep poT

-
mand curve is out of whack: we 

of high performers, making them 

resource, the market competition is 
-

the price to acquire the proper sup-

-
view processes weed out top tal-

  .dnamed tsehgih eht ni tnelat—tne
This situation lends itself to the 
disappearance of top performers, 
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leaving companies with average per-
formers who seem to stick around.

Sound familiar?

DEATH BY TESTING

Companies also resort to excessive 
assessment testing. The assess-

business worldwide as companies 

the right people.  I have a Fortune 10 
ex-client that is the poster child for 

-
nization has an assessment when 
the candidate starts the interview 

-
ond interview.  

-

have the the desired ideal mental 
-

not give the organization valuable in-
formation, but more often than not, 

The critical metric “time to hire” 
has gone through the roof in this  

around 1 out of 2 hires not serving 
their desired goals.
 
NOT FINDING OR ATTRACTING  
TOP PERFORMERS

performers to interview, let alone at-
tracting them. Finding and attracting 
in hiring top performers go togeth-

 
-

nies have mission-critical positions 

due to a lack of talent in the market-
place, this is due to not knowing how 

-

position is not hiring success—often 
a mis-hire is far worse than having 
no one in the job at all.   

SOLVING THE PROBLEM

So how do we solve this mis-hire 
problem and start to put high per-

a serious grasp of what consti-

 

wrong people. Proper hiring is com-
parable to choosing the right doctor 

 

-
-

depends on this decision.

WHO WOULD YOU PICK TO DO 
YOUR BUSINESS?

Who would you pick to perform your 
bypass surgery? 

    
 

    potential, but has little experience?

    a 
    all successful?

   never practices himself? I’m told
   he’s entertaining.

    

    It’s all over Google.

 
   experience, who has a track

RECRUITING & HIRING
The Secret to Building Hire High-Performing Teams – and Keeping Mis-Hires to a Minimum 



   record of performance where 

   of his patients… didn’t make it?

• The most expensive cardiologist?
    

    She does this in her sleep. BTW:
    She is so in-demand that she
    doesn’t have time for social
    media.

It’s obvious. If possible, it would be 
the last doctor with the greatest per-
formance and experience.  But what 

-

second choice? Tough decision, 
-

sions that are made in most organi-

hire someone with a less-than-stellar 
track record, experience, skill sets, 
and core competencies needed, we 

-
ercises, the more risk we bring into 
the decision, the greater chance we 
have of making a mis-hire. When we 
do that in our organizations, the end 
result lends itself to devastation. But 
we have all seen decisions where we 
introduce risk into the hiring equa-

example above can translate to hir-
ing processes and candidates.

For example:

• The recent college grad with great
  

• The individual with less experience
  

• Someone who didn’t have the
  experience but seemed to have

  But someone different showed up
  to work. 

• The seasoned vet who can talk the
  talk and walk the walk, and needs

  hits his numbers.

  .snoisiced gnirih ruo ni sksir ekat
The result: we hire our organizations 

HERE IS THE GOOD NEWS

There is light at the end of the tun-
nel. Hiring isn’t about guessing or 

-
-

tematic approach—one that focuses 
on 9 out of 10 hires being top per-

formers versus the proverbial 1 out 
of 2 mis-hires statistic. 

how to HIRE high performing teams. 

started. 

ESTABLISH BEST PRACTICE
RECRUITING METHOS

see them. 

Finding them:

is placing an ad on a job board, Zip 

-

—just not the top performers. 
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active market—
a new gig—
Performers. The active market are 

back into the job market or unsuc-

-

 
“Inactive” candidate market.  These 
individuals are invisible to job 

-

performers are knocking the cover 
off the ball—making it happen for 

What is needed is a focused ap-

top performers don’t need to look 
-

proach with an incredible no brainer 

That’s your EVP.

Attracting them:

-

their attention. For a top performer 
-

needs to establish a personal rela-
tionship with the candidate, acting 
as a trusted advisor to take them 

have strong Recruiting Best Practic-

help in this area, get it—pronto. 

ACHIEVING POSITION  
PERFORMANCE TARGETS

To set the stage for hiring 9 out of 10 
top performers, 
p e r f o r m a n c e 
must be mea-
sured and the 
expectation of 

the organization 
must be that performance targets 
are met or exceeded. Performance 
is where the rubber hits the road. 

-
member that the most important 

performance objectives of the posi-
tion in question.

-
ant position criteria for a successful 

goes on. But we need to ensure that 
the person who we hire gets the job 
done. No matter what position, his 

without exception.

IMPLEMENT A PERFORMANCE 
MANAGEMENT SYSTEM FOR 
EVERY POSITION

-
ing performance and comparing them 
to the desired results. This is where a 
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—a means to set goals and 

-
ed with a private dashboard. It mea-
sures performance-to-goal metrics 
with graphic visuals and provides 
insightful ratios that measure the 

-

of performance goals. Training and 

areas that need development.

-
ple: if the organization places im-
portance on meeting performance 
targets, the organization grows. The 

-

in which winning is the norm. Win-
ning and achievement become part 

organization in the free market, not 

perform.  

so decisions can be made to course 
correct. 

THREE PERFORMANCE TARGETS

A performance minimum target:
that target to which is the minimum 

bar to perform in order to keep their 
position, excluding un-due circum-
stances. 

A performance target:  the
expectation to achieve the  
target—

A performance over-achievement
target: incentivized with bonuses

the performance target.

 
Critical Mandatory Outcomes
that of a doctor in a lifesaving oper-
ation— -

-
nization? 

CRITICAL MANDTORY  
OUTCOMES TAKE PRIORITY 

Out  
others.

For instance, if a CEO’s critical out-

-
ee happiness, while the bottom line 
remains stagnant does NOT work for 
his boss, the Chairman of the Board. 

else. For each position, critical out-

  .ssecorp gnirih eht gnirud no desucof

IN HIRING, THE PAST ABSOLUTELY 
EQUALS THE FUTURE

I would like to believe that the past 
does not equal the future, and ev-

add more risk into the hiring equa-

from a direct competitor who has 

-

position requirements are so similar, 

However, the reverse is also true. 
Imagine that in his/her last role, a 
CEO did not achieve their critical 
outcome targets. Unless there is a 

must assume that the same will ap-
-

short of their critical outcome targets.
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HIRE THE HEART DOCTOR IN
EVERY POSITION
  
Hire the person who has a track  
record of performance success in 
the exact same or similar role.

-

  .semoctuo lacitirc s’noitisop eht no
-

are important. But not the most  
important. 

I see this in C-level hiring all the 
time. 
CEO, but one with no expe-rience 

 

 
problem before?  

How is the experience similar or 
-

someone in who meets some of the 

people in organizations hit their 

companies miss critical outcomes. 
Most organizations make the best 

-

good enough.

DEFINE THE TRACCS CORE  
COMPETENCIES

  .sremrofrep doog rof gnikool neve

position who performs in the top 

-

-

will miss performance objectives 
and thus become another mis-hire.

-

-
quirement for each position is the 
next step.

for each position is the next step. 

 
stands for:

Track Record of Success 
The track record of previous consis-

-
sition or the position leading to the 
target position. 

Recent Relevant Experience 
The recent experience that is the 

the target position.

Accountabilities 
The measurable position perfor-
mance criteria that is needed to 
showcase how the candidate has 

-
sibilities in previous positions.

Cultural Fit 

-
tional culture. This could consist of 
beliefs, values, motivation, ethics, 

-
teristics are not -
ate in this step.

Career Path Match

the position match that of the target 
candidate? Without a strong career 
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interviewing process. Career path 
and target candidate matches help 

 
tenure and retention.

Skill Sets
 

of in order to be successful in the 
target position and to become a top 

DEFINE YOUR EMPLOYEE  
VALUE PROPOSITION (EVP)

-
ee 
most companies. Besides ensuring 

 

-

-
nization—from top to bottom—must 

One rogue hiring manager can put a 
damper on hiring top talent.  Make 

-
-
-

improved).

to HR -
ers, and others entitled “Hiring High 
Performing Teams: How to Take 
Your Organization from Hiring 50%  
Mis-hires to Hiring 90% Top Perform-
ers.” For questions or comments, Jon 

jon@globalppl.co

EMPLOYEE VALUE 
PROPOSITION: 

THE ELEMENTS A 
CANDIDATE 

CONSIDERS WHEN 
EVALUATING AN 

EMPLOYER OR 
A POSITION.
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