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1. Your people are everything - and the best people doing the right things in the best possible way will enhance

your business exponentially.

2. Never accept mediocrity in new appointments - whether senior, managerial or junior, it is much harder to

remove under-performers than it is to simply not hire then in the first place. Getting the hire right will enhance your

business, rather than cause problems later.

3. Be honest with yourself about your firm’s challenges - is it really true that the particular manager or director is

failing, or is that perception just a symptom: is there a wider problem that should be addressed first?

4. Equally, be honest about what your firm truly is - for example, you may aspire to be the next Google, but your

start-up is a very different place. A top Google engineer may be the “best” in that world, but they probably are not

the best for you. Embrace this and understand what, for you, excellence really looks like. The same applies to

every firm of every size, spread and product or service.

5. Be articulate - meaning that as a leader, simply asking for “somebody great” is not enough. Your HR

managers, hiring managers and recruitment partners need clear guidance of how you rate people, what good

means to you, and also what you hate. The more they know, the better job they can do in finding great people for

your business.

6. Look inside the firm first - often the best leaders are already in the business, but doing something else. Make

it your mission to find them, train them and nurture their talent into something truly exceptional.

7. Gut feel is unreliable, evidence is better - many managers say they have great instincts and are often right.

How often, though, are they wrong? What impact does this have?

8. The right experience can be useful, but the right behaviours are always essential - the behavioural DNA of

another firm is not the same as yours, and with any transplant you risk rejection. Deep understanding of new

appointees reduces this risk. This applies equally with promotions and internal moves, for example, managers are

expected to show different behaviours from their team members, and these do not simply appear with a promotion

and a new job title.

9. Treat every appointment as a new hire - whether promotion, team move or external hire, insist on the best

you can get for the position, assess rigorously and do not equate experience with the ability to show the right

behaviours and excel in the position.

10. You will reap what you sow - having the best team takes perseverance, dedication, time, effort, and often

money. It is a rare firm that has the best team without all of these inputs, maintained over a long period of time.

Expert partners such as advisory firms, executive search businesses and recruitment agencies can help, but only

the business itself can master it’s own team.


