Tre New Hiree Succegs Juoir

You finally found them. The "perfect" candidate. They have the resume, the charisma,
and they survived the interview process. You feel a wave of relief because the talent
gap in your $5M or $10M company is finally being filled. But three months later,
you're staring at a resignation letter: or worse, a low-performer who is quietly draining
your team’s energy and your bottom line.

What went wrong?

Most founders and CEOs in the $1M to $20M range fall into the same trap: hiring for
the "who" without engineering the "how." In the rush to scale, the hiring process be-
comes a series of gut feelings and reactive decisions rather than a documented, scal-
able system. If you feel like hiring is a gamble rather than a guaranteed investment,
you don’t have a talent problem; you have a process problem.

At WOWSuccessTeam, we see this daily. Companies grow, but their internal infrastruc-
ture stays small. This New Hire Success Audit is designed to help you identify exactly
where your "people engine" is leaking oil. It’s time to move from "hoping they work
out" to "engineering their success."

The wvs®e Cost oF e Missev! Hhiee

Before we dive into the audit, let’s talk about the weight you’re carrying. For a mid-
sized firm, the cost of a bad hire isn’t just their salary. It’s the cost of the recruiter, the
weeks of management time spent training them, the lost opportunity cost of the pro-
jects they didn’t finish, and the devastating impact on team morale.



When a new hire fails, the existing team has to pick up the slack: again. This leads to

burnout among your top performers. According to our Employee Retention Guide,

turnover is often a symptom of a systemic failure that starts long before the first day
of work.

If your business feels harder than it should, even though you’re adding headcount, it’s
because your systems aren't keeping up with your growth. You are likely "body-dou-

bling": hiring people to do tasks exactly like you do them: rather than building a role
that stands on its own.

Prase |: The Jor Descreietion \uorr

The foundation of a successful hire is a job description that acts as a blueprint, not a
wish list. Most job descriptions are too vague (e.g., "Must be a go-getter") or too fo-
cused on tasks rather than outcomes.

Audit Questions:

e Is the "Why" clear? Does the document explain how this role directly impacts the
company’s bottom line or strategic goals?

» Are there Key Performance Indicators (KPIs)? Does the candidate know exactly how
they will be measured in the first 90 days?

» Role vs. Person: Is the description written for a role that fits into your organization-
al chart, or are you trying to find a unicorn who can do three different jobs?

« The "Engine Room" Integration: Does the job description reference the specific
tools and systems they will be using?


https://www.wowsuccessteam.com/employee-retention-guide

If your job description is a recycled template from five years ago, you are attracting
candidates for a business that no longer exists. A professional Business Consulting
approach requires that every role is engineered for the current stage of your growth.

Paace 7: The INteviel Procgss \uorr

If your interview process consists of "chatting" to see if you like the person, you are
inviting bias and inconsistency into your company. High-performing teams use a stan-
dardized "Sales Funnel" approach to hiring.

Audit Questions:

« Standardized Scripting: Are you asking every candidate for the same role the exact
same set of questions?

« The Scorecard: Do you have a numerical scoring system for technical skills, culture
alignment, and problem-solving abilities?

» Practical Testing: Is there a "work sample" or a paid trial project? You wouldn't buy
a fleet of trucks without a test drive; don't hire a manager without seeing them
manage a simulated scenario.

« The "Red Flag" Filter: Do you have a list of non-negotiables that immediately dis-
qualify a candidate, regardless of how much you "like" them?
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https://www.wowsuccessteam.com/small-business

(A clean, professional graphic showing a multi-stage interview scorecard with cate-
gories like Technical Proficiency, Core Values, and Soft Skills.)

Pragce »: Te ONBoArRDWGE 'ENGiE Room' \uor

This is where 90% of companies fail. You’ve hired the right person, but you drop them
into a chaotic environment. We call the core of your operations "The Engine Room." If
your Engine Room is messy, your new hire will spend their first month trying to find
the "on" switch rather than producing results.

Audit Questions:

« Day One Readiness: Are their email, CRM access, and hardware ready before they
sit down?

« The 30-60-90 Day Roadmap: Do they have a written schedule of what they should
learn and achieve by the end of month one, two, and three?

» Knowledge Base Access: Is your "Standard Operating Procedure" (SOP) library ac-
cessible and up to date, or is the training "stored in the head" of a senior employ-
ee?

« Shadowing vs. Doing: Is there a clear transition from watching a mentor to taking
full ownership of tasks?

A lack of onboarding systems is a primary reason why companies struggle to scale.
When you rely on "tribal knowledge" to train new people, you create a bottleneck.
Your goal is to create a scalable system where a new hire can become profitable in
half the time it currently takes.

Prase §: Vosr—{iree FeevBACK \uoir

Retention is won or lost in the first 100 days. If you only talk to your new hire during a
formal annual review, you’ve already lost them. You need a feedback loop that works
both ways.

Audit Questions:

« The Weekly Check-In: Is there a dedicated 15-minute meeting every week to dis-
cuss roadblocks?

« Reverse Feedback: Have you asked the new hire what is confusing or broken in
your current process? (New eyes see the flaws you’ve become blind to).

o Cultural Integration: Have they been introduced to the key stakeholders they need
to collaborate with across departments?

« The "Stay" Interview: At the 90-day mark, do you have a conversation about their
long-term career path within WOWSuccessTeam?


https://www.wowsuccessteam.com/the-engine-room
https://www.wowsuccessteam.com/improve-your-sales-funnel-and-maximize-your-business-performance
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"KeAL—|yJotraLD {;’Wms: From CHAOS To (LATITY

Consider a legacy manufacturing firm that was struggling with high turnover in their
middle management. They were hiring experienced professionals, but these new man-
agers were quitting within six months.

After conducting a Success Audit, we discovered that while the candidates were great,
the "Engine Room" was the problem. There were no documented workflows for how
departments communicated. The new managers were spending 80% of their time
fighting fires instead of leading.

By engineering a standardized onboarding process and documenting the core work-
flows, the company reduced its management turnover by 40% in one year. They
stopped hiring "firefighters" and started hiring "engineers" because the system finally
allowed them to do their actual jobs.

PrActicAL \ppucATion: Your Nexr Sees

Don't try to fix everything at once. Start by picking one role you plan to hire for in the
next 90 days and run it through this audit.

1. Draft the Outcome-Based Job Description.

2. Create a 5-Question Interview Scorecard.

3. Audit your Digital Workspace. Ensure the "Engine Room" is ready for a new occu-
pant.

4. Schedule the 30/60/90 Day Reviews in your calendar before the person even starts.



Hiring shouldn't feel like a leap of faith. It should feel like adding a new, high-perfor-
mance component to a machine you’ve already built. If your business is growing but
your systems are stalling, it's time to look at the structural flaws holding you back.

(A high-quality image of a business leader reviewing a checklist on a digital tablet in a
clean, modern office setting.)

Ket TAKEALIAYS,

« System Over Gut: Stop hiring based on "vibes" and start hiring based on data and
scorecards.

o Outcome Focus: Write job descriptions that define what "success" looks like, not
just what "tasks" need to be done.

« The First 90 Days: Onboarding is a technical process, not a social one. Ensure your
tech and training are ready on day one.

» Feedback Loops: Use the fresh perspective of a new hire to identify and fix bottle-
necks in your business engineering.

Crop LressiNar AND START GROWING

If you’re tired of the "hiring-firing" cycle and want to build a team that can actually
handle your growth, let’s talk. At WOWSuccessTeam, we specialize in building the sys-
tems that allow $1M-$20M companies to scale without breaking.

Is your business ready for its next big hire? Or is your "Engine Room" standing in the
way of your success?



Ready to audit your systems for real growth?
Book your Get Ready to Grow Session here



https://calendly.com/wowsuccessteam/get-ready-grow
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