Hiring A-Players — The Difference Between
Talent and Trouble

You cannot have a self-managing business without the

right team.

In business, nothing will multiply your headaches faster than hiring the wrong

person. And nothing will multiply your freedom faster than hiring the right one.

Today we’re going to talk about hiring A-players. Not just talent on paper — but

true builders of culture and ownership.

We’ll walk through principles, stories, and a framework that will help you avoid
the #1 hiring mistake, find A-players even if you're not a big-name brand, and

filter for culture, drive, and ownership mentality.

Because here’s the truth: you can’t build a Self~Managing Business with C-players.
You'll just trap yourself deeper inside operations. But with A-players? You create

leverage, clarity, and freedom.

Part1 - Hiring Principles

Principle 1: Hire Slow, Fire Fast

Most business owners only start hiring when the pain becomes unbearable.
Someone quit, sales spiked, or the inbox is overflowing. You feel desperate, so you
hire fast.

But speed creates shortcuts — and shortcuts compound into weeds.

You think: “/ just need someone who can start Monday.” And you end up with the
best of the available candidates, not the best for the role. That’s how C-players

sneak in.



Here’s the principle: hire slow, fire fast.

Take time upfront to design the role. Build a pipeline before you need it. And
when you do make a mistake — because even with good systems, 10-20% of hires

won't fit — act quickly.

It often shows up in the first quarter. Not as big black-and-white failures, but as
small feelings: lack of initiative, cultural friction, excuses. Listen to your intuition.
If you wouldn’t hire them again, knowing what you know now — it’s time to

move O1l.

Principle 2: Test Before You Trust

Resumes are polished. Interviews are rehearsed. Anyone can talk a good game for

an hour.
The best way to know if someone is an A-player is to test them in the real world.

Give them a project. Hire them as a consultant. Run a 2-week or 2-month trial.

See how they handle deadlines, feedback, and ambiguity.

In testing, you discover the truth. Not just skills, but how they think, how they

communicate, how they handle stress.

Remember: A-players thrive in testing because they love proving themselves.

C-players resist because they just want the paycheck.

Principle 3: Use Al to Level the Playing Field

Big companies have invested millions in hiring systems — assessments, scoring

rubrics, candidate testing. For years, SMBs couldn’t compete.

But today? With Al, you can.



You can generate professional job descriptions that filter for culture and
ownership. You can design application forms that ask the right questions. You can

build role-specific case studies or projects.

And Al can even help you screen candidates more consistently — freeing you

from relying only on gut instinct.

For small businesses, this is a massive opportunity. You can now hire like Fortune

500 companies — without the Fortune 500 budget.

Principle 4: Always Be Hiring
The worst time to hire is when you're desperate. The best time? All the time.

Always be feeding your pipeline. Build relationships with potential candidates

before you need them. Stay in touch with people you'd love to work with someday.

That way, when a role opens, you already have three strong candidates to choose

from. And if your first choice doesn’t work out, you have backups.

This is how you avoid C-player hell — by never being stuck with only one option.

Principle 5: Leaders Attract Leaders

Here’s a law of leadership: sixes don’t attract tens.

If you're a six out of ten as a leader, you won’t attract sevens, eights, or tens. You'll

attract fours, fives, and zeros.

Why? Because A-players want to follow leaders who are growing. If you're

stagnant, they won’t stick.

So if you want to hire better, you have to become better. Grow yourself. Grow

your leaders. Raise your standards.



Because talent follows leadership.

Principle 6: Become Interesting

Top talent doesn’t want to join boring companies. They want to join movements,

visions, and missions that matter.
Your company needs to be interesting — or you, as the founder, need to be.

This could mean building a personal brand. It could mean clarifying and sharing

your vision. It could mean highlighting your purpose, your impact, your story.
The goal isn’t to be flashy. It’s to be magnetic.

Remember: culture isn’t what you say. It’s what you live.

Principle 7: Define the Role Clearly

One of the biggest reasons hires fail is because expectations are vague.

Is this person a leader, a manager, or an operator? Do you want them to set

strategy, manage people, or execute tasks?

Too many small businesses hire one person expecting them to do all three. And
then they’re shocked when the hire fails.

Get clear on what you truly need. Define the role, write down the responsibilities,
and make them unmistakable.

Clarity doesn’t just attract the right people — it filters out the wrong ones.




Principle 8: Consider Al Before You Hire

Depending on your industry, the smartest move might not be hiring at all.

Al is reshaping industries. In some cases, you can accomplish more with the team
you already have by upskilling them in Al than by adding headcount.

If you do hire, prioritize candidates who are Al-curious. People who experiment

with new tools. People who can help your business adapt, not resist.

The future belongs to Al-open A-players.

Principle 9: Compete for Talent Like You Compete for

Customers

In my 10x Revenue Framework, 1 teach the flow of

Search — Flirt — Lead — Win — Multiply.
You can apply the exact same steps to hiring:

e Search - Where are your A-players hanging out? Industry events,

LinkedlIn, referrals.

e Flirt - How do you attract them? Share your culture, mission, vision. Make

them curious.

e Lead - How do you guide them through the process? Application, test

project, interviews.

e Win - How do you seal the deal? A compelling offer that’s about more

than money.



e Multiply - How do you keep them engaged so they refer other A-players to
you?

Treat hiring like customer acquisition — with structure, intention, and

consistency.

Principle 10: Give Them a Great Start

Hiring doesn’t end with the contract. The best hires suffer if onboarding is weak.

People need clear responsibilities. They need to know what success looks like in

the first 30, 60, go days. They need early wins that build confidence.
Without that clarity, even an A-player can turn into trouble.
So build playbooks. Set scorecards. Create a culture of feedback.

Onboarding well is the bridge between potential and performance.

Part 2 - Hiring Steps

Visit Hiring Process Timeline.

Visit Hiring Sourcing Channel Effectiveness Diagram.


https://selfmanagingbusiness.info/wp-content/uploads/Hiring-Process-Timeline-scaled.png
https://selfmanagingbusiness.info/wp-content/uploads/Hiring-Sourcing-scaled.png

Closing Reflection

Hiring A-players is not about luck. It’s about leadership, process, and clarity.

Get this wrong, and you trap yourself in C-player hell — stuck inside the business,

exhausted, frustrated, always cleaning up messes.

Get this right, and you unlock the essence of a Self~Managing Business. A

company that doesn’t just survive without you — but thrives.

SELF-MANAGING
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Do You Own Your Business... or Does Your Business Own You?

Take advantage of our special offer and get the Self-Managing Business Roadmap
Kit.

Limited time offer: get it for 27€ instead of 297€

https://selfmanagingbusiness.info/roadmap-kit/



https://selfmanagingbusiness.info/roadmap-kit/
https://selfmanagingbusiness.info/roadmap-kit/

Reflection Questions:

1. Am I currently tolerating any C-players in my business, and what’s the

cost?

2. Do I have a clear hiring process, or am I hiring on gut and urgency?




3. What can I do this week to make my company more interesting to

A-players?

4. Where in my business could Al reduce the need for another hire?

5. How can I “always be hiring” — building a pipeline before I need it?




Remember: You are just one A-player away from transforming your business

from chaos to clarity.
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