
3 big mistakes 
companies make 
when building a team,
and how to avoid them.



Mistake 1. 
Not acknowledging your teams 
e�orts and achievements.

improve any shortfalls within your team, 

your processes, and your methods. 

Take feedback from your team members 

regularly. Many leaders will not request 

feedback until a problem occurs, then the 

downward spiral begins. Keep feedback 

relatively informal, if it becomes too 

structured and stiff, it becomes difficult 

for the feedback to be authentic and 

impactful. Allow the feedback you receive 

to serve as your team’s greatest enabler 

for continuous improvement.

One fundamental mistake that 

companies make is not having a strategy 

in place when it comes to recognising 

the teams efforts and achievements. 

Many companies don’t think that far 

ahead, often onboarding talent and 

figuring it out as they go along. 

Be Proactive with Feedback

Feedback is the key to assuring any 

team is staying on track, but more 

importantly it allows you to action and 



Acknowledge and Reward

Feedback is two-way communication, with feedback comes acknowledgement 

and reward.  People need recognition and are always appreciative of it. Take the 

time to give your team the proper acknowledgement and rewards that they have 

earned and deserve. Your team members want to feel as if they are respected 

and valued. Reassure your team that you are paying attention to their efforts. 

Providing genuine recognition builds loyalty and trust, and ignites extra effort! 

When people are acknowledged, they instantly feel more valued and become 

more motivated.

Celebrate Success

In today’s fast-paced working environments, people are not taking enough time 

to understand why they were successful and how their success reverberated 

and positively impacted those around them. Many leaders fall into the trap of 

self importance and power because of what their team has accomplished - 

rather than celebrating the success stories that in many cases required 

tremendous effort, sacrifice and perseverance of everyone. The celebration 

becomes a short-lived activity. Take the time to remember and recognise 

what allowed you to accomplish the companies wins and outputs.

The longer you neglect having a recognition strategy, the more you will have to 

implement at a later date, and perhaps at the cost of losing team members or 

amending time consuming discrepancies.



Mistake 2. 
Not being aware of company 
culture from the very beginning.

Top talent are increasingly more mindful of the type of company they are employed 

by and the type of business or organisation they want to join. The truth is, 

these individuals are often approached and presented with new and exciting 

opportunities regularly. 

Be aware that they are interested in working with businesses and organisations 

where they feel there is a synergy of beliefs, values and attitudes – otherwise known 

as a cultural fit. 

Cultural fit is hugely important to people. If a candidate feels there 

is a misalignment of values, beliefs and attitudes, or if 

they struggle to understand your company culture, 

then simply put, they won’t want to work for you.

Attract people who match your company 

culture by ensuring everyone who works 

with you is clear on the company’s values 

and mission, talk about your culture 

in detail on your careers page and 

communicate your values through 

your marketing.



Mistake 3. 
Not recognising that 
Progression is everything!
Several polls and reports show that this is the top reason that high performing 

talent chose to leave their current position. We politely urge you not to dismiss 

this point, or even take it lightly.

Organisations and businesses with little opportunity for career progression will 

continually struggle to secure and retain top talent. So how can you use career 

progression and hold onto your best employees? Any promotion is met with a 

pay rise and added responsibilities. But there is so much more at stake from this 

point onwards. Recognising that whilst the candidate has many of the key 

elements to succeed in this new progressive role, having a larger team to manage 

and added workload will require training and mentoring. Top performers may be 

technically skilled but may lack emotional intelligence and the ability to manage 

others without support. Offer training and support by giving a candidate the tools 

and training they need to succeed.

Conclusion

Build a strong framework early or be prepared to make repairs further down 

the line. Your earliest hires can fundamentally shape your company’s future. 

And it pays to recognise this early on.
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