
How to build a reliable and high retention team? 

 

Introduction 

There are 100s if not 1000s of articles, books, publications on team building theories and staff retention 

strategies. Authors, business owners, coaches and consultants all agree that a reliable and high retention team 

is one of the pillars of a successful business. And, yet, with all these research and good practice available, not 

many organisations can proudly say they have established one. One of the main reasons, in my opinion, is the 

difficulty of translating the theory into actionable and practical strategies that allows the owner/manager to 

successfully build a reliable team and sustain it. 

The purpose of this case study is to fill that gap and analyse the strategies by looking at tangible, observable 

and very vivid examples. Within this case study, I have incorporated ideas and theories of famous business and 

leadership coaches such as Gary Vaynarchuk and Simon Sinek to make a clear link between what great minds 

say and great teams do. 

 

Nine strategies of building reliable and high retention teams. 

1. Higher fast, fire faster. No long-winded interviews, no CV screening, no HR manager. Apply 

online or in person, have a 15-minute chat with the owner/business manager/line manager (whoever is 

the hiring person), get the job. You will be tested and taught on-the-job. Everyone gets a fair opportunity 

to try themselves. Most importantly, no risk of “shortlisting out” a great talent and personality. The process 

is two-way compared to a regular corporate practice (i.e. HR function filtering candidates and only inviting 

those who meet certain criteria that are relevant based on their judgment). It allows both, the new member 

of staff and the company, to understand whether it is a good fit or not. And if it doesn’t work out for any 

reason, there will be a “Good-bye” message shortly, normally within a few weeks. 

As Gary Vaynarchuk was saying in one of his interviews, firing fast keeps company culture “clean”, i.e. 

no contamination from “bad” fits. Hence why it is important to observe and decide fast before 

“contamination” spreads and affects the business. 

2. First-hand exposure to culture. It is not only important to keep the culture clean, but also 

expose all team members to the culture regularly and intensely. In great teams, all team members have 

regular opportunities (weekly, monthly, annually) to meet the owner and founder of the business (or I call 

them the “Soul” of the business) face to face. This instils the culture and exposes team members at the 

very “source”, regularly reinforces the purpose and ethics of the company. Hence, there is no surprise 

that in great organisations whichever branch you visit you will get the same feel and experience; to the 

point that not only the team members are immersed in the culture but also the customers. And this is 

because every single team member is clear about their mission and why are they doing what they’re 

doing. If you’d like to learn more about how to find your why and establish strong culture, I recommend 

Simon Sinek’s famous book “Start with a WHY”. 

3. Continuous training and development. Every single employee must have an opportunity 

to continuously develop as and when they require. In great teams, there is scheduled training that 

everyone is welcome to attend, and it is accompanied with access to unlimited and always available 



training. Senior (by experience and not Just like culture must be passed on first-hand, some of the great 

teams are training and developed by the “source” too. No mandatory or forced schedules. Open and 

welcoming atmosphere that makes you want to turn up and attend. 

I know only a few corporate organisations, where the CEO or the founder of the company dedicates time 

to meet, train and develop their teams. Unfortunately, in most organisations’ CEOs are inaccessible or 

only visible on the stage. It is important that leaders of the organisation share their knowledge and 

empower their reports to learn and grow. 

4. Reward and recognition. Specific, simple and clear reward mechanism is essential for driving 

desired behaviour. Everyone, absolutely everyone is entitled to be recognised for their achievements. In 

great organisations, reward and recognition system touches every single individual. There are no 

separate rewards for one or the other team. A clear mechanism for measuring progress and rewarding 

fairly. I have seen many organisations where reward and recognition are not defined clearly and leaves 

a lot of space for “manoeuvre”. And, unfortunately, organisations and line managers “manoeuvre” from 

rewarding and recognising efforts. This affects morale and trust between team members as well as teams 

and organisations.  Great organisations’ approach to reward and recognition inspires the team and the 

customers. Moreover, this creates mutual trust and respect amongst all groups. 

5. Pay. Fair pay is one of the major factors when it comes to making employment related decisions. Every 

applicant and employee weighs pros and cons of the job and must decide whether offered pay matches 

the effort required. Underpaid employees are neither proud nor excited about their jobs. Same with 

unpaid employees, who must wait for delayed processes and discrepancies. Ensure everyone gets paid 

in a timely manner and a fair salary. Is there a high turnover of staff in your industry? Check how much 

and how these professionals are paid. How often their salaries are reviewed and increased? The good 

news is, if you implement a small change and offer something just a little better than everyone else does, 

you will have better retention and productivity. 

Regardless of the industry, if employees are remunerated fairly and timely, they are more likely to stick 

around and generate great effort.    

6. Well-being and individual needs. To me, building a team starts from understanding 

individuals. The more aware you are of everyone’s needs, the more likely you will build a strong team. 

Treating each team member in accordance to their needs creates an atmosphere of care and 

relatedness. Here is a simple question to test how much you care about your team. When a team member 

calls in sick, what is the first thing that you say to them? If you enquire if they need help and wish them 

“Get well soon”, then you are in the small minority of employers who care about their employees and 

teams. The more you care about your team, the more they will care to turn up to work. 

And, one more thing, make sure it is for everyone. No one is left out.  

7. Fun. Have you ever thought of making a 2-hour strategy meeting to be fun? Make it part of your culture, 

ethos, to turn all hard-core activities, meetings and tasks fun. How much fun is your team having at work? 

Are difficult tasks fun? Gamification and fun are becoming more and more popular as strategies for 

increased productivity. What strategies are you implementing to create joy and a playful atmosphere? 

Here is the beauty of the “FUN” strategy, you as the team leader or employer don’t have to do much. Just 

make fun number 1 priority and allow your team to be creative. They will find the opportunity to make it 

fun themselves.  



8. Developing leaders. Focus on growing leaders. Many employers are afraid of empowering and 

developing people as they may leave and take all “knowledge” and the “budget” is wasted. Here is the 

truth. No one leaves a place where they can grow continuously, and they are rewarded in accordance 

with their growth. Would you leave such an environment? No! Then why not create an environment for 

leaders to grow. 

9. Team-activity. How much team-activity is done (or organised) within your organisation? How often 

your team gets together to do simple, no competitive stuff such as clean an area together; do the washing-

up together; watch a movie together; cook something together; go to a museum/cinema together? All 

great teams are encouraged to get together and engage in simple, non-competitive, fun activities on a 

regular basis. And please don’t worry about the budget. How much it costs to get everyone into the 

kitchen to do the washing-up at the end of the working day? Or how much budget you need to organise 

a trip to National Gallery (with free entrance)? 

Conclusion 

These 9 strategies are the cornerstones for creating strong and reliable teams. The challenge here is to be able 

to integrate all 9 in one place. By implementing one or more you will see an increase in productivity and morale. 

Now imagine what it would be like to have all elements in one place. You will have high morale, trust and team 

spirit which “glues” team members to each other and to the organisation. 

  

If you are reading this now, then you are on the right track of building your reliable team. Hope you found this 

article useful and will find ways of implementing these in your organisation. Whatever your next steps are, don’t 

forget to have fun! 
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