
Performance-based HiringSM: 
An Expert System For Filling 
Critical Positions

What is Performance-based Hiring?

Top people are looking for growth, challenge, and learning opportunities – not just 
another job. Since most are already-employed, they may be reluctant to fill out long 
applications, take online tests, or wade through job board postings. And while they’ll 
explore new opportunities, their process is different than that of the typical active candidate. 

To attract and hire this top talent, an organization’s sourcing, interviewing, and recruiting 
processes must change – this is what Performance-based Hiring is all about. 

Performance-based Hiring is the only comprehensive and validated methodology that 

integrates sourcing, screening, interviewing, and recruiting into a seamless approach 

based on how top people look for, compare, and accept one position over another.

Why Do You Need Performance-based Hiring?

With labor costs as one of an organization’s biggest expense items, can you afford to make even 
one bad hire? One way to ensure that every hire is a good hire is to give your recruiters and 
hiring managers the skills and methodology they need to attract and close the best candidates.

Performance-based Hiring is a business process for acquiring top talent, and it can be 
learned and applied by recruiters and hiring managers alike. By introducing this proven 
methodology to your organization, you can:

• Raise the quality of every new hire with talent acquisition practices conducted in 
a performance-focused way

• Enhance the partnership between recruiters and hiring managers by using a 
common language, consistent approach, and shared goals

• Improve the candidate experience by clearly articulating performance expectations

• Elevate the recruiting team to a strategic asset that is aligned with organizational 
talent objectives

 

What Your Recruiters Will Learn 
The Adler Group provides structured training and certification for organizations and 
recruiters who want to increase their hiring team’s skills and productivity. Training can be 
tailored to your unique needs, and delivered on-site to recruiters and hiring managers. 
Specifically, they’ll learn how to:

• Make 10-20% more placements per year, with an increase in quality of hire 
of 20-30%

• Attract, recruit and close stronger people within the current compensation 
budget using the 30% Career Solution closing technique

• Create performance-based job descriptions that ensure good candidates 
aren’t inadvertently excluded 

• Improve their sourcing mix using high touch networking, better pre-selection, 
and proactive guerrilla marketing to increase the response rates

• Use consultative recruiting and convert any job into a career move – an 
essential skill when dealing with passive candidates

• Become expert interviewers using the two-question performance-based 
interview and quality of hire talent scorecard 

• Overcome the 10 most common objections of top candidates including 
“I’m happy where I am,” and “I’m not looking” 

Performance-based Hiring and Legal Compliance 
Employment related litigation is extremely costly and legal fees represent just the tip of the 
iceberg. Litigation distracts managers, affects employee morale, and often breeds additional 
litigation. Successful companies need to adopt an effective approach to recruiting and hiring. 
Performance-based Hiring provides this approach.

By creating compelling job descriptions focused on key performance objectives, using 
advanced marketing and networking concepts to find top people, and adopting 
evidence-based interviewing techniques, organizations can attract better candidates and 
make better hiring decisions. But, can employers who adopt Performance-based Hiring still 
comply with the complex array of statutes, regulations, and common law principles that 
regulate the workplace? The answer is yes. Here’s why:

• A properly prepared performance profile can identify and document the essential 
functions of a job better than a traditional position description

• Performance profiles can be used to advertise job openings – there’s no legal 
obligation or advantage to posting boring ads 

• Performance-based criteria may open the door to more minority, military, and 
disabled candidates who have a less “traditional” mix of experiences, thereby 
supporting affirmative action or diversity efforts

• Conducting performance-based interviews ensures the interviews are structured and 
properly focused, and minimizes the risk of an interviewer inquiring into protected 
characteristics

• And, since performance-based interviews are conducted using a common method-
ology, candidates are being fairly compared across interviewers

Making the Business Case for Performance- 
based Hiring in Your Organization 
The numbers tell the story. If a recruiter hires someone with an annual salary of 
$100,000, and it’s a good hire, the investment in that employee can contribute up to 
$500,000 in annual revenue. But if it’s a bad hire, then the loss is not only the person’s 
compensation, but also the resulting revenue shortfall (opportunity cost). 

The cost for one recruiter to receive Performance-based Hiring training? $1,250. The 
cost of training 10 recruiters? Still less than the cost of even one bad hire. And, if your 
recruiter makes an even better hire, the ROI is even more impressive. Just one top-per-
forming placement can pay back the investment in training 10 to 20 times over. 

For the one-time fee, course attendees can:

• Retake the full course multiple times throughout the year to hone their techniques

• Receive personal coaching that helps them become Performance-based Hiring 
certified (requires recruiters to make one verified placement using the techniques)

• Gain 24/7 access to an eLearning Center containing all the tools, scripts, hand-
outs, wizards and recordings associated with the program

When you consider the total cost of compensation for your organization, and the loss 
associated with even one bad hire, the return on investment for Performance-based 
Hiring becomes clear. 
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The Adler Group 7700 Irvine Center Drive, Suite 800, Irvine, CA 92618 • tel: 949.612.6300
email: info@louadlergroup.com • www.louadlergroup.com

* * The use of this seal is not an endorsement by HR Certification Institute of the 
quality of the program. It means that this program has met HR Certification 
Institute’s criteria to be pre-approved for recertification credit. The HR 
Certification Institute has pre-approved this activity for HR (General) credit.

About The Adler Group
The Adler Group is a leading training and consulting firm 
helping mid-size and large international organizations find, 
recruit and hire more top talent. The company created the 
Performance-based Hiringsm system now used world-wide. 
Over the past 16 years the company has trained more than 
25,000 recruiters and hiring managers in the latest interviewing 
and selection, sourcing and recruiting techniques.  


