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Can HR facilitate growth?
In the early stages of business
growth, start-up experiences
are often very similar as
founders grapple with diverse
obstacles and responsibilities.
Usually all employees pitch
in to help the business grow,
which means the boundaries
between roles are often fluid.
The directors and employees
wear several hats and it seldom
matters who does what, just as
long as it gets done.
A successful entrepreneur
knows when the fluidity of
the early days will need to be
replaced with something more
stable, in order to allow growth
to accelerate to a new level.
Perhaps you’re thinking of
hiring 100 people in the next
two years, or your employee
head count is reaching 50. This
is the point when switchedon founders or CEOs make
room for a Human Resources
function.
This doesn’t mean creating a
function with the purpose of
drowning you in paperwork
and compliance or having
someone on board to simply
help with recruitment. HR for
fast growing start-ups is more
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about finding a structure that
drives your company’s growth,
attracts the right people who’ll
support your vision, builds a
strategy and culture to retain
your existing employees while
creating the structures and
processes for a professional
HR department.
For start-ups in particular,
HR can be the way to hardcode your company culture
and to instil the agile values
and vision that has created
the growth in the first place.
To do this, you need HR
professionals who have the
entrepreneurial flair to partner
with the leadership team in the
next stage of success.
As technology and business
models have evolved, HR
has evolved with it and
human resources no longer
functions behind the scenes.
New technology has paved
the way for faster decision
making and data analytics
and HR professionals are
now considered to be more
entrepreneurial in nature and
therefore pivotal to strategic
business planning.

“HR for fast growing start-ups is more
about finding a structure that drives
your company’s growth, attracts the
right people who’ll support your
vision, builds a strategy and culture to
retain your existing employees while
creating the structures and processes
for a professional HR department.”

This report offers practical
insights and advice for CEOs,
founders and entrepreneurs
of fast growing businesses
who are looking to facilitate
growth by employing a
suitable HR function. So if
you’re wondering when a
growing company should
begin looking at employing
a specialist HR function
or you want to know how
HR can deliver more than
just recruitment, our report
explains the approach to HR
that business owners should
consider when growth begins
to accelerate.

1. When will you need an HR professional?

The time it takes to hire new
employees is stopping you from
doing business

None of the people applying for
jobs are right for your company

You want to maintain the company
culture you envisaged from the start
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Your internal functions seem
disorganised

Employment law issues have
become harder to navigate

When you’re absorbed in growing your business, it can be hard to step
back and take an objective look at your company to decide if now is the
time to hire an HR professional. However, there are several warning signs
to look out for during the early stages of growth which should alert you to
the need for an HR specialist.

You’re spending large portions of
your time hiring people
Whether it’s building out
a sales team or finding
people who can help
develop your products,
rapid growth means finding
quality candidates who can
help expand key areas of
your business quickly.

However, sifting through
job applications,
scheduling interviews,
sending out offers and
negotiating contracts
is time consuming and
should never be rushed.
If recruitment is becoming
all-consuming, and
you’re finding it difficult
to build out new teams
or department structures,
it’s time to bring on board
speciality resource to
manage this process.

Entrepreneurs typically spend
up to 40% of their day on
non-revenue related activities
Source: https://www.entrepreneur.com/article/217866
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40%

“Issues like sickness, payroll, or benefits
packages can suddenly become major
headaches because the rules may change
as your organisation grows.”

You can’t seem to find the right
person to fill your vacancies
If you’re looking to employ experienced professionals
who can help develop and manage key responsibilities,
hiring the right talent isn’t always obvious.
If the applications you receive aren’t quite hitting the
mark, you might need to review the quality of your job
descriptions or start thinking laterally about how to
attract the skills you need; even directly approaching
potential candidates. If the quality of your applicants
is consistently poor and you need to evolve your
recruitment methods, it may be time to hire a professional
to take this on.

Dealing with internal operations has
become frustratingly complicated
When there were only a handful of people in the office,
it was easy to communicate and implement new policies
and processes efficiently. However, with a rapidly growing
team, you’ll have far less time to spend with your
employees.
Issues like sickness, payroll, or benefits packages can
suddenly become major headaches because the rules
may change as your organisation grows. Setting up and
communicating employment policies gives you and your
staff clarity, which is why it’s important to find someone
who can advise you on this from both a legal and
company culture perspective.

5

Your company culture seems to be
changing and you don’t know why
Setting up your own company and becoming your own
boss allows you to do business the way you want, but
when you take on other people it can be hard to hold
onto that vision.
The agile and dynamic environment that got your
business off the ground may not be suitable once your
company grows beyond the start-up phase.
HR professionals who know about organisational design
are ideally placed to help define your culture and know
when it might be time for a change. You’ll want to make
sure staff never feel disenfranchised or teams become too
siloed, so it’s a good idea to have an expert on board who
understands your vision and values and can help you
evolve your company culture.

Your company reaches 50
employees and employment law
becomes more prevalent
Do you need to offer employees a pension? Are your
job ads accidentally discriminatory? Can you fire a poor
performer? There are all kinds of legal traps you can set
for yourself in the way you manage your employees, and
in the early stages of growth this can be overwhelming.
The 50 employee threshold is important for UK
businesses - at this point, your employees can insist that
you keep them informed about the business, and consult
them about future decisions.
Hiring an HR specialist will therefore help you defray
risks and avoid pitfalls which can disrupt business growth
and cost you money.
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2. How an HR professional can help
shape and define company growth

HR professionals can help your
business grow, not just avoid the
pitfalls of red tape

A good entrepreneurial HR
professional will think ahead and spot
issues before they become problems

Good HR professionals should
understand your business and its
potential as well as you do
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HR can align your people strategy
with your business growth strategy

They should be able to help simplify
processes and improve areas of
your business beyond those that
are HR related

At first glance some entrepreneurs might consider HR to be something
which hinders growth with time-consuming processes and defensive
policies. However, when your company is growing quickly, relevant
processes and policies can be put in place to help structure team
development and allow for a smoother and faster transition to more of a
mainstream business model.

With growth comes the
addition of new employees
on a regular basis. Having
a function that can manage
the integration of staff
and new departments
into the company and
manage unavoidable HR
processes will likely boost
employee productivity.
However keeping processes
simple and straightforward
means the HR function can
support the expansion and
growth of the company
while helping to retain
the entrepreneurial and
flexible nature of the
business.
The challenge for chief
executives and managing
directors is that modern
start-ups usually scale
up very quickly. The
slower growth of many
pre-internet businesses
allowed for a more
organic, administrative
approach to HR, but rapid
growth requires a different
mindset.
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A new emphasis on
utilising big data for
talent management
has also transformed
recruitment processes as
HR professionals can now
make more assured datadriven decisions about
potential candidates.
Twago, Europe’s largest
freelance marketplace,
was recently acquired
by Randstad and is
a good example of a
platform which allows
flexible business owners
to temporarily plug
pressing staffing gaps by
connecting them with an
online network of over
500,000 ready-to-work
freelancers. Applications
like Twago are helping
to transform recruitment
processes and allow small
business owners and HR
professionals to quickly
and efficiently address
staffing issues during
periods of fast growth.

This all frees up an HR
professional for work that
can really add value to
your company, so long as
they have the right skills
and abilities. Here’s what
you should look for in an
HR professional who can
evolve with your business.

44% of HR professionals said they
are now using big data effectively
for decision making
Source: http://hr1.silkroad.com/apac-hrtechreport-blog

1. Thinking ahead
Anticipating your business’s growth is a major strategic
issue for HR which can sometimes be unpredictable
(particularly for recruitment). The HR manager needs
to have an assured understanding of where your
business is heading and needs to be deeply familiar
with your strategy and values. Finding someone who
can spot the stages of growth which lie ahead and plan
for any shifts in the way processes need to be managed
is therefore essential.

“Every HR professional ought to understand
that their function is about business support,
but some have greater business acumen than
others and it’s important to find someone with
a well-rounded skillset in the early stages of
company growth.”

2. Linking HR to business strategy

3. Commercial sense

To a CEO it might not be immediately obvious that
a good people process can build high performance.
However, an experienced HR professional is often better
placed to understand that operational priorities can run
counter to strategy and can spot when this is happening.
Aligning HR to business goals means defining roles
before you go into the job market looking for new hires,
and setting goals for employees that allow them to
achieve what is right for the business as a whole.

Every HR professional ought to understand that their
function is about business support, but some have greater
business acumen than others and it’s important to find
someone with a well-rounded skillset in the early stages
of company growth. Someone who understands project
management, negotiation and customer service, along
with the realities of your industry and the market in which
your company operates in will have a more intuitive grasp
of how HR can make a difference.

4. Simplify processes
Complexity in a small organisation creates risks for the
business and often that complexity is part of the organic
growth of a company because different people will find
different ways to do the same thing. HR can manage risk
effectively by reducing processes wherever possible and
ensure that new policies and procedures are streamlined
and effectively contribute to business growth rather than
hinder productivity.
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How one fast growing tech company approached the
challenges of HR when moving into new markets
Nigel Eccles, CEO of FanDuel, talks through the HR
challenges he faced during his company’s period of
rapid expansion.

At what stage did you begin looking for a HR
function for your growing business?
We began looking for a HR function halfway through
2015, at that time we had about 300 employees and
had recently made some company acquisitions. Prior to
that, responsibility for people-focused activity lay within
other departments of the business, such as recruitment
and finance, as well as an external consultant, so we were
addressing HR needs on a reactive basis only and lacked
an overall talent strategy.
In hindsight, it would have been more appropriate to
have introduced a HR function 6-9 months earlier than
planned, this would have ensured we had the company’s
HR strategy in place before we entered an intensive
hiring period and made a number of acquisitions across
different markets.

“HR needs to understand your business and
the culture that you have. Business-focused
HR will align your people initiatives to ensure
that you deliver for your customer.”
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Nigel Eccles, CEO of FanDuel

How did the HR professional you hired help
support company growth?
He helped to develop a strategy for growing the
Talent Team and the company as a whole. We already
had a strong foundation on which to build our Talent
Acquisition team and we added in Talent Management
and Learning & Development functions. Part of this
strategy included educating the company on what
to expect from the Talent Team and how to make the
transition from a small start-up company to a large,
billion-dollar company.

During stages of accelerated growth, what
responsibilities did your HR professional fulfil
outside of recruitment?

What should fast growing business/start-up
founders look for in a HR function?

Our Talent Team is divided into three areas: Talent
Acquisition, Talent Management and Talent Development.
Rather than having a traditional HR approach, we focus
on creating a culture of development and feedback,
driving employee engagement initiatives and diversity
and inclusion. Additionally, Customer Support, IT, and
Employee Experience/Facilities all report into our Head of
Talent.

HR needs to understand your business and the culture
you have. Business-focused HR will align your people
initiatives to ensure that you deliver for your customer.
Key attributes are good listening skills, approachability
and a coaching style. The team should have a strong
track record in delivery and managing change, as well
as experience in cultural development and aligning the
company’s structure with its goals.

“The HR function can ensure that company values
are embedded across the board and create open and
honest channels to ensure that communication is being
filtered down from senior management to all levels of
the business and vice-versa. ”

How can the HR function create and maintain
company culture and support employee
retention in a fast growing business?
The HR function can ensure that company values
are embedded across the board and create open
and honest channels to ensure that communication
is being filtered down from senior management to
all levels of the business and vice-versa. Investing in
development and training leaders is key to employee
retention and helps employees to identify their
personal development goals, empowering them to
control their career progression.
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3. Focused HR goes beyond recruiting

HR is a broad discipline that goes
beyond simply hiring and firing

Reward is key to retaining
employees but that doesn’t just
mean money

Company culture is vital in driving
growth if employees buy into your
vision
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A good reputation as an employer
will bring you the best and brightest
employees

When you’re ready to expand, you’ll
need all your HR processes in place

Recruitment and employment law are essential parts
of HR and finding employees who suit your business
model, company values and strategic objectives is
vital for your business. However, there are other areas
of HR expertise that are just as important for fastgrowing companies, yet are sometimes overlooked.
To ensure that the company continues to grow, it
needs to be attractive for potential recruits, existing
staff should feel valued, satisfied and motivated and a
well-defined company culture should help everyone
understand and buy into the bigger purpose.
So when hiring an HR professional, CEOs and business
owners should also consider their potential new
partner’s aptitude in several other areas, including
their potential to grow the HR function, bringing in
specialists as and when needed.

Rewarding and retaining employees

Employer branding

After spending time, effort and money to find the ideal
candidates for your firm, you’ll want them to stay
with you for the long haul. Staff turnover is expensive
for a growing company and understanding how to
prevent it is key to creating a strong workforce. From
benefits packages and performance rewards to ensuring
departments have motivational leaders, the HR function
will need to have an excellent understanding of your
employees and what motivates them.

An organisation’s reputation as an employer is key to
attracting the best talent. Brands are always easier to
build than rebuild, so getting it right at the beginning is
key. Your HR professional should be familiar with core
marketing principles that can be evolved to market your
company as an attractive employer. They should also
be able to identify the type of people who are a good
cultural fit, and develop an employee value proposition
which suits them.

HR managers should understand the marketplace so that
you don’t end up overspending to keep your staff happy.
They should also be able to create and implement future
talent plans, enabling you to offer new opportunities for
employees to grow with the company and keep your best
people on board.

It’s no accident that young, tech-savvy companies
emphasise fun and flexibility in the workplace, while
older, more traditional organisations might focus on
pensions and other benefits. Since your employees are
the brand ambassadors that potential recruits pay most
attention to, the employer brand is also an excellent
indicator of whether other parts of the business are
performing well.

“As your company is likely to be evolving at an accelerated rate, it’s
important that the HR function understands your culture may need
to change throughout different stages of growth.”
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Instilling and preserving an engaging
company culture

ACME. CO.

Having a shared vision at the beginning of your
company’s growth cycle is what generates a company
culture. If recruits know what that vision is and they buy
into it, then those values become part of the fabric of the
business. The word ‘shared’ is important here – people
buy into a message more if they feel ownership of it, so
employees should contribute to the discussions and help
create company traditions.
However, as your company is likely to be evolving at
an accelerated rate, it’s important that the HR function
understands your culture may need to change
throughout different stages of growth. A good HR
professional will therefore be able to spot the times
when you need to emphasise and evolve your company
culture, particularly after a period of change.

75%

of job seekers now consider an employer’s
brand before applying for a job

Source: http://www.careerarc.com/blog/2015/09/15-employer-branding-stats-every-hr-pro-must-know/

Assisting with global expansion
The first stage of growth may allow you to break
out nationally, but what about those other markets?
International expansion is a reality for many start-ups
and it’s virtually impossible to be hands-on when your
office is in a different country. Good HR management is
therefore key to dealing with this growth stage.
The principles remain the same, finding good people
to do the jobs you need done, but there is an art to
achieving that in an overseas market. Often it means
persuading a senior colleague, who understands the
company and its values, to spend long periods overseas,
or even relocate for an assignment. HR support is vitally
important for making an expat assignment succeed, and
for recreating your company structure and culture in
another location while driving your business forward to
global success.
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About Digby Morgan
Founded in 1988, we’re an award-winning, specialist in HR recruitment. We’ve worked hard to build and maintain our
reputation for providing the highest levels of customer service and the widest range of HR jobs across key markets.
We believe that success comes from building deep and longstanding relationships. Our 28 years of experience in
recruiting solely across the HR landscape means that we’re able to offer the very best opportunities to our candidates,
and source and deliver the very best HR professionals for our clients. We’re proud to be part of the world’s second
largest recruitment firm, Randstad. This gives both us and our clients unparalleled access to a diverse portfolio of
global sister companies.
w: digby-morgan.com
t: +44 (0)20 7907 2828

