
 
 

Growing Pains 

When evolving from a small firm to a larger one, do not forget the most important asset – your 
employees. 
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Building a business is not easy, and aspects of growing a business that are often overlooked 
are the changing demands on human resources and recruiting.  
  
Making sure your employees are happy as you expand your business is something worth 
focusing on.  
  
There are a number of issues to consider to ensure that your employees are recruited, 
retained and developed in the most optimal way.  
  
Formalization of departmental functions: It might be beneficial to have fewer people on 
staff and to outsource specialists as you grow, or, rather, to hire someone to do the job in-
house right away. Depending on your business, the answer could differ in the areas of legal, 
compliance, human resources, recruiting, marketing and communications.  
  
Culture: A culture is created top down. What is the accepted way of behaving or dressing? 
Entrepreneurs tend to hire people like themselves when they start out, but as a company 
grows, in many cases, the founder gets further and further from the hiring process. Culture 
in your workplace is ever evolving – make sure your culture works and the employees who 
are recruited fit into it. Cultivating relationships in the workplace that can foster and 
strengthen over time will be a benefit to all those employed.  
  
Recruiting: Selecting the right person not only for the function, but also for the company, 
is critical. Finding someone who has the right experience but is also the right “fit” can 
arguably be the most valuable asset to your firm. The greater the focus taken in choosing 
the right employee, and growing your business with them, not just around them, will 
increase the focus that your employees take within your company – ultimately benefiting 
your business.  
  
Dilution: There is a danger, as a business grows, to ask employees who were hired in one 
capacity to take on other, and different responsibilities. Unless the employee wants to 
broaden his responsibilities in the ways you are offering, that person is at risk of becoming 
ineffective, and no longer functioning at the capacity that he was brought in. Take care not 
to do this, as it may cause issues up to and including a difficult and stressful work 
environment -- not only for the particular employee, but for the people working around him.  
  
Training: Training takes time, and is important, but it is often the one thing many growing 
small businesses do not have a lot of. Investing time in your employees and their distinct 
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roles will help to provide them with the adequate knowledge and talents that make them 
more confident, and more valuable to your business.  
  
Mentoring: Even informal mentoring can build a camaraderie that makes your place of 
work more than just a place to go from 9 to 5 – but a lifestyle. Guiding your employees and 
creating a place that people enjoy spending their time in is a great way to expand quality of 
life. Knowing how to manage and counsel your employees is the key to a happy, healthy 
work environment, and more importantly, to the company’s life as a whole. The harder you 
work for your employees, the harder they will work for you.  
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