Attracting and Keeping Great
People

How and When to Hire - Or Not




Reasons Why You Might Hire New Employee?

Intrinsic Motivations

e Feeling overwhelmed and burnt out
» Observing competitors hiring aggressively
e Pressure from stakeholders or team members

o Desire for rapid, undefined growth

Extrinsic Imperatives

Consistent and documented capacity overload
Clear, quantifiable revenue opportunity (e.g., new market)
Specific, critical skill gaps impacting core operations

Scalable processes requiring dedicated human capital



Pick the Right Type: A Decision Fork

Employee (Full-Time or Part-Time)

Hire for steady, ongoing work where you
provide direct supervision and require deep
integration into your team.

o Best for: Daily, consistent tasks; core
business functions; building long-term
team loyalty.

e Consider if: You need to direct work,
manage their schedule, and provide
necessary tools.

Contractor / Consultant

Engage for specialized, project-based work
with clear deliverables, allowing them to
work more autonomously.

o Best for: Specific projects with a
defined start/end; temporary
specialized skills; high-level strategic
advice.

e Considerif: The work is self-directed
and requires external expertise rather
than daily management.

Seasonal / Variable Needs

For fluctuating workloads or roles that may
evolve, consider flexible options like part-
time or temp-to-perm.

e Best for: Tasks with inconsistent
demand; busy periods; testing a role
before making a full-time commitment.

o Consider if: Your needs are not
constant, or you anticipate a potential
long-term fit after an evaluation period.



Short-Term Need or Long-Term Investment?

Before committing to a new hire, evaluate the nature of the work. Is this a temporary fix or a foundational step for growth?

Is the work project-based or ongoing? Are you solving a problem or building Can you sustain the role if demand
building capacity? changes?

Decision Framework

Lo
@ Work < 6 Months ‘Ongoing, but Uncertain

Opt for a contractor or temporary staff Start with a part-time role

e Clearly Long-Term

Hire a full-time employee.



Hiring: A Critical Investment

—_—)

Financial Commitment Cultural Impact
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Legal & Operational Long-Term Implications




Breakeven Math (Simple)

Simplify the financial assessment of your first hire with these core breakeven
calculations. Ensure your investment generates clear value.

[JJ  The Breakeven Condition

Your first hire breaks even when the total value they create is greater
than or equal to their Fully Loaded Cost.

FreedTimeValue + ExtraRevenue = FullyLoadedCost

[J Calculating Freed Time Value

Estimate the monthly value generated by the hours your new hire absorbs.

OwnerHourValue x HoursFreed(perweek) x 4 = FreedTimeValue(permonth)

() The Quick Thumb Rule

If your new hire frees up 12-20 hours per week of your $50/hour work,
you can often fund a part-time helper earning $30-$35/hour.




Value-Added Returns: Beyond the Math

Understanding the full spectrum of value a new hire brings extends beyond immediate financial
calculations. It encompasses both measurable benefits and strategic, long-term advantages.

Tangible Returns (Measurable) (O] 10 4100

o Direct revenue increases from their work
e Cost savings from efficiency improvements
e New client acquisitions they bring

. Reduced outsourcing costs

7
Intangible Returns (Strategic Value) Q

e New knowledge/skills you gain from working with them
. Expanded professional network and contacts
. Improved processes and systems

e  Strategic insights and fresh perspectives
 Enhanced company reputation and credibility

By considering both tangible and intangible returns, you gain a holistic

understanding of how your first hire truly pays off,




Your Budget: True Cost of a Hire
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Fully-Loaded Base Pay

This includes base salary, wages,
payroll taxes, and benefits like health
insurance and retirement plans. These
add approximately 25-40% to base
pay, hence the x 1.3 factor.

Tools & Onboarding

Account for initial expenses like
laptops, software licenses, office
supplies, and IT setup. Also, consider
the cost of training programs and the
temporary dip in productivity during
the ramp-up phase.

6-Month Cash Reserve

Always maintain at least six months of
the fully-loaded cost in liquid funds
(cash or accessible credit). This
provides a crucial safety net for
unexpected costs and ensures
financial stability.



Key Risk Scenarios

What Happens if Your First Hire Outlives Their Usefulness

Workload Decreases You Absorb Their Skills Business Priorities Shift
Mitigation Strategies
Build Flexibility from Day One Consider Contract-to-Hire

Plan for Role Evolution Foster Open Communication



Protect Your Business: Red Flags & Safeguards

Hiring new talent is exciting, but protect your valuable intellectual
property and business model from potential threats.

Unsolicited Offers of Help Client List Obsession

Immediate Full Access Demands Premature Partnership Talks

Business Model Over Work

Practical Safeguards to Implement:
Non-Disclosure Agreements (NDAs)

Limited Initial System Access

YOUR SHIELD.



Make the Call: Hire Now or Not Yet

Before expanding your team, use this 5-point checklist to determine if you're truly ready to make your next hire.

1. Capacity signal 2. Role clarity 3. Affordability

Demand steady core work slipping = 1-page canvas done (5 tasks + 1 metric) > FreedTimeValue + ExpectedExtraRevenue =
FullyLoadedCost -

4. Runway 5. Risk fit

Cash/credit cushion = 6x FullyLoaded - Type (FT/PT/Temp/Contractor) matches volatility -

Traffic Light Decision

o GREEN (all 5 criteria met): Hire now!

(miss 1-2 criteria): Not yet, re-evaluate soon.

e RED (miss =3 criteria): Pause hiring plans.



Where & How to Find Your First Hire

Start with Warm Referrals

Write a Simple 1-Paragraph Post

Have 2-3 Casual Conversations

Check References (Carefully)

Offer a Paid Tryout Day

Trust Your Gut on Character & Drive




Nurturing Your First Hire: Post-Hiring Success

01

Establish Clear Expectations (0-30 Days)

02

30-60-90 Day Reviews

03

Ongoing Performance & Growth

04

Maintain Open Communication




Auditing Your Hiring: Adapt & Grow

Your first hire is a living experiment.

1 Assess Performance & ROI
2 Pinpoint Emerging Gaps
3 Outline Next Roles

4 Plan with Data




Unlock your potential
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The Evolutlon From Owner/Operator to Leader

.You're no longer just doing the work; you're leading a team and are responsible for their growth and success.
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Mindset Shift Embrace Delegation Develop Leadership Skills
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Set Clear Expectations Invest in Growth
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Invest in Growth Lead with Confidence

‘ Trust Your Decision

You have the insights and the strategy. Each new hire is a direct investment in Empower your team and your business

Believe in the process you've built. expanding your business's capabilities. to reach new heights.

re ‘ L o

“Unlock your potential. Elevate your team.” ELEVATE
LEADERSHIP
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