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The Next Employee 
- the decisive step for creating growth 

As an entrepreneur, you may feel that you cannot afford to take on a new employee.  
To be able to afford it, you have to earn more money, but to do that, you actually need more 
employees in the business. So, how do you get out of this vicious circle and create a platform 
on which your business can grow? 
!

If you want to create a business that creates more value than 
a single person can produce, the only way forward is to take 
on more employees. There are just not hours enough in the 
day to for you to do everything that has to be done by 
yourself, if you want the business to run itself and absolutely 
not, if you want it one day to operate without being 
dependent on you. Apart from this, it is also the case that, if 
you really have a good 
business idea, you will be 
ignoring your potential, if 
you do not have the 
resources to take advantage 
of whatever the market 
offers. 

The problem is that many entrepreneurs are probably 
very good at getting ideas, at selling and at delivering the 
goods, but often have almost no experience with personnel 
management or HRM - Human Resource Management. So, 
what do you have to do to enable you to recruit a new 
employee and ensure that this will create value for the 
business? 

A good investment? 

If you want to lift your business to the next level by 
recruiting, the first step is to evaluate what needs to be done 
to cover the investment in a new employee. This depends 

entirely on the type of employee you are thinking about 
taking on. For a startup business, the first employee will 
usually be one of the following three types: 

The first type is a bookkeeper/office assistant who can 
save you the time to focus on sales and deliveries. To make 
this profitable, you must increase turnover by at least the 
amount of the new employee’s salary.     

The second 
type is a 
production 
or service 
employee 
who will be 
in charge of 

producing or delivering your product. Here, you just need to 
be sure that the new employee can earn his/her salary and 
you must include a training period. 

Finally, the third type of employee, typically the first to 
be taken on by startup businesses is a salesperson who will 
take over the entrepreneur’s own sales work or will be given 
the task of cultivating new markets or selling new products. 
Again, the question is whether the salesperson can 
contribute enough to cover sales costs, his/her own salary 
and maybe a bonus. You must also be sure that you are 
capable of delivering, if the salesperson’s efforts are 
successful. 
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“You must decide whether you want to continue as a 
one man business or take up the challenge to develop 
from an entrepreneur into a business manager.” 
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HIRING

Reducing the risk 

Even though you have reached the point where it is worth 
taking on the next employee, it can still be very risky; what if 
the orders do not come in as expected? Therefore, many 
entrepreneurs will not take on more employees, until they 
have successfully obtained some ”long contracts” with their 
customers. This means that they have convinced the 
customers to buy more goods or hours at one time or that 
the customer has guaranteed, verbally or in writing, to 
purchase a certain amount from the business during the 
coming year. If you have set up this security and know that 
“expenses are covered for the rest of the year”, you will be 
more willing to make the investment. 

Emotional barriers 

Financial uncertainty is not the only barrier to taking on 
new employees in startup businesses. There are often some 
more emotional barriers that make the entrepreneur hesitate 
before recruiting the first or subsequent employees. 

One of these barriers can be the feeling that more 
employees will restrict your freedom. You may be used to life 
as an entrepreneur where you feel as free as a bird, you can 
work in the office or at home, any time of the day or night. 
When there are suddenly employees in the office, you may 
feel obliged to be there yourself from 9 to 5. Even more 
important is the obligation you will then be under to 
contribute to performing tasks and building up a good team 
and involving more people in your decisions. In order to 
break down this barrier, you must decide whether you want 
to continue as a single man’s business or take up the 
challenge to develop from an entrepreneur into a business 
manager. 

Another, well-known emotional barrier to taking on an 
employee is the fear of losing this employee again, especially 

if you are thinking of employing a salesperson. It can be a 
blow, if the employee stops again after having built up 
customer contacts and spending time getting into the 
market. 

One, final emotional barrier to recruitment is that you 
have no clear overview of the task and therefore you do not 
feel ready to get started. However, just like most of the tasks 
in a startup business, it is something that can be done. A 
professional recruitment process is also the best way to 
ensure that the employee stays in the business. 

You can see which tasks are involved by looking at ”The 
employee platform” (see the figure), which shows the tasks 
to be performed, before, during and after taking on a new 
employee. 

Good preparation 

When you are clear about the investment a new employee 
requires, the remaining preparation consists of compiling an 
internal job description, a personal profile of the person you 
are looking for and a job notice that you can use as an 
advertisement to send around in your network. 

One of the pitfalls here is not compiling a sufficiently 
detailed job description. If you, as the manager, do not know 
what the job entails, the employee certainly will not. It is 
therefore really beneficial to define five to ten main areas of 
work, specify the expected daily tasks, and also describe the 
employee’s short, medium and long-term objectives. If you 
have done this work, you also have a really good tool for both 
the employment interview and the regular employee reviews. 

During recruitment 

When you (hopefully) have a number of applications for the 
job or have come across some people in your network, you 
must get started on the next set of tasks. These include 
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The Recruitment Process: Planning and delegating the steps in the recruitment process

Employee
Budget

Job 
Description

Employee 
Profile

BEFORE THE 
RECRUITMENT

DURING THE  
RECRUITMENT

AFTER THE 
RECRUITMENT

Job 
Advertising

Evaluation 
of 

Candidates

Contract 
Negotiation

Running-in 
of the 

Employee

Work 
Planning

Employee 
Review 
Meeting

Education 
Plan

Job 
Interview

Personality 
Test
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EMPLOYEES

holding job interviews, maybe testing people, choosing the 
right applicant, negotiating the right salary and drawing up a 
good employment contract.  

In connection with these tasks there are a number of 
beginner mistakes that are easy to make, if you are not 
actually an experienced personnel manager with hundreds of 
recruitments behind you. The most dangerous is not to 
check the applicant’s qualifications properly. For this reason 
you, as a small business, must be just as professional as the 
large businesses are, when they are recruiting. This involves, 
among other things, always checking several references for 
an applicant, meeting the applicant several times, more than 
one person evaluating the applicant and giving the applicant 
some tests to do. If the applicant is not willing to do this, he/
she is would probably not be able to meet the demands for 
commitment that one usually make as entrepreneur and 
owner/manager. 

After recruitment 

The recruitment process is not over with the signing of the 
contract. It has only just started, because now it is seriously 
important that the employee gets the best possible 
conditions for being an asset to the business. This involves 
giving the employee a good introduction and training, there 
must be a good, regular dialog about the work assignments 
and half-yearly or yearly employee reviews. The so-called 
“administrative burden” in connection with employment is 
actually not so bad. You just get your bookkeeper or 
accountant to take care of the salary and everything to do 
with pensions, holiday money, pay-as-you-earn taxation etc.  
You should use your resources elsewhere; namely to ensure 
that the employee experiences satisfaction and development 

in the job. This is the challenging part, not producing salary 
slips.  
In the text box, you will find several tips about what things 
are important to remember. 

The new daily routine 

Taking on the next employee is always a step forward 
towards making the business bigger or better. Every time it 
happens it will change the daily routine in the business and 
move closer towards making this easier and more fun for 
employees and owner. The pre-condition for being able to do 
this is, as already mentioned, first and foremost to work to 
secure your turnover in the future and not just from month 
to month, so that the risk of more employees is reduced. You 
must also find out exactly what type of employee the 
business needs, what the daily tasks are and finally, you 
must develop your recruiting skills. In this way you will 
become a good manager and be able to create the best 
possible platform for the business’s next employee. 

© 2005- 2016 GrowthWheel international Inc. and David Madié 

PAGE �  | �55 104

Suggestions for the next step 

• Decide what type of employee is the next one you 
want to hire. 

• Calculate the needed turnover in order for a new 
employee to create profit.  

• Make detailed job descriptions for the next 2-3 
employees that you might want to hire in the future.

TIME TASK WHAT TO REMEMBER

BEFORE  
THE RECRUITMENT

• Employee Budget 
• Job Description 
• Employee Profile 
• Job Advertising

• Estimate the costs and the benefits 
• Make a thorough description of the tasks and goals 
• Assess with others what type of person the company needs 
• Make a job ad that sells and tell about the organizational culture. 
• Find several places to market the job

DURING THE 
RECRUITMENT

• Job Interview 
• Personality Test 
• Evaluation of Candidates 
• Contract Negotiation 

• Prepare good questions 
• Assess not only competencies, but also personality 
• Get at least three references for the candidate 
• Let your favorite candidates do a test job 
• Let the salary of the employee follow the results that are created 
• Use standard contracts as a starting point and agree on a probation period

AFTER  
THE RECRUITMENT

• Work Planning 
• Running-in of the 

Employee  
• Education Plan 
• Employee Review Meeting

• Make time for introduction and training 
• Spend time delegating and having weekly meetings 
• Have a bookkeeper or accountant help you create a salary system 
• Agree on employee development meetings at least every 6 or 12 months 
• Plan how the employee can develop with the job
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