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How most people (Michael) feel about HR (Toby)





VIVO Growth Partners - what we do

We partner with growing and changing 

companies whose leadership teams are 

focused on developing the right talent to help 

the company grow. 

You can focus on growing your business, 

because we are your partner for talent and HR 

needs.

HR outsourcing (we’re your HR team)

HR Projects (employee handbook, employee 

engagement study and initiatives, feedback 

process implementation, comp studies, etc.)

Talent acquisition outsourcing (we’re your 

talent team)



How do you
attract
develop
retain
talent as you grow...



The talent market 
is TIGHT INSANE 
right now. 

COVID has 
changed a lot of 
things, so 
candidates have 
the upper hand.

ATTRACT
● Be clear and specific about the role you’re hiring for. 

○ The job posting should be detailed and clearly 

explain responsibilities, skills, and qualifications.

● How are you getting candidates into your pipeline? 

○ Job postings/social campaigns only go so far 

○ Tell your networks of business owners; send them 

the links to your job postings

○ Reach out to people who work at competitors / 

companies you would want to hire from (this takes a 

lot of time, but typically yields the best results)

○ Build a “stable” of people even when you’re not 

actively hiring so you can move quickly when you 

need someone

● How are you integrating DEI into your recruiting process? 



Communicate, 
communicate, 
communicate  
(and move 
quickly). 

ATTRACT
● Develop a clear recruiting/interview process and 

communicate to candidates what the steps are. 

○ Make sure it’s clear who owns each step of 

the process internally, especially the 

communication touch points!

○ Ask important “logistical” questions in the 

FIRST PHONE CALL

■ Target comp, timeline, other interviews

● Keep in touch with candidates, even to let them 

know that you haven’t had a chance to talk 

internally yet; if they don’t hear from you, they will 

move on to another company. 

● Move quickly if you find someone you like! Don’t 

wait around to make an offer - they will move on. 



Be clear about 
your comp and 
benefits package, 
and highlight the 
unique items you 
offer. 

ATTRACT
● Know what compensation and benefits you’re 

willing to pay for each role

○ Comp should be based on market value for 

the role, not what the person made in their 

last job

● Include comp range in job postings - LinkedIn and 

Indeed both (allegedly) give these postings higher 

attention in search results

● Consider presenting candidates with a total comp 

package/sheet when giving them an offer (example)

○ If you have different/unique benefits, it can 

help them compare to what they have now





Benefits interjection
● Recognizing that smaller businesses may not be able to offer a 

huge suite of benefits - what do you do to be competitive and 

attract talent?

○ Survey your team to see what is important to them! 

○ Parental Leave (paid/partially paid); depending on your 

state, there may be state plans offered.

○ Flexible work schedules and/or work options (WFH/in office) 

as appropriate (people want flexibility now more than ever)

○ Generous PTO plans - perhaps unlimited is not feasible but 

offering ample time to take a sick day, take a vacation, 

mental health day, spend time with your family.

○ Offering some non-traditional type of benefit offerings like 

Freshbenies or other EAPs

○ Training/development opportunities - are there grants that 

can help you offset larger training costs? 

What are some 
unique benefits you 
offer to your team?



“Close” them just 
as carefully as 
you would a 
client.   

ATTRACT
● Move quickly if you find someone you like - don’t wait 

around to make an offer. 

○ Don’t lowball and say “let them negotiate up”

● Just like the interview process, make sure you have a clear 

offer process

○ Who will deliver the verbal offer? When can they 

expect a written offer letter? 

○ Stay in close touch with them and give them a 

deadline to respond to the offer

○ Talk to them about if they anticipate a counteroffer 

from their current employer - how will they respond?

● Once they’ve accepted, stay in very close touch with them 

to keep the positive momentum/excitement going

○ Send SWAG right away, text them to say hi, etc.   



ATTRACT

● Make sure you have a pre-hire process that 

includes: 

○ Background check (criminal only is okay)

○ Offer letter that documents start date, pay 

rate, position title, supervisor, and is signed 

by both the employee and someone at the 

company

○ NDA/IP/non-solicit agreement, also signed by 

both the employee and someone at the 

company

A few compliance 
things.    



Invest in your 
team - set clear 
expectations and 
understand what 
motivates and is 
meaningful to 
them. 

● Create a clear onboarding process that starts new 

employees off on the right foot. 

● Make sure you have key policies documented, even 

if you don’t have a full-blown employee handbook 

yet.

● Set clear expectations from the beginning: 

○ update job descriptions

○ implement a structured feedback process that 

is clear and happens consistently

○ have regular, candid feedback conversations 

with your direct reports (read: more than once 

a year!) 

DEVELOP/RETAIN



Be clear about 
how your team 
can grow and 
develop within 
the company. 

● Understand each individual’s goals and commit to 

helping each person work toward those. 

● Build a career pathing program that applies to all 

teams/departments - even administrative! (career 

path example to follow)

○ This helps team members to understand what 

they have to do to get promoted/be at a 

certain level

○ They can also visually see their growth 

opportunities (even in different departments)

○ Some people don’t want to be leaders, but 

still want to grow - how can they continue to 

develop in their area without necessarily 

being in charge of others? 

DEVELOP/RETAIN















Once you have 
the right people 
in the right seats, 
keep them happy 
and engaged.  

DEVELOP/RETAIN
● Development is one of the key pillars in high 

employee retention 

● Be clear about your company’s culture - how do 

you all work together? (Goes back to “setting clear 

expectations”)

● Take a pulse regularly - whether via conversations, 

“official” surveys, or team meetings - to understand 

how team members are feeling. Listen to the 

feedback and take action to make changes where 

possible. 

● It seems obvious, but consistent communication 

(e.g. regular updates from leadership)  is extremely 

important.



Other FAQ / hot topics



Surging salaries: 
how do we battle 
this and when 
will it end?? 

Other FAQ / hot topics



The current 
health system is 
broken, and 
both employers 
and employees 
pay the price.  

Other FAQ / hot topics
● How can we decrease our benefits costs? 

○ Ensure you have a strong relationship with your 

benefit broker/HR partner so that they can help 

you with different options at open enrollment. 

○ Implement wellness programs and/or “motion” 

plans offered by carriers - these typically give you 

and the employee extra money.  

○ Incentivize team members to join HSA plans.

○ Consider joining MEWA plans through a local 

chamber of commerce.

○ Depending on the size of your company and how 

long you’ve been around, joining a PEO might be 

the best option. 



Whatever you do, just please do not use 
ADP or Paychex – they are The. Worst.

Other FAQ / hot topics
● Implementing a Payroll/HRIS

○ Determining your needs and projected growth 

requirements. 

■ Timekeeping

■ Performance reviews

■ Onboarding

○ Most systems offer a module type approach that you 

can add on as you grow. 

● Some of my favorite systems: 

○ Gusto (payroll, onboarding, workers comp, benefits, 

401k, & more) – best for fewer than 50 employees

○ Paylocity (payroll, onboarding, performance 

management, etc) – best for 20+ employees 

○ GoalSpan (performance management) – inexpensive! 

Not all systems are 
“one size fits all” – one 
HRIS might work well 
for company A, but be 
the wrong fit for 
company B. 



(Don’t be Ava)

Other FAQ / hot topics

● Can I fire this employee who isn’t performing? 

○ Have you had conversations with this person about 

their performance and given them a chance to 

improve?

○ Have you documented those conversations? 

○ Are there any other factors to consider?

○ If you are in an at-will state, and they don’t have a 

defined contract, typically the answer is yes - but it is 

less risky if you follow a specific, consistent process.

○ Talk to your HR partner and/or employment attorney if 

there are any questions/concerns about potential risk 
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