HR in VC backed-up
companies.




Hi, | am Inara %

' | have been leading Talent & HR teams in corporates,

| scale-ups and VC backed startups in CIS, Europe and UAE for
| the past 15+ years and now | support first time Founders &

| CEOs on their HR journey.

Talk to me if you are:
&Beginning your early stage phase: Jobs profiling, Sourcing
& Recruitment strategies, Compliance.
& Entering a scaling phase: Org design, Performance
Management, Employer Branding.

& Entering an expansion phase: Culture, Compensation &
Benefits, Management capability building, Ops efficiency.

zalando @ oo o0 pwc

| Target Global

¢” You can find me here:

N Linkedin |
P



https://www.linkedin.com/in/inara-joanethis-18323b6/

VC cycle from the
investment potential
to the exit: it is the

, hot the

journey.

And each step of the journey has its
people challenges.

Many.

THE VENTURE CAPITAL CYCLE

Company
Development
Idea Startup Development Growth Maturity

>
Expansion
Cash Flow _Concept Growth
Time %
Rolf out
Pilot test

Seed Angel Early Later Exit
Investment $0 to as much Investment Stage VC Stage VC Return on
Stages as possible Up to $1M $1-$7M (B & C rounds) Capital/IPO/M&A
$5M+ Bankru ptcy



What does this journey has in common? CEO mistakes

Focus on costs

in HR deCiSionS! Focus on new markets optimization to show

In focus: 1) hiring specific |aunch & operations financial health.
. First formal external experience, 2) hiring scaling. Promoting and e
All focus is on hires based on the ‘what  9uickly and in big hiring more on the senior between the functional
. . . fundraising. Hiring our Founder/CEO likes' Vvolumes: talent ‘buying’ leviall verticals, performance
Busmess'team is mainly  based on the ‘we know principle: growing the from competitors. 1st Team's dissatisfaction culture shifts towards
an acquaintances group  him/her’ principle: an 'think-alike’ majority’ that ‘clean-up’ and let go of the potentially might increase: ‘we first align’ vs.
with non formal anecdotal evidence of becomes a problem later underperformers. 1st strong wave of " previous ‘we run
agreements and joint the competencies. " HR check: P quickly’.
IR HR check: Leadership group is HR check:
HR Check: B staffed fully. HR check: Workforce & HC budget
HR Check: Leadership group begins Management KPls are BEGrE[CG et e hed il S .
Budget for people to be established. set. Culture shift is managed. IR B
Agreements between decisions is estimated  Eyocytion KPIs are set.  ComPpliance. C&B regional frameworks € LEREEes
founders. (at a minimum level). Salary benchmarking " Salary consistency designed Career Paths
Responsibility allocation. Business critical roles ’ (employees vs. new i
are mapped out. joiners).
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Culture assessment framework to minimize mistakes.

INFRASTRUCTURE

The Work-Workforce-Workplace Culture Web
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KEY ELEMENTS TO ASSESS/AUDIT AT EACH MATURITY STAGE:

Do we know who we are now and who we want to become in the next 2-3
years? And who we never want to be?

Is our organizational structure fit to short term and long term business
goals?

Has our culture changed since we started? How?NB: Decision making,
Communication

Have we established distributed decision making power or it's solely CEO
centric?

Can the team leads actually manage themselves and not involve CEO?
Can CEO let the team leads manage their areas and ‘let go” of the functional
responsibility?

Is our performance management approach up to date with the shifted
culture?

Do we measure only ‘what’ has been delivered and not the ‘how’?

What is our ‘successful employee’ profile: competencies, soft skills, values?
Are we ready to train and grow capabilities internally? What is the ideal
proportion of the internal talent mobility and the external hiring?

How do we equip our managers to make multicultural and
multigenerational teams successful?

Have we mapped out and managed the key legal risks in the people area?



