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Building the Winning New Venture Team, Introduction: Part 1 of 6

Introduction: Bo Varga worked with start-up & early stage high tech companies since 1979 providing business development, funding, and recruiting services.  From 1996 to 2001 his focus was on recruiting senior technical and executive talent.  He started working with nanotechnology & clean technology ventures in 2001.  Bo currently helps start-up & early stage companies with business strategy, business development, and funding.  He also helps his clients recruit & evaluate key people.  

Objectives: Upon completion of this series of 6 Articles, you will understand elements of a winning team, what investors and customers look for in start-up companies, how your team drives both the funding & marketing of your company, identifying gaps in management & technical capabilities and how to fill those gaps through employees, contractors, advisory boards, and advisors.  

Articles: Each article will run 3 to 5 pages and subsequent articles will provide professional templates for job requirements definition, recruiting protocols, & reference checking.  This introduction focuses on the value added which a professional external recruiter can bring to building the winning nano venture team.

External Recruiters: A professional recruiter is a skilled consultant who can identify the best technical or executive talent in a particular industry or functional area of expertise.  Professional external recruiters maintain a high level of confidentiality, a wide network of knowledge and resources, objectivity in candidate evaluations, and utilize negotiating expertise to ensure a win-win scenario. 

Selection of the right professional recruiter is of key importance. Companies should hire a recruiter who knows the industry and has experience hiring for your position. A good recruiter will learn your company, leverage existing knowledge bases to learn your specific needs – including your technology, market, and other key factors, will understand the stage your company is at, and will represent your company in a very professional manner. 

Typically recruiters are hired to fill positions of a critical nature, where the company wants to "hire the best and the brightest” or “the most experience & successful” individual who can plausibly recruited. External recruiters can set realistic expectations AND assist the company in avoiding mistakes in the hiring process by providing an objective analysis of a candidate based on a professional process, extensive candidate sourcing and interviewing experience, and by thorough referencing. 

Often, companies don't have a problem identifying candidates as much as they do assessing & evaluating the "fit" of the candidate within the firm's corporate culture – which ideally is driven by the business model, business plan, and stage in the company’s life.  Assessing a cultural fit can be a difficult task for your team and yet is the most cited reason for executives & key talent not performing satisfactorily and not surviving within an organization. 

It is therefore of key importance to ensure that the candidates’ "fit" with the team is carefully vetted. A third party consultant can often add tremendous value in this arena.  

Further, start-up & early stage companies often rely upon incomplete or amateur reference checking protocols.  Reference checking is a key requirement for determining the fit of a candidate for a position on your team.  A professional recruiter will have time-tested reference checking protocols & proven success at “listening to what is unsaid”.

The Professional Recruiter’s Contribution

The key elements which a professional recruiter can bring to your company are focus, specific expertise, industry awareness, top talent sourcing, negotiating skills, speed, & knowledge of the nano marketplace.

Focus:  An external recruiter can focus on your performance needs, especially critical in start-up & early stage companies where the in-house team is usually over-committed to existing projects.  And I want to stress performance needs – often teams and companies focus on requirements such as education, experience, etc. while ignoring the only reason to hire an employee or consultant – to get the job done.

Specific Expertise:  The recruiter is a service provider hired for the added value and specific industry knowledge and expertise they bring to your team, especially the people networks which bring the top quality candidates and validate their capabilities.

Industry Awareness: Professional recruiters spend their days talking to people who are knowledgeable about business.  They know the competitive landscape, and what it will take to recruit key talent. Professional recruiters also know where the hidden talent is located and can identify individuals that can't easily be found through the Internet, newspaper ads, databases or from resumes in a filing cabinet. Executive recruiters have an edge because they have expertise in the industry in which they are recruiting. They can source candidates who will be viable candidates for the client. They become intimate with the details of the potential candidate's career history, are aware of the kind of opportunities these executives are seeking, and can effectively present the client with selection among the wide array of talent available.
Top Talent Is Not Looking For A Job: Successful executives & senior technical people by and large do not spend time surfing the Internet for jobs, reading the classified ads or circulating their resumes on job boards. A professional recruiter's skill is often required to bring good people to the client.  The best candidates are recruited through the joint efforts of both the recruiter and the hiring manager. If a company truly wants the best people, they have to find them proactively. This is not easy but is what professional recruiters do every day.

Negotiating:  The recruiter is an intermediary who can convey information, proposals, and suggestions between the parties, probe both parties, reduce misunderstandings, and increase the probability of a close.  Recruiters know the package the client can offer. Recruiters amass considerable knowledge about the candidate, including details of the candidate's personal life and professional desires. 

With this information, the recruiter is able to enable a win-win scenario. The needs of both client and candidate are viewed from a position of mediation.

Speed: Speed is critical in identifying and assessing the right individual for the opportunity, locating viable candidates who can fill the post and "ramp up" in terms of getting to work and achieving the company’s performance goals. Speed is also critical in terms of scheduling interviews, debriefing both parties, and then scheduling the follow-ups to get to a close.

Knowing the Marketplace. Good recruiters advise their clients in identifying the right type of person and the salary required to attract them. Additionally, external recruiters can add value to their clients, providing alternative possibilities that are outside of the obvious choices and industries.  Successful entrepreneurs & executives know that the fee paid to a good recruiter is an investment, not an expense. The recruiter is active in the marketplace and can act as marketing eyes and ears for the client, help the client company keep up with industry, and remain current not only on people but also technology, product, and market trends. 

Building the “Winning” Start-Up Team

Entrepreneurs, investors, and recruiters often intersect to match a startup with experienced business management.  However communication, ego, and power struggles can emerge which can break a company or significantly affect or the prospects for success or limit the success that is achieved. Many nano startups can have a standard set of weak spots in their initial management team – a lack of customer focus, little to no background in launching or heading a corporation, or technologists that cannot drive a business and develop a technology and get a product to market. 

Even companies with the strongest potential and IP can become an unattractive investment decision if the right management team isn’t in place and if a cooperative team environment with a focus on both the long term vision and short term performance goals is not set. 

The following 5 articles in this series of 6 will address:

(1) building performance requirements for team members from the business model, business plan, & stage of company

(2) establishing & maintaining a corporate culture focused on business success;

(3) hiring-motivating-retaining key employees, consultants, and advisors;

(4) the process, timing, & costs of building the nano team;

(5) and the tradeoffs between permanent employees, long term consultants, and project consultants.

And all 5 articles will cover the three most important elements for success – right team, & closing money & customers.

The right team will attract the right funding from the right sources at the right time and in the right amounts – the necessary pre-condition for the success of most start-ups.

And the right team will target and close the right customers at the right time – a sufficient condition for the success of most start-ups.

Contact: Please address all comments & inquiries to: Bo Varga, bvarga@USnano.biz, skype siliconvalleynano. Bo uses transaction focused marketing to close business deals, fundings, and to recruit top quality people.
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