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In this article I want to explore different aspects of scaling a company that need to be taken into account if
you're trying to grow exponentially. Generally when discussing about growth we consider revenue growth to
be the metric we’re measuring. One thing that is important, and that is considered throughout the article, is
to be a profitable company. There’s no point in growing exponentially if it is unsustainable or your expenses
are always going to be superior to your profits.

In the best scenario, your business grows exponentially without requiring any additional human power. The
second best case is that it grows sublinearly, meaning that as demand grows, the amount of people required
to support the company grows slower than the demand itself. Past this point, growth either matches with
how many people need to be hired, or worse, growth is slower as you hire more people. Here you may have
exponential human power growth to get linear (or sublinear) revenue growth.

When hiring people, you need to be able to onboard them while having as little impact as possible on the
existing employees. If existing employees need to spend time onboarding new employees, then nobody is
working on product development or support during that period. Here again, you want the number of people
responsible to onboard and train new employees to be smaller than the number of people being onboarded.
In other words, you want the ratio of onboarded to onboarders to be higher than 1 to 1.

When a company grows exponentially, every time the company effectively double due to new hires, the culture
is now at risk of instability. If for instance 100% of the existing employees were following the existing culture,
and 100% of the new hires have a different culture, then there will be a culture clash with no specific half
of the company being in control of culture. Unless culture continues to be managed through the process of
onboarding, the initial group of people and their culture will rapidly become diluted.

We’re not made to interact with dozen or hundreds of peers. As such, it is close to impossible for an individual
to work with more than let say 10 direct peers. This means that teams or groups need to be created. This
also means that interaction between teams needs to be managed somehow. Having multiple people from a
team interact with another team leads to the implicit creation of a larger 20 people team, which does not work
very effectively. On the other hand, having single points of contact between teams is a surefire way to have
single points of failure. In this specific instance it is definitely necessary to have at least 1 or 2 redundancies.

It is also important to keep the people that have been at the company the longest. As the doubling period
effectively divides by two the average duration an employee was with the company, losing those senior
employees will speed up the drop in employee average tenure. This means that a lot of institutional knowledge
will be lost along the way. This would also mean that you should possibly prefer to keep a senior employee at
the cost of hiring a new employee, unless you believe that the amount of time necessary to onboard and be
effective is lower than the average employee tenure.

The process of onboarding should be optimized as much as possible.

Anything that requires human power to scale linearly or superlinearly with itself needs to be optimized so
that it grows sublinearly.
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