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“Hyper-growth is driving the growth and 
struggling with the growth at the same 
time.”  – Vikrant Bhargava, PartyGaming

I 

magine that when you wake up tomorrow 
morning, your dream has come true: the 
“hockey stick” growth you’ve been planning 

for is finally here. Your customer base has dou-
bled. Your sales are increasing exponentially. 
You need many more employees, and an entirely 
new infrastructure, just to meet today’s demand; 
and that’s not even taking into account the fu-
ture. Your business is in a period of 100%+ YOY 
growth. The team is overwhelmed and looking to 
you, their leader, to act decisively. You’ve achieved 
the dream of hyper-growth, but now what? 

In today’s board rooms and MBA classrooms, 
leaders are bombarded with strategies for reach-
ing a state of hyper-growth. We all want it, but 
few businesses achieve it, and the rarity of hy-
per-growth has brought many misconceptions 

about how it impacts an organization. One pre-
vailing view is that hyper-growth propels a com-
pany into a state of chaos. You might be a rational, 
effective leader, but the moment your company 
hits that steep incline in the growth curve, control 
goes out the window and you’re simply along for 
the ride. During hyper-growth, the myth says, you 
either act fast or get left behind. 

Hyper-growth does not have to mean a loss of 
control in the face of your organization’s steep 
growth targets. By using three distinct lenses (op-
erational, leadership and coaching), you can gain 
perspective on this foreign terrain and step up to 
hyper-growth’s challenges — aligning yourself 
and your organization to achieve clear results. 

WHAT IS HYPER-GROWTH? 

Generally speaking, a company enters a pe-
riod of hyper-growth when it achieves 100% or 
more YOY growth for multiple years. Although 

Author’s Note: In 2007, I became Managing Director of LinkedIn Europe and the 
company’s first employee outside of the U.S. My primary job was to expand LinkedIn 
into Europe. For the next four years, I was one of the leaders who crafted and executed 
the hyper-growth strategy that helped LinkedIn expand into five countries, hire 
200+ new team members in Europe, and sustain over 150% YOY growth. Although 
I had led high-growth international strategy for SideStep (now Kayak) and AltaVista 
International, my time at LinkedIn provided tremendous insight into the new world 
of hyper-growth. The views in this paper have been shaped by my LinkedIn team 
members, my interviews with 15 hyper-growth CEOs, some of whom are quoted 
in this paper, and my recent work in coaching leaders of high-growth companies. 
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hyper-growth often describes a company’s over-
all expansion, in some cases it applies to specific 
factors such as product adoption, revenue, people 
or product output. Hyper-growth also typically 
includes international expansion. This rare phe-
nomenon has gained more visibility with the rise 
of companies like Uber, Snapchat, Instagram and 
WhatsApp, but tech titans aren’t the only ones 
experiencing hyper-growth. Companies like Haw-
thorn, in the furniture industry, and Metro Inter-
national, a Swedish media company, prove that 
hyper-growth can span sectors and industries.

Hyper-growth brings a number of hallmarks. 
It typically begins with an inflection point where 
things in a business clearly start taking off. That’s 
where the “hockey stick” from strategy decks 
comes into play. From there, it’s usually a fast 
build sustained for just 3-4 years. Successful hy-
per-growth means you’ve brought your company 
to sustained growth without blowing up. 

The build might be fast, but that doesn’t mean 
hyper-growth is as easy as the hockey stick anal-
ogy would make you believe. When you hit the in-
flection point, the increase is so sharp that it looks 
and feels like there’s a mountain in front of you.

SHIFT YOUR PERSPECTIVE  
AND STEP UP

Imagine your company’s 2014 revenue figure. 

Now, make that number this year’s Q2 target. 
Flash forward 12 months: that Q2 target is now 
your projection for the month of November. To 
achieve this level of growth, how would you and 
your company have to step up, and how fast?

Welcome to the reality of hyper-growth. 
When you’re experiencing rapid growth, ev-

erything is magnified. “Objects may appear closer 
than they really are” — or more disastrous, with 
inevitable bumps taking on the look and feel of 
crises. It’s as if you’re learning to drive a car. You’re 
in the driver’s seat operating the clutch, the brake, 
the accelerator and the indicators — not to men-
tion hearing the backseat drivers offering advice as 
you try to navigate. You’re doing something new, 
so every little thing can overwhelm you. As a lead-
er, you will need to get behind the wheel for the 
first time and quickly step up to hyper-growth’s 
challenges. 

But any executive knows that leadership is 
about more than simply steering; it requires you 
to set and achieve clear operating goals. Leaders 
who “step up” align their organization behind 
core values, architect strong teams and infra-
structure, and develop the internal strengths that 
ensure their organization shows clear, sustain-
able results year after year. Through the three 
lenses — operational, leadership and coaching — 
you will develop the perspective needed for you 
and your team to step up and deliver results. 

OPERATIONAL

Operations: It’s a hygiene thing. When the dai-
ly grind wears you down, operations keep your 
process clean and flowing so that the heart of 
your business is vibrant and alive. The operation-
al lens prioritizes the tactical systems that allow 
your company to grow to its highest potential. In 
interviews with hyper-growth CEOs, one of the 
most commonly expressed regrets was failing to 
invest in operations early on. 

LEADERSHIP

Hyper-growth magnifies everything, especially 
your actions and behaviors as a leader. You define 
what “good” and “acceptable” look like, and set 
the foundation of leadership and culture for oth-
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ers to follow. This lens helps you paint the criti-
cal picture of what’s on the horizon so that your 
team can look past the dramatic changes experi-
enced in the day-to-day. If you build a strong team 
and a “culture of results,” your company will be 
prepared for the dramatic changes to come. 

COACHING

One aspect often missing from discussions 
is how hyper-growth impacts us as people. 
Your inner dialogue and inevitable doubt are 
at the heart of the coaching lens. Through this 
approach, leaders look inward to cultivate the 
qualities in themselves, and their teams, that en-
able them to re-imagine their identity and grow 
into their changing roles. During hyper-growth, 
your personal identity must transform as much 
as the company itself. This truth goes largely 
unspoken and unrecognized, with tremendous 
human potential and capabilities lost along the 
way.

This paper focuses on talent, team and culture 
as the primary drivers of hyper-growth success. 
Through these lenses, you will begin to shift your 
perspective and bring these critical areas into 
clear view. Rather than being merely along for the 
ride, perspective will give you the levers you need 
to take control so that you can lead your organi-
zation and team toward your goals, whether they 
are boosted revenue, increased engagement or 
the cultivating of talent. 

PERSPECTIVE 1: 
SOMETHING IS ALWAYS BROKEN

“In high growth, you end up breaking lots 
of systems. The system that got you there 
ends up breaking.” – Casper Zublin, former 
CEO, Staffing Inc., and DynTek (OTC:DYNK)

In the hyper-growth whirlwind, things just 
break — lots of things. Manual processes sud-
denly don’t cut it, and solutions that sailed you 
through your business’ $1M mark become boat 
anchors at $20M. As you’re responding to these 
breaks, you will also be dealing with the second 

type of “breaking” — the kind you initiate your-
self. As your organization reaches new levels of 
growth, systems you implemented to save you 
will quickly begin to hold you back. Many solu-
tions you put in place a short nine months ago 
must be viewed as the “working broken,” ready to 
be dismantled the moment your organization out-
grows them. This breaking allows your business 
to grow into something fundamentally different, 
and greater, than it is now. 

Take it from LinkedIn. In 2009, we were div-
ing into hyper-growth’s uncharted territory. Our 
revenue growth had eclipsed 100% YOY, and our 
team was increasing rapidly. We were strong in 
the United States, expanding into Europe and 
had footholds in Asia. With only 13 employees at 
LinkedIn Europe in mid-2008, demands that were 
doable the day before quickly began overwhelm-
ing our small team. The recruiting “process” that 
hired our first 13 would not get us to 50, let alone 
250. We reimaged our entire recruiting system 
and created a new team that recruited in a highly 
effective way. However, the influx of new hires 
broke our onboarding process. A key lesson of hy-
per-growth is that when you open the floodgates, 
it overwhelms something downstream that now 
needs to be fixed. Something is always broken. 
This is not an excuse to leave your systems laying 
around in shambles; it’s a reality check that this 
is the new “normal.” Clearly communicate these 
new expectations to your team and foster a cul-
ture of possibilities, not panic. 

As a leader, you will need to step up, evaluate 
the breaks and find solutions. To do so, you need 
to understand the difference between “urgent” 
and “important.” “Urgent” describes time-sen-
sitive issues that will cause consequences if not 
addressed soon. Because time is limited, so are 
options. “Important” refers to issues that are not 
constrained by time but may have greater signifi-
cance in the medium- or long-term. 

When you’re faced with multiple breaks, 
remember that “time-sensitive” doesn’t equal 
“immediate action.” Resist the urge to fix all 
broken things immediately. Evaluate each issue 
and determine where time and resources are 
best spent. When you can make these tough calls, 
you’re positioning your organization to achieve 
real results. That’s stepping up. 
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OPERATIONAL

One of LinkedIn’s methods for identifying and 
fixing issues was a “self-healing” system. After es-
tablishing a baseline in our onboarding process, we 
gave each new team member an opportunity to fix 
one thing in the system. The amount of work any 
one person performed was very small but came 
with the highest level of motivation, as new hires 
saw problems with fresh eyes and were eager to 
contribute in meaningful ways. Self-healing fixed 
problems more quickly and made everyone re-
sponsible for making LinkedIn Europe a great team 
to join. A faster ramp to productivity pays back 
tremendously, especially when hiring at this scale. 

Step Up: Start with your baseline. Develop a 
protocol for finding and fixing issues, and look 
for non-conforming data as an indicator of some-
thing being broken. Once you identify root causes 
and impact (cost, customer impact, team, morale, 
etc.), either have the owner step in or assign the 
person who will drive the “fix” to completion. To 
increase efficiency, establish a problem-response 
protocol such as S.M.E.A.C. (Situation, Mission, 
Execution, Admin/Logistics, Command) and a 
clear definition of what “finished” looks like as 
early on as possible. By defining “finished” and 
celebrating when you achieve, you are reinforcing 
a culture of results that allows you to both ac-
knowledge your results and move forward to the 
next task on the list.

As you define and prioritize breaks, you will 
often need to implement temporary or limit-
ed-scope solutions while a more comprehensive 
fix is developed. Don’t invest company time, 
energy or leadership commitment in “perma-
nent” solutions too soon, as the situation will 
likely change again shortly. Always recognize and 
reward those who step up to tackle a problem. 
Accountability and appreciation are key. 

LEADERSHIP

In LinkedIn Europe’s early days, our Ad Sales 
Team was growing fast. New members of our 
Operations Team were visibly overwhelmed by 
how “broken” things were. Each sales rep did 
things differently, sales materials were inconsis-

tent, cross-border sales were like the Wild West 
and customer retention was a challenge because 
expectations were not set clearly from the start. 
“This is not normal,” many employees told us.

Their “normal” was very different from our 
“normal.” These employees came from big com-
panies that taught them to be driven by process 
and consistency, but we were starting from the 
basics. We needed to develop most solutions from 
the ground up, and that was a foreign concept to 
most. Our leaders established a new “normal” 
in which a lot would be created and broken, and 
problems and solutions would be identified with 
scalability in mind. Over time, this “normal” was 
absorbed into our team culture, and our employ-
ees began to see hyper-growth as an opportunity 
to step up and put into practice all that they had 
learned from past experiences. 

Step Up: Things are going to break. When this 
happens, people without hyper-growth experi-
ence have a tendency to panic. Team members 
will look for a procedure when one doesn’t yet 
exist, and will fail to realize that the opportunity 
to define it is right in front of them. Your main 
role is to reassure your team that a constant state 
of breaking, fixing and replacing is normal. 

As you redefine “normal,” foster a culture of 
solutions built upon transparency and account-
ability. A problem kept in the dark will cause sig-
nificantly more damage than one addressed early 
on, and it is dangerous for teams to protect what 
they create as a badge of success, or to view a sys-
tem’s replacement as a failure. When your team 
reports a problem, require them to also present a 
possible solution. Celebrate solutions.

COACHING

During hyper-growth, people will see your 
business transform in front of them. However, 
they often are not aware that the most import-
ant evolution comes from within. As LinkedIn 
continued along its steep growth curve, internal 
doubts began to arise in our leadership and our 
team. Can I do this? Am I the right person to take 
on this task? These questions often surfaced as 
disappointment, or frustration when something 
did not go as planned because a detail was over-
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looked. These sentiments permeated from senior 
leadership all the way down to new hires. 

When you experience growth challenges for 
the first time, your forward vision is not clear. I 
don’t know and I didn’t think of that are common 
internal dialogues, and the mind has a way of 
responding to uncertainty with negative mind 
chatter. Questions of being broken are a natural 
byproduct, and sign, of growth. Accept they will 
happen. The learning curve is as steep as your 
growth curve — and so is the transformation 
within.

Step Up: At some point, you and your team 
will ask, Am I broken? The question might not 
come to you in this form, but could be simply, 
Can I do this? Recognize that people will be in 
uncharted territory, which is precisely when 
negative headtalk tends to surface. The antidote 
for self-doubt is compassion, understanding and 
thinking in terms of solutions. 

Assure your team that this mind chatter is 
normal, and help them feel safe. It is important 
to meet them emotionally first; then help them 
see the logic. When these doubts come to you as 
a leader, do not take them as a sign of shortcom-
ing. Realize that you are growing into your new 
role.

Employ these strategies to overcome negative 
talk: 

1. Have you experienced negative mind 
chatter before a successful outcome? Ask 
your team to think of a time when they 
experienced this situation. Then, establish 
that you also have been in this place be-
fore, and share what made you successful. 
After acknowledging the emotional dimen-
sion, build a column of facts that cannot be 
disputed. Help your team accept negative 
headtalk as a sign of growth. Compel them 
to step up. 

2. Reconnect with your vision for yourself 
and your achievements, first within your 
team and then within the company. Use 
this to re-establish perspective when self-
doubt dominates the mind chatter.   

3. Seek perspective from a coach and build 
a safe, trusted community of people who 
have been in a similar position. Ask peers 

from other hyper-growth companies about 
their challenges, experiences and transfor-
mation. Groups such as Young Presidents’ 
Organization offer a strong peer network 
to help you navigate these transitions. 

These strategies will help you learn to ac-
knowledge the internal changes taking place with-
in you and your team so that you begin to see this 
negative talk as a sign of positive transformation. 

PERSPECTIVE 2: 
TALENT AND TEAM

“People matter so much more than org 
charts. The right people can make any 
structure work. Find an org chart that 
accelerates the work of the people.”  
– Lanham Napier, Rackspace

During hyper-growth, it’s not uncommon 
for your team to double or triple in size year 
over year. When this happens, the “new person” 
quickly becomes the “veteran” — sometimes in a 
matter of months. As a leader, you need to spend 
at least 50% of your time hiring and forming your 
team. Your #1 Job is building your team. None of 
your aspirations or plans can be realized other-
wise. 

Your hiring objective should always be to 
bring in talent quickly and effectively at the scale 
your growth demands. Through your onboarding 
process, bring these new hires to a point where 
they thrive and make a positive impact. Attitude 
is everything. Hire for it and make it your focus 
when coaching your team. Along the way, you will 
make mistakes that require you to replace and 
move people out of the company. If you’re not 
making these mistakes, it’s a symptom of a larger 
problem: either you’re keeping the wrong people 
or are passing over the right ones. Learn from 
hiring mistakes and improve your process while 
focusing on results. 

Basic hiring math is also crucial. When you 
are growing your team 100% YOY, 50% of your 
team will have been with the company less than 
one year. The impact on culture is magnified, 
and can very quickly shift in an unexpected 
direction. Likewise, this hiring push can also 
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increase the workload for teams and managers 
who are already stretched thin. If you hire 100 
people, that quickly translates to 400 interviews, 
1,200 phone screenings and 12,000 resumes to 
review. Clearly communicate expectations so 
your team understands the impact of your hiring 
initiatives. 

During our first hyper-growth year, LinkedIn 
Europe needed to expand from 13 to 70 people. 
Our day jobs were already overwhelming, and 
there was a strong temptation to hire just about 
anyone to relieve the immediate pressure. This 
raises two hyper-growth concerns: how do you 
keep your core culture strong and ensure that 
only the best talent joins? 

OPERATIONAL

At LinkedIn, we created a hiring team and 
chose our best employees to join its ranks. The 
team took on this responsibility above and be-
yond the day job, which earned the respect of our 
entire staff. Hiring team members also received 
extra training, were typically promoted first and 
were recognized for their significance to the 
company. Suddenly, recruiting went from being a 
burden to an aspiration. 

But the real magic came when we implemented 
a feedback loop, an idea credited to hyper-growth 
leader Casper Zublin. After tracking the progress 
of the new hire through the 90-day probation 
period, the hiring team was required to determine 
whether the person became an official employee. 
To do this, the team needed to step up, enhance 
the interviewing and recruiting process, and ac-
cept a high level of accountability. The closed loop 
accelerated the learning curve rapidly.

Step Up: Create a hiring team staffed with 
your top employees. By having the best hire the 
best, you recognize your key team members, 
incentivize others to improve their performance, 
and ensure a high level of accountability. The 
feedback loop is key. Also look for other ways to 
enhance your culture. Brand teams to connect 
employees with shared experiences, name key 
phases to clearly identify growth milestones, and 
hire in waves to encourage co-learning, teamwork 
and unity. 

LEADERSHIP

To some people, hyper-growth is the most 
all-encompassing, rewarding journey of their 
lives. To others, it is a totally overwhelming, 
chaotic experience that screams of failure. Not 
everyone is cut out for scaling mountains. As the 
leader, it’s your job to set expectations and in-
spire employees to step up. This was the modus 
operandi of LinkedIn’s interviewing and onboard-
ing processes. Although we were honest about 
the tough journey ahead, we balanced the hard 
truth with an inspirational narrative that com-
municated the “why us, why now” to new hires. 
The vision of the company’s transformation, the 
innovative new products and the tremendous 
skills learned were all part of this story. We also 
realized that the primary question on our team’s 
mind was, “What is in it for me?” By looking at the 
world through our employees’ eyes, our leaders 
were able to gain insight into where team mem-
bers were now and where they could go in our 
company. We framed the “now” as a fundamental 
stepping stone in their careers. Our leaders also 
solidified the company-employee bond through a 
social contract that held both parties accountable 
for transforming. 

The job of every leader is to understand your 
employees, what drives them, what motivates 
them and how they can leverage time in the 
company to leave on a far different trajectory. By 
helping our employees envision their future, we 
created a bond that inspired them to step up in 
the inevitable tough times. 

Step Up: Hyper-growth will seem foreign, 
even impossible, to most of your team. You must 
show them that it is possible. Once they see the 
clear path forward, help them see the present as 
a stepping stone. Encourage them to look ahead 
and leverage hyper-growth’s unique opportuni-
ties to step up and into new roles.

Use a social contract to create a clear vision for 
the future and a mutual tie between organization 
and team. Just as your team helps you transform 
your company and achieve massive goals, you 
help them see how the experience can impact 
their career trajectory. This is the essence of your 
social contract. 
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COACHING

 As your team grows, roles change dramatical-
ly, requiring leaders to balance expectations and 
ego. This process takes many forms. At LinkedIn, 
one key issue was helping employees understand 
their career path. Many veterans, for instance, 
saw management as the next “step up”, as it meant 
more money and a much more powerful job title. 
We had to help them understand that a move to 
management would also require them to step up 
significantly by sorting through uncertainty, guid-
ing people to clarity, communicating clearly, and 
acting decisively in tough, unfamiliar situations. 
Other times, the issue involved team expansion. We 
would often have an employee start out as the sole 
person performing a role, only to have an entire 
team executing this responsibility a short year 
later. Suddenly, that seasoned team member is no 
longer the “go-to” person, and has to answer to a 
new employee hired as team lead. Many veterans 
expected to be promoted because they were the 
first team member and had trained their peers. 
When the promotion did not happen, they often 
were heartbroken, mistaking this for failure. 

For both situations, the solution was to engage 
in a conversation that was direct and clear with 
care and compassion. Because we took a proac-
tive approach to helping these team members 
transition into new roles, these changes ultimate-
ly strengthened the relationship and everyone 
involved.

Step Up: In team-building, attitude is every-
thing. Set expectations early on. When your team 
members demand a role they are not ready for, 
engage them in conversation to discover their 
motives. Ask them, “If you were interviewing to 
join the company now and we offered you the 
role in question, would you take it?” If the an-
swer is “yes,” it is the ego talking. Help your team 
understand that the dream and reality of manage-
ment are two different things.

Don’t back away from tough conversations. 
When your team members struggle to adapt, 
focus on their behaviors. Help them determine 
what to improve in order to meet the demands 
of their evolving responsibilities. Evaluate the 
career trajectory they envision and help them see 

that working with experienced peers will help 
develop their skills. 

Remember that the coaching process isn’t about 
diminishing dreams. You must also help your team 
cultivate the qualities needed to step up. One of the 
most rewarding aspects of the process is helping 
people see beyond where they are to a greater 
potential they never saw in themselves.

PERSPECTIVE 3: ROCKS VS. SAND

“Set your expectations before you embark, 
be true to what you said you were going  
to do, and if you haven’t done it, change 
quickly.” – Sunny Vanderbeck, DataReturn

 Hyper-growth can make day-to-day tasks feel 
a lot like running in sand. You spend so much 
effort propelling yourself forward, only to strug-
gle against the shifting nature of the soft ground 
underfoot. As a leader, your role is twofold: give 
your employees a solid foundation, and help them 
step up and out of the sand onto this new footing.

This new foundation is formed by the import-
ant projects, systems and solutions that help your 
team navigate each stretch of the journey quick-
ly and efficiently. These ‘rocks’ strengthen your 
team’s bond, move your organization forward and 
give hope to those worn thin from their day job in 
the sand. Some rocks might stay in place for years 
to come, and others might be discarded in the 
short-term, but each is essential. When you focus 
on the rocks, your organization will step up to ac-
complish the big things like declaring priorities, 
taking necessary steps to achieve them, measur-
ing progress and laying a foundation for the road 
of results ahead.

As an army general, Dwight D. Eisenhower 
said, “The plan is nothing. Planning is every-
thing.” At LinkedIn, our planning process was 
long, tedious and at times combative, beginning 
with a deep dive into the business and ending 
with an annual plan outlining a base and stretch 
goal. Team members often complained that this 
extensive planning time took away from running 
the business. However, the process’ value far 
outweighed the time spent. Through planning, we 
gained a better understanding of our business’ 
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essence and changes, both subtle and dramatic. 
It also required us to examine our goals from 
every perspective with all teams on board. When 
the process was complete, the rocks were clearly 
defined, our team was aligned, and accountability 
was thriving not just in a team, division or coun-
try, but in the entire company.

OPERATIONAL

With the arrival of CEO Jeff Weiner in De-
cember 2008, our executive team meetings took 
new form: go over the “wins,” then look at the 
dashboards with rigor. These dense one-page 
documents instrumented our company at a high 
level through graphs and tables that tracked site 
performance, member growth, engagement, sales 
and a number of other metrics. 

One gap we noticed in our dashboards was a 
softer-than-expected second year revenue from 
our SaaS business. Because of our diligent track-
ing, we were able to set up a quick review, look 
for benchmarks, speak to others in the industry, 
refine our understanding of key drivers, and add 
to the dashboard while shifting gears. 

 There’s a reason so many leaders stress 
the importance of measurements. Simply put, 
what gets measured gets fixed. The best way to 
get results is to identify, measure and drive the 
levers of your business. Spot the gaps and step 
up with solutions that will fill them. Change your 
dashboards to reflect new priorities and other 
changes in your growing business. By using dash-
boards, you will learn to predict and see your 
impact using a regular cadence of discourse. 

Step Up: Use data and metrics to instrument 
your business, your customers, your employees, 
and your product and how you make it. Clearly 
define what you do. This creates a filter between 
the rocks and sand, and increases the chance that 
your predicted impact will match reality. Focus on 
lead indicators that propel the business forward, 
not the sand that keeps the business static. Revis-
it these indicators often. 

LEADERSHIP

In early 2011, our entire European team and 

employees from around the world gathered in 
London for our kickoff meeting, branded “Break-
through”. It was slated to be a celebration of 
2010’s successes and the grand reveal of our 2011 
ambitions. When we showed the growth projec-
tions for the coming year, the energy suddenly 
shifted from celebration to shock. The room was 
filled with gasps. We saw team members shake 
their heads and say things like, “Are these guys 
crazy? Last year was an all-out sprint, and this 
year they want 150% more!” Our plan was auda-
cious and exciting, as we were all gunning for big 
growth. But seeing such drastic numbers was a 
sobering, eye-opening experience. 

As leaders, we countered our team’s concerns 
with consistency. We acknowledged that chang-
es would be coming, but showed them how we 
would build upon the foundation from the pre-
vious year. We reinforced this consistency by 
outlining clear Operating Priorities, which were 
big rocks that stayed the same for 18-24 months. 
When we talked about projects that would move 
the big rocks, we always connected the task back 
to the same Operating Priorities, which became 
part of every meeting and presentation. You know 
you are succeeding when these priorities are in-
tegrated into the everyday language of the team.

Step Up: As a leader, it is imperative to show 
consistency throughout the change. Adopt a 
strong, steady set of 18-24 month high-level oper-
ating priorities. Communicate these clearly and re-
fer to them often so they become second nature to 
your team. These priorities are the “big buckets” 
that you fill with big rocks. Projects and delivera-
bles change, but your top-level priorities should 
consistently be Team and Talent (1), Customer 
(2) and Product (3). Priorities 4 through 6 will be 
specific to your business. By making it known that 
team and talent are your top growth priorities, 
you foster a strong performance culture.

COACHING

We’ve all been there before: Stress is high, 
tension is building and then, Pop! Someone dis-
appoints you, makes a mistake or just happens to 
be at the wrong place at the wrong time, and all 
your pent-up energy is dumped on this unfortu-
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nate person. Is this the behavior of a great leader? 
How do you become the leader you want to be, 
the leader who coaches your team through hy-
per-growth’s challenges? 

During rapid growth, the most important 
rock is your conscious development as a leader. 
You define what leadership looks like, and this 
becomes the cornerstone of your organization’s 
culture. Which behaviors drive you forward and 
which block the road? You choose which “you” 
shows up to work each day, and this doesn’t just 
impact you personally; it plays a key role in the 
success of your organization and company. Once 
you start to cultivate leadership qualities within 
yourself, you will be equipped to help your team 
step up to their own changing roles. 

Step Up:  When everything in the company is 
shifting, your position as a role model is magni-
fied. New employees scrutinize you, and veterans 
view your changing behaviors as clues for how 
to navigate the growth journey. When the path 
is uncertain, you must lead from the front. Great 
demands command greatness from you. 

We all choose which version of ourself shows 
up each day, but this process is complicated by 
negative mind chatter, subtle disempowerment 
and other internal roadblocks we create for 
ourself. Being the best version of ourself requires 
introspection, self-reflection and commitment. 
Start by identifying the Top 3 behaviors that help 
you succeed as a leader. Then, commit to practic-
ing these daily. When you fall short, have com-
passion for yourself, apologize if appropriate, and 
move forward. Find the delicate balance of driv-
ing accountability, execution and delivery with 
compassion. Acknowledge this version of yourself 
and make a conscious choice to embrace this as 
the foundation of your leadership. By doing so, 
you will step up to the transformation that  
hyper-growth demands and become a better 
model for team members who need to undergo a 
similar transformation. Your behavior as a leader 
is the lead indicator of your company’s culture.  

CONCLUSION: STEP UP

 For many leaders, growth is the ultimate goal. 
They dream it, they plan for it, and they do any-

thing to achieve it. But once hyper-growth hits, 
there is no anticipating the amount of changes 
your organization will experience. Systems must 
break, teams must scale, and leaders and employ-
ees must undergo a transformation as large as the 
numbers in your audacious investor deck. This 
journey is not for the faint of heart. Everyone has 
to step up and execute — especially leaders. Your 
plans demand a new level of performance, with 
eyes simultaneously focused on the details and 
pointed to the horizon. The operational, leader-
ship and coaching lenses will help you step up to 
these new challenges. 

Once you’ve applied the lenses and shifted 
your perspective, how can you tell if you’re suc-
cessfully navigating hyper-growth? Start with the 
team. If you have lost your team dynamic along 
the way, it will be difficult to sustain your growth. 
Employee retention, engagement of talent and the 
movement of people through your organization 
are just a few indicators of your navigation skills. 
Then, look to the numbers. If you’re not meeting 
your plan with accuracy, then you are not driving 
growth. Your new perspective is all in service to a 
higher delivery on the results you, your team and 
your board seek. 

But even more important than team and num-
bers is your evolution as a leader. When you strip 
away all the shifting sand and the unforeseen 
changes, hyper-growth is simply a state of step-
ping up. Paint a picture of the future that your 
team can believe in. Work to break down your 
self-imposed limitations. Make the conscious 
choices that hyper-growth demands. This trans-
formation will usher in a new leadership para-
digm for yourself, your team and your organiza-
tion. Big results require a new kind of leadership 
that is conscious of the ties between operational 
and personal growth. Great demands command 
greatness from you. It’s time to step up. 
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