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REMOVE THE HIDDEN FRICTIONS AFFECTING PROFITABILITY, ALIGNMENT, AND LEADERSHIP FOCUS

WHY PARTNERS
SHOULDN'T BE YOUR
FIRM'S DEFAULT HR
INFRASTRUCTURE

Are the partners in your firm the default HR

WEEK ONE

decision-makers? If so, growth is on the line.

That's because senior leaders become the
point of escalation for:
Recruiting approvals
Compensation negotiations
Classification questions
Performance disputes

Policy interpretation

Collectively, these responsibilities reposition
partners from strategic leaders to
operational bottlenecks.

This is the Leadership Drag.

And it's time to cut it loose. Who
Actually “Owns” HR In Your
Organization?

To understand if your firm is suffering
from “leadership drag,” you first need to
understand who owns HR in the company.

Start by ascertaining who is accountable for
the following outcomes:

Maintaining a forward-looking recruiting
plan tied to growth forecasts

Standardizing offer structures across
practice areas

Documenting and reviewing role
definitions annually

Calibrating performance expectations
firm-wide

Reviewing classification and wage
compliance proactively

Ensuring policy updates are applied
consistently

If the consistent answer is “a partner” (or “it
depends”) here’s what's happening:

HR is functioning as an extension of
leadership judgment rather than a defined
operating system. That model may have
worked at 10 or 15 employees. At 30, 50, or
beyond, it constrains scale and costs you
real money.

What That Drag Costs the Firm

When firms slip into this partner-led HR
structure, the following gets impacted:
Revenue

Partner time shifts away from revenue
production, relationship expansion, and
strategic positioning.

Return on Talent Investment
Without a structured performance
architecture, high performers develop

unevenly, and advancement feels subjective.

Account & Firm Expansion
Business development slows when
leadership attention is fragmented by
internal coordination.

Leverage & Margin

Workforce planning becomes reactive.
Hiring follows pressure rather than forecast.
Utilization imbalances tighten margins over
time.

None of these show up as a single line item
labeled “HR." They surface gradually, in
slowed growth, compressed capacity, and
subtle equity tension.

How to Remove the Leadership Drag

Removing the drag comes down to
reallocating ownership.

There are four structural shifts that high-
performing firms implement:

1. Separate Strategic Oversight
from Operational Execution

Partners should define the firm's talent
philosophy, growth direction, and
compensation strategy.

They should not manage documentation,
compliance monitoring, onboarding
workflows, or policy updates.
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A designated HR leader, internal or external,
owns execution, ensures consistency across
practice areas, and maintains regulatory
compliance. This separation preserves
strategic input while removing operational
burden.

2. Formalize Recruiting
as a Capacity Strategy

Recruiting should not begin when teams
feel overwhelmed. It should be informed by:
Projected workload
Realization trends
Revenue-per-FTE benchmarks

Target leverage ratios

When recruiting aligns with financial
planning, hiring becomes proactive and
margin-aware rather than reactive and
urgent.

3. Build a Defined Performance
Architecture

Advancement cannot rely on informal
mentorship alone. High-growth firms
document:

Role definitions by level
Advancement criteria
Compensation calibration standards

Annual performance review cycles

This structure reduces subjectivity, improves
retention, and protects internal equity.

4. Centralize Compliance
& Policy Governance

As headcount grows, compliance risk
scales with it. Classification reviews, wage
standards, leave policies, and handbook
updates require active governance, not
passive maintenance.

When compliance ownership is centralized,
partners are removed from interpretive
decision-making and protected from
unnecessary exposure.
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When these structural shifts
are implemented, partner time
re-centers on its highest-return
activities:

Client expansion
Practice development

Leadership cultivation

The firm becomes less reactive
internally and more intentional
externally.

Looking Ahead

Professional services firms rarely need
a large internal HR department.

They need:

- Policy design that scales

Recruiting infrastructure aligned
with financial forecasts
Performance planning systems tied
to growth strategy

Compliance oversight that does not
require partner bandwidth

That combination is what
removes the Leadership Drag.

If you would find value in
benchmarking your current HR
ownership model against firms at a
similar growth stage, we're available for
a focused operational discussion.

Schedule a Review

Duffy Kruspodin, LLP isa CPA and advisory firm serving business owners, finance leaders, and families across California and
DI beyond. With offices in Los Angeles (Woodland Hills), Beverly Hills, Irvine, and San Diego, and more than 200 professionals,

the firm provides tax, accounting, audit, and operational support backed by more than 35 years of experience. Clients rely
on Duffy Kruspodin for responsive service, forward-looking guidance, and a team that understands both business and
personal financial priorities.

DUFFY KRUSPODIN
CPAs & Trusted Advisors DK.cpa



https://dk.cpa/services/business-operations-support/hr-services/?utm_source=content&utm_medium=print&utm_campaign=q1operatewithconfidence&utm_content=leadershipdragassessment
https://dk.cpa/services/business-operations-support/hr-services/?utm_source=content&utm_medium=print&utm_campaign=q1operatewithconfidence&utm_content=leadershipdragassessment
https://dk.cpa/contact-us/?utm_source=content&utm_medium=print&utm_campaign=q1operatewithconfidence&utm_content=leadershipdragassessment
https://dk.cpa/contact-us/?utm_source=content&utm_medium=print&utm_campaign=q1operatewithconfidence&utm_content=leadershipdragassessment

