How to leverage strong
organizational design
Deﬁning the structure and staﬃng plan of your ﬁrm
can help improve eﬃciency and serve as a roadmap for
potential growth. Here’s what you should consider.

Having a well-documented organizational structure can be essential to
support both current and future hiring decisions.
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of ﬁrms can claim that every job description
within the ﬁrm is documented and up to date.*

Maintaining a plan for your ﬁrm’s future structure, such as projected role titles and
reporting lines, is critical to ensure your ﬁrm can accommodate growth
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of ﬁrms have forward-looking plans for
determining internal promotions and new hires.*

“We’ve gone through yet another change within our
team that's in anticipation of the growth that’s
coming down the pipe. I think very intentionally for
us, it was deﬁning roles and responsibilities that has
helped us to manage a ﬁrm of our size.”
Shannon Spotswood
President
RFG Advisory

Team composition
To help you visualize your own ﬁrm’s development, here’s an example of how an
organizational structure might evolve.* It’s important to recognize that as teams grow,
more specialized roles are needed in the form of dedicated management positions,
technical specialists, and support staﬀ.
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“We’ve made a lot of investments into our [team’s]
infrastructure, so as we get bigger, our proﬁt margins go up.”
Chris DeLaura
President and CEO
Fieldpoint Private Securities

Getting started
Organizational structure will vary according to the goals of each ﬁrm. However, there are
many characteristics of a good organizational plan that are applicable to any ﬁrm. Here are
a few you should consider:

Strategic goals
Before you even start thinking about “who,” determine the
actual nature of the work that needs to be completed for your
ﬁrm to function best.

Deﬁned roles
Plan out the most eﬀective organizational design to execute
the work you need to accomplish. Clearly deﬁned roles ensure
team members are clear about their accountabilities and how
they will work with others within the ﬁrm.

Client focus
Think through how each role will contribute and potentially
enhance your ﬁrm’s ideal client experience.

Expansion and advancement
Map out how the composition of personnel will change over
time with growth. Get speciﬁc. Include a three-year transition
plan with career paths for key lines of progression.

Scale
As your ﬁrm evolves, look into more specialized roles, bring on
dedicated management, and provide support for each
revenue generator.

Proactively mapping the structure of your ﬁrm can go a long way toward
accommodating future growth and identifying your ﬁrm’s unique needs. While it may
be tempting to defer this process to a later date, all ﬁrms can beneﬁt from
emphasizing organizational design.
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