
Engineering the Exit Premium: Aspen HR on
the Organic Growth Lever Sponsors Overlook

Aspen HR's Tye Hernandez joined White Wolf Capital's Justin Kaplan in Chicago to unpack human

capital as the organic growth lever sponsors overlook.

NY, UNITED STATES, August 11, 2026 /EINPresswire.com/ -- In the lower middle market, every

point of growth matters. Sponsors are expected to source proprietary deals, execute clean add-

ons, defend margins, and build toward a premium exit, all while competing for capital and talent

in an increasingly crowded market.

But many sponsors are leaving measurable organic growth on the table by overlooking one of

the most repeatable value-creation levers available: human capital.

From compensation design and labor cost to how a workforce holds together through successive

add-ons, people strategy quietly shapes whether a platform scales cleanly or stalls. Yet it's rarely

the lever sponsors stress-test before they reach the exit.

The good news: a growing number of operating partners and capital providers are starting to

treat human capital as a repeatable, monetizable growth system, not a post-close cleanup item.

That shift was the focus of a roundtable at iGlobal's Independent Sponsors & Capital Providers

Dealmakers Meeting in Chicago.

A Curated Conversation on Growth Sponsors Can Monetize

On June 23, 2026, at iGlobal's Independent Sponsors & Capital Providers Dealmakers Meeting at

the CohnReznick Office in Chicago, Aspen HR's Tye Hernandez (Vice President of Private Equity &

Venture Capital) led an hour-long curated roundtable titled "Organic Growth Systems Sponsors

Can Monetize." He was joined by Justin Kaplan, Managing Partner at White Wolf Capital, for a

working discussion built around a single premise: engineering the exit premium.

Ignoring growth is leaving money on the table. Strategic, repeatable initiatives are what turn

portfolio companies into top-quartile exits, and the session was designed to help sponsors

identify which levers are genuinely repeatable, how to prioritize them, and how to build toward

the benchmarks buyers will use tomorrow.

The conversation centered on three questions:
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- Which repeatable operational levers drive measurable organic growth in Midwest industrial and

service platforms?

- How should growth initiatives be prioritized relative to cost and ROI?

- Exit-multiple stress testing: which growth benchmarks are today's strategic buyers using to

pressure-test a 2027 exit multiple, and how do sponsors build toward those targets now?

The Growth Levers Everyone Talks About, and the One They Don't

When sponsors discuss repeatable organic growth, the conversation tends to move quickly to

the familiar levers: pricing, sales coverage, operational efficiency, and bolt-on M&A. These

matter. But they're also the levers every competing bidder is already modeling.

Human capital is different. Labor cost, compensation design, and how a workforce holds

together through successive add-ons are just as repeatable, and far less frequently stress-tested.

A platform that can standardize people operations across acquisitions integrates faster, protects

margin, and presents a cleaner growth story to buyers. One that can't often discovers the

problem only when diligence surfaces it.

Repeatable Levers for Industrial and Service Platforms

In Midwest industrial and service businesses (often founder-led, frequently light on institutional

HR) the most durable growth levers are the ones that can be replicated across every add-on:

- Standardized hiring, onboarding, and retention systems that scale headcount without adding

friction

- Compensation and incentive structures aligned to margin and growth targets

- Consistent people operations that survive integration rather than fracturing under it

Prioritizing Growth Against Cost and ROI

Not every initiative deserves capital or management attention. The discipline is in sequencing:

funding the levers with the clearest, fastest path to measurable return, and treating workforce

cost and continuity as inputs to that math rather than afterthoughts. Comp design and labor

cost aren't just line items to defend; managed well, they become a source of repeatable margin

expansion.

Stress-Testing the 2027 Exit Multiple



Strategic buyers increasingly underwrite the durability of a platform's operating model, not just

its trailing numbers. Workforce risk (misclassification, key-person dependence, inconsistent

policies, people processes that don't scale) can quietly compress a multiple. Sponsors who build

institutional-grade people infrastructure now are best positioned to defend a premium at a 2027

exit.

Why Human Capital Belongs in Every Value-Creation Playbook

Multiple industry analyses, including Bain's Global Private Equity Report, show that revenue

growth now accounts for roughly half or more of private equity value creation in recent vintages,

overtaking leverage and multiple expansion as the dominant return driver. If growth is the story,

the workforce delivering that growth is central to it, which is why human capital increasingly sits

alongside pricing and operations in the value-creation playbook rather than in the back office.

This is the space Aspen HR was built for. As a Professional Employer Organization (PEO) purpose

-built for private capital, Aspen HR partners with sponsors and their portfolio companies across

the full deal lifecycle, from pre-close diligence to post-acquisition scaling, helping de-risk

execution and turn people strategy into a genuine growth lever.

That specialization shows up in the numbers: 97% client retention, 9.8/10 client satisfaction, and

75% faster response times versus SLA benchmarks. As both an IRS-Certified PEO (CPEO) and an

ESAC-accredited organization, Aspen HR brings the compliance oversight and operational

credibility that regulated, high-performance firms expect.

In Tye's Words:

"It was great leading this conversation in Chicago. When sponsors talk about repeatable organic

growth levers, the conversation usually jumps straight to ops and pricing. Human capital

strategy, labor cost, comp design, how a workforce holds together through add-ons, is just as

repeatable a lever, and it's usually the one nobody's stress testing before they get to a 2027 exit.

It was great bringing that lens into it with Justin and the room."

- Tye Hernandez, Vice President of Private Equity & Venture Capital, Aspen HR

Recap: Organic Growth Systems Sponsors Can Monetize

Sponsors, operating partners, and capital providers who attended iGlobal's Independent

Sponsors & Capital Providers Dealmakers Meeting in Chicago on June 23 joined Tye Hernandez

and Justin Kaplan for the roundtable, "Organic Growth Systems Sponsors Can Monetize,"

comparing notes on the levers that actually move an exit multiple and leaving with a sharper

view of how to build toward 2027.
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