Talent in FinTech – Meet My Opposite Seekhr, event. 
A summary of the key challenges:
1. Founder Involvement in Hiring: Founders struggle to balance involvement in hiring, especially for junior or mid-level roles. Misalignment between co-founders on hiring decisions can create difficulties in managing the process.
2. Cultural Integration During Scaling: As companies scale (e.g., post-Series A), there is a challenge in maintaining company culture, especially during periods of rapid growth. Transitioning the business while managing cultural shifts whilst building long-term systems and processes.
3. Diverse Hiring and Proactive Talent Acquisition: Finding and hiring diverse talent while staying proactive in the talent acquisition process is a challenge. Balancing volume with quality sourcing and managing timelines is essential for a strong, diverse workforce.
4. Managing External Agencies: Companies face difficulty in aligning with external agency suppliers for specialised roles. Effective time investment and relationship management with these agencies are necessary for success.
5. Hiring Process and ATS Management: Managing the hiring process through ATS can be complex, especially when customisations are required to match specific company needs. Line managers may resist using these systems or fail to follow through with tasks, affecting workflow.
6. Recruitment Automation and AI Tools: Implementing and effectively utilising AI for screening candidates presents a challenge in terms of integrating them seamlessly into existing processes, maintaining accuracy and experience, and reducing bias.
7. Educating Hiring Managers: Hiring managers often "cherry-pick" candidates and don't close out other applicants > detrimental effect on candidate experience. There’s a need to educate them on best practices, using structured timelines and prioritising candidates based on the company's needs.
8. Balancing Speed and Quality in Hiring: Hiring quickly while ensuring the right candidates are selected, especially for high-demand roles, is a challenge. There’s a need for tight deadlines, structured processes, and ensuring that hiring teams stay focused while managing volume.
9. Alignment on Priorities: Ensuring that all stakeholders, including founders and hiring managers, are aligned on hiring priorities and processes can be difficult. There may be differing views on what roles to prioritise or the level of involvement in the process.
10. Volume of applicants: Balancing the need to lead a more proactive talent team and advertising all roles, with the volume and candidate experience.
These points highlight the challenges of scaling a company after funding, managing cultural transitions, and effectively handling large volumes of candidates while ensuring proactive recruitment strategies.
Here's a summary of the key points:
1. Challenges with Hiring: There’s tension between founders wanting to be hands-on in hiring and those who prefer to stay out of the details. Building clear processes and structures, especially for the first 100 hires, is vital for growth. Use data like revenue projections, headcount needs, and short/mid-term hiring roadmap to help align the hiring plan with the business's objectives. 
2. Most rated AI Tools: 
Dripify: Dripify is a LinkedIn automation tool that helps you manage your LinkedIn outreach - automates prospecting, lead generation, and follow-up tasks. Limited to outreach tasks. 
Juicebox Juicebox uses AI for ‘boolean free’ searches. Scrapes public profiles from LinkedIn, job boards (e.g., Indeed, Glassdoor), internal ATS databases: Data from ATS or talent management systems, social media and company websites. It configures filters, provides insight and personalised campaigns. However, reduces human touch and may have a learning curve for teams. 
Hoppy Copy: Hoppy Copy is an AI-powered copywriting tool that generates email campaign copy. There are over 50+ ready-made templates - you can create custom emails and It also includes a content converter to repurpose content. However, may need significant refinement and not always SEO friendly. 
Metaview: Metaview interview conversations to provide real-time insights, reduce bias, and improve the consistency and quality of hiring decisions. However, may miss human nuances & costly. 
3. Hiring budgets: They are living, breathing things. They change frequently. Sometimes they die. They are flexible and dynamic, adapting to factors like market changes, company growth, unexpected needs, role prioritisation, cost optimisation, and talent pool adjustments. They need to be regularly adjusted to meet evolving business requirements and the competitive job market.
4. Culture and Brand Building: Founder involvement in promoting company culture and external presence is important for company branding, especially as businesses scale. Leveraging Founder as an Ambassador through employer brand and internal culture are vital. 
5. Speed & Quality v’s Candidate experience: Staggard job advertising will reduce volume. 
Start to source candidates early before job ads go live.
Set tight application deadlines to create urgency.
Build a bank of pre-vetted candidates for quick prioritisation.
Manage the typical “bell curve” of hiring.
6. Most rated ATS: Managing the hiring process through ATS tools (most highly rated for functionality: Ashby, Greenhouse, Lever) 
Ashby: Offers a holistic, candidate-friendly experience with strong collaboration tools with enhanced analytics for data-driven decisions, good CRM. However, you have to self-build templates. 
Greenhouse: Known for high customisation, strong integrations, and a focus on diversity and inclusion with features that minimise hiring bias. 

Lever: User-friendly, with automation features like smart sourcing and AI-assisted candidate selection, plus robust collaboration and integration options.
FinTechs are particularly good at leveraging technology, AI, and structured processes to streamline hiring, scale operations, and manage cultural changes while balancing proactive talent acquisition and diversity. However, TA teams are stretched and mostly under resourced driven from a ‘do more with less’ approach. Significant increase in volume of applicants and reduction in human touch mean that TA leaders are analysing the tipping point of candidate experience trade off. 

