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CEO forward

At Stone & Chalk, we've always believed that the
success of a startup is not only defined by the
vision of its founders but equally by the strength
of its early team. As we continue to foster an
environment that nurtures innovation and drives
meaningful impact, it's vital to understand the
role of those first critical hires - the employees
who help transform an idea into a thriving

enterprise. Chris Kirk
CEO Stone &

Chalk

The journey of a startup is filled with challenges that demand resilience, adaptability, and a relentless pursuit of
excellence. Our experience at Stone & Chalk, where we've supported some of Australia’s most successful
startups, reinforces the notion that those early team members - employee number two, three, four, and beyond -
are foundational to a startup’s long-term success. These individuals bring the diversity of thought, specialised
skills, and the tenacity needed to navigate the unpredictable landscape of innovation.

This report delves into the crucial characteristics and competencies that make these early hires so impactful.
It's not just about finding the right skills but also about aligning with the company’s culture, vision, and pace of
growth. The insights here are not just research findings - they are reflections of what we've seen time and time
again in the startups that have emerged from our ecosystem.

We're excited to share these learnings and contribute to the broader conversation about building resilient and
high-performing startup teams. As the innovation landscape continues to evolve, the importance of making
informed, strategic hiring decisions has never been clearer. We look forward to seeing how these insights will
inform the next generation of entrepreneurs, helping them build teams that are equipped to tackle the
challenges of tomorrow.

stones&
CHALK



1. Introduction

The startup world knows a lot about founders. We have insightful research on
what makes a great founder. However, we don't have much information on the
people founders trust to bring their businesses to life. They are whom we need to
talk about - employee number two, three, four, and beyond.

The gop in the acodamic research holding us bock revolves anound this crucial guestion — what should
founders ook for in thedr irst employees? Cumently, business owners hove o tockla it with ther eyes shut ond
fingers crossad While some stonmups cruse over the gap, othaers boattle and scrope through. Unlortunotedy,
MOrsy Mong Son't Moks it

To heip more stortups bridge this gap successiully, we are investing in research to understand what makes
‘amployes number two” ond beyond a great employeas, o founders Con iImprove their storups with every hine.
To hind out, we asked is there o comelotion between o storup’s performance ond the chanoctenstcs of thear
first employess?

We hope this study will become the foundation on which, with the broader community, we build a bridge of
reseqrch thot founders oon cross with confidence:

The comersations wawve had with Stone & Chalk startup fownders have keft us buzsang. YWe con'l wast for
the word to spread through the wider community. Sharing the lessons of startups and plotting comrelations
Delwean more ond more Dusanesses will only strendgiinen ourn QlreOdy CORQDOMatvG, Fomwand-Thenicng
community to meet the neads of the future with oday’s best talent

Employes Number Two réledns 1o the first group of hires o lounder founding team maokes. Theoughout ths
report, we willl aiso refer 1o them os the 'core team, and we hove loosedy cafined this as empioyee Two 1o len
Employee one is assumed to be the founder or founding team.




Startup
in focus | seforepay

Pay on Demand™ service that gives members early access to their wages through
an app.

Journey to date

Belorepay 2 a VO bocked fintech that wos begun in 200 by two co-lounders. The powr rased $2M pre-product
o crecte the company (lormnerdy called “Cheq™). Lounched 1o users in lote 2019, Beforepoy provides users with o
‘buy now, pay kater” (BNFL) model to salaries, allowing them to occess their woges early ot a 5% fixed fee.

Founding team

Torek ond Deon founded Beforepay together in 2019, Tarek i= o former Manogement Consultont, while Dean

is on Enginear. Tarek is the CED and focuses on the product, marketing, design, and credit risk aspects of the
business, while Dean is the CTO and looks ofter the enginaering team.

Employee number two

The first hire wos on Engineer] Product Manoger whom the co-founders knew through their networks and
hod worked with before. The second hire was an Applcations Engineer (Android and i0S). They tried to target
individuals ot mestups and NEtworking events, but they CouldnT Secure the rght enginger given thay ware
pre-product. As they hod a mandote to delver in o certain timeframe, they engoged a recruiter to find the:
rght inciviciual for the rode.

ee

Betore we had even incorporated the company, we had hired two people.




2. Context

It has long been known in the Australian economy of the importance of supporting

the growth of startups, particularly technology startups, to fuel job creation, future
growth, modernise our economy, and maintain our global economic position'.

COVID has made this need very clear, and the result has been an acceleration
of support for technology startups to lead Australia’s recovery and post-COVID
jobs growth.

However, the stotistics show that the likelihood of a startup foiling is high (the most common stotistic is a 90%
failure rate’), with people being a key contributing foctor’. For emample, one study revealed thot of the falled
veniures, G0% Wing dud 10 probienns with the Storup team®, SSimilarty, CB InSghts post-mortem study found
that having the wirong team was the third-leading couse of startup failure®.

O OF el QS iIMDOrIOn GeCE50NS O SIOrTUD RoumChos wlll mdiog: 15 Thd st Tew ompioyees Uhiry hirg. AS Luioe
Bridges from Converss, an Al SMS engogement plationm, stated, "Once you have good people on the bus, you
can do anything”™. it's a significant miestone for a founder, as these employees and first followers are crucial
for tunmeng O CoNCEpt into a Iving, breothing busingss. Eoch New hing 15 O MOROr GRCESION given the financiol
CONSUraNts ond Copabelly roda-olls. AS SOCH N Nerd 5 MOCE, Thery IMPOCT evarnyTing = U B0, CulTurg
product, employer brond, and ultimatady the performance of the business. Hinng requenes an investment of
time and resources, ond making one Wiong move, particulorty ot the early stoges of a business, carmes o
SOMEBCONT COSL Ond CON pROROrdERE 1S fTutund, John DO, pOrmnds Of T veanlund Copstal fem KPCEB Ond GOOObE:
DO0rd meambar, S1008s “The MosL Important theng they con o 10 Dusld thaer DUsinass 5 1o recnel. And thana iS5
no better recruiter for an organisation than the founder, CEO and the leadership™.

While research already exists on whatl mokes a strong founder, there is irmited research on what
characternstics a founder should kook for when hining their core team — empicoyee number two, three, fows, and
50 on. A quick Google search will bring up NUMEroUSs opINoNn artickes. However, 0 Qop curently exists in the
acodemic research ond subsaquent actions o founder can take during the recrutment process when moking
these cnitcal irvestment decisions.
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ey el o Fdpa | orosscadn, wlorbogsson org

T Forpasa (T9EL) A OF Daorr o Pk smbd 1 PG 50 Seiahd o Bane A MR 101 et arened Bnpew Ry | v, Bcuripeiel ey N, e iipagitged, 0N L, - -
L T e N e LR ol Lo ourer T RL USRS KL R R R

3 morvord Botrass Beews (00T Aty Sardipa fon Beedraeeed Bonm heEtpe | frde ooy TSRO0 wiy ot upe Ao

d  tifrdk O el W gy W L sty W DU e v el L By G P LSO o O T o o o Bl e
oragerard ol 40 pp 178 L

T CRwaagras (PO Tre gm0 Beoiend S gl Fon e Sepew PR e o Gl Rt ey ket T N e Wi - bl -

B ey [FOT) e Dumer oo Py v e gl ] e Pk [\ amae . e i i ooy Wty et et - g i~ P st - - et - TR

stone& "
= CHALK



Wea Ot Stone & Cholk Sought 1o unibCk vOlub I '
for the startup community Dy dcking
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Startup
in focus 5 BOULEVARD

Digital share registry platform.

.lnl.l'n-'j_rtndutn

Matt onginally founded myStoke with another individual. Through raising seed capital, the MVP wos built
ond louncheaed in 2088, Howewer, they hit o cosh crunch in kote 2008 ond hod to scole bock the teom. Mott
consoldated around a cone group of people and went for another copital rose in 2019, The COMPOony
retrondad m 2020 ond Now oparates uncer The Nome "BOURLEVYARTD', wihach Osmis 1O anNiiDig "Componsas 1O

Founding team

hialt Mills i the founder of BOULEVARD, which wOs baslit on the onigindgl myStake platiorm. He heoads up growth

ond emengeng technology and has o bockground in Diockehoin, soltworne engneanng, ond Sntech. As the
Heod of Grorth, he focuses on BOULEVARD s customers ond mmeesions.

Employee number two

hiatt used 20020 to rebrond, busld intemnal copabiity and scole the leam The tedam i now moade up of four

Pl el Conl DNl et - T QO it WAl T Marst Ty Parges Daaand) Qa0 D OhiSsartis:

+  Haod of Product Bockground in SOItwong Ond prodiuct Gasaon.

*  DinvOpes MONOOe, BOCEQROUnd i ORaFOBONS ondg SOITWOre SnNoenaenng. FOCuses on SoITwOre CuuDsTy,
infrastruciure and cybar Securily.

*  Product Opdralions MOonOOer: BOCEround i prosecl mMonoaeemant Ond Dusindss Seradiopmanl. FOCusiEs on
OpEerations ond Cuslomer SUpport.

= Interim CEC: Background in soles leadership, software and technology. Focuses on manogement, sirotegic
planning and moving the business fonvard.

The team i akso supplaemantad by off-shore suppoit and Controcions.
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Startup
in focus

Corwersr wos founded three yeors 0go in 2008 and is an Al SMS customer engogement platform for
enterprises. t's focusad on cregting ond developing a new morket of 5MS conversations between
organisotions and thelr customens. Since inception, it has been on a rollercoaster ride (Fee ol startups) ond
recently marged with its investing company (Burst SMS) whera it has uliised shored resources.

Founding team

'wo co-founders, Luke and Mike, storted the company with inrvestment bocking from Burst SMS. Luke has hedd

prendous roles in corporations ond stortups. His core skills Be in product, markeet development (as they create
O nirw Morbet), ond soles oand Mmaoreting. Mike ploys the CIOY tech lounder role. He is also a co-lounder of the

Employee number two
Conversr mode its first hire sic months into operations (mid-2018) as they required development/ engineering
COpabiETy

Cornversr gperated with its two co-founders and Engeneer for LS yeors. Some support was provided Dy the

They developed a sales team by utiksing channel portners and telemarketing ogencies to sel thelr plationmm
Qnd senace.

“‘Given the imited resources, | used my channel partners and ledernarketing ogencies as my sales and
marketing team.”

in 2020, another Burst co-founder stepped into Corversr 1o provide cCampaign support, staobiise and busid
greater functionolity iInto the plationm, 4. outomotions and iIntegrations.

At the beginning of 2021, Luke required delivery support and brought a AC into Converse




4. Method

several charactenstics influence how an individual performs at work. These
could include personality, abilities, situational judgement, motivations, values,
and competencies. When trying to understand what makes a successiul hire,
we focused our research efforts on exploring personality and competency
characteristics as predictors of performance in a startup. These will be further
dehned in the next section.

4.1. Research objectives

Focusing question

WhOt org th COMMON CROMDCISNESDCE CamMONSnoted By On indindoul ThOot réSust in Dartormmond
witthin O stortup?

Personality and competency:
L To explore if there are consistent characteristics (personality and compeatency) the core team
demonsirates that positively contribute towards the stortup performance.

2. To explore if there are consistent charocteristics (personality ond competency) the core team
demonsirates thot negativedy contribute towards the startup performance.

Expernience:
3. Toexpiore if pricr Sionmup eapanience hos an impoact on future SIoMup performMmaonce.
Recruitrmant

4. Tounderstand if theré aré any common activities founders have used when determining what
roles to hire and how (o attroct, recruit, and sekect tham.




4.2. Research and data acquisition approach

We took g human-centred design approach o broodly explore and identily insights through O teroture review
and in-depth founder NGNS SOme eMmployee sunays supplemantod [ TENClanOys Howonee, as we sdentily
Boter in e report, thes 5 N aned for Turther axpsorotion.

Research Tool Objective Audience Profile

Academic To explore the research on personality and

literature review competency within on entrepreneuriall
S1IOfTUD @mmaronimgnt.

In=depth founder Theough broad, open-ended questions, explore the:

interviews initial hires and what charactenstics (personality
and compeatency) they possessad that contributed
to performaonce ot the startups.

Core team surveys Theough specific suney questions, understond

competencea) the core team members

demonstrated ol mpoacted e Derionmmanoe Ot
the stortups.




Startup
in focus erin

A property tech company that aims to deliver an elevated apartment living
experience through increased maintenance, security, and communication within
multi-dwelling builldings.

Journey to date

Erin Living commencead in Melbourna in late 20017 early 2018. They now have a team of ten. Their platform went
ve end of 2020,

Emnﬁng_tnmn

ANTROIY Rl ThomQs ong CO=Iouncers Of Enn Livindg). ThaamQsS 15 O Tomne proped Ty CONSUiiant and oS O SOkeS

bockground. Erin Living is his first startup. Anthony has a product and technology bockground (including front
end engineering, UX, U} in o mixture of stortups and corporations.

Bmgioyes amber two

T CO-ToUnciers MOChE: Thaaer Best Neng iy 2008 witlh U S0MS DargCRiOr
The team has now grown to ten employees across sales, operations, product/ tech and sustoinability.




5. Literature review

A quick Google search will reveal numerous opinion articles announcing ‘Ten
tips for hiring the best startup talent’ or ‘The secret to building a startup team’.
However, when we turn to academic research to understand the data, limited

evidence exists for founders to determine what characteristics to look for when
hinng their core team. Research currently covers the heterogeneous nature of

the startup ecosystem and is either too context-specific and fragmented, or too
broad to apply to this topic. As Lazar et al. (2020) concluded in their structured

literature analysis, “Entrepreneurial team formation research is a fertile ground
that has met merely a fraction of its potential to advance important knowledge in

the field™. Given the lack of literature on startup core team, we have explored and
included key findings related to founders and entrepreneurs across personality,
competencies, and recrutment.

F o AP AR Lpaios | Aporaesl B Dres B Ooecfiorn Bk Traen G L300l drdrapareris i Heae T oty b chir Ty of Rl el LSl
CRL I B B




5.1. Personality

fesearch has shown O comelotion between personality traits and job performance’. As a result, karge bodies
of research haove locused on personalty and personality trasts. Personalilly relers 1o O constelation of endurng
predispositions and stabla/ consistent charocteristics related to o person’s tendency to think, feel ond behave
in cartain ways®. Traoits show how people differ from one another®.

Crver the years, personality has been a hotly deboted topic. Research has found that situation also plays
an influential role in our behaviours. Situational strength theory suggests there are “implicit or explicit cues
provided by external entities regarding the desirabiity of potential behaviouwrs™. Further, trait octivation
theory recognises that parsonality traits ond situotions need 1o be considened togathar whisn understonding
our behaviours. For example, amdety may be evident in situations that an individual finds threatening®. In
SuUMmMmary, personality traits inform our prefermred behoviowr yet dont guaraniee a response as situational
loctons aiso play O part. From O work perspectng, personality i importont oS it Con influgnc:

«  Attroction, selection, and ottrition in the role (colled ‘personality-personality fit),
- Suitobility lor wellbeing and enjoyment in the role (colled ‘personality-job fit’)

- Suitobility for performance ond Ekelihood of success in the role (colled ‘personality-competency fit).

Although it hos attrocted ongoing debote, the Frve-Foctor Modal is the most widely occepted system of
parsonaitly troits. it i often referred 10 0 The Big Five' of "OCEAN moder, which stonds (or its five brood trolls

assarts that everyone possesses vanying amounts of each trait, faling on a spectrum from low to high.
Eoch brood troit con be broken into sub-traits (or focets), and vorkous researchers have tried to describe

and develop more detaled locet models (for exaomple, th Big Five imentony-2 (BF-2)* or variotions of the
NEO Personality inventory™ ). Big Five personality ossessments ane becoming increasingly Common in an
OFQONESOLON's recrnuitment process 1o assess personality-job it ocross candidates.

We hove included a summarny of the Big Five, including example sub-troits defined by Judge et ol (2013)°.
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Openness

b A e M A GEOANETE TN 1D PR BT fra CHL
ip0s, gaperences. foelngs. ond volses They dispiory nbolect.
abatract tmiing ¢ roataly, it By, Fraq aation and Gre

willing to try new things.

B ' e, P o @l ronR P Ealen [l RO Dl en Pl Gl Dol Q1N
assertive They are friendty, sociabie, domnant, aplrmsie,
songolon- geelbing ond predar o loster poce

Example sub-traits:

Waormth, gregaricuiness, atsertivene ss. octivity/ high
ener gy, dIciberment sedicing, potitive smabions.

Neuroticism

B Sl el P o el 200l Ep M QN DEONe B0 WDADEEDY O

wihdicraadl Theny Gré Gohededd g DOcie LD Wiy, quick
f0 besorme angry, and more suscepbibde o stress and

NBQOTAS BIOEONd.
Example sub-traits:

impuliivends 14, vulnerabdlity) susce plibility 1o stress

Conscientiousness

e i PP of CORdEaidutfbtt oo 0D Bub vty 1EF S

ond orderty They ore odepl. orgonised, persabent, polf-
rrdinvdied, Gebibaate S id Wit hddd (o GCheired GOt

Example sub-traits:

Competence, order. dutitulness. ochievernent/ striving.
self-discipling,. deliberation.

Agreeableness

Incivichuals g h in 00 reeabianes tond to D COMPaEEoNate
and polite. They are honest, humbie, sincene, cooperative, and
concernad for others.

Example sub-traits:

Trust modesty. stroightforwordness. aftruism. complionce.
b Pk 1= P Ol 4.4
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More ocodemic studes exist on the founder or entrepreneur archelype and how personality traits are inbed (o
SUCCESS Of paiorMance within o starup context. it i hadpiul 1o note the leamings Deow 10 identily if thay algn

with the Binclings ket in this ropot

Findiings suQQest thot personality plays O role in founders] entreprengurs eMergence and success™. One
meta-onalysis reviewed multiple studies on personalily and entreprenaurship, and discoverad thot successiul
entrepreneurs scored high on ochievermnent motivation, hope over a lear of fallure, and moderate on risk

propensity. Their performoance correloted positively with openness, conscentiousness, and extroversion
yet negotively with neuroticism™. These findings wene offirmed by Kerr ot ol's (2017) renview of personolity
traits in entreprenaurs, which also found that conscientiousness, openness, extraversion, ond emaotional
stabdity ol positively correlated with performance. However, it did identify many areas of disogreement
amongst the Beroture dud 1o the heterogeneous natuie of entreprendurship, Another study that also found
conscientiousness, emotional stability, and opennass as raits associated with successiul entreprenaurship
identified that these results should be proctically used in coreer choice, coreer counsaling, and for trosning
pUrposes”, This highlights the mportance of the parsonality-job [ mentioned ecarber in this Section.
In oddition, other personality studies (not specific to The Big Five) identified that founders who set up thedr
private businesses were found to be mone emotionally stable, independent, sail-assertive”, achievement
and a stronger internal locus of controf. Humour was aiso found to piay a critical rode in increasing team
performance and a mediating role in storup success™.

From a more general innovation perspective, openness and conscentiousness wera the top personality traits
predicting success. Researchers in Germmany studsed the Big Five personality troits ogomnst a bosic three-

S1O0E CONSUMET innovation process: the lormation of new ideos (stoge one), prototyping (stooge two), and
commerciolisation (stoge three). They found that thase with higher openness were mone Foaly to have new
product ideos (stoge one). At the saome time, higher conscientiousness was associated with greater successin

prolotyping (stoge two) and commercially dif iusing innovations (stoge three)™.

The importance of personality traits such as grit has been identified through Duckworth's research and can
clso apply 10 the stomup emaronment. Gt £ defined 0 “perseverance and passEaon for long-tenm goals™ and
i highly cofralated with the Big Five's CoNSCigntiousness rail ™, Given the chootic, ambiqguous, ond fost-pocad
emironment of a startup, quoakties associated with grit, such as emotional reguiation and the perseverance

o stick to long-tenmn gools despite saetboacks, hove been identified Dy entreprensurs s hvontoQeous 1o
thair teams®,
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5.2. Competencies

Competencies refer to the skills (hord and soft), knowledge and behaviours a person demonstrates. itis o
term heavily Bnked (o personality traets, ghwen that traits delfing our predisposition and Dehovioural lenNcencCies.
Some ressarchers hove developed models to show how personality dimensions relate to specific competency
domains. For example, openness is one of the determinants of creating ond conceptualising competencies™.
Structured intenviews are typéically used in the recrutment process 1o assess competencies, given thedr

predictive validity in candidate parformance™,

As was the case lor personalty, we will ook ot competencies from a brood entréeprenaurnial perspective, given
thd Bl OCODMMHNG RHIEOTUNd FOCuSd O tht COMa 10O,

From O competency perspective, one study found that most competencies did not predict entreprenaunol
stotus. Rothar, those who wire sucoessiul Of entropreneurs Over thieo 1o fve yoors displonyed both
being succeassiul as an entrepreneur ™. Another study revieswed competencies and identiied that successiul
entrepréencurs could busld tolent pools ond be rapid and flexbie 1O changes. Further, as there was high
dependence on human and social networks, successiul entreprenaurs wera required 1o have 4 strong network
and good redational skills™.

A recent study of 35 starnups in the Nethedands revealad that both hard skills and solt skills were regquired
to basld O stedior team. More specifically, they found thot previous expenence ond eapertise by team
members only contributed to greater parfomance if the team shared a strategic vision ond possion lor the
Stortup. AGGTonoly, Emited expaniencs but high vels of passon ond O CONSCTVE ViSON COoN kS0 keod 1o
strong performanca ™

Entreprendgurs who failed then recoverad 1o Stort o new SUCCcEssiul busingss ware reported 1o have highar
self-efficocy, proctical inteligence, stronger =0Cial support, and higher levels of emotional reguilation ™.
Additionally. one longitudinal study into entrepreneurial reslience and its influence on the success of O
business found resourcefulness 4 bey Ioctorn in predicting success™,
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5.3. Recruitment and experience

Recrutment and attroction are key components of bulcing the corne team. One

study ioobed at the Faatures Thatl Otirocted Rgh-QUOTY empeoyees [0 O

S1OfTuR, INCIGNG e resaionships Debwoan loundars ond COorg Peom
members. Not surpsingly, it found that the more experenced
the lounders, the more keely they were 1o attroct talented
RO MDA S ™, FIOM O M@Crustrmsdn Choningd
perspeactve, onother study explored the use of 50Ci0l
networking sites ond found they were haipiul in
attrocting talent ™. These Bncings wene intoresting
as we explored the recrutment process during
o founder intenienws.

M Ooroats | P b Oe @ i (R W ow e evy Drbwpeerass P ter nle w orsd Taieed Lirtreg o Feeeatns Wb Ao berrsy oF Lo s et

B Wilscg W BT oray B Dae | b, © b Lroes, nﬂmuuummnmﬂi—qﬂnnmm g e
Prirapns Sl R i I




Startup
in focus

-GiGEUFEH

App-based super fund for self-employed people.

Journey to date

Tha thiee co-founders commenced working on GigSuper in late 2017, spending two yaors setting up the
business belore bringing on empéoyees. in the baginning, they manoged everything, incCluding mapping out
the hifing process
Founding team

Tl FOLNENG B0 COMPESES Bronka, wihd oS O COMMUNCOBONS ONd CUSTONGT SxXDarsNCE DOCKOOUnd, ond
Peter and Martin, who hove both worked together pnor in Q corporate emironment.

Employee number two

Belore hiring, the thvee co-founders did a session with “The Listening Squod’ (external focilitators) to help
thern unpock whot siill sets they eoch possessed and the gops 1o Bl Through this process, they identified the
importonce of the portnerships and community Copability, wihech was O Qap in theer taam ot the me.

in miack- 2020, thiry bagan hiting. Of the Six hirgs, Two roles wire locused on parnarships and community

ee

We did a session with the external facilitators (The Listening Squad), and we
can't recommend this enough.




6. Summary findings

Overall, we explored the characteristics of the core team and discovered key
themes relating to personality, competency, experience, and recruitment.

N Dyskdianc O peCtung Of e CHOPOCISNEENCS ONdl rohd Drode O "EMmMpsoyad Numiar Two' ':l 8. 1N CONG !F]*‘-.II’I'”I]' W
lentified several indings. From O personality tros perspective, founders prefemrad indnasduois who exhibited
trust, straightforwardness, competence, achievement/ striving, and self-discipline. These were Enked to either
th CONSCOeNTIOUSMNESS OF OOQreeaDeanest Of The B2 Frve: oS, The Tronlts QST prad gdrasd Wl e Qnuogly, Dasfanmisim,
ond aonger| hostility, which were all connaected to the neuroticiemn Big Five troit.
Additionally, frorm O competency perspectve, founders identified the _5.
L]

.

mporance of being o flexdble genenalkst with o great breadth of
Sois and o growth mendsat 1o dopl, B, ond grow n the
storbup emdronment.

N erms Of The DOCEQround ond axpanencd of on
idaal core team mambear, most loundears fell
hiring from non-starup bockgrounds was not
CESOOVONTOOEOLES, ONd TRara WO S VOl In
diversity and Dakonca

Arscl TrsQilly, POLUINCHS RCRNREC TNOT ORINOLON
Ry prafarmad N weorcs OF Theder CIOnrd
of choice to find tolkent, the magonity st
D fiesCl Froamy LESang) reCiumters

Founders identhed the importance of being
a Mexible generalist vath o gréat Dréadth of
skills aond o growth mindset o odapt, keam
and grow in the startup erndronment.




The O Dolow SUEITEMONSos thaso kbory Thamees

Findings about  Key thema(s)

Personality - Founders value people who are trustworthy and straightfonawand,
« It's all about getting stulff done - the industrious iIndividual,

The stress of startup and high neurclic personalties.

The ‘generalist” job description, Le. there isnT one,
Cultivating a growth mindset to leam and grow.

From suits to sneakers — diverse backgrounds bulld better teams.

- Networks, networks, networks (better than posting and praying).,
- Recrusters are stll @ bey Channel 10 Source tokent.

Several emanging insights and leomings hove also been ncluded in this report bosed on Rndings rom our
nfarweg with come of the foundars:

identily gops in your co-founding teaom o craft core teom rodes,
Add structure to your hiring process,

Craft your desired cullure rom doy ona,

Surround yoursall with experts in their 2one of genius’,

Aign purpose and values for performance,
Urnscharstand the rola of empotiy.

Thes premindry report oimns 10 BCk off The COmersoton with lounders ond Core teQm mMemiDers 1O expiong e
choroclenstics an indmidual possassas thal will make tham and the stortups successiul partcularty in the
early stoges. Next steps include bullding the evidence base and woridng with the stortup community to tunn
these Inqiis i pIochool OCDONS o IMpeemant and Sxpenment Wilh




Startup
in focus

Business development and client engagement platform.

Journey to date

i3 Logic is o Melboume-based startup thot hoas been in openation since 2013, t has grown 10 12 employees who
are kocoted ocross the gicbe.

Founding team
The co-founders (Tim and Dion) both have a bockground in bonking. They both left ANZ 1o $et up i3 Logic

Employee number two

Bght months into starting. they brought in o seasonad and well-roundad CTO to be the subject maotter expert

and fill the tech nowiedge gop. The CTO has a background in inancial doto, analytics and banking. This
indihvidual is still with them today.

LA Logikc operated as O leam of three for O lew yeors, cutsourcang help when necessony. For exomipla, tech
CRERA RO WS QUISOUIrCEd 1O Indlely. Ty NOng NcA OFoMmn 1O 12 emMpoyaes




7. Detailed findings

71. Keythemes

Ery UPaaies sl RG] Br Qi OUet COMARSODONS walh Ihe mMOeonity o I0UNCTS Ol SRO0nrid OCnoSs
personaity traits, competlencies, recnatmeant procass, ond expanence.

71.1. Personality traits

he first three insights were based on the personalty troits that come out the strongest with the founders.
AcknCadedging that some raits were very role-dependent (for exaomple, the stereotypical Sales Director
axhibits high extroversion), the insights provided o gimpsa into the teams foundars wantad 1o build. The most
popular traets redated to the Big Five included ogreeableness and conscientiousness. More spaeciically, this
INCICES DaODe WD nust each othed, arne strgeghifonward, and Work hard. AS The Beraiurne rensenn' Iound edrker
for loundors] entreprenaurs, high neurolicisrn was identified o choallenging s individuals needed 10 be able
1o handla the stressors and challenges thot existed as part of starnup §e.

7111. Founders value people who are trustworthy and straightforward

The maojority of founders interviewed feit a foundation of trust was key to fostenng high performance
and siraeghilionsaQrdness n ndnaduas and eoms. Trust and Strosghilionvoraness Doth omn port of the

ogreecblenass personality trait as defined in the Big Frve™. Interestingly. ogreasablanass was found 1o not
significaontly correlote to success for a founder] entrepreneur™, despite the desire to have it in their core team.

ee

Interestingly, agreeableness was found to not significantly correlate to success
for a founder/ entrepreneur.®
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Trust con be defined as the "Desel that others ane honest and well-intentioned, ROt sceplicol™ . Founders
schpntified trust O runneng two woys botwoen themsehaes and thasr employeoes. Thay assumed thot there wos

positive intent by the employee(s), thus empowaring their teom members 10 work outonomously, avoiding
having to micromanage thelr people. For exomple, Ben Smit (Teaomgoge) stated, “We connot micromanage
néw Teom members. s demorolsing lor that person ond tme-wasting for you. As o leoder, we must be oble
PO DUt QN NONd A WOrk, 10 OCNeirdd Qromvthy an T DUSINgSS”,

There appearad to be O link between trust and strasghtionvardness, which con be defined s "sincere;
urnAiling 1o Monipuiote theough Ottery oF deCaption ™. FHom our intaniews, il oppeored thot amdaronments of
high trust may allow for more direct ond honest communecations that suppocied the startup poce. As JOCo
veldsman (Paytron) shored, “When there is trust estoblished ond good positive intent, stroightforwandness is
USEul 1o Qoen Cut-tThrough and move QUECKY”. EXOmpis O NowW Tes Shows up in O SIOMup CoUsd D@ indcivichuis
feaing o they howe O vosCa ONd Con spaak up, oF the focus on focts over fuffiness or Ndnaduals baeng
Claar on thedr copabiities, and what they conand con't do. Belorepay's co-lounder, Tarek Ayoub, shared his
expeciabons ior s team [0 NOL "Det onound the DUsh. It you GO T Inday The Oniswe, just Sony it

Finally, one founder recognised that a psychologically sole emdronment was reguired to support
stroightionaardness in the workpioce. They octively screened out condidates who exhibited behoviours and
traits thot could jeoporndise the leam environmeant they were lostering. Mike Carden (Joyous) shared thot

they were bulding "a psychologicolly safe environment, o people fundaomentally leed that they can speak
their mind”. Team psychological safety is a well-estabished concept referming to the “shared belel hedd by
members of a leom thot the team is sale for interpersondal risk-toking =", It requires the whole team [0 SUPPOIt O
sale amaronmeant — Not pust an indnadual

wWheon there i trust estobished and good positive intent, straightforwardness is uselul 1o gain cut-through and
msAe ouicily.

Ideas to explore in your team

= Build Trust’ into the recruitment process/ condidate experience
(Examples To Build Trust)
«  Consider ossassing trust and straightifonvandness parsonality traits as port of your
structured interview process.
Utilise psychometric assessments that test for trust and straightforwordness (eg. the Big 5 personality
traits). From a candidote perspective, assass your suitabiity using the Pivoltt Careers Startup
Ready Guestionnaine

«  Foster psychological sofety in the teom (Google's tips: Fostering Psychological Safety)

e 4% salge TA el [FOE)] miwrded bl O npr i dilaliew, OF ey Fopw - 30 e Wl O g cesily 7 Pl Do) ol Per om0 | Plmrotersg Mrees e g
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71.1.2. It's all about getting stuff done = the industrious individual

AN Qrpnwhdrmune) MOty O BOUNCRrS vl N vinAADC ICRINRISIC iNCIUEEEROLS. D SONOELY Tronts in tha CONg:
O INCUSIROUS Iroets Iorm port of (e CONSCENTIDUENESS parsonoity traet O defned N the Bag Frea™ mdoel.
«  Competent: Acept, prudent, and sensible,

=  Drviven to succeed High asperations and work hard 1o ochseve goals,

Nohy Detrutor meew deresoreed by Treoiiy St ol ol (S o 1hared wel e varasr

An overwhelming maponty of founders we intensevwed identified industrious personality traits in the core team.

Founders identified that individuals with these traits were execution-focused, stived to ochseve thesr goals
and hod the self-discipine to focus and avoid distroctions. One founder highlighted thal sell-disciping wos
nacassary given the lock of structure in o starup and the cofe LWBaM’s IMPOoMance i NoVgating o Mexibie
work ermironment.

Interestingly, our employee perspective told o slightly different story. Thay also identified industrious personality
traits as beneficiol, yet felt being strong in idedas, enthusiasm, ond assertiveness was also importont to be
successiul in 0 stortup. ideally, you'd be able to get things done with positive energy. a3 well as bringing new
I0S 10 Thr 0D

Ideas to explore in your team

«  ASSESs industrious personality raits as part of your structuned inlenview process.

Tip:
DN T st focus on Work” xompids. Whard o858 Rdve They axeibelond thes DOahdnaour in [hsr B

What aother goals do they have, ag. involved in an NFF, have a side hustie, parsonal gogis?

- Likse psychomelric assessments thot test for industriousness and consclentiousness (eq. the Big
§ personality traits). Frorm a candidate perspective, assess your suitability using the Pivott Careers
Startup Ready Questionnaire

= Founders con foster g high performance and execution culture by using clear objectives and goals
algned to strategic prionties, which are part of a reguiar managemeant codence, such as OKRs
[Developing OKRs)

4} sadpe A eges L@ Soded B 1 Srmee 1L A Crostord B 1 (200 searars Pecal Bepreasniotcrs of B 1 o Foxtes Mo of Fecraally m Pasdabiesg md
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Startup
in focus

& i

Feedback platform for agile enterprises to toster live feedback and
continuous change.

Journey to date
JoyouE 5 an Auckiond- bosed, purpose-dimeen starmup locused on haelping ogile enterprises create reguior
OppOoruntes or change

hike, the co-founder, spent 2015-2017 seeling another tech co-lounder 1o help him start sometheng new:. By
2008, Joyous was bom and, in o precop round as part of Artree Ventures, mode its first few hires. The software
was also being tested with a pilot customer while gaining customer feedbock and targeting other lange
componies (e.g. AT&T).

Durning 2088~ 2009, sevenal DatO Cusiomens weara pilloling Joyous whela the 1eom wos beng bust. Throughout
2020, Joyous continued 1o target karge customens, grow revenue, and soale the team.

Theery NOrve ROy S8 LD OffCes N DOUH New Zealond, Austraola, ond the Uneted STotes.

Founding team

Joyous waos started by brothers Mike ond Phil Both co-founders hove a bockground in HR tech and can both
code. Mie hos also bull another SIOMuP, SONOrS, O pETIMONCE MONOGEMGNT COMPOnTY.

Employee number two

Joyous Mooe thaer First here i 2008 with the onboording of O Semnor Enganear. T wos Thaer intention Uhot thes
individual would one day lead the Engineenng Team.

Joyous initially focused on hinng in the product ond engineenng spoce and ane Now Moving their otlentkon
to buslding out the sales team. Coming into 2020, Joyous hod about 12-15 employees, which guickly grew to
30 by mnic-yeor.




711.3. The stress of startup and high neurotic personalities

Research hos shown o relationship botwoen nourcticism ond job stress*, and highly neurotic peopie tend 1o
be more susceptible o stress in the emdronment, have less 0doptive Coping strategies. and May axparience
nagoative emotions as a result™. The typical charocteristics of a stortup - high ambiguity and high pressure -
could result in sub-optimal stress levels and may lkeod o ingllective perdormance and even burmout.

Founders reflected on the challenges foced in manogeng pecple with high neurolic traits, particular ty high
anxety, pessimism, anger, and hostilty. Further, founders discussed how negative emolions expenenced,
porticularly in the context of the cofe team, Con impoact team culture and derall the focus and speed requined
o prove a startup’s concept.

Soth Ioundar and Corg 1a0m MaMmiDers Nead 1O DE COOQrront Of tha ermaronmant Uy ore wolling into. Thes

sugagests there is a ploce 1o monoge expactations of condidates and acinowiedge that early-stoge starnups
are often choolic and full of unknowns. Some founders shared how they manoged expectations during the
reciutment process by being complétely open and ransparent. Tarek Ayoub (Belorepay) shared, “We have
NoOBCad that pressurg 1O e0Ch parson i diffarenl. We moke Ssure we rasterote the pressure Of The armaronment
(in the recruitment process). it's extremely fast-paced, and individuals need to be able to cope with it™

Personality-job Mt is importont in on early-stoge startup environment as carnain personalities will hove greater
sustobiity and enjoyment over others. 3ome will floursh, and others will foce challenges. As Tim Moaddock from
2 Logic reflected, “It's never going to be that easy here”, It's importont 1o realise thot joning o storup Moy Not
b the fight choice 107 Sveryona 0 some will find the opporunily exciting and energising, while others will find
it excessively stressful and risky.

e

The pace is fast-moving, and we're trying to break new ground. Not everyone
will be cut out for that_. people need to be okay with a lot of unknowns.

As Erin Living's co-founders, Anthony Mazzed ond Thomas Walkley stated, “The poce is fast-moving, and
weTe rying to breock new ground. Not everyone will be cut out for thot_ people need to be okay with a kot
Of NN CRATIS”,

Finally, some founders leilt that fostening trust in o stortup’s highly stressiul enmvironment helped overcome
negative emotions such as haostiity and delensivenass.
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Ideas to explore in your team s

»  Hove open ond honest comrsotions with condidotos during the recruitmont process ;'\.
on what they can expect upon joining. =

«  Work with your team to understond working styles and dynamics under stress. Use the style
under stress’ assessment 1o foster open ond honest comersations: Style Under Stress Assessment.

Are you thinking of joining a startup?

= Toke the PMivott Careers Startup Ready Questionnaire to understond your personalty aond ways to
manage the chalenges and opportunities ahead,

= Once you secure a roke, check out the Pivolt Careers Startemart Acodemy [0 prepore yoursadf
(look for the module on ‘thriving in ambiguity’)

7.1.2. Competencies

During our intenviews, the hwo most popular competency-related themes included the importonce of being O
generoist ond fostering o growth mindset in the core eam. Of course, Compalencies ang contextual; howaner,

wa were gblke 1o identity some oddtional insights related o solls ond nowledge below.

founding team. it is No surprise that the first hire ks typécally technology-reloted (e.g. Developer/ Engineer,
CTO) to establish and buid the product. Soles roles wire sometimes targeted in the first fow hires. Howewr,

Some Iounders iSO Pesld ol hinng thess Copobiltkas wnlil the: product Wios SSIoDESN0.

Soft skills: The top sofl shlks that emerged from our Icundar BSCUsSSoNSs was tha obility 1o work
collaboratively and cohasivedy in a team coupled with effective communication. Communicotion skills also
extend 1o the obility to provide clarily, partculary as a stortup grows. Ben Smit (Teamgaoge) reinforced this

point stating. “If you bring peopke on who cannot gat to the point or provide clanty, it con be Tme-wosting
and not valuable®. Addiionally, some lounders were more interested in whot people could bring overall to

theiwr stortups, preferring soft siilis over harnd-technicol sialis. Erin Lving's co-founders, Anthomy Mozzed and
Thormds Wolkhesy, Ofemmed thiss DOSEe0Nn O Ty bail "1eChineCOl SIS Org ChasDD 1O O

Outsourcing vs. Insourcing: SHlls initioly outsourcad tend 1o Dé INSouwrcad af the [eam Qrows. This is
porticularty the casa in tach déevelopmeant oS Copabiiies ong insturced, s with o plotionm busld, copatal
becomes ovallable, ond the company matures.

Knowdasdge: Some founders oplted lor more experiencea in their core team, tlargeting individuals with more
Prodound ncustry now=NRow, relaionsips. ong Networks.

Competencies and personality traits are inextncably inked, and as they form part of the profile for on
INCIOIC, Thery e 10 D COMNSIOSrad iN DOKNCS O O Fourncher DLIbS Out Thel COre Te0im.




71.2). The ‘generalist’ job description, i.e. there isn't one

When reflecting on compitoncies, thae highest leedbock Wi recohved was the impaoronce of tha breadth

of copabilities ond genaralist skills. As Erin Living's co-lounders said, “We look for the pockage, not the
specifics_ we wont someaona to be B0% proficient in 100 things, rather than N0K proficient in one area”. it

is evident founders prodtise generalist sidlis in the early doys until they start 1o grow and requing morne

PO eapOr s

Those in the core team need 0 have the drive to go beyond thedr job description and top into other siill sets.
Crasg Myles from Seronade reflected, “Thene are ondy four of us in the teom, 0w hinae O ot of ground 1O OO
with not a lot of people. We need to be able to do anything”

S0 Founcars SO0 Thal IROSE NGNS i THhe CONS: Ta0m COUC thened: if They' wonled the OpROoriursty (O

adopt and cralt their roles. Luke Bridges (Conversr) stated, *1 look for someone beyond just making the widget

1o NaNAGOte thi choos:

A few stortups were goining great benefits from the concept of a “AC" to the founders. The #AC i o generalist
whao is o tnusted pair of hands to help the founding teom get 1o where they want to go. This is an interesting roke
that requires Mone exploration in understanding its IMmpoct ond alfectivenass.

The desire for generalists extends into hifing technicaol roles in the core team (e.g. developers and engineers).
some founders highlghted that thaesa roles sl needed the breoadth 1o pivol quiciky, problem Soba, stretch

into ditferent areas, and ultimatedy get things done. Beforepay's co-founders, Tarek Ayoub and Dean Guo Moo,
affirned, “We started to look for people who could problem sohve, not just do a tech tosk”

Founders shared that individuals needead to hove the curiosity, desire ond vested interest in growing in thelr
roles as the company did.

Interestingty. Tim Moddock (i3 Logic) expressed the challenge in finding generalists in the market, "Our early
hires were generalists who could spread themselves widely_ | hod overestimated this (profila) in the market”.

g FOUNCRrs Sored thot incnAaouois nesded 1o Rove The Cundaly, desirg, ond vesiad INTerast in Qrossing in
thair roles as the company did

stone& o
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Ideas to explore in your team s

v Understond your abilitios. Arg you good ot o kot of things of on oxpert af one thing?

«  Dotorrmine if your nesw hires should be gendraists oF Specialists. Ask yoursell O fow
Queastions on the luturs of this rodac WHot will SucCess ook Bog N this rode NowW? I S0 Momins*

In 12 months? How will this role contnibute 10 our strategy today? In bwo months? if we hove o pivot
tomaorrow (nun through some sconarios), will this role still odd volue?

Datorming how the ‘generalist” robe could be defined in your storup. Whot are the siills
and behaviours you wont (o look for? Agility? Plexdbility? Loteral thinking and probilem-

soihving In ombiguity?
« Tast for these skilks in the structured interview process. iInclude common work simulations.

”

7.1.2.2. Cultivating a growth mindset to learn and grow

Growth mindciset i o term cregied by Dr. Cordl Dweck and i more thon o competency = it i 0 belel and
thinking Systam. Uniortunalehy it iS5 olien ovanesad ond mesundanstiood in Both meaning and oppicolion
ocross the business londscape. it rests on the premise that no trast is fmed ond the brain is plastc, designed to
adapt, learn, change, and grow. A growth mindset bulids resiience as it bedeves you do not accept fallure and
setbocks as finol ond challenges ¢on be overcome™. instead, chaollenges diive effon, which mabes us stronger
and leads to higher achisvernent. And from a company perspective, cultivating o growth mindset results in
performance outcomes as "employees report leeling for more empowered and committed ™
Daring Uhed intarviews, I wos éevident thal founders wang Dagnning 1O IoCus on hnng indnadudls who
demonstrated a growth mindset ond transiion into a startup with the intention and belel that they would
e, Qrow, Ond JessesOp. Onse FoUuNger noted That INOse WAl Qrostn mMendcisets would QS0 one Qreater
Opanniss Ond reRlancd 1O o, DOuUncE DOCK ONd MOoWE ON Irom MESTokes ond olurgs, Wihech IS vany much
the nomn in a stortup. Another founder identified how a growth mindset helped on indrsdual it into the
stortup world, monage the ambigusty and adapt to working in the moany uninowns of commercialising and
ENERETENTNG Ndw WECHINOMOOy. WHhen rediecting on pOtenDol Nndw Nends, CO-IounNairs ANENOy MO Ond
Thomes Wolldey (Erin Living) asked themselves, “Can they bring ideas to the table? Do they have a growth
mandiset? Are they agie? Can they odapt in the unknown?”.

individuals with a growth mindset prooctively seek leoming opportunities and explone ways L0 improve their
crafl. When we consider our prior theme around being o genaralist, proactive learming is essentiol Founders
ientified the impononce of odoptobily and feabDilty in haelping their core 1eam succead, odopt and perionmn
i U STOMUPD armarcnmant. Ond Ioundar Shaned that T mds] mpeortant IoClor wihin Rinng thaer Cone Leom
Was a "good attitude, abilty to learm and figure things out on the Qo”.
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One ared that requines lurther exploration is the reaticnship between a growth méindset and pedfectionism.
Dwarck iclentifiod two kinds of perfectionsm in the resecrch vice and virtue™. Ong kind is motivated by fear of

FOiiurg O 15 gty Se=-CRBoOL, wWihibd the Ol is Mothvoted out Of The pUrsut Of exCollgnCo GNd SCherAmant™,
In our discussions with cofe team members, they often described the vice kbnd of perfectionism as hindering

thesr performance. This identifies an exciting opportunity, that despae whether you describe yoursell as O
P FCRONESE OF WnOL indd Of D RCTIONES] YOU MSONQLE WATh, 0Nl CON CLITNOTE O Qrosvtn mMenddSot EOWOraS
learning and exparmeantation to offset unhealthy motivations stemming from fear of failure.

N reCant Bmes, Uhd S10Mup aCosysiam hos ned 1O promote The oCCaplonce Of Oimings theoudgh foslure. For
exampie, the fomous F*Up Nights in Mexco started a gobal movement or Ray Dalo’s Issue Log, which is the
primary tool he uses at Bridgewater Associates lor pubdicly recording mistakes to learn from them™. Whatever
mathod is chosen, loundars ond Cofe team Membars hove an OPPOrtunily 1o NUrture a Culture that promotes

rust, ronsparency, and earning.

DreveCk identified two londs of perfecthonism in the reseorch — vice ond virtue™. One lond is motihvated by fear of
falure ond is highly sell-criticol while the other is motivated out of the pursuilt of excellence and achisvement ™.

Ideas to explore in your team

»  Understiond how you operate and your mindset Growth Mindset Assessment

. identity proctical woys 1o foster growth mindsets ot work and in your teams.
Here ore some idecs Starting With Yourself Atlassion Tips. Cultivating Growth Mindsets

In A Crisis or Google’s Tips On Growth Mindset Feedback

For sxample: Run experments aond shone leamings, host blomeless post-mortems, roke model and
recognise the behoviours you wish to promote.

« B chor in your récrnitment process on valuing a growth mindsel. Assess condidates theough
structured internviews.

For example: Describe a pravious mistoke. What &d you learm® Whot did you do neat? Whot
moivotes you in your work? Whot s o psece of feedbock you hove received recently” Describe O

recent challenge. How did you go about sohving t? What are you cumently learmendg?

«  Implement an Esue Log in your company] team (e Roy Dalio).
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Startup
in focus

LATERAL
VISION

Design, build, and deliver creative and unique digital experiences for businesses,
government, and educational institutions.

Journey to date

Lateral Vision is o technology services-based company run out of Adeloide. it started six yeors 0go, providing
SENHOES SUCH OF VIrTUGH OUESTOMEe TOLUNs.

Lateral Vision does not perform any odvertising or marketing, refying on word of mouth of refemals.

Laterol Vision stored six years 0go with Alx and Lowa (sbing team). Alex has a bockground in maechanical
engineearing. coal mining,. and now locuses on the tech side of the business. Loura has a boackground in law
and focuses on the operational side of the business (e.g. controcts, client manogement, planning).

Four yeors 0go, the co-loundaers brought in thres cosudls 1o work with thaem. The first permonaent hire (full-time)
only recently occurred in Apnl 200 and will reploce a contractor focusing on tech developmenl.

ASCHE IOy TNl O PUl=Toryvd: Py, Thed rgsryORnchad OF TRl D0 15 maD0E U OF COSL0RE OO O PIropaCl-
DOrsad wWiork




7.1.3. Recruitment

Overall, founders often uliksed a mMmulti-channé opproach Lo recnEtment, ronging rom Parsonal Nehworks,
recruiters, and trocitional onling mMethods (Le. Seok and Linkadin. In our lindings, employees were altroctoed 1o
the startup environment for the speed/ pace, culture, flot structure, opportunity to work in emerging tech, and
ability 10 bring their whole self to work.

71.3.). Networks, networks, networks (better than posting and praying)!

FOUNCH Naiwores Ong S0l The numiDer ong Conndd Ond prefamad matnod 1O SoUrce [akant ToF R CONg DO,
Just posting a job ad on Linkedin and praying for great talent is not enough®. As the co-founders of Betorepay,
Tarek Ayoub ond Deon Guo Moo, shared, "Using our network 2 a beg thing for us”. This may be in the fomn

ol personal, family and friend networks; individuols proactively contocting the founder; founders attending
natworking events and meetups or utilising their investor network. As Joco Veldsman (Paytron) stoted,
"Networikdng is the most important thing_ i it works wedl™.

One emerging end wos founders sourcing tolent from the custiomer Communitios they wane buskding.
hioreover, some founders felt the strength of thesr network ond positive perception of the tech sector were
useful in ottrocting tolent. When targeting their first hire, Mike Corden and his co-founder [Joyous) odopted o
SURObaCy Wil g Uiy Woulkld “Torged h Darson wind od Othaed DaOpie: arournd tTham”

Given the lead time often associoted with securing great people, Enn Lving's founders, Anthomy Mozzed and
Thomas Walldey, took o prooctive recrutment opproach. They would biing possionate peophs into the busingss
when they found tham, even il tha rode did not exdst and was stll in formoation. They shared, “we are making
mvestments in talent now, even when we might not be ready”. in thesr first hire, the product was not ready until
Mg MoninG Ited. S0 the S0es DirgClor used s Bmd 1O CORSCT COMNIGCTS, DUSKE QUMD DariOrmn MOrce
anaiyses, and Dusild o SOIobOSe Ond pepaing.

Bring possionate people into the business when you find them, even if the role does not exist ond s st
i formmeation.

o peEAesdes, B e L e A B T R g el e e BT [ e T Pl Al Wl




Whichever way a startup chooses to bulld thedr network, thesr brand as an employer s important in attrocting
the right tokant, oven ot the Oty stoge. An empicyer Drand S the COMPory s personaity and the pockoge

of functional, economic, and peychological benefits™. Resaarch in employer bronding of starups revecled
that "o communal team cimate and the early assignment of responsibiities are a stortup’s most attractive
job attributes for prospective appicants™. Further Linkedin research on smali-to-medium-sized businesses

rena Ol INOT *72% O noCrustane) KOO S WOrkChwsCOle OOradd Thotl empioneds Drond had O SOmiliCont impoct on
hiring ™. And the strength of the brond led to 0 reduction of 43% in Costs per hire, 2 5x more Qppications and
20% faster hire rotes (on Linkedin)™. Employer bronding s Ebe marketing, and in this digital world, everything is

ransparent. A startup’s cone team plays a significant role in developing and reflecting the employer brand ond
ottracting talent as it scakes.

Resoarch in employer branding of starups revealed that “a communal team cimate and the early assignment of
responsbilities ore 0 stortup’s most ottroctive job ottmbutes for prospective appliconts.™

Ideas to explore in your team

Artculcte your ampioyer brond ond whot makes your stanup unique. Hove a cledr
culture and vision to share with prospective tolent. Moke it ransparent on your website,

gocial media channels, during networking events, ond $0 on. Showcase your employees ond
stories. kieas to get you thinking: Ideas That Won't Break The Bank. ideas For Building An Employer

Erand or How Netflix's Employer Erand Went Viral.
identily ways you con bulkd your own nethworks.

Tip!
Focus on the ways you get the best refurn with the time you have, eg blogs, meetups, hockothons,

Cconferences, Open-sowce, bey community groups, slock chonnels. Also check oul Pivolt Jobs

« idaenbly how you COUld USE YO CUSTOmMET COMMUNIly a5 another Channe 1o CONNBCE with tolanl

Map tolent and torget indhacucks who might not be octively looking in the market. identify sectors,
companies, and job btles where your dream condidate might come from and connect with them
(e.g. theouwgh Linkedin)

Tip!
Don'T just ook af other SIarups. If you need Somaond [0 bring in processaes and struciura [o help

yOu SCake, Consider targeting repulable Molure COMPanies as woll
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Startup
in focus

raytron

Cloud platform to send and receive payments, automate back-office, and open
multi-currency business accounts.

Journey to date

Joco Veldsman (Jv) and Francots Henrion first met ot the colffee shop below Stone & Challk in Sydney just
badore the COVID-1 lockdown (Morch 2020). After being introduced 1o one anothar by 0 mutual friend, thay
so0on discovered they had a kot in common: institutional backgrounds, values, and passions. 50 they set out to
hedp smoll businesses gain access to the best toois big corporations had.

Four ooys koter, they hod an opporunty o work together. As COVID ha, Frongoss called JV 10 saa i he would
heldp a small business owner on a Sunday who was having challenges with paymenis and foreign exchange.
Jv and Frangois then decdead that they needed o scole the solution and help other smoll DusINe<s oAWNers
Tirviry STOTECH WOrEang) On Th DIOCRURCT i AUCIUST 2020

Founding team

J¥ and Froncoss presaousty worked in mstitutional bonking. Both are sadl-confessad Rinonce geets. JV hos
worked on the buy side, has experience in a scale-up emdronment, and is o ‘'computer programiming hack”
as he hos been programiming since he wos six years old Frongois has a CA, CFA and has experience in the
Ainanca Naustry on e clant Sxa. Ha hos many yeors of expanancs Senicing akgortrmec troding s ond
heedge hunds.

Employee number two

One of the first hires was o Front-End Designer.

The team now comprisas ten indhduals including o designer, developers, and individuals from other fintechs.
The ninth and tenth team members joined in 2021

1%




71.3.2. Recruiters are still o key channel to source talent

Tha moajority of loundens intendewed stll utiised O rocruitor to find and targot talent. This wos porticulanty the

case lor sourcing tolent with soltware engindering ond developer siills, ond wos potontiolly esocerbated given
the demoand™ and curment siill shortage in the Australian tech sector™. Although some founders would prefer

to uliise personol networks and network events (2.g. meetups) to sowrce talent, the effort and turnaround
i recpairedd 1o find tabent often kod foundons 10 enGgage a rechster The key bonotits identitied during our
nterviews ncluded

= Abity to tap into takent that werenT aCtively iooking in the market,
«  Froviding o fitering kayer before, whach soved the founder and team time,

« Speciaisation in finding tech talent

As Mott Mils (BOULEVARD) said, “if they are technicol they know what's good and whot's not, which helps to
filter the oppecOtions”.

HCrAAgET, 1OLNCE S fapresSad Mixgd respOonGas i hasr rgCnulgr nealionsnps. Some lounders, Fog Ban St
(Teomgoga) and Matt Mills (BOULEVARD), viewed recruiters as “really voluable” and on extension of their team.
Lialt stoted, In essence, the recruter becomes o porl-time human copstal person”. Al the some time, other
IoUNGETs were SOl workang out hoaw [0 Maie e resdionships more elleCineg.

Those who were successiul typically found their recrnuiters through tricl and emmor and negotiated reasonable

termns. Cost woas often discussed, with some lounders expressing it 0 an inhibiting foctorn while others affirmed
that the recruting expansas weane for less than the cost of mis-hires.

Ideas to explore in your team
Support decision making on whether to utiise a recruiter through cost-benefit analysis

(Le is the founder] leader's time well spent here of elsewhere?).

= Iif you plan (0 go down the recruiter path, spend time investing in buliding an effective relationship.
Here are somde Uips Recruiter Reflections and 3 Things You Should Know.

Tip!
Share your sirolegy and vision. Sef clear expeciotions ond process. Hove open and honest
communication and leedbock

b Crarerarioedeay A [PO0T] PO Met (f sl pfuslae semaen o doaloias Seed S Mot on Eecee s 1o b etranesd etem R [ e rrae], ety i B e B
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7.1.4. Experience

it is often hotly debated whethar 10 hire tolent from non-starup bockgrounds, In our diSCUESONS, W Oskhad
borvErAees ODOUT thaer axpanancd rng Frorm vonRous DOCECrounds 1O unclarstond tha Danefits Ond
challenges and whether this impacted how they performed.

71.4.]. From suits to sneakers — diverse backgrounds build better teams

We osked founders about the bockgrounds of thair core team to understand if there was o difference in
PariormMmancg irdm hosa wWith non-=SLortup BoCEgQrounds. Ovenahaiminghy, e Mmooty of Ioundars Test Thol
comeng from a non-startup bockground did Not IMpoct performance, and there were benefits to hinng
individuals with corporate bockgrounds. As Mike Carden shared, “if they are the right fit (for Joyous), we don't
COrg", MOnaOwe, henng frorm mecdd BOCogrounds Droudgint O daagr sty of tThougit Ond DORNCS 1O Th: Le0m, AS
reiterated by Joco Veldsman (Paytron). “You need to have a good mix to get the balonce right”. Summarised
on the folowing page are the positive aspects of talent coming from startup and non-stanup bockgrounds.

if the personality is right, whot they leom in o corporate snvirenment iz good for the stortup spoce.

Coming from another startup Coming from a corporate background

1. Understands the environment and 1. Brings structure and process

what to oxpect

FOLINCE S O asCl TR0 IMCENSCN0RS WATh SIOMmup
expanance Mght honve O SMOOTNST TRorSIEON

ombiguity. As resnforced by Mott Mills (BOULEVARD),
"Exposune 1O DRVIOUS SIOMUPS is o plus oS thay
already now wihat they re Qating into”.

2. Transitions easily into the pace and ways

of working
SOl POLNCHS [T TNROT INCNSAUOES Trom O SIOIMUD
bockground moved quicker, wera more open-
mindead, and more kikely to toke risks. As identified
Dy O FOUNGET, “THOSE8 WD Ndrvd RO0 P STOrup
axparencd do a better (oD al roling with tha
punches and integrating into the culture”.

Some foundars Tadt this was useful as indihviduois

from O Corporate Docoground Drought O kevel of
struciure and process they could apply ot the
Anthony MOZRe and Thomas Wiallkkey, shored,
I thi parsonaity 5 nght, whot they laam in O
cConporate emdronmeant s good for the starnugp
space” (eq. process and legisiation). Sinnilarty,
OnoOther Iounder SO, “ThoSe Irom Non-SInrup:
bocCkgrounds hove Mone expariancs and
Enowledge from thedr presious rodes, which s really
usaiul for us 03 we grow. They now whot best in
Class looks Bod 1or O Di) Orgonesation”.

2. Understands the corporate customer

When a stortup is selling to corporations,
individuals with corporate backgrounds have o
vl of empathy and understanding of Cusiomr
pain points. As Ben Smilt (Teamgoge) stated, “We
ike o have people with corporate backgrounds.

WiaTe saeling 1o coOnporalos, SO thiy providae insight
into what corporate rustralion adsts”

a7



However, lounders did offer advice lor those making the transition, recognising that some individuals from
cofporate backgrounds mMay move slower, De more carglul, fsk-averse, and resistant 1o change. Ong foundes
jokingly refermed to their stortup os a ‘corporate rehabiitation conlre’, recognising that some individuals may
need halp o ‘unbox’ themsaives and odapt to a more dynamic emdronment and way of working.

From the perspective of a first-time stortup employee, there wos recognition of both the challenges ond
opportunities. Key opportunsties Inciuded

« The ability to pivot ot o moment’s notice,

«  Honds-on leaming ocross the braadth of the businass,

« A flat structure,

=  New projects and rodes offening a diversity of work and change to leam new skills.

« Lock of process resulting n nafficiendcias and inabdity 1o et rsk,

+*  LOCk Of rodi Ceafamilsin,

+  ReSOUrce CONSLraInts,

+  NoonboOIding process.

Founders repeatediy raized onboarding as a chalenge as many didnt have the time to nut out a process,
wihech often resufted i hopharond Ond el RCHent sxpanenca:s 1or Neew SIortars. i s estimated thot 2008

of turnover happens within the first 45 days™. Hence, onboarding someone effectively into your startup,

supporting them to moke connections, and fostering a sense of betonging™ while empowering them in theidr
NOE IS 0N IMpOriont DOnce: [0 e

We lice to have people with corporate boackgrounds. We're seling to corporates, so they provide insights into what
corporate frustration exists.

A marech b [PO] e e era T T e A d e gng dads®n Ty sees-d e PEDA |l LR ooy r L oe Dl et i, P - Bopet LT ROy
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Ideas to explore in your team .

+  Be oware of the bias you bring into the recruitment process ﬁo

i
— b
«  Hero are soma helpful articlkes on bios Unconscious Bias In Recruitment of v
Practical Ways To Reduce Bias.

«  MONOge expaCciolons Of CONROotes throughout the reCruetmend process. Let tham know wihot ) will
fead ke from Oy one.

Maoke onboarding a repeatable process and design the new hire experience with clear roles. There
are Q phethora of hadpiul tips and tricks ovallable. Here ane a lew 10 get you started: Atlassian
Employes Onboarding Advice or Google Onboarding Checklst I you am onboarding remole
workers, here are some helpful tips: Hotjar Remote Onboarding Guide.
Meaosure and get feedbock on your onboarding process so
you con continually refine it

Check out the Pivoltt Careers Startsmart
Academy (see the onboarding module):
Pivott Coreers Onboarding Module.




Startup
in focus  SEREW

Platform connecting artists with their fans through unique musical experiences.

Journey to date
Serenade commenced in August 2020, following the COVID-1 lockdown. Max, the founder, identified an

opportunity to help artists return o work during iockdown by connecting them with their fons through unique
MUSCOl eapanaences, in Oomton [0 proviceng Orests wath on QOCE0nNGal nevenysg stredm, Sefenode strves to
INCHEOSE (NG DOrCENTOOE OF MWNUE Orisls roCong.

There afe around 200 well-known and emerging artists currently on the platiorm. Fans can use the plationm
o connecl with artists ond purchose 0 parsonoised video Mmessoge ond $ong rendition, ako o Serenode. The
compony pivoted in March as a result of artist feedbaoack and to further hedp smaller and emerging artists. With
the increased demand for and media attention to blockchain and cryplocurency technologies, Serenade s
imvestiEng efiort i NF 1S, Olowing artsts 1O upkoad Despoke vioed Content for Soke, Fons Can hen purchase MNETS
05 O CORMC DD Oredl O B ESIrTHanl

Founding team

The company was started by the sole founder and CEO, Mo, Max has a business consulting and storup
bockground. He was fomnally employes number one ot Afterpay:

Employee number two

Ma's first two hires wera Nick, o Business Development Manoger, and Clare, Relationship Manoger, in August
2020. These roles werne focusad on relationship monagement and have a bockground in the music industny
Craig is the CTO and joined the Serenade team (officially as employes number bhwo) in Jonuary 2021 He was
hired through an informal hiring process after a change in his trovel and work plans due to COVID-19. Craeg
has a background in technology and moanoagement consulting (Ofiver Wyman) and was employes numiber
one ot Over Wyman Labs in Australia. He wos connecled through his network with Mox. Craig also has prior
experience in blockchain technology and NFTs whilst contracting for a blockchain platform startup. Craig
curently does 50% of the development whaist monaging technical strategy and controctorn developerns who
Supplemant the remaining Work. Serenade is cumently axplofing other pornérship aMangemants.




7.2. Emerging themes and interesting learnings

Emerging themes were those insights identified from our comversations with some of the founders. YWe leel

these are important 1o share, given how they might grow into a bigger trend of inspire new ways of thinking
ord OcBons within 0 StoMup today,

7.2.1. ldentify gaps in your co-founding team to craft core team roles

some founders shared the importance of reflecting and assessing the copoabdty gaps in the lounding team,
which, in tum, helped them define the roles required to hire for in the core team. GagSuper utiised an extenmol
IGCETONOT Wind ran O Se520N 10 REp Ui unpOCK winot Sioll SS Ty’ ¢OCh DOSSeSSed Ond The GODS 1O DE Nlad
Branka Injoc Misic (GigSuper) shared, “we did 0 session with the externcl focilitators (The Listening Squod), and
we can't recommeand this enough’™

Once you have defined the copability gops, there is ais0 g decision around how to oddress the gaps. For
example, permanent versus casudal and insourcing versus outsourcing. Matt Mils shored BOULEVARD s

decrsion-making process where he would ask questions ke, “Whot con we cover with our exsting siill set?
Whot = chaoper to hove n-house?.

Ideas to explore in your team

*  Run o session with your founding team to identify your copabiity gops and waoknesses —
= Usa on objective party o fociitote the session il you con, v
= Use a froméwork such as the Business Model Canvas 1o identify resounce) skl gops comparad 1o
your actraties Business Model Canvas,
- Mummmmmm;ﬂmuﬂmﬂﬁﬂﬁm[agim
versus outsowrce).
= Bulld a hiring roocdmap that underpins your startup’s goals, strateqy, and vision. kdentify when you will

need 10 hirg COPODITY 10 Nt these gools Ond growth Torgets. entity the skills and Enowiedge you
think you will need.




7.2.2. Add structure to your hiring process

Govon tha impoct of @ mas=hing in an eOry-s1000 startup, N oRPROMUNly euatts 1oF IoUNGrs 1O USe O StNuctuned

hiring process. Google has long supported the use of structured INternviews 03 resoarch shows they provide O
betier condsdote expenence aond are more predictive, dverse and efficient thaon unstrectured intervsews™. As

Google's hinng expert, Dr. Melssa Hamedl, shared, “Structured intenviews are one of the best tools we hove to

iently the strongest job condidotes (i, predictive volcity). Not only that, they avoid the pitialls of some of the
other common Mmathods™.

Just undar ROl of the loundars hod rrvasted m [Rasr enng processes 10 IMPcess oy ey SCrean Ond SocCt
caondidotes. One loundar faned reciuatment 10 g solas lunnal bulldeng process. Others describad multi-stoge
processes that inconporated both technical ond behavioural assessments ond fomnalf informal elemenits,
pending the type of role being hired forn, Those who alreddy hod o structured process Continued rofining

ond evoiving it with eoch new hire. TeomQoge's co-founder Ben Sl reflected, “We arg sIortng 1O rust our
recnatment proCEss more ™.

HIrg) 15 0N Frvestirmend of nrmnﬂn%eﬂmnwmrmmtmdhmw,ﬂuup oL,
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tolent, estimating this to be ot lsast 35 hours, from preporation 1O SCreening, nterviews, adminstration and
communication with condidates™. In shoft, a founder must invest their precious time in the right waoy.




Ideas to explore in your team “pal [
+  Dosign your hiring process f'\i
= Think of it ke o soles funnel (aim to get quontity and quality ot the top of the funnolt). v
= Dotoil eoch stoge of the condidate exporience. Utikse structured intenviewing techniques (here is
a handy tool Structured Interview Tool). Make sure the candidate is ot the heart of each step, and

there are clear and reguiar Communicothons.

- Consider using a real-life plece of work/ ossessment to understond how someone will perfonm
on the job (ovoid hypotheticals!). This has been proven 1o be a better predictor of on-the-job
P IoIMOnCS.

- Set criteria ot aoch stoge that you can quantify. Be clear on your deal-breokers. Use a scorecarnd
with a siiding key to evoluate condidates.

- Gather feedibock ond set metrics oganst eoch stoge of the process S0 you can continually evoive
and refine the condidote experience (some ideas on whot you con track - only choose what ks
rmost relovant! Recruitrment Metrics).

= Invohae the teom in hifing (general rule: thave are diminishing returns offer the 4th eam mamber
«  AUtOMOte tha odmiin 50 you Con foCus on the value-addaed octnbes. Given thot you ane unskoly

to hove a fancy ATS, utiise basic tools le Trelio (Recruitment Template) ond Zopier (Zapler

Iintegrations) (o outomate tosks

Trgin your hiring team.
Cultivate o pipeine of talent and always be on the lookout. Consider how you will gather refemrails
from your team and the role they will play.

«  Work on your employer brond ond make Sune your vision, purposa, values, and culture arng
clearty articukated.
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7.2.3. Craft your desired culture from day one

Thé term Culture, from an rganisational perspective, refens to the “values, belels, ond behoviour proctised

in an organisation; (they are) lormed over time Decouse thay one riwarded of punishad™”, or simply put by
psychologist John Amoechi, culture is defined by the “worst behaviour tolerated ™.

During Cur iIntanaaws, SOme foundars expiessad Rowy Importont it wos 1O St the fghtl Culturg and One with
the core team. One founder revealed thesr strateqy for the first few hires, ocknowiledgng thot these hires were
critical to creating a culture from the ground up that was diverse, purpose-aligned, and the best possible to
work in. As Mike Carden (Joyous) articulated, “You continue the way you storn._ our purpose is to make e better
for working people, 50 as such we woanted our office to look Bee thot as well”. Thes resonated with Yevgeniy
Brikmnan, co-founder of Gruntwork and outhor of Hello Startup’, who stoted, "Choose tha first ten employees
vy carefully, 0 they determenda the noxt 100,

ke als0o shored how they focused on bulding a learming culture from the stort os “everyone talks about
a leaming culture, but we know you also need people to teach the code ond grow”. To support this culture,
thery provide the outonomy o implement for each individual and hove distributed decision moling. This hos
hedped them buld a strong empioyer brand in the market and attroct tolent. D Adam Grant, an organisotonal
paychologist, discusses how 1o cregte leaming cultures where “pecple are more interested in improving
themsaives and the orgonisation around them™™ (in contrast 1o just rying 1o parform ond prove yoursel). In his
book, Think Agoin, Grant argues that the foundation of a leaming culture is psychological sofety ond process/
outcome acccountobdlty where people are cunous, rethink decisions and experment™.

a culture from the ground up that was diverse, purpose-aligned, ond the best possible 1o work in
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Another pracbce o buld great teams s better understanding team dynamics, strengths, personalties, and
stylos undor stress. Bon Smet uses strongth profios Of TeoMQOoge Ot O way for the team 10 Dettor understond
SOCh ot QN T CyMOMECS ot adsts. He Shoned, "The makeup of O [eam OF O WD S iImporiont ™,

Hubspot has fomously ond publicly shared their evolving culture COGe 10 the world (up 10 V338 ot the time of

this report)™. Culture will olways form, 50 it pays for the founders and leadership team o spend time defining
thesr culture and oCtively manoging Its evolution.

Ideas to explore in your team

«  AIGCUOte your Cullure. Who! Culurg arg your DUEng™ How G0es it OBgn wilh youLr
startup’s values? How does it show up in the behaviours of your people? How do you
measure, recognse and resward these behaviouwrs?

= Tooks 1o halp you defing your cultune: Strategyzer Tool of Culture Design Canvas,

- List of culture decks from other companies to get you inspired (eg. Netfiix): Culture Decks,

= HubSpol's culture code and free tempiate: HubSpot's Culture Code ond Company Culture
Template,

= Check out Adom Grant's work on openness and curnosity: Think Again

«  Tokd U 1O Uncharsiond DaTer wWind 5 N e ta0m Ond Moy you COn DaST Work DOQatng. Thes iS5
particularty hadpful to now how the team oparotes in times of stress and obstockes. Some halpiul
researchrbockad tools are baldow to expione with your teoms:

- Strengths Gallup Chifton Strengths,
= Perscnoity: Free DISC Assessment o Comprehensive Poid Disc Assessment,
= Style under stress: Style Under Stress Assessment.




Startup
in focus

Portfolio of companies that focus on building the ventures of tomormow.

Journey to date
Svelte stared as a digital brand agency in Adeloide over ten years ago (Svelte Studios). Thay now have
multiple componées in their portfolo under “Sveite Ventures' includeng

« Svelte Studios: Degital brand ogency, « Ticker TV. Digital TV entertonment,

= Fronk: Welibeing opp. = SML: Mochine leoming

=  Gathr: Cryplo trading,

Thed CO=TOUNCENSs Ong NOW DRONNING 1O TONSDON haer IGCUS INom Svalta STudeos 10 romp up Sveila YVantures 1o
expiore high-growth models and progects, inchuding cryplo.

Founding team

Joseph and Doanny founded Svelle Joseph his 0 bockground n industnal design and U Donny hos

0 BOCEQIoUnd i Gasagn Ond DOonding. BN CO-Ioundars Org GOoOd Of GaDENG WAt OmMDEQuaTy, Ong
COMPasSonate and greot COMMUNMICOioNs.

Drad DOS SUDDOed th CO-foundars 1o T IS 2.5 yaOrs, melitly Dasnd DEoUQil i 1O Nl Fronk. He 5 ey
hadpéng the co-founders transiton from a rodetonal modal into a morae entreprenaunal one. Dove has O
boackground in cognitive science and tech, having worked in various startups and industries in both Australia
ond overseas (in between raveling). He does nol hove an official Tole title'”. His brood experences and siill set
means thot he con opply his iolis o Ml gops, odd valese, adopt, and halp the co-founderns get 1o whene they
want to go”. For exampla, there was o project within Frank looking at understanding if emotion detection on
Twitter could be usad to find O leading indkcotor of the price of Bicomn. During the project, the Team Leader lelt,
raquiring Dave to toke over and bring his brood skill 5ot 1o Bod 0 mochind Marming team.

TC0n 00 O D OF (hengs O BEthe Dil vl ™
svelle Venlures was something the co-founders always wanted o 4o, 50 Dave helped 10 gel it started.

Employee number two

The lotest focus has been on shifting the co-founders” focus to Svelte Ventures, 50 the teom has been bullding
up the copabillty in Svelte STudios. This will allow the Co~founders 1o IoCUS mMore on Ventures. The latest thidoe
hires in Studios consist of the following

=  Heod of Digtal « Creathve DirésClorn, ' nﬂri:gfﬂrmﬂig.

Thid thedd N hirds Ofd Qanerally 1ocusad on Svalld STuEoS. HowWews, thay may Dé shargd across the portfolio
ol busingsses as requined. The ‘shared resources’ model can create challengas dud 1o a lock of clarily on

occountobiities. However, there are also upsides.
The next hires are Ekely (o locus on leaders in tech, ML/ dota science, cryplo, and security.




7.2.4. Surround yourself with experts in their ‘zone of genius’

Angthes emargeng theme was the 1ocus Ior foundars 1o surround themsehes with core team membars who
War D SO ENCry Ehaemy, Ol FOUNCRN OO0 That ThoSe CNBCA Mrges M@ 1O DO ormpOwanedl wath (e
expacioticn thot they were the experts in they domoens. As ﬁm'hkiunhﬂﬂm[ﬁlgﬂlw]q}ﬂrplﬂt.'wﬂhnt
lor people who are experts at what they do. This ks thedr 2one of genius’. we donT wani to tedl them how 1o suck
egqs. we want them o kead”,

Baing in the 2one” has been Enked to the work of positive psychologist Mindly Csiccrentmihdiy, who describes
this as experencing Tiow". Flow is an oplimal psychological state “in which people are 5o involved in on octivity
that nothing else seems to matter; the expearience is 50 enjoyable that people will continue to do it even ot
great cost, for the sheer sake of doing it™. It i= a bolance between challenge and shills, and interesingly.
fiowr proneness hos been associoted with porsonality, positively correlating with the Big Five parsonality troit
‘conscientiousness” while negatively correlating with ‘neurolicisr’. This is an interesting piece of research os
it Bnks to ouwr theme obowe, where founders preferred consclientiousness and indusinous personolity trars.
Furthr expionation i recuired 1o understond this Ink ond determing prochicol woys 10 OSSess tralts and Tiow
PrONeness in O Sorup ernvironment.
Another founder targeted those who could bring great idedas 10 the table, whie others speciically looked for
aaxpanenced leoders they could trust to leod teoms. AS Ben Smit shared, 1 have found thot when building new
teams (ot Teamgogea), | wont experience if they ore leading the team”. Moreover, another founder reflected
thot those with greater experience in thedr team helped nanigate challenges ond curvebalis. As Matt Mils
(BOULEVARD) ciscussed, ‘Hoving a few years of experiencs maons peophe know whot the expeciotions one.
this halps with productivity”

Ideas to explore in your team

Structure the interviews to create opportunities to assess relevant role and leadership
skills during the recrustment process. For emample:

= Redl-lile cose studies of presentotions,

= Exploring expenence with leoding teams.

PFrovide clear expectations of condsdates.

« Toke opportunities to work with potential tolent before they permanenthy join your stortup. For
exompla, hire indhiduols for a short project, colloborole on a specific tosk, slc.

= ldentily and obsense when you oaré in flow (8 Ways To Create Flow).
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7.2.5. Align purpose and values for performance

Some lounders emphasised the iImportance of thair storup’s cone values aigning with their peopie,
POIGCUOrly thasa Ihal g apaClly pUIpOSe-driven IQONSOBONS. AS SMON SINGE SO0, “Cusiomirs will
naver kovve o company until the employees love it irsL.™ For those thot have developed volues, these are glso

increasingly becoming part of the recruitment process when assessing condidates. As Ben Smit (Teamgage)
stated, "1 On ndnidudl CGRONT GRGN: 1O T CONE VOIS, Wi WOURIN T Nerg: Thaerm”

These icunders are not alone, and research has shown thot a positive comalotion exists baetween the
purposeluiness of employees (e whether on individuals purpose oligns with thair work) and an organisation’s
performance™. As individuals gain mone meaning from their roles, they are typically more productive, resilent ™,
and report higher leveds of wellbaing™. This is important to consider in the startup context for bwo reasons.
Firstly, millgnnial tolant Considars punpose twice a3 Importont 03 COMPENSation of Compdr dovaloprnent, ond
sacondly, COMPany puipose is port of an investors decision-making critenda™.

Ideas to explore in your team

*  Define your core values and purpose (some helpiul odvice ond
examples: Defining Values).
inciude specific volue-bosed guestions os port of your structured iIntensew pIoCess.
Relflect on how your storup’s walues influenca your work, product, culture, ond behonviowurs.
= Tips for bringing ciive your values and pUrpose N your startup:
— Role modal and Fve it,
— [Educate your peopla,
= Rednforce in all your CoOmMMUNICOtoNS,
- Incorporate into all your people processes — a.g. hiring, reward, recognition, performance
(including OKRs/ KPis). and so on.
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Startup
in focus

Team engagement platform.

Journey to date

mwmmwmmTwhmfmwmmhmmmm
founching under o new nome and structure in 2017,

Founding team

The lounding team is mode up of a husboand and wile, Ben and Noelle Smit. Ben has a background in IT
and security with KPMG, and became o déeveloper through necessity. Ben now focuses on the product

side of the business. Noelle has taken on the business’s operations, initially loocking after finance, soles and
account management (although account management now has a dedicated team). They both look ot the
sirategy ogetnes.

They pressously hod a storntup colled Code 360, which wos O So0S product lof unfversibes.
Employee number two

Thedr st Par@ WS O SORES TOME.

The co-founders have typically hired in batches, three to four individuais at a tme, as the starup grows. The
first P wOs IOBOWed Dy I et DOLICH inCiuchnd

*  Desa0ir Hirgd froem Co0he 360 Qndd ook Glitesr LI LN ndl Qropinecs,

+  Project Manager: Focused on opanations, onboarding Ninw CusSloMOns, Ofganising ovents and other projoect
manoagement octivities,
« Enginearing team: two developers and a OA Engineer.

Thé Subsequent Datch woas hised in 2007-2008 ond consisted of five echncol roles, TWo CUSIOMEr SUCCESS rolas,
and o dedicated SUppPOrt parson.

Al the storl of Teomagoae, O lew CoONaCIoNn: 00 suppismeniad the team. The [S0m NS Mo Orosam
1o 21 paopie.




7.2.6. Understand the role of empathy

Somi lounciens identified tha role empothy ployed in their teoms, Empothy con ba defined oS “the obdity 1o

P Ol O SITUALON from [T Ol DOrSOn'Ss DorsSpactingg = 1O 500, RO, OnNd Fod TNg UreCpud WOorldl Of The OThes™ ™,
Culthvating empathy in teoms fueds connection, collaboration, morake and resslence . ond as Satya Nadedia,
CEQ of Microsolt lomously stoted, "Empathy i 0 musche that needs 1o be exercised ™.

Some of the founders interviewed felt empathy heiped build a better understonding of the customer’s needs.
Further, other foundens ientified thot growing dverse teams and looking for people with alternate interests
increased the opportunity 1o bulld ernpathy and improve how the tearm operotes together. Mike Carden and
the team at Joyous “tend to hire for empathy” and “look for people who have interests outside of themselves”
Finally, empathy plays o role in performance. Tha Centre for Creative Leoadership identified that empoathy
was connected to better performance and could be leamt through interventions such ot coaching, training,
developmental opportunities, and inftiatives (g.g. learning octive Estening skilis)™.

Ideas to explore in your team

= identify what role empathy plays in your team and with your Cusiomers.
= Testfor empaothy in your structured intendews. An interesting perspective wos shared
on Fassdoor a few yeors ogo Glassdoor Blog.

kdentify if there ore opportunities to busid empathy in your teams. Hive shared their op tips: Hive's Top
Tips (read the ‘user manual” idea or new hires).

+  Procticol exercise? Buskd empathy Dy reflecting on your condidate expenence in the hinng process.
Read this interesting perspective from a rejectad hire which also valdates the importance ol
structured interviews: Rachel Pacheco’s Perspective.

=  Check out Microsoft's article on bulding empathy in the new workd of hybrid workc Empathy To Unlock
Hybrid Work.
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Topics worth noting

supply. Although this report does ROt cover these ssues in-depth, it is worth noting that further exploration is.
naaded 10 Datier undarstond the probéam Onagd Ond Its ool COusSes.

Firstly, som founders ientified the mporonce of diversity in thass Core team. Research has shown the
importance of diversity in unlocking innovation, diving growth, and building high-performing teams, oS
*enriching your employee pool with representatives of different genders, races, and notionalties is keay for

DOOSUNG your cCOMPany’s joint intelectual potentia™”. Orgonisational psychologest Dr. Adom Grant shored the

IMPOIanCE Of DIOOCTiviely S00king 'ONgnals’ NonconforMists with o divirsily of thought, to hEp grow early-
stoge startups” Further CB Insights found through its research that diverse teams with different sioll sets were

critical to the success of a startup™.

e

Organisational psychologist Dr. Adam Grant shared the importance of
proactively seeking ‘Originals’, nonconformists with a diversity of thought, to
help grow early-stage startups.™
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Howerver, the founders shared thes frustration as a lock of diversity exists withen certaen talent poods. As JOCOo
Viplcismion (Paytron) reflected on gondar divarsity, "W haven't haod ong apphcation from O lemale dawlopar
in a year. To fip it marketing roles had hundreds of appications from women”, Mike Carden (Joyous) hos
intentionolly bulit diverse teams with his co-founder but also recognised the challenges, particularty in the

enginearing space, “The Diggest issue with engineering teaoms is that they are very homogenous™. This is nol
O UMeQuad iS50 QN 1S O DIOOGOT SOCN0I ChOBSNGE 1O DO TurThar uncorsiood and toCkka OF iTS rodl COousa.

However, one oction founders can take to avoid creating homogenous teams is to review their recruitment
process and check it, particularly for biases that can stifle diversity™.

access o giobal talent at a reduced cost, particularty technology-redated skills. Although there is a recognised
¢kill shortoge in the Austraion tech morket today®:, this is an interesting ofed 1O MONILOE, Some founders.
expressad concam over the future of IDCol tolent compatng on 0 gobal scole. As ilentified n the recent BOG

report, the post-pandemic era will provide new sources of tolent for founders as the Thigher prevalence of
remote working will ollow COMPOaNes 10 OCCEsS iINtemationdal and mone Nusd tokent pOols that are outside the
COMPanIeEs" Main morkets™.”

ee

Higher prevalence of remote working will allow companies to access
international and more fluid talent pools that are outside the companies’
main markets.*
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8. Data limitations

This report intends to start a conversation and share learmings with the startup
ecosystem. It is a collection of knowledge, ideas, and opportunities, utilising
insights gained from in-depth founder interviews and core team member
surveys. However, because it is derived from a small sample of qualitative data,
turther research, exploration, and expenmentation are required to validate and
substantiate the identified key themes.

~




9. Conclusion & next steps

We have begun to build a research base into what characteristics make someone
successtul in a startup environment. We are excited to kick off this research-led
conversation and can’t wait to continue exploring and refining our findings so that
founders know who they need to hire to accelerate their startups’ growth.

Like ol studhes of peopie, there is No 'one size fits ol onswer to hinng for o startup. Mony vanobles need to be
considered, including content, founding team, growth ambitions, and funding. Nevertheless, some themes
have emerged from our preiminary study. Employees who appear to adopt best 1o the emdronment o
unkncwms Rove QenNarOisl Saiks, O Qrowth mMindSed, ond spedny CONSCHNOUS, TNushwortivg, Ond STrosghifonsond
behoviours - giving them the ogility, flexbdty, ond resfience (o perfom.

Crur Bteroture réviiny apionad O DroOoder antraprandunidl parspectng DECOouse ressonch on SIarnupd Cong [eoms

= mited. When companng our findings o exsting research, we did find some aignment. However, given the
fragmented nature of the results, more rigorous evidence is regquired to drow redevant direct conclusions.

This praliminary study has openad up two next stens the startup community can toke.

Farstily, theng Qe OpROrTunilies 1o expond e Sompse e Ond expeore thames [0 DLslkd O Comiprahangve DOOY Of
resecrch ond evsdence. Specifiic resegrch into personaity, job, ond compatency Tt in o stortup context would
help gain a greater understondng of personalities that will flournsh in an earty-stoge context. Additionally,
further researcn Could De COMaUCTad with empoyeas Of the Oore [eam [0 undersiond thesr perspeciives
secondly, themes should be worked through with the startup community to identity ond experdment with
procticol woays and ook to bring the findings 1o e, We hove already usaed the nitial personoality troit indings
1o CoOmmence ouwr first expanment — tha Stortup Reody Questionnaing = OvaekaDhe 0 POt of Stone & Cholk™s
Pivott Coreers prograom. This expernment will be released, tested, ond rockad o undarstand more abowut
personaity types that thrive in early-stoge startups.

We org excited 10 8o hioww this groing body of evidencs halps starups groww, attroct tolent and creala O
Dl futune DoOetine.

stone& -
= CHALK
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2.

Interview questions

The table below cutines the questions that were used as a starting paint dunng the intendews with each
foundier/ founding team

Interview . Desctibe YOur joumey 1o ok

Questions . Describe your founding team.

+  What role did you hire first? Wiy?
What subsequent hires were moade?

« Describe your first ond subsequent hires. Whot were you looking for?
Wiy

- What competencies (skilis, behaviours, inowledge) did the core

thesa mportont?
= Whot personaiity choroclenstics® did they possess that positively
mpoacted your business? Why were these importont?

- Are thede ony compelencies of personality charoctenstics® you don't feel
flourish in O Stonup emdironment? Wy ?

« Ande thane oy foctons in the amvironment that might Impoct how your
pecpde hiove performned’?

=  Doas prior storup expanance have on impoct on future startup
performance? Wi/ why not?

= How did you hire your core team?
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3. Interview participants

We nlondewead 15 loundars in otol o summorised in the Toble bedow

# Startup Interviewoe/s Industry

1  Betorepay Co-founders: Tarek Ayoub & Dean Guo Moo FinTech
Founder: Matt Mils FinTech
Founder: Luke Bridges MarTech

2
3
4
=
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L

Co-founders Thomas Wallkkey & Anthony Mormes  PropTech
Co-founder: Bronkg IngoC: Mesic




T CO-TOuNChers MeReCiod thot theer st ow hicgs wero mMuch Rordar 1O DG into
Beforepay. Thay had o ‘wine and ding’ them 1o convinca tham to comea, given the

risk trade-off to join. The co-founders kened the inftol recrutment process with
CONCRGOes 10 Selng The WREOoN in O VL meeling.

It was o much harder o hire the first lot”

Alongside the first two hires, the rest of the core team comprised
+  Maorketing Manoger.,

*  Customer Support Manoger,

+ Product Manoger,

*  UX[ Ui Designe,

«  Engineers (x2)

Loter in the Be cycle of the busingss, the co~-founders hired their C-suite, who werne
genarally sourced from corporate and manogement consulting bochgrounds.

In DWo yeors, the team has grown 1o 43 employees (os of Aprl 2021), oppeodnmotody
30 in Austroia and 43 globally




Answer

The co-founders identified several competenceses individuals needed 1o possess (o
be successiul ot Belorepay. This included

= ALy to dedl with pressure ond ressience,

“We hove nobiced that pressure [0 e0ch parson & dfferenl. We make sure we
refterale the pressuve of the ermvvironment. s extremnely last-poced, and individuals
nad [0 D QDA [0 CODe Walh iL”

ANty to work on multiple projects at once,

Teomwork,
CommumiCOtion,
=  Problem-soiving shlls.

“We started o look for paopie who could problem sohe nol just do a tech task”

Treery NOne@ N@QESEA That O DORNCE NS 1O De STnuck Dahassan The ight i of
competence and the right ottitude that will fit culturally ot Belorepay.

“We found the sTmories! DD JONT NeCessarsy Nove the Desl ollitude, and
IO Walh Oraal OTERUORRS GO ] NeCesSorney honvg: [he v oF SElEE. Wa hod [0
find the nght bolonce.”

ee

They have realised that a balance needs to be struck between the right level of
competence and the right attitude that will fit culturally at Beforepay.




e

Don't beat around the bush. If you don't know the answer, just say it.

Fmﬂﬂmpﬂluﬂhrutﬂﬂ“umﬂnluﬂnﬂmmmmﬂmg_
« Competence,

. Thﬁ-t..

« Stroightforwardness,

‘DonT beoat around the bush. If you donT know the answer, just say it
Warmithc They wont peopie (o kove and toke pricke in what they do,

“We want people o care and love what they do! We want people o toke pride in
what they do - it's not just a job. This i a big playground of smart peopie.”

- Actions,

ACtions speck louder than wonds.”

= ldeas: They woant to hire people smarter than them,
“Bring greot ideas o the table.”

Vialues Belorepay just developed its volues in the kest few months. They are now
part of the interview process,

Now Off infensews hove volues assigned and ronk Leople Ogainst them.”
- Positive.
It has to be a positive person — not a pessimist ®

Tarek particulorly focused on compelence, nust, and straightionvyardness whan ha
wirs hiring the C-Suite.

-




From the personality traits/ focets list, Tarek and Dean chose the following
«  Ancety
. Daaainnd
« Sell-Consciousness,

«  Impulsive,

«  Vulnarobility.

The co-foundars shared the challenges in recnstrment, parscularty in the anginaering
spoace, given the increased demand for this sidll set in the market. They have also
learnt that different groups are motivated by different things when considening

ol of Betorepay. FOf exompie, operotional rokes were more kely 1o be motivoted by
carear development and opportunity.

The co-founders discussed that, from their expenience, just coming from a reputable
ernpicner in The past doesn'l necessarily rellect on ndividual's obEBES I SOMd
cases, the bigger compaonies can make it harder 1o train new hires.

Ty’ INOnve: Dy PeCOily MerasCl RO STOMUIDS: versus TROChIOnOl DOCEOrOLUmncEs.
Howeenwer, TR C=Samte Ong Not Troem T SIOIMup &COSyELem, Ond maryy Ong Fonmmer

mgernent CONSLETONS.




How did you hire
your core team?

ARswer

In the past, the co-founders have used a range of channels to recruit condidates.
These include personal networks, meetups/ networking events and recrulters.
Porsondl networks hong proven usaful 1o the teom

Using owr network s 0 big thing for us”

Maatups and networking events have typically resulted in oworeness and exposure
over potental lkeads. The team continue o use recruters given the copital and time
consiraints. Howewer, thate was an ocknowledgement by the co-foundars that this
has been a chalenging ared given the cost ond subsaquent chum axperienced.
particularly in the enginearing spoce.

Hiring is now O structured process ond differs sEghtly Detween enginganing and Non-
engineenng teams. The process can inciude numencal testing, attitude and cultural
M aszessments, cose studies and probleme-sobding siall tests.

The co-founders feal they have a good BS metre’ when it comes to the hinng
process, which hedps thermn make quick decisions. Other key tips they utiise include
showing the condidate the business plons and being transpanent.
Peopie who join us inow the first thang they do s o [0 the Moc Siore and

buy their laptop.”

"We donT have time o waste on bod hires.”

The co-founders faal that people want 1o join Baforepay becouse thay “walk the
walk®. They present people with the focts of what they have achieved and the vision
of where they are planning to go.




4.2. BOULEVARD

Answer
When Mott started buldng out the team agaen in 2020, many high-quality and
axpefienced people were entering the market. His first few hires were based on

Identifying what was needed ond assessing the gaps For exampbe, BOULEVARD
didnt have anyone with cybersecurity skills,

WGt CanT W SOV Wil Our earsiingg Sl Safs?” Whal & Cheapa [0 Do in=-House

= Identifying the copoabities (o take the BOULEVARD forward: For exaomple, the
decision 1o hirg 0 Customar SUpPOIt role was 1o ensure thay ware Estening to
custiomer leadbock which woulkd, in turn, reduce the salas Cycha, reducse churm, etc.

The purpose of hirfing an interinn CEO (not a founder) was 10 hadp free up Molt's Grme
1o focus On iNfROYaBon.

“The CEQ £ O 50Fe pOwr OF ROndS [0 Frad up my e [0 FOCUS O innovaion.”
The next focus is 1o buld out the internal developer and customer SUCCess [Bam.

Question

Describe your first
and subsequent

+

you looking for?

There are severol things Maott looks for in new condidotes:
=  Exposure o previous storups: indnsduais understand the expectations and the
emironment they are getiing into,

"Exposure o previous startups s g plus as they already imow what theyTe getling
o, IF thay Rovan T hod OraCl SaDasung, (RN SO WOrSnNEeSS 15 Ml ”

= Aworeness and desire 1o work in on entrepreneunal environment: For example, if
QN OO QRS0 NS O SR0hE NS T,

NG PO DN Orell DO INCinAaCuOls Ong: 00N 1O O STucE slO i,

+  Inquisitive: Individuals who ore curious and ask lots of questions,
Openness and ansparency.

e

Not being able to own up to mistakes or shortcomings has a huge impact and
also iImpacts your trust.




From the personality troits/ focets list, Matt chose the following:

« Trust People need to trust each other and know they are there for the right reason,
«  Stroightforwardness: The team is small, and the structure is fiat with no room for
poditics. individuals need to feel they can speak up,

‘Everyone has their role and is there (o better the company.”

Solf-cRsciphng: Thata i No onboonding process, and the working omironiment is
flaxnbie, 50 Nndsaduols Nead 10 S0y foCused ond NoT gat destroCted.

From the personality traits/ focets list, Matt chose the following:

« Angryl hostility

O alsd mentonad thot defensranass ond INsecurtly Ong OISO JomMOpng Ior O
stortup oS thare i ROt enough me In the day 1o dedl with thasa bahoviours. He
shared that these actions con have a compound impoct ond need to be addressed
CraCchy. Otharwass, they CON Rove: O SNOWDON affaCt. On U Tep Sk, Trust 5 wWiol O if
OBOWS INANACUOES 1O O Up 1O Theair mestobes ond shorcomngs and ok leadbhock.

O NSSCLe.”

NOl Daing abde [0 0WN UD [0 MESiaies OF ShorfComengs hos O huge Smpocth ang QS0
FMpOCES your brust”

The defoult working environment is foce-to-foce as Mott prefers this option for the
team dynamics and Collaboration.

The team have a mixture of corporate and startup expenence. Matt has not
seen a difference in performance either way.

-1




e

| ask the tough questions upfront and am clear about the reality in a startup -
there is lack of assurance and instability.

ARsWwer

The team hirse O Mixture of Corporate ond stoMmup experenca. Mot hos ot seaen O
dilference in parformance aither woy.

One theng Matt has noticed s thaot performance tends to differ from on experence
perspective. For exomple, part-timers strasght from university wiho gel thesr first jobs
O BOULEVARD g Sl wOrkeng) out ROw 1O Moo axpaciotBons with thaeh armipionor,
the lock of structune, support and oversight in o starup, etc. This can have on IMpoct
on their productty.

"Having O few yoors of expanionce means people now what the expeciolions are_

thes haips with proguciivity.”

Hiring thosa with greoter axpanionca ond openness has haipad with NOVIgOoting
challienges ond curvebalis. Matt shared that everyone is keen to be there and pitch in

1o halp fix on Ssue

“When things go wrong. the leam responds well and are open [0 feedbock. Everyone
5 keen [0 be there.”




How did you hire
your core team?

ARswer

Matt found most of the initial hires through a recruiter. He found his recruiter through
tricl and eqror and decided to iInclude thaem in the hirng process as they:

« Provide a filtering loyer before which soves Malt and the team time,
= Are speciolized in finding tech tolent,
= Provide a good dedl for Matt, and there i no monetary ioss if he uses them. Matt
OES0 soenhified thot Qlthough thene i O COSt FOF O reciualor, Tha COST Of Qethng O Merg
WTONG IS5 &ven Negher,

W thay ong [pChineCOl, Iy Enow wihol's Qood and wihal's nol wiech Dadps [0 e
the oppications.”

N essence, [Ne recruder DeComes  part-Grma DLMON COREoT Darson.”

Although the cost of a recruiter is hegh, the cost of not getting it nght 5 even higher”
MOt Contmues 1O be medhvad N the Renng process M S0me woy alondgsads his whode
veam. The laom is stll smoll, ond SO everyona has on opportunity 1o meat a New
hire; through o meeting or interview. This ollows the teom 1o hove a sense of who

5 oM, Wineki thed CONCRGOTE CON QRS0 DEST Tl OUNS WaOry. Duing TR inlanieg
procass, Mott is bean to undearstond what the indnadudal volues, whot they care about
and ensures they are clear on the reality of working in a startup.
N's a privilege we can do as a small leam. We know we won'T be abile o do it long
ferm. However, it works well now.”

1 ask the tough questions upfront and am clear about the reality in a stortup - there
& kack of ossurance and insiobilty:

BOULEVARD follows a ronge of informal and formal steps in its recrultment process.
These nchuder

Structured intenviews,

= Psychometric testing (e.g numeracy, logic),
= Skils gssessment
- Technicol If techmnecaol skills-bosed they con use a technicol aossessment ool
(e.g HockerRonk) to establish a level of competency,

=  Customar: If customer-Dosed, they give them Scenanos 1o respond 1o
(e.q. sols process)

#  INdOrmol COMMad COTCHUDS WAL TR0 MdrmiDars.




Answer

Tha focus of the first hire was on enginearnng capabiity to develop the platiorm. As
this is not Luke's realm of expertise, he required Mike (his co-founder) to identify what
he neaded.

The first hire wos strong on product ond could bridge the gop between
commerciality ond customer need. Essantiolly, they bridged the gop between the
wo CoO-founders.

Subsaqueant hires neaded 10 halip delrver ond exadule.

"Owur first hire could concepiually grasp the vision and what we wanled [o ochieve.”

Comverss s first hire could concaptudly undarstiond tha visson, whot the Iouncers
woanted 1o ochieve and the compony's overall purposa. They had to be able to
problem-solve, and Luke needed more than just "moking the widget”

T (Luke) ook for something beyond just making the widget and ticking the boxes ”
G The notune Of SIOruns, Lukd sentifad ROt rnw nirdss naad 10 D Musd ong
toke the opportunty 1o defing theer roda. They also neaed 1o hove drect, open ond
Mﬂmmﬁrﬂmmlmmwmmmmmlm
neads, s fontostic of executing, is orgonised, and hos deep industry relationships:
Tneed a safe pair of hands o delver and love my clients as much as 1 do.”

Our first hire could conceptually grasp the vision and what we wanted
to achieve.




Answer

From the personality traits/ focets list, Luke chose the following:
L Competence.

2. Straighttorward,

3. Assailivenass,

4, ANMESM

5. Trust,

6 Sel-discipine

Lk OIS0 Dradars DaODME Wi Will oMMt Ond DUskd NS wSson. He GO0a5nT WOnt
individuais who cant commit and ahsays kook for the ‘nead thing'

indeviduais who don't horve the humaity 10 leom won'Tt fliourish in a stomtup.

flourish in a startup

e

Individuals who don't have the humility to learn won't flourish in a startup.




foctors in the

ity wmmmmm ﬂ!ﬂll‘lﬂlﬂi‘l‘ﬂ:‘.ﬂlﬂtﬂﬂ Wmﬂm
0 in the luture.

Conversr has now merged with Burst SMS (in 2021). There are differences in the
products as Corwenss is an outomation product, while Burst SMS i o utiSty product
Thiry will S101T (O dranw MONe NOW ON the SOMe NS Ces. Howervdr, not ol Sidll Sots will
work ocross both products.

COVID also brought its chollenges o everyone storted working from home. As thae
team transitions bock into the office there is recognition that some teams work a lot
better foce-to-foce.

Conversr hos on excallent reputation o thay hove built deep relationships and
a reputation in the NFP worlkd. Luke 2 nown within the sector ond often speoks

O envenis.
They are also within o growing “tech” sector which helps to ottract quality tolent.

Comversr's first employee did hove stortup expenence, wihech was helplul as they hod
the ieBOTVE [0 GO Thear Oam Thend) N undarsTood The Sminoninmeani.

The recent here i from an 80-person coll centre, and Luke kkes the foct she = not from
O TypecOl SIOnup O3S she DNNGS O keessd O SIneciurg and orgomesaion o the wory they
of g Joing things.

The hirst hire was through a recrustment agency, and Luke hod not worked with this
indradual before. The recent hire was a contoct that Luke worked with already in one

of the partnerships. Through his strong network, Luke feeds thot he con torget potentiol
DOSENT QM QUINOCT T WAl T "SIOrmuip equaty” and O SO0S0 TuTung WSsOn.

M's so important o have good people — | canT place more emphasis on this.”
“Once you have good peopie on the bus, you can do anything

hiring steps.




e

We are making investments in talent now, even when we might not be ready.

Answer

The co-founders targeted thesr first hire to help busid the pipeling and sell. The
Sales Director (Soles Guru) wos found through their networks aond has a tech soles

bockground. They typecolly bring in new hires as they find them, even if the role is not
ready just yel. in the cose of thesr first hire, 0 product was not ready until nine months

after, 50 the Soles Director used this time to collect contocts, bulkd relationships,
parform markat analysis and build o database and pipeline. The Sales Directon wos
ake0 Iving in the opartiment bdock of Ern Living's first busiding, =0 they could have O
Tvad experience” and see the value that was baing added.
subsedguent hires hove ncluded:

COO: The co-founders received advice to find someona with deep experence
for this role. The individual they hired hod worked in @ mixture of startup and
COrporate emironments. Their depth of expaniencs Was important as they neaded
someone 1o focus on the product delvery,

TFand SOMmeong Wil IS OF @xDarnca.”

= Account Manoger (Soles Teom): With a bockground in government odvisory, this
rsCinaCUO] wWites FOUnd throuah the Sokes Draciorn and invas in the first Duscng Enn
bedore coming on full-time,

Sustoinabiity & Communities: Another indrsducl torgeted through the co-
founders NeTworks, This roke is currently port-time a3 they work 1o biing o greater

sustainability focus into theair plationm. The co-foundars recognisa the imporance
of making prooctive imvestments in talent.




Describe your first

aond subsequent
hires. What were

ARswer

“We are mabing invesimenis in ialent Now, even whaen we might nol be ready.”

a referral,

« Product] Tech Engineers (x3} The onginal MVP wos outsourced, and now Erin Living
is busideng up its intemnal product and tech team by hinng a CTO, data analyst and

SONIOE ONGINONT.

- CTO:Found theough Start-Up Vic's Slock channal,

- Senior Enginear; Found thiough O recruiter,

- Data Andlyst: Found through thasr networks and refermed into Erin Living

Alongside the funclional expertise described aobove (8.q. soles, operotions,
sustainability), the following were identified by the co-founders
« Passion for whaot they do,
« Deep experience in the industry,

«  Redotionshsos, Nelworks Ond CoONNeCtions N the moustny,

« A growth mindset to haip them i into the startup workd, bring ideas to the lable
and have the ogiity and adoptabiity to work in the unknown,

“You can tell quickly these things, and your gut elis you if they will work or not*

“Can hey Dang Keas [ [he [obéa? Do hey hove O Qrowth mandisel” Arg they Ogea"
Can hey oo i Ihe unimown

ADETY [0 OO0 YOur e [0 O grosang DUsiness,

ADRTY 1O WOk Wil in O Taairm,

Specihic to the Soles Dwector:

Tenocity,

AnOlyDCs.

Thed CO=TOUNGETS ST0Ta0 Thot Thary Org MO INDBTeSTd N Ovaroll Wil DEOpsd COn
bring and their growth méndset, prefeming soft skilis to hard-technical sialks.

“TeChneCOl SElS arg CHadp [0 arm.”
“We look for the pockoge, nol the speciics.”

EL



From the personality traits/ focets list, Anthony and Thomas chose Competence.
However, the co-founders felt that personality traits are dependent on the type of

role. For exaomple, they would hire peopie into Sales who dispiay gregarnous and warm
parsonalty traits, raother than modest ond sell-conscous traits. To get o good feel for
individuals and their personality, they start the recruitment process aorly.

Incivighuals with high oradety, pessimism, ond vulnerobiity (o8 described on the
raits Est) may strugale due to the lock of structure and many unknowns in the

stortup emvironment
Peopde nedd [0 De O with O i of unimowns.”

Givirn they pOoe of SIOMUES, INdvicuals Need 1o e oble 1O 000t O this DuSingss
WS Quickly Ond Thait roles evoive.

“The poce is fasi-moving. and weTe Inying [0 break new ground. Not everyone will De
cut out for that If you ke sef uinchiimes, you will work beller in the corporale workdl *

Given the noture of an early stortup, they look for genenalsts rather than speciaists
who can be throwm in the deep end. However, they do say this may change as they

grow and require more specioists in the future.

“We wanl someone (o be 80X proficient in 100 things, rather than 10X proficient in
DINe OredL”

‘Baing ok with being thrown info the deep end s important

ee

A growth mindset was identified as something that was required to help
someone fit into the startup world, bring ideas to the table and have the agility
and adaptability to work in the unknown.




ee

Given the nature of an early startup, they look for generalists rather than

ARswer

Employees have come from a mixture of stortup, corporate, and governmeant
boackgrounds. They have not found any differences in performmance.

I the personality is right, what they learn in a corporate environment is good for the

Broodily, Erin Uving's approach to recnutment has been 1o go with their gut instincts
Ond MOOK 1Or DOSSONOTE DOODE. Th CO-IoUuncars Won T NeCaSS0mly D IOk 10

fill roles but will come ocross takent, start the comversation, and bring them into the
team. For esaomple, one of the co-founders went to schodl with the Sales Director and
thn Pergsl nerm OF 1 NeS INSIOQraMm DOOE. ARCTNST @xQmPie 5 U CTO), winghg: TNary et
on Vic Storup's Sock channdd and inBally weani ior O Colles and Broughil therm inlo
the team a yedor loter when the CTO rode fimmed up.

Thery describe using their known networks 10 target tolent and using their inluson
when making decisions. They also recognised the long lead times 1o often gat talent
Renderwing CV's ond conducting reference checks is typicolly not perfonmmed.
“We weren'T looking for sormeone_ when we find lolent - we grab it”

Thay have only used an odvertisemeant for one of the roles. Everyona aisa has typically
been through networks and referrals (aside from one role through a recruiter)

The co-founders toke 0 brood opproach during the interviews, sioring o
corversation about whot it is ke to work at Erin Living and delving into the aspirations
of the individual (e.g. What is it ke working ot Erin Living? What are they about?).

“We loke o brood approach o the first and second meeling.”

specialists who can be thrown in the deep end.




4.5.

What

competencies
(skills, behaviours,

knowledge) did the

Answer

Once the co-foundars identified what copoabskties they wene hiring for, they went to
MOrced IoF Six rokes CONCLImanthy.

Degital Marketing Coordnator: This rode also octed os a Froject Monoger o

« Portnerships Maonoger: This role focused on understonding the ‘cusiomer

and developing compaign ideas to partner and engoge with the

sole-troder comimunity.

Content Writers (x2). These roles focus on writing blog posts, eBooks, odvertising

and funneis.

= Super Gusde: This role ocls 0 an ACCount Manager and requires depth in nonciol
planning and superannuation. it is a front-facing role with customers and includes

Where gops exist, or individuals have lelt the business, contractors and a Digital

Agency are used while the co-founders determine the next hire.

Alongside digital marketing, partnerships, community, content winiting, and

superonnuotion/ finoncial planning siills present in the first hires, the following

Agity: iIndinviduals with ogiity con axtend beyond o structurad role and top nto

other skill sets. For exomple, the Digital Morketing Coordinotor also acted as O

wall, Agility als0 fosters greater reslience 1o parfoim in Choolic erironments.

«  Growth mandsel Hoving O growth mencset will Improvd Row reslant On ndiiciueal
I5 In the startup emdronment. An esampla of how o growth mindset shows up is
the oty to identify, leam from, and move on froim a mistoka thot s mode.

Empothyr. understond who the “customar” = and the neads of the
s Lo HOS Danmelly O O wWilinOmss [0 O Ondl IViprcesg.

+




rmummmuﬂﬂmmemmmuﬁmmg

«  Competence New hires ond leom memibars one hired lor thes expertss. They one
empowered and need [0 now more obout thair areq of expertise than the rest of
the Team.

“We ook for peopie who are experis of what they do. This is thewr “rone of genius.”
"We don’T want fo fell you how 10 suck eggs. We want you 1o keod

« Altnussmme Foousing on the DIQoar purpose S0 peopie ore akgned and hedp eoch
other to get the job done (rather than focusing on what isn't done).

Vulnerability is also something Branka mentioned that positively impocts

team dynNamics.

From the personality troits/ focets list, Bronka chose

Anges| hostiity

POssivie OQOressivenass is olso onother unhelpiul rait oS it con shake and slow

Cosam 10, LOw Seif-orwaraness and O ack of empotiy for the Cusiomer will Qkso

present challenges.

Individuals with agility can extend beyond a structured role and tap into other
skill sets.




The team are from a miked background, including self-employed (some were hired
directly from the sole-troder community) freeloncing,. ogency, and corporate. Thene
Was recognition thoat the transition from CoNponations INto Starups does requing time
to adapt to a new dynamic environment and way of working.

The co-founders use a mixture of their networks, Seek/ Linkedin advertising, ond
hiring from the community they ve buill (Le. self-employed/ sole-troder community).
Frocticol exarcises are used dunng the ntensaw process 1o uncerstond compeatence.
NO recTuiters arg currently used in tha hifing process as thay have Not been noedad
up to this point.

ee

Focusing on the bigger purpose so people are aligned and help each other to
get the job done (rather than focusing on what isn't done).




4.6. i2ilogic

Question

Describe your first
and subsequent
hires. What were
you looking for?

The co-founders have hired to fll a need, serviced thes needs through third portees,

and then increasingly insourced and moved copabiities onshore o bulld teoms as
the copitol become available and the coOmMPoany MOotured.

“We have never received external copital, SO recruiting £ quile different here.”

“We hove anly been able [0 hire when we hove hod cash fiow. This hones and refines
VOL DEODie resources very Quickly:”

The team now consists of about twelve employees, bullt initially with the tech
development team in Melbourne. Tim then moved o Switzeriond 10 bulid out Europe,
and on leaving Europe, ploced their first Business Devlopment team memibar,.
AROTNG Business Development teom member has 050 Deaen hired in Junch. A CHOIS
akz0 working on the business one day O week.

The breakdown is below:
«  Melboume: Seven predominantly tech-focused employees include Tim, Corporate
Financier (ex. Banker), two data, two dev ops, ona CTO,

Turich Two BD roles,
Hong Kong: One role,

Londorn: Two part-time rodes consisting of an intern (from London Business School);
and a BD rode (ex. Banker). These individuals oct more ke consultonts than
empioyees and provide on OpROrunty 1O “try Delong you Dury',

«  Auckiond: Ond DOr-Trms rohe,

Inchor O Pull-Dmne: CEvEODET.

i2i Logic has been able 1o top into intems (e.q. from Inseod and London Business

School) ond utiise partnership models o supplement their teams and grow their

customer reach. The abdity to source giobal talent, coupled with inCreasingly remaote

teoms due (o COVID, Creates a0 CoOmMpatitive environment for our IoCal tokant -

SoMmehng 1or the GOovarmmntl 1O CONSICHET.




ee

ARswer

The co-founders” Winmﬁgmmmmmmlm
hadpad them cutsowrce the intial tech development.

As they began to hire their first few employees, they looked for people who could
spredd themsetves widely, so the focus was on generalists. However, they were hard

1o find in the Mmarket. For example, when hirfing nto the tech team, individuals needed
o develop ond prepare and write tech policies, engoge clents, elc.

"Our garly hirgs wore gengralists that could spread themsehes wideh.l (Tim) hod
overestimated this (profiie) in the market”

Koy competencies Tim was looking for in the first few hires includie:

L BreQdth Of CODOQDtY,
2. Wilkngne=ss to grow and go beyond whot the role they were hired fon wos,

“We neead o respond o a clent on a Saturday night”

1 Genuine cuniosity about the business and what they do (eg What are they
defivering to clents? How do you Measurne SUCCE5s?).

“Fou Wwand ovary Neng [0 OSE WHhaT &5 yOouUr mMaosurg oF SUCCess and Row oon | D
delver that & 'm hired>™

From the personality traits/ focets list, Tim chose the following:

Other parsonality Uraits will be role-dependent. For eaxompla, in front of housae, BD
warmnith and gregarousness are more important for relotionship building. In contrast,
these traits are less required for the bock-end doto rokes.

Tim identined that indmviduals who don't perform as well in the startup
environment have limited curiosity and don't have a desire to go beyond

their roles.




Tim identified thot indasduais who dont perform s well in the stortup ermrdronment
hove Emeted curniosity and dont have O desire to o beyond thesr roles. Given the
COMPany’s e, thede s no ploce for individuols who ang not interested in growing
the company. Otherwisa, the role may as well be outsourced (if the relationship is
transoctional). Tim also notes the impact a bad hite can have on the rest of the team.

Tim judges curiosity and wilingness 1o go above and bayond through comnversations
with the condidate and referance checks.

From the personality traits/ focets list. Tim olso identified the following

+ Arudety.

+  Anget] Hostility,
—

Tim noted that in small startup teams, there is imited bandwidth to manoage mone
challenging personality traits, given the challenges in o stonup.

s never going [0 be that easy hera”

i2i Logic hos never raised copital 1o fund its operations. Team membens have been
poid out of renvenue. Theit Leam is giobal ond okso mode up of partnerships

Tim noted that in small startup teams, there IS imited bandwidth to manage
more challenging personality traits, given the challenges in a startup.




How did you hire
your core team?

ARswer

i2i Logic has typically used private networks during the hiring process. Troditional
online advertising has delvered mixed results; however, the two most recent hires
hared Dagn successiul and were found theough Linkedin, External recnuiters hove not

bean used to dote, but this s more 0 Cost iIssua.

The hifing process consists of:

Screening candidotes,

= Tosting thei exparsdnce in O specific vortical,

«  AcChvely expioning thed knowiedge in olher vertools within the Dusingss ond

tha wider ecosystem through open-ended quaestions. The purpose of this is o

understaond their thought processes, not to seek the nght answers. For exaompie,
“What do you think about the banks moving onto the cloud?,

= Rederence checks

Tim aiso checks broader sources when recruiting. For examipla, Linkedin and
Community and Data ecosysiems.




4.7.

ee

Mike reflected on the ego-driven "bro culture”™ that can exist in engineenng

Answer

The cbpective of the first two hres was 1o busld out the engineenng team. The co-
founders were vary paricular about these hires, as they knew they would contribute
to how the culture was set up in the company.

“You continue the way you starnt.”

Mike reflected on the ego-driven “bro culture” thot can exist in engiNneering cullure,
whare eoch individual is “Trying o outcode each other”. The co-foundars focused on
building a learning culture from the start, where people would teach and grow.

Everyone lalks about 0 eaming culture, but we Enow you also need peopie o teoch
the code and grow.”

Once they hod confirmed the profile they were looking for, Mike and Phil would ottend
meaetups and “tarnget the person who had other people around them”.

Therougin OTLeNCnG MaaEtuns, ey Ward SUCDeEShul i Bnceng T SomiOr EMNOpmiisiy.
From the initial hires, they used their seed funding to focus on three things in the first
WO yeors:

L Busichng out the encengeing Leom,

2. Bullcing the product and getting customens onto the beta plotiomn,

3. Bullding the engingering culture.

culture, where each individual is “trying to outcode each other”
The co-founders focused on bulding a learning culture from the start,
where people would teach and grow.




Describe your first

aond subsequent
hires. What woere

4

Our purpose is to make life better for working people, so as such, we wanted
our office to look like that as well.

ARswer

Foliowing this, they added an operational role, a port-time marketing and content
iole, ond O port-time sclence rode o understand the state of the sclencea.

AS the teom woas baing buRk out, the Co-lfounders ToCusad on Cregtng O Culture
from the ground up that was diverse, purpose-aligned and the best possible to

work in. This meant that when employing poeople, they gove them the: Gutonomy
o implement and distributed decision moking. They have since built a strong
loundation. Tha culture i now foemalised ond embaddad, and creqted 1o scola Os

the orgonisation grows.
“The biggest issue with engineering teams i that they are very homogenous.”

Our purpose i 10 make Me boller for working peopia, 50 a5 such, we wanied our
oifice [0 ook Bbe that os well”™




ee

We look for people who have interests outside of themselves.

The co-founders seek to build o purpose-driven organisation, so they look for people
to jpoin the team who have empathy and interests cutside of themseives. HoOving Q
growth mendcisot is by, O they wonl peophe 1o Come 1o Joyous with the mtention of
learning, growing ond developing (ond the belal that mfmcmmmgml
“We ook for peopie who have inlerests culside of themsehves.”

“We lend [0 hire o empathy.”

Pl kooks for pedpde with dilferent bnds of intallGgenca, fof axOmipda, SIrong emotionol
intefigence of kKateral thinking. The team currently have a very diverse range of
SPecOEsts and Droad soence-Dated COpODIRtes.

The co-foundears fead that they have gotlen good at identifying inteligence through

apPlying more rgour in their dialogue during the recruitment process. For exaomple, if
on indnadudl talics about thamsai o lof or has an ago, it Con fsk e PEYChooCOlly

sofe emvironment they hove buslit ot Joyous.

“We feal we have got good ot identifying speciol inteligence ”

“We are tnying [0 buiid g psychologically safe environment, S0 peopie fundameniolly
hovd [0 Fadd Thal ey Oon SDe0 Ihaer mandl”




Question ARSWwWer

wWhat personality From the personality troits/ focets list, Mike chose the followingg:
characteristics « Al of the ‘agreeableness’ quadrant includes trust, modesty, stroightforwardness,
altruism, compioance, ond tender-mindadness.

= Trust Trust nunis bao woys. The co-lounders wont 1o tnust pacpka, and N bum, waont
OO (O Trust [,

MOCESTY: The CO-Iouncans KoK IoN MOCkesty.

«  Stroightionvardness: The co-founders want people to feod thot they con speak
thar marsd WAlIOuR faar That it wall hurl SOMmeons s, They rnecognese ol SoMmee
behaviours (e.g. egotistical) could risk this within a team.

hike refiecied on the OrQgOMnesOBON OF "oNe Qraot D) expanmeant” whand ha obecineg
s o make ke better for working people. Compiete autonomy for the team is part

of that experment. Another expernment is the rotating CEO rode, which they treat

Cef O TunChion Ond rotole: ey Thidd Mmonitines. AS O Posuit, JOYOUsS Ros DUt O SInondg
ampioyer braond in the markel

He discussed thot there is a responsibility to an underperforming empioyee which
yOou howve 1O DOIONCS wATh e rest Of your amMpPeoyees. Some INAnOuDEs NoNSETONING
into a neww company don't perform as well. However, they just need an opportunity to
adjust and grow. On the other spectrum, some individuals who are not performing or
baing disruptive (0.0 bullying) con kil your DUSiness.

rest of the employees. IT's o Dig chalenge or an early-stoge business.”

ee

Trust runs two ways. The co-founders want to trust people, and in turm, want
people to trust them.

hiike refiected on previous hiring decisions and feels “you have to owm your mistokes”.

in an organisation, you need o balaonce your responsibdly of the empioyee with the

BT



foctors in the

ee

Mike expressed that since growing the team from ten to 30 employees, he has
had to find the disciplines that are in the business and separate these from
him and his co-founder.

ARswer

The co-founders hawve decided to toke on hunctional responsibiity, Not product
responsibibty. They fedl there k= good evidence o support steppdng away from

U DROCRACE BurneCOn: Omadl M DG T HoOd OF Prociuct mamn wallh Thes. Thaey maDOp thes
decision to create outonomy in the team. Mke expressed thot since growing the
team from ten to 30 empicyeses, ha hos hod o find the cesciplings thot are in the
busingss and separate these from him and his Co-Tounder.

W you are senous aboul creating outonomy, you should push T out”

The first hire (Senior Engineer) come from an incubator in a large conponation, while
the second hire [Junior Developer) come from university. The rest of the teom are
from a mixture of corporate and startup bockgrounds.

If they are the right it - we don't core.”

Mike olso identified that people have joined Joyous with early-stoge startup
expearience, but thair presdous startup has since scoled and they are bored, o they

have come to Joyous for a new challange.

JOYyOUS uses O mied opprooach o recrustment, including targeting iIndraduots, QoinG
to meetups and using traditional channets, such as Linkedin and Seek advertising.
Hiring folows O structurad procass, whach Mike Boans 1o O Thunnel busideng process”.
Condidates ore nun through a vanety of assessments, inchuding

Code test This is used to guickly cull condidotes who don't hove the

technCol skolls,

= ShOIT nilenaesd” FOOUSSO On CUllune,
- In-depth interview: Structured internview with o senior group,

s DD Thes o5 TRl Bnedel NG Qndl OO O OREOITUNly 1O TP COMCBRCRONG [0 SHOnas
what they can do




4.8. Lateral Vision

Question

Describe your first
and subsequent

Answer

Thv first full-time hire ocourmed in April 2021 and reploces o controctorn who focused

on warl devilopment. This roke is both externally and internally focused as They
deliver cient projects while building the internal Saas product

Lateral Vision often looks for team members with deep technicol copabiity, ghven
they work in on emerging tech space = lor exomple, 3D modaling, interoctive virtuol
ervironments, Qome devalopmant, aic.

Alongysache this, they also ook for people who are personable and Rt in well with the

DG, COMMMMLUEr OO0 5 IO IO wﬁ‘lﬂﬂ‘lﬂ ﬁﬁngwﬂcmmm-mmm
tha interviesnas Could work wath him and the laeom.

A% thiry hioned Giowam, QOps in copobilities haove emenged which need to be oddiessad
ond hired for - grophec design ond UL
T Org red NOsEs in R CONg 10 Thot FOCUS ON MOIESling OF OOWTISNG OCTDES.

From the personality traits/ focets st Alex chose the loBowing:

godals and a picture of where they woanted to be in five years.
Seif-discipline: People need to be able to work by themselves and be seif-
sulficient, given they operate remotely.
Stroightionwardness: This fits in with a small team. Baing upiront with copabiities
and gaps is also impornont oS this helps define the work and where they mdy
nead to get oddiional sSupport from CoONroctons.

As Loteral Vision is involved in emenging tech, they typically hire straight from the
universities and colleges. These individuals need to be able to hove depth in thelr
technicol copobilities and manoge the ombiguity and unknowns of commerciolising
and implemanting niw lechnology.

=




ARswer

Lateral Vision has strong partnerships with locol universities and colleges, where they

run projecis together to commerciakse and implement emenging tech. This means
that the indivicuals who work with Lotenal Vision are of g younger cohort and typecally
have less work expearnience, bul very wiling o leam.

‘Casuals ane o kol younger. This is their first job out of MOCCos.”

Loteral Vision has typically hired directly from universities (0.g. AIE) particularty fos
casual rnokes. As a resullt, prior stortup experdence has been Emited.

Th indivichual who joined full-time this yeor has 15 yoors” expanonc in wob
development and has worked prior in a fintech.

Mrmmmmmwmmmmmmm
co-founders followed a stondard process of shortlisting, first-round internviews (o
coplone team i, lollowed by 0 second interview focused on technical copalbilities.
The second intendew often includes o technical assessment, for exomple, using
coderbyte. Using a standard assessment makes it very clear to the co-founders
which condidates hove the level of technicol copoability required to perform the role.

The co-founders are responsible for the hiring decisions (ond bring Dod into the
decision-making process when required!).
Casuals are generally hired through the universiies and colleges, having connected

stone& =
= CHALK




4.9. Paytron

Answer

The co-founders used thesr networks to source thedr first hires. As O resull, they hove
hired the following rodes since commencing in August 2020:
+ Front End Designer: Sourced via family/ frend networks,

«  Account Manager: An expert in understonding how the payment scene works in
Australio who hod previousty cross paths with JV.

« Developers (x3): Via both referrals and recruitment consultants.

JV looks for indnviduals of high calibre, who want to make a difference, and can take

Neses. Once indniOulEs nonve Dossed g techecOl assessment, e than [OCUSes on
aensuring they hove the fight ottitude. JV mentionad he assesses the gops ond wonts:
to find peopde “smarter than me”.

TS OF GDOUl Ofhilucke.™

"No a**hole policy. We don't want to work with difficult people.”

When they hire, they are looking for individuals who:

«  Have a growth mindset.

Hawe a "caon do” ottibede,

Care about the customeer,

Show empaotiy.

- Are diverse, as this also healps to build empatiny

JV described o growth mindset of boing open and willing 1o keam and Uy new things:
He reflected on a situation where a group they approoched didnt want 1o enteroin o
corversalion with Paytron even though they professed to hove a growth mindset. Jv

identified the need 10 NOt be intimidated Dy SUCCEss and 10 ol Evenyone the SO,
wilth the Some lredd of respect




Question ARSWwer

What personality Frmﬂﬂmpﬁsuﬂ“ﬁrutﬂa.l' facets list, JV chose the following.
characteriztics «  Trust

Positiee armeOtonrys,
Acthily

. Ideas,
Competence
A heeryemeent

« Strosghtforwardness: When trust and good intent are estaoblished,
straightforwandness haips gain cut-through to move qQuicky.

There are several personaiity traits (from the Est) thot con create challenges in the

SLOriuD eMmaronrmeant.

« Angryl hostiity,

+ ARy

flourishinastartup =~ oo e

envircnment? J¥ stoted that he is fine with working with stress, but it con be difficull to manoge and
WOIE walh peopée wiho cadelet NOSDETY, Gnsely, and Negainaly.
“We dont hove the time o walk on eggsheils.”

Acditionally, individuals wha don't ke [rying remw Things ore not helpful 1o the team.

JV stated that he is fine with working with stress, but it can be difficult to
manage and work with people who exhibit hostility, anxiety, and negativity.




Question ARSWwer

Are thero ony J¥ discussed the lock of gender diversity in both engineening and marketing. in
foctors in the enginearing. they have not had one femalke developer apply for an open rode. On the
Bp sachp, thary hod prodomeanantly recohwed MOrketing oppECOtIonS Irom WM.

“We havenT haod one appiication from a lemake developer in g year.”
“To e it mmmmﬂmﬁwrm WOITEanL”

JV ciso identified the impocts of remote working. JV felt that doys of remote working
are ending for developers, ond he prefers developer, designer, ond bullding rodes
coloboroting in the some location. JV fielt thot since Paytron is moving so fast, it helps
to be able 1o hove o conversation there and then without it impocting productivity.

JV noted that if developers prefer to work remotely, employerns may choose 1o
outsource of sowrce talent from across the giobe which are often cheaper and have

a larger supply.

The team come from a miture of corporate ond startupd entrepreneurial roles.

T d Org Dongiits ond nsies walh BOUh OppeOChes. ThOSe Irom INtech DOCEQnoundcEs:
typeCOlly moned QuaCkhy, Big [0 [0kd fsics, Ond Ofg Mora Opan-mindad. Troionol
bockgrounds move slower, are more careful, can be resistont to change, and are
rsk-overse. JV noted the importance of both bockgrounds: 1o hove 0 mic and find the:
gl DOKNCE.

“You need to have a good mix to get the balance right ”

Those from fintech backgrounds typically move quickly, like to take risks and
are more open-minded. Tradiional backgrounds move slower, are more
careful, can be resistant to change, and are risk-averse.




How did you hire
your core team?

ARswer

IV and Frangois do the hiring Networking was the most important activity they did to
attroct their first hire. They olso reach into their friends/ fomily networks.

‘Networking i the most imporiant thing.. if I works well”
The CO=TOUNCH S Qg QR0 CONNMGCTRO WALN Servr Ol ReDrustedr Ogants.

During the interview process, they use a roodmap to check if they are on the same
pOge. They also Moke sure the condidate is Introduced 1o 1eom Mmembens.

if they found a great developer on the saome day, they would hire themn straight oway.
Thery do, however, Bee to conduct a second meeting to get the opplcont excited.

“We would sill have the second meeting o create scarcily and get therm more
axCilod GDOUT (NG rose.”

if the rode is relotivedy juneor, JV will send them for a technical test. If the candidate
doas well, they will send them 10 the déveloper team 10 See il they Can work together.

The co-founders’ philosophy is that they are ahays looking for smarter peopde than
themseives. Bronds also mean something but don't always equate 1o competence.




ee

There are only four of us in the team, so we have a lot of ground to cover with
not a lot of people. So we need to be able to do anything.

The teamn comprises four permanent employees who are all copable, personable,
and driven to get tha job done - always learming on the job. All four get along well
with positive ottitudes aond great sense of humour.

‘Everyone is o Rtk quirky._”
"Hoving a positive atitifude halps. Max s very positive.”

Most of the teom are genenalists who con pivol quickly (demonstrated in our ecent
pivol). Craig is the most speciolised individual in the team, given the requitement fos
technical ond development capability. Mox doesn't just hire for siills and looks ot the
whole person, ncluding the attitude, to get the job done. Peopie need 10 De flexible,
eSS StruCTunisd Ond Nl Meoted On Workeng O 9-%.

“There are only four of us in the eam, 20 we have a ot of ground [0 cover with not a
O OF paoDid. 50 wa Nedd [0 De 0D [0 30 omyThing.”

Crasg aiso touched on fived versus growth mindsets.

The two BD robes needed to top into their music industry contocts/ relationships
(particularly the experenced individual) os weill oz being copable and hardworking.

Thiry needed 10 SUPPOTt the development of presentotion decks: help with seling the
R0 10 OrESTS 0N PeCORd BB, Ol OS5 5ST N CONNOCTUO STrucCTund Ond NeGOLOBONS

(e.g. revenue spiit)

Other individuals who support the team are typically fresh from university, and
although they have imited industry experience, they have lots of drive and o
wilingness to leam.




Answer

From the personality troits/ focets list, Craig chose the following

Competence,

Dutitulness,

+ Trust There is a high level of trust in the team, including in the part-timers (junios
developers) who contract and charge for their ime,

= Strosghtiorwordness: Focus on the facts, no BS.

“We wanl [0 De [okd straosght — the FocTs, ol Muliness.”

From the personality traits/ focets list, Croig chose impulsiveness:
individuals need to be able to focus on the job, not get distrocted, Esten To
requirements, ond avoid going into rabbit holes.

Alongside this trast, Croig identified the importonce of being seif-drected, so
if an individual needs handholkdng and lots of direction, they will struggle in
[P Srrdr O Nt

There is ahways a trade—-off when gettng new talent, gven the inoncial constrants of
a startup. They are currently kooking for more funding to hire and bulld out the team.
The Serenade teom are also axpioning thair enengy CoOnsSuMplion as artists want

IS N The: T80 Rove: CoMme Irom O Mgl DoOCEqroLsnd Gnd Set Oof expengnce



Question ANSWar

How did you hire Thera is ROt Much structure in the hnng process 1000y s the teom hove ubised ther
your core team? networks to dote. As on exaomple, Crosg's inlenview process consisted of

=  Several formmal and informol colls with Moo

= Two discussions with CTOs from miussc technology componies Max has previously
g oAl e Bl

s L Qoo CESO0 WOr NG WAt On @xTormOl ChinagsO Do

Mox ois0 sends an ivestor updote once a month. it includes a kst of skills and
COPODaNThas. Uhay Ore CLmanily recnating fOF nglernoes frodm thest ineSsion Nedwork

Goven the size, it = eely 1o stoy via network refemals for nosw.
“We vwill Egep I organic for o whila.”

a7’




4.11. Svelte Ventures

Question

Describe your
recent hires.

Wwhat were you
lecking for?

Answer

Given the shiflting focus 1o Ventures for the co-lounders, they needed to find the
tolent thery falt could Manoge componants of the Studios business. The thied neew
hires were all advertised, however, the successiul condidates are all connected
somehow of worked together belore, making the team dynamics better.

FOr the sanidr rodes, the co-loundears were also Iookng 1or iIndniduals with
management and pecple leadership potentoal

Alongside the digitol, design, ond bronding skills, several competencies were
identified by Dave ot ha reflected on the recent hires. This included empaothny.
peopla leadership (particularly for the senior roles), honesty, easy-going, and baing
a team player.

One senor leader is conhdent, enftroverted, direct, humorous, ond o deep thinker.
The other senior leader has strong soft skills, iIncluding peopile leadership.

From the: parsonciity roets) 10cets ST Dove chose the lollgwing



e

Answer

Dave outined some of the traits that con be chalenging in the stortup emvironment.

Thesa nchuck

= Stubbormness: There s o chilgsh edement 1o being stubborm wiech is not hedpiul to
the team oF O SIOITUD

<

There are about 516 employees OCross the entire portfolio, aond O shared resource
moded is in play ocross the vanous CoOmponies.

Most hings come from tradtional bockgrounds, With EXPenencs in CONPOIations,
agencies, ond design studios bafore coming 10 Svelte.

The majority of hires are advertised through troditional channats (Seek/ Linkedin).
Some are aiso hired through networks or university students that collaborate with
Svelte on projects For the latest three hires, they were all odvertised on Linkedin/ Seek,
MOerer, O 5 Dandr's Cousen and the other hod worked with Dovd Dafong. Two of The
hires had worked together in the past as well, which meant they aiready got on weall
and supported each other when starting ot Sveite.

Dave did identify an opportunity in the onboanding process as it is not wel
documented of structured and could ba improved o haip the inddual settie in

D00, MNdnww PangeSs Wath WSS xR0 TN 1O D mderd: Thosdl, O TNl Iroem midhg
UroATONal BOCEOroUNGS O USad 10 O 0T Mong SINaCTung.

“Onboarding i haphazard.. we Ore Currently working through how this coulkd be
IrPOrevend and CusTomésed 1or each Indnaduals Backaground °

New hires with less experience tend to be more fluid, as those from more
traditional backgrounds are used to a lot more structure.




Answer

some of the initial hires came through the co-founders’ previous startup, Code

SCUght INanCing.

There are several bey attributes and skills the co-founders were looking for when they
PergC] iNtO TR 10,

Akgnment and it with the core volues of TeamQoge ofe IMportont. New hires need Lo
Dirg Cves Sty Gkl Rl Grdd impd o Pow This Teanm works 1oGethes, Dorticulany given
this is also the remit of the business with their customerns.
W an OO OGN T QBN (O L CONG VOIS, W WOLBOINTT irg Thasn,™

Ben reflected on his first stortup where he focused on bulding o core team of

Juniors who ware not tarneshad yot by big conporations. For Teomgage, his approoch
chonged as he focused on targeting experenced people who were “better than him”.
Hiz general philosophy when bulding nesw teams i toc
=  Hire expenenced individuals if they are leading the team. Team Leoaders need
o be Nexbde, honve the: obdsty 10 Step DOCE, prvol Ond GO Ommythend 1O OChising The:
stroteqy ond get the job done. The Leader can than hife Mo juniorn resounces,
and Ban is more open 1o the level of expearance.

MNew hires need to bring diversity and help and improve how the team
works together, particularly given this is also the remit of the business with
their customers.




T have found that when buliding new teams, | wani expenience if they are

leading the team.”

“Teamn Leads neead the abiéily 0 De able o do. anything!™

= Hire individuals with grecater feadbility ond generalist skills if they make up the
first ten employees. This core team needs to do a bit of everything from strategy
through to execution.

“We are alwvays looking for generalist roles, nol specific.. never just exoct shills

=  The lolowing ten empioyees then need o become more speciaised. However,
evan withen this, Ban mentionad that they nead 1o hove generalst shills aven within

speCiaksl areas.
Team members also nead the ability to communicate and collabornate.
Ben oS0 shored thot the teom ang nosw Goindg strendgths profiles whsch halps thaem

undarstond the Synomics OCross the team ond How U 180 15 COomBinad. They
do tease out strengths in the interview process, but it is informaly done and used o

understand an indivicdual further, not ruke them out.
“The makeup of O tleam as g whole & importand”




ee

We cannot micromanage new team members. it's demoralising for that

person and time-wasting for you. As a leader, we must be able to trust and
hand over work to achieve growth in the business.

ARswer

From the personality troits/ focets list, Ben chose the folowing
Compeatence,

Dutifuiness: Diigent and dependent,

Order,
+ Achievement/ Striving,

+  Sell-cRscipling,

« Trust The co-founders and leaders in the business neead to trust new team

members and avoid miCromanaging.
= WiOhees

“We connol mecromanage nawy leaom membars. s gemoraising for thol person and
time-wasting for you. As g leader, we must be abde [o trust and hand over work [o

aChgvg Growth in the DURness.”

hiore recently, they hove also locused on DNngeng people Into the: Dusingss wiho bring
anigy Ond CIonty. CIoNTy hos Doan INCHesSngly importont 1o Teomgooe OF Uiy
are growing and scaling. 5o they need people who can communicate and articulate
wihat thery Gre Ooeng.

W you bring pecple on that cannal get [o the point or provide clanty; it can be
time-wasiing and EnT valuabée ®




The co-foundears have bean lChy with the heres they have dona in the post ond have
adjusted thesr recruitment process along the way. The mdain reflection they hod was
ther rosCpuinement (08 Ny hirgs: 10 oo the skills ond ComMpetenca 1O Tulfl tha roles.

From the personality troits/ focets list, Ben chose the following:
« The bottomn left guadrant (neuroticism guadrant), including

= YVulnerobilty: Susceptbdsty (o stress,

- Andaty,

= PessEmism,

=  Sell-COnSCIOLUSNESsS,
Impuisiveness,
anger] hostility
interestingly. Ban reflected on a problem they hod in the past with hyper
engogement’. Everyone cores so much about the outcomes they ang urmviling 1o
redent Extremes can leod to poor results. For example, being over assertive and
railroading people to get the job done - in reality, you hinder the team, preventing
themn from ochieving the outcome; of being over compsant bog you down in the
pIOCEss = you lorget the outcome.
“Tronically. we've had a probiemn in the past with hyper engogement — everyone
COrgs S0 MUuch ool Ne OLCOME [Ny Org LnsAveiang [0 resenl.”

Finolly, Ben identified that individuais need to be flexible. They can't be oo structured
OF ngid, OF Thsy willl Span thasr wihiats Ond Nerver Qot Oy thing DOna.

"We con't have O lock of Rexbiity and oo much structure. This includes peopie who
Soin thes Wwheels 100 MUuch and Never gel thangs Oond.”

Teamgoat has receivid debl Bnancing in the kst 12 months which has hidped them
hire reena robes.




Ben pplangly says leamgoge is a "corporate rehabdtotion centre”. Now 20K come
from smaller companses and BOX come from corporations. Durning the tronsition, Ben
MRS I ChaDr ThOt TNgry N D0 "UndsOx™ TmMEeiags.

Ben ientified the benefits of hinng peopde from a corporate bockground. Since they
Org SENG O CONPOrotons, Mings wWith O COnporate DOCEQround COn Dokl It
iNto poriculor frustrobon. He aiso entifed the process ngour thot is brought nto
Teamgage. For exomple, the Customer Success indhvidual was from Oracle and
brought process struciurne,

“We like to have peocple with corporate bockgrounds. We're seling 10 corporations, S0
thay provide insight into what corporate frustration exsts.”

One hire who worked at Teamgoge left for a corporate role, then come bock two
years loter as they prefemred working in the startup.

Ben jokingly says Teamgage is a “corporate rehabilitation centre”. Now 20%
come from smaller companies and 80% come from corporations. Dunng the
transition, Ben makes it clear that they need to "unbox”™ themselves.




How did you hire
your core team?

ARswer

The co-founders hired the core team through o mixture of networks, recruiters, and
Linkecin/ Seek odvertisements. For example:

= Networks: The Sales role was found via thesr network and expressed interest in

working ot Teamgage. One individual was found through an QD consultancy they
hod partnaned with.

« Recruiters Developers were originally sourced through their networks, but now
Teomgoge use a boutique recruster as they can tap into takent who aren't

necessarily octively looking for  robe. They found their recruiters through a user
group ond their networks. They now use O recruiter for every developer hirg unkess
theay have someona in mind. The pricing is also reasonabile.

"(The recruiter redationship) is really valuable.”

- Seek/ LUnkedin odvertisements: The Project Monoager and Designers were hired
through ods.

The co-founders hove invested in the recnatment process, and it s now extenshe,
olways involving o co-foundar or Leader. Thiy emphosise their intuition ond ‘gut’ in

the process. They want to be excited about the paerson they are hiring, 5o they don't
make the offer if they don't fesal I

W you aven T gaddy about the parson the doy affer, Son T offer [ham he roke.”

Thery hove adiusted their recrutment process along the way, and they now hove O

three-stoge process

L POSIGON JeSCnpion e, To undlersiand e SRS Ond DOCeeoUnd,

2. Behowoural assessment To understond thew behoaours in presious rodes and
QSSeSS thear CONe VOIS,

3. Proctical exercise: This is o new oddition included os a sofeguard.

“We are starting o [Irust owr reécrulliment DroCess mone Now:”




5. Coreteam member survey

Five surveys were captured from the core teom member perspective. The questions included in the survey
MO Dean CelOnsed] Do,

Survey Questions

+

-+

<

We asied 0 range of demogrophic quasions.

I this your first position ot o storup?

How long have you worked in the startup ecosystem (including all your roles)?
Reflacting on your rola, whot ane some of the ey challenges you encounter being part of the core

stortup tecam?

Reflecting on your role, what ore some of the ey opportunities you encounter being part of the

stortup team?

What top competencies (technical skills, soft skilis, behoviours or knowledge) do you feel have helped you
periomn in your robef of your storup? Wiy wone thise imporant?

On reflection, ore thare any competencies (skils, behoviours, inowiedage) you have demonsirated that moy
hove hendered your performaonce in your roée? Why do you fesl this was the caose?

What top personality traits do you feel have helped you perform in your role ot your startup? Why do you
On reflection, are there any personaiity trofts you demonstroted thaot may hove hindered your perfonmmance
in your role? Wiy do you feel these personality traits werenT hedpful?

Whaot ottrocted you to join the stommup?

it you hod prior stortup expenence, do you leal your previous startup experence halped you perform in your
current role? Wiy wiy not?

Given the saomple sire, further exploration should be conducted 1o valkdote the insights gained from the core

UEOM MESMIDET SUInesy.
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Together we ideate. iInnovate. Impact.



