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Welcome to our second Snapshot of 2026. In this offering we will take a look at:
Acquisition and retainment of critical talent.
# The Commercial Talent Squeeze in PE-Backed Fintech

For fintech firms with private equity backing or majority ownership, the commercial mandate is clear:
accelerate growth, expand margins, and build a scalable revenue engine fast.

But for CROs, CCO's, and Global Heads of Talent, delivering against that mandate is becoming increasingly
complex. The hiring landscape has shifted. The profile of talent required has evolved. And the margin
expectations underpinning PE ownership are reshaping how commercial teams are built.

Below is a closer look at the structural hiring challenges facing PE-backed FinTech's and what they mean
for commercial leadership.

1. Growth Expectations Are Aggressive — But Hiring Budgets Are Disciplined

Private equity investment typically comes with a three to five-year value creation plan. Revenue
acceleration is central to that thesis.

Common priorities include:

* Geographic expansion

* Enterprise client acquisition

* Cross-sell and upsell optimisation

* Channel diversification

* Pricing discipline

However, unlike venture-backed businesses, PE-backed FinTech's operate under tighter cost control. Sales
headcount growth must be justified with clear ROI.




For CROs, this creates tension:

* How do you expand pipeline coverage without bloating CAC (Customer Acquisition Cost)?
* How do you enter new markets without overcommitting fixed cost?

* How do you add specialist sales capability without diluting margin?

Every commercial hire must show a credible path to revenue contribution, often within two quarters.

2. The Profile Shift: From “Hunters" to Enterprise Builders

Many Fintech's built their early growth on agile, high-energy sales teams focused on rapid acquisition.
Under PE ownership, the emphasis often shifts toward:

* Larger enterprise accounts

* Multi-product selling

* Contractual revenue stability

* Improved retention metrics

* Strategic account management

The challenge is that enterprise sellers with fintech domain expertise are scarce and expensive.

Moreover, not all high-performing fintech salespeople can navigate:
* Complex procurement cycles

* Regulatory scrutiny

* Multi-stakeholder buying committees

Commercial leaders are therefore searching for hybrid talent -individuals who understand fintech, operate
with enterprise discipline, and can thrive in performance-driven environments. That combination is rare.

3. Compensation Design in a Margin-Conscious Environment
Private equity introduces a sharper focus on:

o Sales efficiency ratios

e Payback periods

o Commission leverage

« EBITDA contribution / Operating Profit

Compensation models must incentivise performance while protecting margin.

Yet commercial talent expectations are rising. Top-performing enterprise sales professionals expect:
* Competitive base salaries

* Attractive commission structures

* Transparent equity participation

* Clear upside linked to exit events

Designing compensation frameworks that align sponsor economics with market expectations requires
close collaboration between CROs, CFOs, and talent leaders.

Misalignment here is one of the most common causes of hiring friction and post-hire attrition.

4. Brand Perception in the Talent Market

While PE ownership can signal stability and strategic backing, it can also create candidate hesitation.
Common concerns include:

* |s the firm in cost-cutting mode?

* Will restructuring impact commission plans?

* Is growth sustainable or purely financial engineering?

* How long is the runway before an exit?



Commercial candidates - especially senior hires - conduct deeper diligence than ever.

For Global Heads of Talent, employer positioning becomes critical:
* Articulating the growth story clearly

* Demonstrating product-market fit

* Showing investment commitment, not just cost discipline

* Explaining the equity narrative with transparency

The best candidates are choosing environments where they see both scale and stability.

5. Geographic Expansion vs. Local Expertise

Many PE-backed Fintech's aim to accelerate international growth post-investment.
But entering new markets requires:

* Regulatory knowledge

* Local banking relationships

* Cultural fluency

* Established enterprise networks

Hiring commercially credible local leaders is challenging, particularly in regions where fintech ecosystems
are still developing. Relocating talent is costly. Building local teams from scratch takes time. Meanwhile,
revenue targets remain unchanged. This creates pressure on commercial leadership to balance speed with
strategic hiring discipline.

6. Integration Challenges After M&A

Private equity growth strategies frequently involve bolt-on acquisitions.
While strategically compelling, M&A creates commercial complexity:

* Overlapping territories

* Conflicting commission structures

* Inconsistent pricing models

* Cultural friction between sales teams

Hiring new leaders into this environment requires individuals who can unify go-to-market strategy while
maintaining momentum. Not every high-performing sales executive thrives in post-acquisition integration
settings. The skill set required includes change leadership, organizational design, and strategic planning —
beyond pure selling capability.

7. Retention Risk in a Performance-Intensive Culture

PE-backed environments are data-driven and performance-focused. Metrics are scrutinized. Forecast
accuracy matters. Productivity is tracked rigorously. While high performers often welcome accountability,
sustained pressure can increase attrition risk — especially if compensation or equity narratives lack clarity.

Global Heads of Talent are increasingly focused on:

* Structured onboarding for senior commercial hires

* Clear performance expectations in the first 90 days

* Transparent communication around strategy and exit horizons

* Strong internal mobility and leadership pathwaysHiring is only half the equation. Retention under PE
ownership is equally strategic.

8. The Talent Market Is More Selective

Commercial leaders are competing in a talent market where top enterprise sellers have options:
* Big tech platforms

* High-growth SaaS firms

* Venture-backed fintech disruptors

* Established financial institutions investing in digital



PE-backed fintech firms must clearly articulate why they are the better bet:
* Defined path to exit

* Opportunity to shape a scaling revenue engine

* Real influence on strategy

* Professional operations

When positioned effectively, PE-backed fintech can offer a compelling value proposition: scale without
chaos, ambition without unsustainable burn.

Final Thought: Hiring as a Value Creation Lever

For CROs, CCOs, and Global Heads of Talent, hiring in a PE-backed fintech is not about building the biggest
team. It's about building the most productive one.

Every commercial hire should contribute to:
* Revenue acceleration

* Sales efficiency improvement

* Margin expansion

* Valuation uplift

The firms that win in this environment will be those that treat commercial hiring as capital allocation,
deliberate, data-driven, and aligned with the broader investment thesis. Private equity ownership does not
make hiring easier. It makes it more strategic. For commercial leaders, that strategy is now one of the most
critical drivers of enterprise value.

If this reflects the dynamics inside your organization, it may be time to reassess not just who you're hiring
but how your commercial talent strategy aligns with your value creation plan.

Hope you enjoyed the Snapshot and got something out of it! Just briefly for those of you that don't know
me that well, | have been recruiting for technology firms operating across the financial markets for over

20 years. We run global recruitment projects and are currently working on mandates in the US (East and
West Coasts); London, Continental Europe and Singapore. We work on commercial roles rather than highly
technical roles and run searches right up to C-level.

A bit about me. | am a keen cyclist, runner and amateur cook. Although | work in London, | actually live with
my family on the Oxfordshire side of The Cotswolds.

Looking forward to hearing from you and helping you develop your career and / or build your business.
Best wishes,
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