
Prior to Series A funding, consider adding members to your advisory board who 
have successfully scaled up products from concept to commercialization.

Create a quarterly hiring forecast as soon as possible so you can plan accordingly and 
not rush the process.

Put together a job description based on granular technical skills sets and the 
companies technical need, not platitudes.

You are in control of how fast or slow the interview process goes. Speed kills and if 
you take too much time you may miss out on the candidate you really wanted.

Don’t make the mistake of thinking there may be a better candidate around the 
corner. You will risk losing the one you have on the hook.

Always remember, if you are interested in a candidate, someone else is too.

Wearing many hats is typical for a startup and combining positions can save 
costs but ask yourself, at what point does it become detrimental to the company? 
Generally, each position in a startup is a specialist role and should be treated as 
an important member of your team.

Don’t be afraid to hire someone that has more experience, is smarter, or makes 
more money than you. Getting a team together than can execute the vision is the 
ultimate goal.

Learn from those that have charted the waters before you. Just because someone 
worked at a failed startup doesn’t mean their experience isn’t relevant to help ing 
guide you on the right course.

Don’t pass on a conversation with a potential candidate because of their salary. If 
you have a compelling enough story, there are many ways to close a candidate. 
Sala ry isn’t always a candidate’s only consideration.

That being said, be realistic when it comes to salary because equity isn’t everything 
to everyone. Free online surveys don’t mean anything when theory meets reality; be 
aware of what the market is bearing in your particular niche sector and region.
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Don’t assume that your, C-Level, Vice President or Director level role is 
equivalent to the same at a larger company. Scale matters.

If you are really trying to land particular candidates, put together a pitch deck that 
includes articles and accolades. Make sure they see the information that you want 
them to see. Don’t assume they are as hyped about your company and technology 
as you are.

When you are in pitch mode to a candidate, don’t pitch the position first, 
pitch the vision of the company. If they aren’t excited about the company, the 
position is meaningless.

Interviewing and hiring people may not be on your top 10 list of fun things 
to do, but if you are building a company it is part of your job, so dedicate the 
appropriate time to it.

As a founder/co-founder it is your responsibility to ensure that your hiring 
managers understand that keeping the interview and hiring process moving 
should have a sense of urgency just like meeting overall company targets.

Recruiting the right people is a huge time suck. If you feel that putting the 
appropriate amount of focus into recruiting will be detrimental to the success 
of your organization, partner with someone you trust to be an evangelist/
recruiter for your company.

At the end of the day, when building your startup you need to know; who is 
the tech screener, who is your companies’ evangelist, and who is your 
candidate closer?

Do you feel like your startup needs an evangelist? Someone who  

can help guide you through the uncharted waters of recruiting  

and hiring? At Helix Recruiting we’re experts and would love the 

chance to connect the right people with your revolutionary ideas.
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