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TOBY BABB, CEO,
T H E H A R R I N GT O N STA R R G R O U P

Welcome to the
Financial Technologist!
Harrington Starr’s financial technology
news, commentary, insight and features.

W
elcome to the Financial Technologist Magazine. In
this final edition of 2021, we are delighted to present
the Top 1% Workplace Awards. I want to begin with a
huge thank you to our illustrious panel of judges who
have helped to find the best of the best in a hugely
competitive field.
This year has been like no other in over two decades
of recruiting in the FinTech space. It has proved
challenging for companies to attract and retain their
best talent. We have witnessed and discussed the
great resignation, with over 54% of Gen Z actively

searching for their next position. We have seen a
huge skills shortage with companies clamouring to
increase their technology and sales teams. Every
good candidate in this market has three of four
offers on the table.
How do you make your company stand out with
that competition? Why would a great technologist
choose you over a rival offer? Is entering a bidding
war the only way to secure the talent you need to
grow your team and fulfil demand?
The companies listed by our judges prove in case
after case that, whilst fair pay is important, the whole
package is far more than just how much more you
can offer than your peers. We are hugely fortunate
to have these companies share their stories and
secrets behind attracting high performing teams
in this edition. Please take the time to read their
articles. There is so much to learn and a great
blueprint emerges for building a recruiting machine
that will help drive your business forward in 2022.
Historically, for the last four years, this magazine has
hosted the Ultimate Fintech Workplace listing. This
year, we have chosen the Top 1% Workplace Awards
as we feel there are so many different elements to
making a great Employee Value Proposition. What
is great for a technologist is very different to a

“The companies listed by our
judges prove in case after case
that, whilst fair pay is important,
the whole package is far more
than just how much more you
can offer than your peers.”
sales person. Some are great at DE&I, others boast
outstanding package offers. We explored, with our
judges, a series of entries of companies looking at
how they had worked relentlessly to stand out.
The judging process included Nadia and myself
interviewing a host of leaders in short, fifteen minute
videos. These were passed to the judges with the
simple question asked which of these companies
would you want to work for after seeing these
interviews. As previously mentioned, the quality of
the entries has been truly outstanding. The thought,
passion, dedication and innovation in creating great
workplaces has been nothing short of staggering.
We were truly energised and inspired by everyone.
The lessons have been plentiful and we look
forward to featuring many of the shortlist on
Fintech Focus TV, our podcast and YouTube show,
in the coming weeks.
So what were the common themes of creating a
high performance culture that not only attracts the
best talent in financial technology, but also retains
and advances them? There were many that kept
appearing including:
1. Maximising Potential & Growing Careers – These
companies have been obsessed with creating
environments that optimise performance, squeeze
out every drop of the team’s potential and create
platforms for exceptional career development.
Nurture and advance talent with a clear process
and the best will stay. It doesn’t happen by accident.
The best of them design and tailor performance

pathways and allow their talent to reach its absolute
potential.
2. Communication – The best leadership teams
strive for world class communication. This rests on
candour, consistency and transparency. Honesty
and over-communication were frequent themes that
emerged.
3. Invent, Innovate & Improve – Technologists have
always loved working with companies that allow
them to innovate, consistently improve and have the
autonomy to try new things. Those that harbour and
encourage a culture of innovation, rather than micromanagement, will be breeding grounds for talent.
4. Solving Complex Problems – Fintech’s great
attraction is that it houses some of the most
fascinating and complex problems on the planet.
The coolest and most complex problems are
magnets for great talent. How well do you articulate
in your advertising and interviewing just how exciting
and challenging the work that you are doing really is?
The more complex the problem, the more attractive
your business becomes.
5. Right Package & Incentives – Without question, it
is critical in this era to be competitive. Basic salaries
is one part of the jigsaw but a thoughtful package
offering long term incentive and security is key.
Capital Group absolutely shone out here with one of
the most thoughtful comp and bens strategies we
have ever seen. It’s a great way to stand out.
6. Creating Bonds & Building Culture – The leaders
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we spoke to were inspirational and their passion,
energy and excitement was universal. In fragmented
times with difficult challenges, they were driven to
create great experiences for their teams, forging
bonds and building memories. Whilst that seems
somewhat twee, the adage of ‘culture eats strategy
for breakfast’ was seen time and time again, led
to hyper growth and had spectacular results on
attraction and retention.
7. High Quality Colleagues – The best have always
wanted to work with the best. Netflix and Amazon
call it talent density. Despite challenges to hiring,
these companies insisted on hiring the very best
talent. This talent density inspires a culture of
continuous learning where excellence grows
from interdependency. Moving the average up with
every hire means that the talent gets bigger and
brighter with each new team member. This is
critical to articulate and important to involve in
the interview process.
8. Social Responsibility – There is an understanding
that purpose and social responsibility has become
more and more important. There were numerous
examples of businesses that understood this and
drove the narrative around creating genuine value
through social responsibility.
9. Passion – As previously mentioned, passion
was a constant element of the best companies
interviewed. When there is often little to choose
between exceptional companies all hunting for the
same talent, the differentiator is often the passion
and personality of the people they interviewed
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with. These companies have inspirational and
hugely passionate leaders. The best are not shy in
transmitting their passion in interview.
10. Balance & Wellbeing – The last two years has
thrust balanced workplaces, flexibility and wellbeing
to the fore. All of these companies had embraced
this, creating workplaces that are a million miles
away from the standards of a decade ago. Brilliant
initiatives and incentives were important but,
at the very kernel of this was compassionate
leadership who truly cared about the wellbeing of
their team rather than just their performance.
When they did that, performance tended to look
after itself.
11. Embracing Diversity – These companies
embraced diversity. Diversity in gender, race,
sexuality and disability. This wasn’t to tick a box but
key features of their DNA that allowed a diversity of
thought and magic innovation to follow. These were
well considered, deliberate campaigns. Diversity
is never an accident and always a huge business
advantage leading to wonderful innovation.
12. Inspiring Leadership – Tied to the
aforementioned passion, people leave managers
not businesses. These leaders care and exude a
confidence and genuine excitement about what
they are doing, their mission and their purpose. They
are master communicators, excellent listeners and
passionate about their people. They inspire, engage
and share the vision. This was a critical cornerstone
of every Top 1% Workplace and it was a true pleasure
speaking to them all.

13. Product Fit – This was critical for sales teams.
One of the key ingredients for a great sales-people
workplace was having a product to sell with
exceptional market scope, scale and tech. Have
you articulated to the sales talent you are looking
to hire the support they will receive and how big the
market opportunity they have ahead of them?
Many miss this and focus on unrealistic promises
and budgets.
14. Entrepreneurial Thinking – Finally these
companies all encouraged entrepreneurial thinking.
They were not looking for robots. They wanted and
actively sought out feedback. People loved working
for them because they could make an impact.
Encouraging this and showcasing it was key.
Fourteen common themes, that are absolutely
common sense, but are very rarely, consistently,
common practice. Building these into a clear
employee value proposition that is consistently
demonstrated at interview and to the team makes
a massive difference in your ability to recruit, retain
and advance your best talent in your business.
Telling your story is key as is tailoring the message
to the right persona and delivering the right info to
the right person. Whilst these are common themes,
everyone has very different agendas. Listen,
understand and showcase the right thing to the right
people and you can win the race.
A recent report from LinkedIn Talent Insights listed
what technologists valued by importance. The
results are fascinating.
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Value by
importance

% Agree in
importance

1. Excellent compensation and
benefits

70%

2. Good work-life balance

62%

3. Flexible work arrangements

45%

4. Open and effective management

42%

5. Challenging work

37%

6. Colleagues and culture that
inspire

36%

7. Role that impacts the success of
the company

32%

8. Employees have influence over
tasks

30%

9. Job security

30%

10. Convenient commute

25%

Interestingly, there is a disconnect between what
companies think candidates want, and what the
talent themselves are actually saying is truly
important to them. Those that listen to their
market, target their communication to the right
people and work to ensure that the candidate
experience is consistent are likely to push to the
front of the queue.
Congratulations to all of those listed, all highly
commended in their categories and, of course,
all of our individual winners. It is a great pleasure to
be able to showcase what makes you so special to
work for.
Enjoy the read and I would be delighted to speak to
anyone looking to turbo-charge their EVP in 2022
where my prediction is another year of massive
demand for skilled financial technology talent. If
growth is on your agenda, read on for there is a huge
amount to learn from the excellent pages that follow.
Thank you for reading and I hope you enjoy the
magazine.
Best,

Toby

The Financial
Technologist
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Meet the Judges
Colin Slight
Co-Founder,
The Realization Group

Annette Evans
VP People and Culture,
Global Processing Services

Mark Lyons
Director of Investments,
Praetura Ventures

David Williams
Partner, EY

Colin is a 40-year veteran, technology, business
development and marketing expert. He started
his career with GE (General Electric) occupying
various management roles ranging from
software engineering to business development
and marketing.

Annette Evans is VP People at Global Processing
Services (GPS), the trusted and proven go-to
payments processing partner for today’s leading
challenger brands, including Revolut, Starling Bank
and Curve. A highly skilled MCIPD HR Generalist and
Employment Law specialist, with extensive
experience in streamlining Human Resources
processes and a mentor on the CIPD Skills Up
programme, as well as a trained ACAS Internal
Workplace Mediator.

Mark is the Director of Investments at Manchester's
award-winning venture capital firm Praetura
Ventures, where he is known for championing
pioneering early-stage businesses and their
founders. Mark's role involves driving the investment
team's strategic thinking and overseeing exciting
opportunities in FinTech, AI, software, health,
gaming and other sectors. With an extensive CV,
Mark's experience spans investing funds, working
with management teams to implement growth
strategies and evaluating and managing business
opportunities. Prior to joining Praetura Ventures,
Mark held a director position at a family office
with over £1.5bn of assets under management
and administration, having trained as a Charted
Accountant at PwC.

David leads the Capital Markets Technology
Consulting team at EY. Prior to joining EY in
2005, David had previously spent time in industry
working for an investment bank and a large
energy trading organisation. As well as supporting
clients in delivering complex technology, data and
digital transformation, David is passionate about
innovation. He’s previously authored some of EY’s
most widely read articles on the capital markets
FinTech landscape and the shape of investment
banks in the future. L&D is a subject that is close to
David’s heart and as part of EY’s integrated Financial
Services practice across EMEIA, David designed
and launched a learning network and community
for newly hired graduates across multiple countries.
More recently David has co-created The Devi
Programme – a leadership development
programme for Manager and Senior Manager
female technologists.

As a forward-thinking and target hitting business
development executive, Colin developed a passion
for business growth and left corporate life in the
early 90’s to launch his career as a serial
entrepreneur. He became a founder member of
Sinergis, a fast- growth telecommunications start-up
which he exited in 1997. He then led the successful
turnaround and profitable exit of ImagoQA, a
distressed VC-backed IT services business.
In 2002, Colin with co-founder Melanie Budden,
launched The Realization Group (TRG) to bring their
specialist business transformation and growth skills
to the Financial Markets and FinTech sectors.

Annette plays a key role in directing the entire
spectrum of people policies, talent acquisition,
performance management and compensation.
Working closely with the senior executive team, she
has established clear company values and datadriven processes to inform people decisions and a
purposeful culture to help companies achieve
their mission of enabling financial empowerment
for everyone.
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Meet the Judges
David Harris
Head of Banking,
Baringa Partners

Deedee Doke
Editor, Recruiter.co.uk

Angela Yore
Managing Director and
Co-Founder, SkyParlour

Tribeni Chougule
Regional Social
Impact Lead, Visa

David is the beating heart of Baringa and its banking
team, having played a key part in it for over 20
years, being a key architect to Baringa’s award
winning culture. During that time he has plumbed
impressive depths of expertise across retail and
business banking, corporate banking and wealth. He
is obsessive about delivering value and facilitating
improvements that stand the test of time.

DeeDee is the editor of Recruiter magazine/recruiter.
co.uk, the leading print, digital and awards title for
the UK recruitment industry. She represents the UK
on the panel defining the international Recruitment
standard for the International Standards
Organization and is a well-known advocate for
best practice and best practitioners within the
recruitment sector. DeeDee writes extensively about
recruitment and also has developed a specialism in
business continuity and resilience.

Angela is an entrepreneur, PR leader and an
influencer in the FinTech sector. Since co-founding
SkyParlour in 2009, she has raised the profile of
100s of brands from dynamic start-ups to market
leaders in the FinTech, tech and ecommerce
sectors. Listed on the Innovate Finance Stand out
35 Women in FinTech Powerlist 2020, Angela is a
Chartered Institute of Marketing MCIM.Angela sits
on various Advisory Boards including the Emerging
Payments Association, FinTech Connect and the
European Women Payments Network. She is
the Chair of The Inclusion Foundation Executive
Committee and a Governor of Wilmslow High
School. Her latest project is being part of DIGISEQ’s
Non executive board. Angela is an international
speaker and presenter with previous engagements
at world class events including Money2020,
Finnovate, FinTech Connect, Internet Retailing and
Pay360. She believes passionately in citizenship,
the power of communities and striving to make the
world that little bit better.

Tribeni, a multi-award winner, has over 20 years’
experience in technology across diverse sectors
and geographies. She is currently Head of Change
Management in Visa Finance (Europe). Prior to this,
she led the Technology innovation team in London
Innovation Centre. Tribeni has delivered multiple
Agile transformations and managed multiple
complex programmes and projects throughout
her career including mergers and acquisitions.
She is also a WBS Executive MBA student. Her
dissertation explores Responsible Innovation using
fair and unbiased AI within the financial services.
Passionate about inclusion of diversity and social
impact, Tribeni is the co-chair of Visa’s Women in
Technology Europe network and a techUK Skills
and Diversity Council member. She is a Cherie Blair
foundation Women in Business mentor alumnus,
Women in Payments, Migrant Leader and a Visa
mentor. She is also an AI APPG task force member.
Tribeni has established a STEM bursary for girls from
disadvantaged backgrounds.

Eternally energetic and properly passionate about
what he does, David is proud to bring the very best of
Baringa to every project. He is easily one of our most
vocal advocates, living and breathing the values
of kindness and curiosity that differentiate us as
advisors. His natural tendency to celebrate success
makes him the perfect choice of judge for the Top
1% Workplace Awards.
David makes change happen and culture
come to life.
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Meet the Judges
David Fisayo
Co-Founder and COO,
Wealth8

Kate Bohn
Macquarie Asset
Management

Dr. Simon Schofield
Technology Change and
Business Management
Director, Columbia
Threadneedle Investments

Gaia Beck
Founder,
Chippingin

David is the co-founder of Wealth8, a digital wealth
management platform designed for the black and
multi-ethnic community that provides simple,
affordable access to global investment funds and
offers tailored financial education to develop tools to
build generational wealth.

A transformational leader with 20+ years in Financial
Services, Kate has delivered net-positive impacts
across a broad range of roles in Financial Services.
From global software houses to retail/investment
banking institutions in the UK, Europe and the US,
she is at the forefront of both revolutionary and
incremental change, be that through joint venture
companies for industry utilities, leading the charge
on emergent internet use in the ‘noughties’ or
more day-to-day innovation that seeks to reduce
complexity. A market networker, she is highly
effective at both internal and external stakeholder
engagement, as well as unifying divergent groups
around a collective end goal. Her dextrous use of
storytelling builds rapid understanding, connection
and alignment, as well as embedding a sense of
belonging into corporate cultures. Alongside her day
job, she is an active mentor of the talent pipeline and
currently working on a FinTech Leadership book for
the broader innovation ecosystem.

Simon is a technologist with over 20 years’
experience working in financial services, specifically
Investment Banking and Asset Management. You
will typically see him improving the efficiency and
harmony of large global technology departments in
Chief Operating Officer (COO) or similar roles. He
enthusiastically promotes diversity and inclusion
within the industry and is honoured to be an
ambassador for TechUp Women. Based in London,
Simon gets to indulge in all things FinTech and the
opportunity to participate in the thriving community.

Since launching her FinTech platform for Children, which
aims to democratise gifts for all kids. Gaia has been featured
in News Week, The FinTech Times and previous editions of
The Financial Technologist, as well as well as numerous local
publications and podcasts. Chippingin was born from Gaia's
desire to help mums who are often time-poor and sometimes
cash poor too. Chippingin means children can be introduced
to financial literacy in a fun way, while helping parents relieve
the strain of Christmas and birthdays.

Prior to Wealth8, he started his career and spent 8
years at KPMG, where he specialized in customer
and digital finance product design for FinTech,
challenger, and retail banks. David regularly
speaks on entrepreneurship and digital innovation,
emphasizing his passion for using technology for
social impact. David is also a Director at Foundervine
- a non-profit specialising in start-up and scaleup acceleration for underrepresented founders,
and an angel investor at Ada Ventures, investing
in overlooked founders and market opportunities.
Outside of work, he is an avid runner, cyclist and
occasional boxer.

Gaia also runs a successful event company, which hosts
regular events in London, with a focus on sustainable fashion,
women in business, as well as monthly singles events.
Gaia is passionate about empowering women from diverse
backgrounds to feel confident and capable to pursue their
dreams. From creating the Power Moves conference which
is an annual event for women in tech; to London Represents
Fashion Show, which runs during London Fashion Week, where
models from all ethnicities and models with disabilities are
booked to show the diversity of beauty in the Capital.
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HOW TO WALK THE TALK FOR
DIVERSITY, EQUITY AND INCLUSION
“You know addressing gender imbalance
across the Technology, FinTech and
Financial Services sectors is essential, but
do you know how to go about it?”
Nadia Edwards-Dashti started the 17% List in
response to the overwhelming statistic that
despite their suitability, only 17% of roles within IT
or Technology are held by women. Co-founding
Harrington Starr in 2010, Nadia is committed to
working with companies to address this gender

imbalance, not least of all because over a quarter of
women at University say that they are put off a career
in technology because it is too male dominated. The
17% List is a structured program that aims to work
with companies to address gender imbalance and
create a culture of diversity and inclusion.

James Gorman
Co-Founder,
BioMe

Steve Grob
Founder,
Vision57

James' experienced first-hand the effect highpressure jobs can have on health, and the effect
poor health can have on wellbeing and performance.
James created BioMe to help organisations break
this vicious circle, put employee wellbeing first, and
thrive as a result. This is not a new idea, but James
thinks it can be done better. James suffered with a
chronic health problem for many years, before finally
accepting that his choices may have something to
do with it. James left his banking job in 2015 to go
back to university and figure out how to make
himself better (it’s a work in progress). He's learnt a
few things along the way, things that everyone in
search of wellbeing should know. He has a BSc in
nutrition and a BA in economics, and he's also a
Tiny Habits® Certified Coach.

Steve has spent all his working career in capital
markets and has developed a deep understanding
of how global financial markets work, their evolution
and the dynamics between technology, regulation
and business. This understanding is combined with
the ability to position technology firms correctly,
develop capabilities to make them successful and
then to increase their value as part of a defined exit.
Steve has set up and run his own FinTech
businesses and was part of the executive team
that built Fidessa into a global provider of workflow
automation with annual sales of over $400 million.

To heighten your business’ chances of success,
productivity and profitability contact Nadia today
to see how we can help maximise your business!

NADIA.EDWARDS-DASHTI@HARRINGTONSTARR.COM // 020 3587 7007
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Does Your Marketing Agency
Work Exclusively in the Financial
Markets and FinTech Sector?

Meet the Judges

We do. The Realization Group has more than 30 years’ experience in the financial
markets sector. Our senior strategists have backgrounds in investment banking, trading
solutions and digital assets, including blockchain, and more. We understand the
market. We’re experienced in what works. We know how to get the results you need.
We are a full-service marketing agency offering everything from media communications

Toby Babb
CEO, The Harrington
Starr Group

Nadia Edwards-Dashti
CCO, Harrington Starr

Toby has worked with the world's leaders in financial
services and commodities technology for over
twenty years. Having led high performing teams for
two listed, global recruitment brands, he saw the
opportunity to build a pioneering, values- based
company that would work with customers to provide
solutions and add real value well beyond the
traditional models on offer in the sector. Toby has
established himself as a respected thought leader in
the FinTech space, hosting weekly, innovative
discussions on Fintech Focus TV; and being a
regular guest on industry panels, podcasts and
major news outlets.

In 17 years in the financial services sector, Nadia has
been responsible for helping over 2000 people find
jobs and has grown from a trainee to a Managing
Director, and now Chief Customer Officer of a global
technology recruitment business. She runs her
own successful ‘Women of Fintech’ Podcast Series
where she has interviewed more than 150 women
in leadership within the Fintech community to
celebrate and showcase their successes. Nadia will
be publishing her first book in 2022, ‘Fintech Women
Walk the Talk’; and continuing to expand the remits
of her ground-breaking 17% List, walking the talk for
a more inclusive industry.

and marketing strategy to digital advertising and lead generation.

Public Relations

Content Creation

Strategy & Messaging

Social Media

SEO

Google Ads

Design & Branding

Account-Based
Marketing

“ Thank you doesn’t cut it!

A sincere thank you on what a fantastic partner
you have been through this whole process.
You really have been an extension of the team – this
win is definitely in part thanks to our work over the
past few months!

”

www.therealizationgroup.com
info@therealizationgroup.com
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THE BEST WORKPLACE
FOR TECHNOLOGISTS
W I N N E R

BMLL
H I G H L Y

Alongside offering a groundbreaking technology solution, BMLL
fosters an exceptional workplace
for technologists. With an array
of market-leading tools at their
disposal, the team are well equipped
to be ‘better for the future’. But this
is also interpreted from a cultural
standpoint at BMLL. From ensuring their facilities enable
hybrid working, to giving everyone a stake in the firm’s
future, BMLL harbours a workplace that is refreshing and
inspiring- and represents the top 1% of our industry.
HIGHLY COMMENDED: FlexTrade
The opportunities for technologists at FlexTrade are plentiful and every
member of the team is active in creating fascinating work and industrydefining innovation. Every opinion matters and the collaboration that ensues
is a central tenant to the fantastic culture that exists for technologists at
FlexTrade.
HIGHLY COMMENDED: TransFICC
With a test-driven mindset and paired coding initiatives, TransFICC are
truly pioneering the future of work for technologists. TransFICC are actively
attracting people that want to lead technological innovation and change
markets- and this truly shows. The workplace at TransFICC is enegrised and
passionate, and will take the industry to new heights.

C O M M E N D E D

FlexTrade | TransFICC
2 2
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THE BEST
WORKPLACE CULTURE
W I N N E R

Muinmos

Muinmos sounds like a place we
would all love to work at. As winners
of The Best Workplace Culture
Award, Muinmos capture true
industry excellence when it comes
to building a brilliant vision, mission
and purpose. The culture is open
and transparent, and provides a
safe space for employees to fail and succeed. Muinmos
has total confidence in their employees to deliver, and
this trust extends to the flexible working arrangements
that allows every individual to thrive. Muinmos has
purposefully forged a culture that they know does not
appeal to everyone - and that's the point. A culture that
suits everyone is not a culture.
HIGHLY COMMENDED: Capital On Tap
The strategic evolution of culture at Capital on Tap is one to be highly
commended. In giving employees ownership and responsibility, there is a
culture of endearment that ensures everyone is empowered to deliver and
excel. But vulnerability is also valued, and creates an open environment that
ensures support is always close by.
HIGHLY COMMENDED: Valantic FSA
The flat structure to Valantic FSA’s culture ensures business objectives are
discussed between every employee, at every level; giving everyone a stake
in the entrepreneurial development of the firm. And this open and honest
culture extends to their external clients, ensuring an unwavering partnership
is formed in a multi-faceted way.

H I G H L Y

C O M M E N D E D

Capital On Tap | Valantic FSA | Fnality
2 4

HIGHLY COMMENDED: Fnality
Employee engagement is a standout feature of Fnality’s commendable
workplace culture. Everyone at Fnality plays an active role in shaping the
vision and mission of the firm; they are encouraged to bring their authentic
selves to work and express how they would like to be invested in, thus aiding
them in reaching incredible career goals.
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THE BEST START-UP
TO WORK FOR
W I N N E R

Exate
H I G H L Y

Exate are the winners of The Best
Start-Up To Work For Award- justified
by the fantastic vision and values
the company harbours. Praise for
the company does not just come
from soundbites from the top, but
it is clear the entire company feels
valued and everyone’s voice is heard.
The people at Exate influence the future of the firm, and
have a stake in the innovative ventures they collectively
embark on.
HIGHLY COMMENDED: SteelEye
SteelEye’s vibrant culture prides itself on championing diverse and inclusive
practices, and promoting philanthropic initiatives across its global network.
Surpassing typical start-up expectations, SteelEye has excelled across all
facets of business and has exciting growth still to come.
HIGHLY COMMENDED: ipushpull
With a proactive focus on career development, diversity and mentorship,
ipushpull should be commended for the dynamic workplace they have
crafted. ipushpull have seized the opportunities of recent years and have
created a flexible, trusting culture that allows everyone to thrive.

C O M M E N D E D
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THE BEST LEADERSHIP
TEAM TO WORK FOR
W I N N E R

Fintech
OS
H I G H L Y

FinTech OS is a worthy winner of
The Best Leadership Team to Work
For Award. They exhibit a clear
set of values that supports the
needs of the individual, as well as
the business. Co-Founder Sergiu
clearly articulates these values,
and understands the importance of
complimenting these values with reflective, employee
input. By celebrating the diversity of the people at
Fintech OS, the leadership team are able to constantly
appreciate the grander demands of their staff and hence
always strive to do better- despite already making
significant progress!
HIGHLY COMMENDED: Taskize
With a strong emphasis on communication and the crafting of invaluable
support networks, the Taskize leadership team truly work to foster a brilliant
workplace. All staff are regularly brought in to contribute to strategy,
entrenching the collaborative attitudes that lead to better innovation.
HIGHLY COMMENDED: BSO
BSO should be commended for their ability to nurture a balance
between modern demands whilst still adopting a personal approach.
Staff are given time to develop vital relationships and engage with
senior figures so everyone in the firm becomes an approachable point
of contact and guidance.

C O M M E N D E D
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THE BEST WORKPLACE
FOR CHANGE AND
TRANSFORMATION
W I N N E R

OpenFin
H I G H L Y

With a standout sense of mission,
purpose, impact and achievement
for their staff, OpenFin are the
winners of The Best Workplace
for Change and Transformation
Award. With modern, cuttingedge technology that elevates the
potential of their team, everyone is
given the chance to thrive in this collaborative working
environment. Diversity of thought thrives and ideas
are openly discussed, furthering the social and change
purposes that sit at the centre of their operations.
OpenFin are undoubtedly contributing to the future of the
industry, challenging the norms and nurturing success.
HIGHLY COMMENDED: Leading Point
Leading Point are altering how change and transformation should be done,
fostering a revolutionary approach to change management. Equipping their
team with the best tools and encouraging unique approaches amongst
their team, Leading Point should rightly be commended for their work in
pioneering excellence in the change and transformation space.
HIGHLY COMMENDED: Amphora
Change and transformation is seen from a people-first perspective at
Amphora, championing a view that it is fundamentally the people that drive
business success. Everyone at Amphora wants to work in an environment
that is transformative and collaborative, and engage in work that is bettering
the opportunities offered in the change and transformation space.

C O M M E N D E D
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THE BEST DE&I
CAMPAIGN
W I N N E R

Finastra

Finastra have fostered an incredible
inclusivity effort within the
organisation, affording them the title
of The Best DE&I Campaign. Showing
us the “why” and not just the “what”,
Finastra exposes us to the wider
potential of DE&I Campaigns; and
how the multi-faceted nature of
diversity can thus influence the day-to-day actions of
people. From their commitment to nurturing a diverse
talent pipeline, to their comprehensive leadership
training schemes, Finastra are truly driving us towards a
more inclusive industry.
HIGHLY COMMENDED: Capitalise
Capitalise have an action-orientated approach with regards to the fantastic
initiatives they champion. From their expansive allyship network, to their use
of data to better their commitment to DE&I, Capitalise should be
commended for their fantastic internal campaigns- that are inspiring wider
industry change.
HIGHLY COMMENDED: FinTech B2B Marketing Community
This unique network is truly pioneering a fantastic, inclusive environment in
which FinTech marketers can flourish. Offering highly tailored resources and
opportunities, Payal has crafted a commendable initiative that brings to light
the importance of widespread collaboration when driving successful DE&I
campaigns.
HIGHLY COMMENDED: Gemini
Gemini have rightly been awarded the status of highly commended in The
Best DE&I Campaign Category, paving the way forwards for crypto to be a
more inclusive industry. Tackling the discrimination women in particular face
when entering the crypto space, Gemini are diversifying access to a crucial
financial sector.

H I G H L Y
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THE MOST INNOVATIVE
DE&I COMMITTEE
W I N N E R

Schroders

The work Schroders are doing to
support their LGBTQ+ employees is
exemplary and is truly an excellent,
innovative DE&I Committee.
Colleagues are educated on how to
be better allies and have a fantastic
focus on the intersectionality which
is so important and significant in
driving DEI. The work of this Committee has a ripple
effect across the entire company, and is one we are sure
will inspire wider industry efforts.
HIGHLY COMMENDED: Fexco
Fexco should be highly commended in this category as their holistic
approach, commitment to continuous learning, and drive for allyship is
inspiring. The Fexco Women in Payments Network is a fantastic committee
with a global reach that is truly bettering the position of their employees; and
redefining DE&I approaches across the industry.
HIGHLY COMMENDED: Mambu
The notion of bias, and particularly unconscious bias, is frequently discussed,
but where is the tangible action? Mambu has transformed talk of bias into
fantastic training programmes that everyone has a stake in. Employees are
exposed to more inclusive approaches, and thus Mambu is creating a
workplace that fosters authenticity, and confronts industry-wide challenges.
HIGHLY COMMENDED: Form3
A noteworthy commendation for Form3 is their commitment to diversifying
an often narrow talent pipeline. Driving STEM awareness across various
demographics is undoubtedly bettering the future position of the industry,
heralding a more inclusive environment that creates opportunities for all,
irrespective of background.

H I G H L Y
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DE&I CHAMPION
OF THE YEAR
W I N N E R

Billie Simmons
Co-Founder of
Daylight

H I G H L Y

C O M M E N D E D

The impactful work of Billie Simmons
has true potential to elevate the
financial opportunities for the global
LGBTQ+ community. Billie has taken
an experienced pain point and then
personally driven that experience
from inception to deliver a solution
and outcome that supports one of
the most marginalised minority groups in society. We are
inspired by the transformative work of Billie that offers
everyone the chance to be financially included and exist
as their authentic selves.
HIGHLY COMMENDED: Yasmin Johal, Associate at CMS UK
Yasmin holds a unique position in our diverse marketplace, and has utilised
her platform brilliantly to empower those often underserved in the financial
services space. Her work with BAME communities is particularly noteworthy,
and it shows us how we can open opportunities, embed aspirations, and be a
role model for a generation that will redefine the space.
HIGHLY COMMENDED: Samantha Knights,
Head of IT Architecture at Ninety One
Samantha brings a refreshing view of DE&I to the conversation, and exposes
us to a new way of work that can positively elevate the position of every one
of our colleagues. The latter being inspired by her belief in continuous
learning, Samantha demonstrates how vital it is we always remain openminded, and ready to support, challenge, and overcome the systemic,
industry-wide issues.
HIGHLY COMMENDED: Roxane Sanguinetti,
Head of Fixed Income and Investor Relations at GHCO
Roxane stresses to us the importance of not only supporting DE&I, but
investing in its future. This does not have to be taken in the monetary sense,
as Roxane champions a view that investment can be as simple as expressing
support for the often underrepresented. Roxane reveals to us how multifaceted DE&I is, but ensures we are all supported and equipped to be an ally.
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THE BEST EMPLOYEE
ON-BOARDING
EXPERIENCE
W I N N E R

Calastone

H I G H L Y

Calastone engage in an exceptional
employee on-boarding experience,
having highly detailed plans for their
new joiners; crafting a fantastic
cross-discipline ‘connector’
scheme; and ensuring new
employees are supported every step
of the way. Calastone are always
considering where to go next, ensuring they are always
reviewing their hiring process and making brilliant onboarding a dynamic part of their policies.
HIGHLY COMMENDED: Cashflows
Cashflows alternative approach to on-boarding ensures everyone is brilliantly
catered for when they join. Each person has an experience at Cashflows that
is tailored to them and are mentored to ensure they are given every chance
to grow. It is a fantastic programme that extends beyond the typical remits of
the first day.
HIGHLY COMMENDED: Elwood
Enthusiasm is a hallmark of what this start-up company demonstrates when
welcoming newcomers. Elwood embraces the uniqueness of each new
employee, and ensure their on-boarding experience reflects this brilliantly.
On-boarding is a multi-faceted process and Elwood ensure they execute on
every level- from the essential basics, to the distinctive Elwood touches.

C O M M E N D E D
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THE BEST
EMPLOYER BRAND
W I N N E R

Torstone
Technology

H I G H L Y

With a clear set of collective and
reflective values, Torstone has
been selected as the winner of The
Best Employer Brand Award. With
an enthusiastic and impassioned
approach to selling the firm,
Torstone have crafted a brand that
truly brings to light their exceptional
purpose; a purpose that attracts and nurtures brilliant,
industry talent. Every member of Torstone is proud to
be an ambassador of the firm, and deliver a fascinating
company story.
HIGHLY COMMENDED: 10x Banking
A unique feature of 10x Banking’s employer brand is the role authentic
customer stories play in showcasing the strengths of the firm. The
organisations employer brand comes from a collective investment in their
values, mission and vision, which truly cements the position of 10x Banking in
the wider marketplace.
HIGHLY COMMENDED: Zumo
The holistic and inclusive approach to crafting an employer brand that is
adopted by Zumo truly justifies their highly commended status for this
award. Wellbeing and DE&I play a central role in Zumo’s employer brand
which is truly standout in an industry that often falls short on both fronts. An
employee-first employer brand is a truly standout feature of Zumo’s wider
company structure.

C O M M E N D E D
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THE BEST INTERNAL
TALENT TEAM
W I N N E R

MarketAxess

The exceptional internal talent
team at MarketAxess are worthy
winners of The Best Internal Talent
Team Award. With an unwavering
respect for the individuality of every
person they interview, hire and
retain, the team at MarketAxess
have crafted policies and harbour
attitudes that allows authenticity to
thrive. From their embracing of a truly flexible working
model to the provisions made for all parents, the talent
team ensure every member of MarketAxess is given the
chance to thrive in and out of work. Excellence sits at the
heart of the work of MarketAxess, and their unwavering
investment in talent perfectly embodies this.
HIGHLY COMMENDED: Marex
The internal talent team at Marex is going from strength to strength every
year. They are an indispensable part of Marex and are consistently adding
value to this growing firm. The team harbours a trusting and energetic
dynamic that allows them to effortlessly collaborate, and excel in what they
do.
HIGHLY COMMENDED: IG
The internal talent team at IG should be commended for their brilliance in
attracting and retaining industry-leading talent. The team have crafted a
unique approach to hiring and on-boarding that ensures they acquire talent
that will thrive at IG. IG have navigated the complexity of talent acquisition in
a market-leading manner.

H I G H L Y
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THE MOST INNOVATIVE
COMPENSATION AND
BENEFITS PROGRAMME
W I N N E R

Capital Group have curated a truly
fantastic compensation and benefits
programme that is standout within
our industry. Employees are given
an active role in expressing what
benefits will aid their work, and
this is actively reviewed.
Compensation and benefits
programmes can be difficult to navigate but Capital
Group have explored every facet to ensure they have
a comprehensive and reflective package that can
attract and retain the best talent.

Capital
Group
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THE BEST WORKPLACE
FOR SALES
PROFESSIONALS
W I N N E R

With an aptitude for seizing
excellent opportunities, and strong
collaborative mindset, Hokodo
are worthy winners of The Best
Workplace for Sales Professionals.
Internally, Hokodo have an
unwavering commitment to talent
investment, ensuring their sales
teams are equipped with cutting-edge tools that allow
them to exceed best practice. And their company-wide
recognition of the “Overselling Phenomenon” captures
the extensive impact the sales team have, and the
respectful environment they thrive in.

Hokodo
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THE BEST
TECHNOLOGY TEAM
W I N N E R

Cassini
Systems
H I G H L Y

In a truly competitive category,
Cassini Systems has been awarded
the accolade of The Best Technology
Team. Guided by six encapsulating
principles- the first of which is to
look after one another- Cassini
has negated the stress that can
come with tech development and
consistently ensured that the wellbeing of their staff is
central. In a collaborative and rewarding environment,
the technology team at Cassini Systems is truly allowed
to thrive.
HIGHLY COMMENDED: Abacus
Alongside developing the skills and abilities of their team, Abacus work to
ensure the emotional intelligence of their team receives equal attention.
Abacus recognise that the cliched view of a technologist is not a productive
one, and should be commended for their efforts to challenge the stereotype
and develop a new, more fruitful way forward.
HIGHLY COMMENDED: Genesis
The technology team at Genesis ensure everyone’s opinions are brought to
the table, are heard, and are valued. Genesis have tackled the challenges
of an increasingly remote working world brilliantly, ensuring every member,
irrespective of tenure at the firm, has a central role to play in driving the next
stage of industry-leading innovation.
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THE BEST WORKPLACE
FOR TALENT
INVESTMENT
W I N N E R

Derivative
Path
H I G H L Y

The conscious effort made to
consistently invest in exceptional
talent at Derivative Path is truly
standout. Approached with an
inclusive mindset, the leadership
team at Derivative Path are always
looking at how they can take every
member of their team on the journey
towards the next milestone and accomplishment.
Learning and development is integrated into the
everyday, and the rapid changes in the marketplace are
seen as a new opportunity to grow and foster new skills.
Derivative Path are a truly worthy winner of The Best
Workplace for Talent Investment Award.
HIGHLY COMMENDED: AccessFintech
The evolutionary nature of the culture at AccessFintech ensures employees
are always given the chance to make a tangible impact. AccessFintech’s
talent investment strategy is truly commendable, actively pursuing
opportunities to heighten intellectual stimulation and encourage crossdepartment collaboration. People are AccessFintech’s most important
assets- and this shows.
HIGHLY COMMENDED: FINBOURNE Technology
The autonomy to grow is a brilliant feature of FINBOURNE’s talent investment
strategy. Innovation and development are embedded into the culture of every
team, and FINBOURNE offers everyone the chance to explore new ways
to innovate and disrupt the marketplace. Growth is a priority investment at
FINBOURNE, and everyone has an equal share.

C O M M E N D E D

AccessFintech | FINBOURNE Technology
5 0

5 1

THE LIST IN FULL
10x Banking

CashFlows

Dacxi

Finimize

Intuit UK

NinetyOne

Royal Bank of Canada

Torstone Technology

11Fs

Cashplus

Datasite

FintechOS

ipushpull

Nivaura

RPMI Railpen

TRAction Fintech

AccessFintech

CBOE

Daylight

Flank

Jaja Finance

Nutmeg

Satuit by
Tier1 Financial Solutions

TransFICC

ACIN

Chainalysis

Decimal Factor

Fleishman Hillard

JudoPay

OakNorth Bank

Schroders

Trayport

Adaptive Financial Consulting

Checkout.com

Delta Captia

Fnality

Klarna

OpenFin

Shield

Tumelo

Adyen

ChippingIN

DEXT

Form3 Financial Cloud

Lifetise

Openpayd

Simudyne

Ultumus

AEVI International

ClearCo

Divido

GAIN Capital

Liquidnet

Optalitix

Smarkets

Umazi

Alessa by
Tier1 Financial Solutions

Close Brothers

Domos

Gemini

Litttlepay

Optiopay

Solidatus

Varengold

Amphora

Cloud Attribution

Ediphy

Genesis Global Technologies

LMAX

Orum

SpeakerBus

Vested

Aquis Exchange

Cloud9 Technologies

Elavon Financial Services

GHCO (Goldenberg
Hehmeyer)

LSEG

Pantheon Ventures

SteelEye

Vortexa

Aspect Capital

CLSA

ElementaryB

Global Processing Services

Macquaire Bank

Partners Capital

Stratiphy

Voxsmart

AxeTrading

CMC Markets

Elwood Technologies

Glue42

MahiFX

Paypal

Style Analytics

W2 Global Data

Azimo

CMS

Encompass Corporation

GoHenry

Mambu

Paysafe

Suade Labs

Wealth Dynamix

Baton Systems

Codat

Enfusion

GoldEX Technologies

Man Group

Pension Protection Fund

Sucden Financial

Winterflood Securities

Beacon

CoGo

EQ Bank

Goldsource

Marex Spectron

PerformLine

SumUp

Wirex Limited

BigPay

Columbia Threadneedle

Equiduct

Gresham Investments

MarketAxess

PGiM

Swift

Xpansion FTS

Bitstamp

Commcise

Eventus Systems

Hermes Investment
Management

Mastercard

Plaid QV Systems

T Rowe Price

Yoco

Bloomberg

ComplyAdvantage

Exane

IFX (International
Foreign Exchange)

Meniga

PPRO Financial

Taptap Send

Zilch

BMLL Technologies

Confused.com

Exate

IG

Mercuria Energy Group

Quantifi

Taskize

Zopa

BSO Network Solutions

Coremont

Fexco

IHS Markit

Metro Bank

R3

TD Securities

Zumo

Calastone

Credis.UK

Finastra

InBotiqa

Mettle

Rader Payments

The Nano Foundation

Capital on Tap

CubeLogic

Finbourne

Infynit

Milestone

Refinitiv

Tide

Capitalise.com

CurrencyCloud

Finclude

Intercash

Minna Technologies

Reformis

Caplin Systems

Cybertonica

Findexable

INTL FCStone

Moneycorp

Ripple

5 2

Tier1 Financial Solutions
Toppan Merrill

5 3

The Financial
Technologist

Industry features

Post covid:
Wellness at Work

Financial market insights
by The Realization Group
In this article on the effects of the
pandemic on mental health in the
workplace, we speak to Helen Disney
of The Realization Group, Alicia Ariffin
of SteelEye, Richard Crook of DASL,
Anna Zanghi of Futur-o, Toby Babb of
Harrington Starr, Celine Crawford of
Smarkets and Chloe Barrett of Chloe
Louise Wellbeing about how managers
will be expected to support the mental
health of staff as they return to work, as
well as what skills companies will have
to equip their management teams with
to help them navigate the tumultuous
journey ahead back to the workplace.

T

he Covid-19 pandemic
has created mental
health challenges from
isolation at all levels of
society. As we start to
return to a sense of normality, we
discuss how the workplace may
look post-lockdown. Companies
have faced a particular pressure,
in continuing to perform and to
support and underpin economic

activity, whilst supporting
individual employees to cope with
the demands of working from
home whilst home-schooling and
caring for children, social isolation
and uncertainty about the future.
Now they face a new challenge,
supporting staff in the return to
the workplace, including their
mental wellbeing on this journey.
Previously overlooked, the mental

health of staff is now recognised
as being vital in ensuring the
smooth continued operation of
companies.

Anna Zanghi
Futur-o

Alicia Ariffin
SteelEye

Organisations are defined by
their leadership. Leadership
sets the culture, tone and values
which then permeate down and
through the wider organisation.
The strongest organisations are
those with leaders who actively
define the culture and values
that they want to espouse to both
employees and clients. They take
steps to ensure that these are
instilled across the organisation,
and we are seeing many
companies step up to proactively
support their staff on this next
step out of the pandemic.
As lockdown measures begin
to lift, staff will be looking to
employers to provide guidance
during these uncertain times. We
look at what may be expected and
what you can do to support your
staff during this transition.
Anna Zanghi, who has over 25
years’ experience in the financial
services industry, and now
specialises in employee
wellbeing and work design,
believes that going back to some

semblance of the normal we knew
is an illusion.
The year or more remote working
experiment, which we have
all lived through, has caused
employees to question what
they want their work to look like
going forward. But what does
that mean for employers and
their management teams? “The
tricky part seems to be that each
employee has different needs”,
she says, “Those who enjoyed
remote working, want to continue
to have that flexibility. Whereas
those who felt disconnected
and lonely during lockdown
want to go back to benefit from
the social contact, sense of
inclusion, renewing relationships
and feeling like they belong to

not a necessity and we have been
able to adopt a more hybrid work
model as a company and our staff
have benefited from the flexibility
that this offers.”
Returning to office life isn’t all
doom and gloom though, as
Health and Wellbeing Coach,
Chloe Barrett explains; “while
we seem to talk a lot about the
negative mental health effects of
returning to work, there seems
to be little discussion about the
positive aspects. Those who have
struggled with the social isolation
of working from home will benefit
from the routine and inclusion of
the workplace.”
Ariffin agrees, saying “I also feel
it is important to focus on the

Chloe Barrett
Chloe Louise
Wellbeing

Richard Crook
DASL

“The strongest organisations are
those with leaders who actively
define the culture and values
that they want to espouse to
both employees and clients.”
something bigger. So, what is
right for one person, will not be
right for the entire workforce.”
And she is not alone in this
viewpoint, Alicia Ariffin,
Head of People and Culture at
SteelEye sees the importance
of communication with teams to
ensure understanding of what
individual staff will want going
forward; “communication and
collaboration across all teams
remains a priority to discuss how
employees want to be supported
when transitioning back to the
office. Post pandemic work life
has allowed us to see that being
in the office 9-5, 5 days a week is

positives of returning to the
office environment, we have
seen that being able to meet
and discuss ideas in person
does seem to help ensure
consistent, higher quality of work
and to strengthen the culture
across our organisation".
And the positive effects of
returning to work don’t stop
there, the optimists out there
see the potential that uncertainty
provides, with an opportunity
arising for us all to jointly innovate
and co-create a new way of
working. We are especially seeing
this among the entrepreneurially
minded companies in fast paced

Helen Disney
The Realization
Group

digital sectors where agility is a
core competency. Richard Crook,
founder of DASL has adopted
this way of thinking by signing
up for a company membership
at The Birch Community, a
modern country club that allows
the team to meet all together
with the use of workspace in a
fresh environment. “This often
means us working in a teepee
surrounded by nature, giving the
team a relaxing place to work
and creative space to think”, says
Crook. "With such a membership,
the staff are then able to access
other facilities at the venue that
support their mental health, such
as the pool and many community
activities on offer from yoga to
pottery, allowing us to give them
extra benefits to working with us,”
Crook explains, “The pandemic
gave many a radical shift in work
patterns. The more we thought
about it the more we saw an
opportunity to experiment with
new patterns rather than force our
people back to old patterns.”
Helen Disney, Principal
Consultant at The Realization
Group also mentions the positive
impact that the pandemic will
have on worklife; “Now that we
are coming back into offices,
my hope is that more managers
will continue to take this more
nuanced approach recognising
that perhaps for those living
alone, returning to the office will
be a huge boost to their mental
health and a chance for more
social interaction while for those
juggling family life or other caring
responsibilities, a more flexible
approach may still work best. At
The Realization Group we have
supported a hybrid of working
from home and the office to
great success even before
COVID hit, so we have a healthy
approach to this as part of our
working culture.”
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Companies are noticing how
employees are looking at the
‘whole package’, which in turn
also leads to a questioning and
re-evaluation of their relationship
with their employer. The level of
humanity, support and overall
culture of wellbeing and concern
for employee mental and physical
health that was exhibited pre &
during the pandemic will have a
huge effect on talent retention
and loyalty… “Is this the kind of
company I want to work for?”
will be on the minds of young,
coveted and easily mobile talent.
Toby Babb, Founder and CEO of
FinTech recruitment company,
Harrington Starr, sees this change
as “an encouraging legacy of
the pandemic that will leave a
far greater focus on employee
experience, flexibility and
wellness,” he goes on to say that
he has “seen companies begin
to recognise that while a fair and
competitive salary is important,
the work done on ensuring the
flexibility, balance and overall
holistic package to get the best
from every employee can have far
greater return on both retention
and attraction of the best talent in
the sector.”
Disney also acknowledges this
shift in perception, mentioning
how the pandemic has helped
us all to recognise that having
a job and being professional

doesn’t have to mean robotically
pretending that nothing else
in life matters except work;
“For me, one of the positives
to come from the pandemic
has been increased awareness
that personal and domestic
life inevitably blends with – and
influences – professional life.
Before, it would have been
unthinkable for people to mention
they had to answer the door, bring
children or pets into a work call
or arrive on a video call from a
holiday location. Everyday life has
now been more widely accepted
as part of professional life and a
greater sense of kindness and
understanding has come into
play. As someone who has worked
remotely for many years, precisely
in order to balance that kind of
juggling of family and professional
life, I am really glad to see it being
acknowledged. Positive mental
health involves being honest
about life’s challenges.”
Zanghi agrees, saying; “What
is interesting to see is that
employees are not only
questioning the physicality of
work, but there is an underlying
deeper questioning around
the “what I am doing” too. A
questioning around whether their
work is meaningful enough and
if it provides them with the sense
of purpose that is fulfilling and
makes them happy. This will be
much harder for employers to

tackle, but for staff retention, it is
an area that must be looked at.”

Toby Babb
Harrington Starr

Celine Crawford
Smarkets

Where this new responsibility will
fall is yet to be seen, but many
companies have proactively
started to get those lines of
support in place, both for the staff
themselves and those who will
be expected to pick up the new
role. We asked Celine Crawford,
Chief Communications Officer
at Smarkets, who she thought
would take responsibility for the
mental health of staff; “Managers
should be expected to support
the mental health of their staff,
after all it will positively affect the
business. If managers want to get
best from their staff, they will have
to invest in supporting their teams
overall wellbeing. At Smarkets
we are proactively responding
to this and have already started
to train our managers in how to
support their staff in this way, by
offering Mental Health First Aid
training to all our team leads. We
are supporting our management
teams so they feel equipped to
deal with post pandemic issues
that will, no doubt, arise. We also
understand that some staff may
need a little more support and
have introduced a scheme that
pays for 75% of any counselling
employees may need at any time,
for any reason.”
Zanghi points out that the task
facing leaders going forward is

recognizing they do not have all
the answers and that they do
not know clearly what the new
normal is going to look like due
to the complexity of hybrid work
models and their ramifications
on policies, practices, etc. “It is
going to be experimenting and
learning as they go and the best
way to do it is in partnership with
their employees – this will bridge
the gap that exists between
employers wanting to regain
a semblance of normality and
control while getting many staff
back to the workplace v.s. the
employees wanting the work
experience to be very different to
what it was, taking into account
the changed reality.”
Barrett feels that while managers
should lead the way with this,
these are people skills we all
need to gain for post-pandemic
life; “How we handle each other
as people should not be specific
just to managers but something
each of us should return to the
office aware of. We all have to
understand that the pandemic

has instilled highly charged
emotions such as fear, grief and
anger, which can in some cases
cause us to act in ways that to
others might seem irrational.
This is where skills such as
understanding, empathy and
compassion come in to support
each other, without judgement,
and create an environment
where we can better adjust to yet
another new normal.”
“We don’t necessarily have to
agree with each other, but we do
need to respect the viewpoint that
another’s reality is being shaped
by. It is important to bear in mind
the different challenges we have
all faced over the last year and
a half and remember that you
don’t always know what someone
else is dealing with, or has been
through, and therefore why they
might be behaving in a certain
way. Being mindful of this, and
supporting employees, and each
other, will not only benefit the
work environment, but support
key factors such as productivity
and staff retention during a time

where many are suffering.”
CLW believes that there needs
to be a clear procedure in place
so everyone in the workplace
knows how to handle challenging
or highly emotionally charged
situations that may occur and
have created a 3 step plan for
managers and employees alike:
Zanghi concludes; “This should
not deter the entrepreneurs out
there, nor should it be daunting
for companies of any size. In
the same way companies have
been successful in listening to
the needs and expectations of
clients and delivering seamless
digital services and experiences
as a result – this new normal
will simply mean listening to the
needs and expectations of their
employees and co-creating the
best model for their specific
organization going forward –
one where mental health and
wellbeing is designed into
work and the overall employee
experience.”

Chloe Louise Wellbeing's Stop, Feel, Meet Method©

STOP

Stop and think. Remember that the other
person is viewing the world from a different
perspective to you and that you
do not know what they might be dealing
with, thinking or feeling.
Seek understanding and actively listen. If
possible, you could ask what is going on for
them that might be making them feel or
act this way.

FEEL

Attempt to put yourself in their shoes and
understand what they are or might be
feeling. Empathy provides for a deeper
level of understanding and connection, a
precursor for compassion; a deep feeling
of wishing for another's suffering to be
resolved.
Reflect back to them that you understand
they are feeling 'insert emotion'.

MEET

Highly charged emotions can make it
difficult to self-regulate. Meeting the person
where they are at gives you the ability to
help them co- regulate and calm down.
You're enabling them to resolve the issue
themselves. The most important thing for
them is that they feel heard, not necessarily
to be given a solution.

For enhanced empathy and compassion during challenging interpersonal situations
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Eradicating
CeFi and DeFi
silos to make
traditional and
digital assets
interoperable
Hirander Misra
CEO, GMEX Group

I

t is increasingly clear that
Centralised Finance (CeFi)
and Decentralised Finance
(DeFi) will need to intersect
within a regulated
environment and support the
convergence of traditional and
digital assets activity. The key
challenge is how to apply
regulation, which was designed
for a centralised world, to an
environment that will be
increasingly hybrid (centralised

and decentralised).
Bridging the gap between
traditional and digital capital
markets, so that they are
interoperable, whilst effectively
mapping to evolving regulatory
frameworks will be essential,
even if this is not what the
decentralised purists want to
hear. Increasing regulation in the
crypto assets space is inevitable,
and this presents an opportunity

to broaden mainstream
institutional adoption.
What does the future hold for
intermediaries?
Whilst we will see fewer
intermediaries over time, the
ones that remain, whether newer
players or established ones, will
have the opportunity to add more
value. There will continue to be a
need for innovative banks,
brokers and exchanges
predicated on great service,
liquidity, and technology-enabled
digitally focused business
models. Greater intermediary
efficiency, supported by evolving
DeFi models, will reduce frictional
costs and enable a wider range of
products. This, supported by
smart contract driven automation
will have a positive impact on
the market.
Blockchain can be the catalyst to
make trading, clearing and
settlement more efficient!
Currently many ventures
embracing blockchain technology
are doing so by applying it to the
traditional centralised model. By
contrast, the decentralised
exchanges and broader DeFi
plays, whilst increasing their
liquidity flow, have some
perceived KYC/ AML concerns.
Financial Action Task Force
(FATF) guidelines suggest that
Decentralised Applications
(DApps) will need to comply with
country specific laws enforcing
FATF, AML, and CounterTerrorism Financing
requirements, therefore
spawning a new term called
‘Regulated DeFi’. This is seen as
essential for DeFi to become
more usable for institutions.
We are beginning to see some
traditional banks, brokers and
exchanges reinvent themselves

through a combination of their
innovation arms, through
acquisitions and external
investment. The newer digital
financial services players are also
positioning themselves with
elements of this, which makes for
a very exciting time in financial
services as we will begin to see
innovation on an unprecedented
scale over the next few years.
How will CeFi and DeFi
converge and can it be green?
The convergence of CeFi and
DeFi presents great business
opportunities. For example
assets in custody can be pledged
and lent through collaboration
with DeFi players, facilitated by an
API-driven approach from
centralised exchange and
custody platforms as part of a
distributed hub model. This hub
model also allows the digital
assets to sit in custody and be
rehypothecated.
We have seen this with our recent
collaboration with TP ICAP to
technically enable their new
wholesale trading platform.
Delivering connectivity and
post-trade infrastructure into a
network of digital assets
custodians to facilitate real-time
credit allocation, credit checking,
and netting without digital assets
moving, including efficient net
settlement for all trading activity.
This also has a green element as
less energy is utilised through
continuous movement of assets
on public blockchains. In addition
this type of distributed hub model
can be used to connect
fragmented carbon markets and
multiple registries across the
globe to facilitate carbon credit
transfer and associated payments
in a sustainable manner.
How will institutional activity

in digital assets adapt to this
change?
There is strong client demand for
the full spectrum of digital and
hybrid services. According to new
insights from the Fidelity Digital
Assets’ 2021 Institutional Investor
Digital Assets Study, the majority
(84%) of U.S. and European
institutional investors are
interested in purchasing
institutional investment products
that hold digital assets, and in the
U.S., investors favour accessing
these products through
traditional financial firms.
However, interoperability and
time to market remain a
challenge, with traditional and
multiple types of blockchainenabled digital asset
infrastructure being severely
fragmented. Institutional players
largely want exposure to digital
assets in the same way as they do
for other asset classes. Ease of
integration into what they already
do is essential as opposed to
creating yet another silo.
Provision of knowledge and
practical guidance is as
important to them as the
products and services. Many
institutions are at nascent stages
of their digital assets journey,
whilst others are evolving their
initial thought process in line with
fast moving developments in
this space. Institutions want to
cut through the hype and get to
grips with what this can mean for
their business.
In order to surmount these
obstacles and achieve greater
efficiency in digital asset
facilitation, financial players need
to optimise digital asset
infrastructure. This can be
achieved through the use of
platforms offering services by
way of a distributed hub model
integrating private ledgers and

public blockchains into traditional
market infrastructure. This will
facilitate better portability of
digital assets as well as enable
them to seamlessly trade, clear
and settle them.
By harnessing such a distributed
hub model, the activity which
ensues from such adoption can
facilitate services between
participants bidirectionally,
be they exchanges/ trading
venues, banks, brokers, asset
managers, asset service
providers, custodians and
FinTech service vendors.
Conclusion
Centralised and decentralised
technology enabled business
needs to coexist, therefore
creating the need for hybrid
solutions (both traditional and
digital) as buy side institutions,
banks, brokers, exchanges
and other capital players
increasingly adopt digital
assets as part of their digital
transformation agenda.
Financial market infrastructure
and digital asset infrastructure
increasingly needs to become
interoperable and combine and
evolve into hybrid digital market
infrastructure. A distributed hub
model acting as a ‘neutral
multi-asset network of
networks’ is essential to
facilitate such interconnectivity
and will be well suited to service
the trading, clearing, settlement
and custody needs of
institutional participants in a
regulated environment. This
needs to be adaptable and
flexible in terms of how it can be
used to consume and deliver
services within the broader
market in ways that also meet
firms’ broader Environmental,
Social, and Corporate
Governance (ESG) goals.
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Breaking the
boundaries of FinTech

W

Matthew Cheung
CEO, ipushpull

e learned early
on that
trusting our
people was
essential, the
adage, if you treat people like
adults, they behave like them is so
true. Given we are a small
organisation, we empower the
team to get on with prioritising
their own work. We recruit smart,
driven, and passionate people so
it’s easy to stay motivated in this
environment!
You must also be entrepreneurial
working here as often you have
to wear many hats, overcoming
challenges as they arise.
Furthermore, we took the
opportunity, as many have during
the pandemic, to not renew
the lease on our office space,
choosing instead to use shared
spaces as and when we need
them and work remotely the rest
of the time. Again, this comes
back to the trust we place in our
staff to work from anywhere. We
even have one team member
working and travelling by
motorbike across Europe right
now! Highlighting another aspect
of working at ipushpull which is
very much about working around
people’s lives rather than work

dictating how you live your life.
First and foremost, ipushpull is a
FinTech, however we also see it
as our purpose and responsibility
to tackle long-term systemic and
industry-wide challenges that
are impacting the UK’s ability to
retain its position as a leading
hub for FinTechs. Specifically, we
need to widen the talent pool to
bridge the gender gap. We also
need better representation of
people from socially deprived
backgrounds that don’t naturally
get the same opportunities as
those that are able to go into
higher education or workplace
internships. Addressing these
inequalities will help improve
decision making and removes
bias, a win:win.
To hit these inequalities head on
you have to address the source
of the problem in schools, which
is why ipushpull CEO, Matthew
Cheung, founded Work in FinTech

to help students discover the
opportunities to work in our
industry. On a practical level, we
have been arranging groups of
students to go into companies
such as Revolut, Goldman Sachs
and TP ICAP to have their eyes
opened to the possibilities and
broaden their horizons. We also
arrange mentoring sessions to
help tackle common questions
about how to get that first job, as
well as providing interviews with
leaders from across the industry
sharing their experiences of how
to get into our sector.
We’re also working with university
students, sponsoring them
through their course and in
turn they’re helping us develop
exciting innovations at ipushpull!
The hope is that when they
graduate, they can progress into
a full-time role with us, or we can
help them find a role with other
FinTechs in the community.
Lastly, we have been working
with UKBlacktech to address
racial diversity, again, spending
time going into schools, giving
talks about the opportunities in
FinTech.
Having a common purpose
that’s bigger than the company
mission, we believe, sets up apart
from most other companies. It’s
a philosophy that defines who
we hire and why we hire which is
based on talent and passion,
not what’s written on a CV. To find
out more about our culture and
the projects we support please
head here.

“Having a common purpose that’s
bigger than the company mission
sets us apart from other companies.”

to the toilet, and comes back with
a paper roll in his mouth or some
other generous gift.

I

Remonda Z. Kirketerp-Møller
Founder and CEO, Muinmos

n a 2020 article by the online
TV, movies and games
website Screen Rant (found
here), the author lists five
things that make the
fictitious company “Dunder
Mifflin”, featured in the US version
of the TV series “The Office”,
such a great place to work at.
“Freedom to whatever, whenever”,
“the parties”, “working for Michael
Scott”, “wackiness” and “the
friends”, according to the author,
make the made-up paper and
office supplies company such a
great workplace.
Whereas we at Muinmos ApS, a
(non-fictional) Danish RegTech
company, also have epic parties,
friends, a lot of professional
empowerment and a surprising
level of wackiness for a company

comprised mainly of Capital
Markets veterans, IT engineers
and lawyers (though,
unfortunately, no Michael
Scott); the reasons that make
our workplace great are
somewhat different.
Not to over-pat-ourselves-onthe-back, we’ll list just three.
The company dog Right at the
middle of the office, pretty much
in everybody’s way, lies a 60lb,
copper-brown Vizsla named
“Simba”. Now, to the untrained
eye, Simba just lays there most of
the time, and only gets up every
now and then to shove his snout
under someone’s elbow (usually
when that someone’s elbow really
needs to type an email or a piece
of code), demanding attention;
and, when he doesn’t get it, runs

A company
dog, work-life
balance and
purpose

However, Simba is much more
than just a four-legged attentionseeking missile. He’s also Head of
Physical Security; Chief Fly
Hunter; and, more importantly
– Master of Morale. It’s absolutely
impossible to be ill-spirited when
Simba wags his tail at you; and
sure enough, the atmosphere in
the office is almost always
pleasant, good-humoured and
high-spirited.
Of course, it also helps that we
have a ping-pong table, a foosball
table, darts, a putting mat - and
quite a lot of different countries
and regions in our background –
England, Wales, Denmark,
Romania, France, Turkey, Israel,
Lebanon, Palestine, New Zealand,
Pakistan, Bangladesh and India
– so our conversations are rarely
boring, and our luncheons are
filled with “what’s that?” “How
interesting!” And “water! Water!
My mouth is burning!”
So, all in all, we have a good time
at the office (and now also a
carton of milk in the fridge, to
quelch soring throats), and Simba,
of course, as Head of Morale, gets
full credit for that.
Work life balance Operating
from the heart of Denmark, we at
Muinmos are used to the famous
Danish balance between work
and personal life. Sure, we work
hard; usually more than the eight
“standard Danish” daily hours; but
we do our best for it not to come
at the expense of our personal
lives. If it means that we end the
workday early to get to a school
thing and complete our work in
the evening after the kids are in
bed, or work several times a week
from home in order to save the
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online trade is global. This means
that financial institutions
onboarding clients from multiple
jurisdictions have to comply not
only with the regulation in their
country they’re licensed in, but
also with the regulation that
applies in their clients’ country of
domicile.

LEFT
The company
dog. A 60lb,
copper-brown
Vizsla named
“Simba”. He'll
typically position
himself right
in the middle
of the office,
pretty much in
everybody’s way

commute – we do it, and simply
say “family reasons”.

lives (and the lovely Denmark!)
much, much more.

As a company founded and lead
by a woman, there’s never a frown
or a scowl when someone has to
leave the office early to pick up a
kid or run some errands.
Somehow, just knowing that it’s
perfectly okay, makes it a lot
easier to turn on the laptop in the
evening and put in that extra hour
so the clients’ needs won’t go
unanswered.

A sense of purpose The third
and last reason we’ll list to why
Muinmos is such a workplace is
purpose. Now, every workplace
has a purpose – some exist to
deliver a product; others to
provide a service; Muinmos
exists to do those two as well,
but, more importantly, it exists
to fix the world.

Most of us have worked in
long-hours, over-demanding work
environments like big-city law
firms or large investment firms;
and we can say, from experience,
that our efficiency now is quite as
good, if not higher, than it was in
those workplaces. With the one
small change – that now we’re
also able to enjoy our personal

Not all the world, of course – no
one can fix Nicolas Cage’s choice
of movies – just the part that
deals with client onboarding onto
financial institutions, and the
regulatory challenges it brings,
most definitely!
You see, Muinmos was born out of
the gap between the fact the
legislation is regional, whereas

This, of course, can be very
complicated due to the immense
number of jurisdictions globally,
and it can not only burden
financial institutions greatly, but
also make the onboarding
process very long, so a large
number of financial institutions
settle for complying only with the
regulations in their own
jurisdiction; and that, of course, is
not ideal.
Muinmos solved that problem by
developing an AI engine that
automatically performs all the
needed regulatory requirements
in minutes, thus allowing financial
institutions to both be compliant,
cost-effective, AND provide a
great customer experience to
their clients. This helps not only
the financial institutions, but the
investors as well – as it ensures
they’ll be fairly and compliantly
treated. And, as the 2008
economic crisis has taught us, fair
and adequate conduct in Capital
Markets are paramount to the
integrity of the global economy as
a whole.
We at Muinmos see ourselves not
just as a company that operates
for profit – though, of course,
profit is important – but also as a
company that contributes to the
safekeeping of investors, financial
institutions and Capital Markets
as a whole. We believe our work
has meaning – and that, perhaps,
is the most important reason why
we at Muinmos think our company
is such a great place to work at.

The DEI
discussions

Every Tuesday and Thursday across
all major podcast streaming platforms
FEATURING THE WOMEN OF FINTECH PODCAST SERIES
The Humans of FinTech Podcast Series
The Talent Surgery
The Maternity and Paternity Stories of FinTech

Hosted by Nadia Edwards-Dashti,
CCO of Harrington Starr
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Hiring top
talent in a
start-up – the
key is making it
a unique place
to work

W

Alicia Ariffin
Head of People and
Culture, SteelEye

orking for a
start-up is a
completely
different
experience to
working for a large corporation. It
may seem like the risks are higher
and that the pressure is greater
as start-ups need to perform and
deliver to ensure survival and
continuation. The perceived
comfort of more established
companies simply doesn’t exist
as start-ups have to fight for their
place at the table each month – at
least initially.

Consequently, it can be tricky
to encourage the industry’s top
talent to take the plunge and join
a less established firm. However,
if you get the fundamentals right
– such as establishing a strong
culture early on and focussing on
the matters that your employees
prioritise and are motivated by
– then this hurdle can be easily
overcome.
The great thing about helping to
set up a company is that you are
not bound by years of tradition
and tight parameters because

“that’s the way things are done
around here”.
At a start-up, you have the ability
to set the rules yourself. You can
choose to implement ideas and
practices that you have learnt and
liked from larger corporates. More
importantly, you have the freedom
to do things a little differently
and ultimately make greater
improvements to the culture and
workplace environment.
As a standard, start-ups tend
to offer more flexible working
hours and casual attire. They also
tend to have a greater degree of
flexibility around renumeration as
start-ups generally aren’t bound
by rigid pay cycles. And of course
many start-ups offer early joiners
company shares or options to
make them truly feel part of
the company’s growth journey.
However, instilling a strong culture
is also essential when it comes to
hiring people and creating a great
workplace – which is sometimes
overlooked in young companies.
To instil a strong culture, startups need to be very clear in
establishing their company values
and keeping those values at the
heart of the company. When you
foster a culture of trust, respect,
and openness, you create
psychological safety for your
employees which helps them to
feel valued, motivated and in turn
should help drive productivity.
Over the past decade, the role
of the workplace has changed
dramatically. The work-life
balance has never been as
important to employees as it is
now, and people want more from
their jobs than simply having a
set of responsibilities. As a result,
salary isn’t necessarily the main
incentive for top talent when
seeking a new role, as people

“Over the past decade, the
role of the workplace has
changed dramatically.
The work-life balance has
never been as important to
employees as it is now, and
people want more from their
jobs than simply having a set
of responsibilities. As a result,
salary isn’t necessarily the
main incentive for top talent
when seeking a new role.”
increasingly look for a wider set of
benefits from their job.
The companies that are leading
the way when it comes to
attracting and retaining talent are
those that have recognised this.
We have seen some fantastic
examples recently with the
likes of LinkedIn and NatWest
announcing that fertility treatment
is now part of their corporate
benefits, and Spotify offering all
their employees 6 months fully
paid parental leave.
For young companies, these
kinds of perks can make all the
difference in attracting talent. The
key is to understand and focus on
what your employees value and
aim to deliver that.
At SteelEye, a large percentage
of our workforce have young
families, which is why we have
always strived to be a familyoriented company, even calling

ourselves the “SteelEye family”.
From early on in our journey, we
offered private health insurance
for our employees and their
dependents. As we navigated
through the pandemic, we
listened to our employees and
have subsequently rolled out a
hybrid working model, which has
allowed our team to spend more
time at home to for example be
there for the school run or do any
ad hoc home schooling. Kids,
parents, and partners often come
to visit the office and we host
an annual Kids Christmas Party,
which has always been a huge hit.
We have also always made a point
to invite plus ones and family
members to our company parties.
This family orientation is one of
the unique facets of our culture
that have allowed us to attract
and retain talent – many of whom
rate SteelEye as great workplace.

support those who may want
to protect or enhance their
mental wellbeing, whether
that’s achieved by avoiding the
madness of rush hour, by doing
outdoor exercise locally or
working from home to allow them
to be more focused or to help
reduce stress. We implemented
a Wellbeing Day this year where
we give our team a day off to
focus on themselves and their
wellbeing, and we will look to
make this an annual event. Our
people have always been our
top priority, and this really is
engrained in our culture.
I would be lying if I said that hiring
good people has always been
easy. However, focussing on
culture has certainly helped us at
SteelEye and enabled us to build
a work environment where our
team thrives. If you are a young
company on a similar journey to
us, these are my top three tips
that I have learned on my mission
to make SteelEye one of the best
FinTech start-ups to work for:
1. It is never too early to focus
on culture – in fact you should
make it a priority
2. Listen to your people and
focus on the benefits that
really make a difference to
them
3. Have fun and be supportive
– In a high-pressure start-up
environment full of challenges
and rollercoasters, having
fun and looking out for your
colleagues really helps to pull
people together

The work-life balance and hybrid
working model also helps to

GLOBAL LEADERS IN FINANCIAL SERVICES AND COMMODITIES TECHNOLOGY RECRUITMENT
6 6

6 7

A company
on a mission
Thomas McHugh, CEO
and Co-Founder of
Finbourne Technology

F

rom seven founders to
over 130 employees in
almost five years,
FINBOURNE is firmly
moving to scale-up
territory, at pace. Backed by
confident investors who deliver
patient capital, we have striven to
build solutions that not only solve
the very real data challenges that
the industry is facing today, but
can help shape investment
management in the future.
With a growing client list that runs
the full spectrum, from global
asset managers to start-up hedge
funds and market infrastructure
providers, we think it’s a pretty
exciting place to be right now, and
building a team of diverse,
passionate and talented people to
join us on our journey, is vital to
our mission.
Founded in 2016, FINBOURNE is
a company on a mission to
reduce the cost of investing and
increase transparency for
everyone. With a strong mindset
and serious ambition, we are a

challenger, intent on bringing
change to an industry that has
long suffered from a failure to
solve diminished trust and a
detrimental lack of timely data.
As industry practitioners, we
decided it was time to solve the
data pain once and for all and to
give the investment community a
solution that at its base, lets firms
know exactly what they own and
how much it is worth, at any given
point in time.
Working collectively, we want to
remove the obstacles created by
years of inefficient legacy and
proprietary systems, building a
new de-facto standard for data
management. One that
empowers employees and
lowers the risk appetite for
change, by integrating into the
ecosystem firms already
operate in.
This requires us to be innovating
but also show empathy towards
our clients’ needs and respect for
the industry.

The ‘Challenger’ mindset
In a short space of time, we’ve
grown a diverse team of talented
and creative problem solvers and
thinkers in the industry – from
developers and technologists, to
product managers and business
specialists. We’ve brought on
board people who are genuinely
excited about what we are doing
and who have the capability and
willingness to teach, grow and
learn from their colleagues.
We are not a disruptor, we are a
challenger, building a new way of
working for our clients. We’re also
not big on herd mentality, we’re
looking for people to thrive as a
team, but also challenge
assumptions and engage in
discussion to evolve our
approach. This requires diversity
of thought, from people of all
backgrounds, to challenge the
norm and create viable solutions.
To facilitate this, we nurture an
employee-led culture that allows
for open and constructive
discussion and delivers an
empowered experience. This
autonomy and independent
thought is what we value as part
of our culture the most, and
believe adds a unique dimension
to solution building and problem
solving at FINBOURNE.
Our employee promise
The talent and wealth of
knowledge in our organisation
sets a high standard for what we
can deliver but we are also here
for our employees. We offer a
hugely supportive environment
with continuous learning and
development opportunities for
everyone, at every stage. This
includes the opportunity to
work across different teams
that help fulfil their potential
best, utilising a varied technology
stack and gaining responsibility

“We are not a disruptor, we
are a challenger, building
a new way of working for
our clients. We’re also not
big on herd mentality, we’re
looking for people to thrive
as a team, but also challenge
assumptions and engage
in discussion to evolve our
approach.”
in a short space of time.
We know the solutions we are
introducing to the market will
have a significant impact on
improving motivation and
happiness at our client
organisations. So it’s only natural
that we place an importance
on making sure our employees
are happy and well-rested,
ensuring a more content and
productive team.
We do this by encouraging our
team to focus on their mental and
physical well-being. Long before
the pandemic, we’ve been proud
of the mature and accommodating
approach we have to our team’s
work life balance, and we’re
committed to creating a great
working environment in which
everyone thrives.
As a fast growing scale-up, we all
work to learn from and educate
the people around us; whether it
be sharing insights with the wider
market in our FINBOURNE
Product Council, or our

employees teaching each other
new skills. We firmly believe that
continual development and
education, helps develop an
experienced workforce and
community, which in turn fuels
innovation.
Open means open
As a challenger to the closed
systems of incumbent providers,
we’re building an open platform to
remove silos and enable our
clients to make better investment
decisions.
We live and breathe openness at
FINBOURNE, and it is a part of the
way we work, from the sharing of
methodologies and processes, to
contributing to open software,
with publicly accessible APIs.
Purpose
Each new starter receives a 90
day plan which documents
training and induction. This gives
employees clear objectives and
ensures they are provided with
support in the areas that they
require it the most.

We before I
We appreciate and relish the
collective responsibilities of
being part of a team; sharing in
the glory but also helping when
things aren’t going to plan. This
support extends to our partners,
suppliers and investors, anyone
who is part of our mission to
deliver a great experience.
There no silos here. We run
regular team stand-ups to get all
departments up to speed on what
colleagues are working on and
also to share accomplishments
and challenges with your team.
Transparency
We work openly and transparently,
from company-wide meetings
and regular business updates, to
knowledge sharing sessions,
where employees share best
practice and new ways of working.
Transparency also means the
right to fail. Our approach is that
we discuss and learn from
mistakes rather than gloss over
them, and we speak up when
we are struggling.
Growth
Above all, we are here to cultivate
growth. The more our employees
develop their knowledge and
skills, the more our colleagues
and clients benefit. We offer
training sessions and a mentoring
scheme internally to provide the
opportunity to learn from their
colleagues, as well as encourage
external courses to help broaden
and consolidate skills.
As each employee grows, so does
FINBOURNE.
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The BMLL workplace

T

he concept of “the
workplace” may have
changed over the
pandemic, but one key
thing remains the
same. Even as many of us had to
shift where we worked physically,
the choice of who to work with is
as important as ever. At BMLL we
have continued to actively
develop our culture to create the
best workplace for technologists.
We solve complex problems, for
a dynamic high-profile sector.
Working in the capital markets
space with some of the most
demanding clients in the world,
we provide the data and analytics
that allow them to maintain a
competitive edge.
BMLL Technologies is the
leading, independent provider
of harmonised, Level 3 historical
data and analytics. We offer
banks, brokers, asset managers,
hedge funds and global exchange
groups immediate and flexible
access to the most granular
Level 3, T+1 order book data and
advanced analytics, enabling
them to accelerate research,
optimise trading strategies and
generate alpha at unparalleled
speed and scale.
Creating genuinely new solutions
to data problems is hard. At
BMLL, technologists are not
simply building websites or
services to a specification, but
play a major part in figuring
out the solution. This means
understanding the data, what it
means and how our customers
might want to access and use
it. It’s an iterative process. The

technology we use is world class
and the award-winning way we
engineer the data is second to
none. We take big data and turn it
into relevant data.
We create meaningful analytics
for a given asset class. This
requires substantial domain
knowledge. Understanding where,
how and when securities trade,
what exceptions and edge cases
can occur, what the different trade
classifications and flags mean
across venues and how to make
sense requires a team of industry
practitioners who also happen to
be data scientists.
It’s not down to just one smart
engineer to find the answer. The
problems we solve are team
scale - there are significant
complexities and multiple
viewpoints needed to flush out
issues and validate a solution.
Therefore we have an open
culture that supports this process.
Our technology team feels fully
involved in bringing the product
forward in an environment where
they can truly make a difference.
Our technologists have direct
exposure to clients. Further, our
experienced senior team has
pedigree from HFTs, banks,
trading firms, exchanges,
academia and consulting
(including a very experienced
CTO). They sit side by side
with the technology team. Our
flat structure ensures that
ideas and opinions are actively
sought, and that they don't get
stuck in bureaucratic treacle or
committees. Strong viewpoints
are both welcomed and debated.

Angie
Sadler,
Head of
People,
BMLL

Technology team communications
are strong, with stand-up
meetings every day, weekly
detailed team meetings, weekly
'scrum of scrums' tech team
planning, and bi-weekly sprint
planning. There are also bi-weekly
company-wide update meetings.
We value all of our employees and
we demonstrate this by giving
share options to every single one
of them . Our technologists are a
critical part of the journey. They
have ownership of both their own
contribution and their personal
role in the BMLL growth path to
continued success.
We also are committed to
diversity and development in
the wider community, partnering
with organisations like Code First
Girls to offer an introduction to
Python course taught by BMLL
developers targeted at women
18-23 with little to no coding
experience.
“Our employees are the present
and future of the success of
BMLL, so we owe it to them to
ensure that they are working in a
company with a culture that they
are happy and proud to be part
of, ” says Angie Sadler, Head of
People, BMLL. A key part of our
success is our flexible working
culture, further developed in
response to COVID, and we
support a combination of remote
and office working. We really
focus on wellbeing and a healthy
work/life balance. Team building
activities encourage collaboration
and take place on a regular
basis - from weekly team lunches
to virtual beer tasting, real life
Go-Karting, and climbing the O2.
We are growing quickly, so if you
would like to find out more about
what makes BMLL such a great
place for technologists, we would
love to hear from you.

The Devi
Programme

W

e have always
had a wide
range of
accelerated
leadership
programmes at EY, however in the
autumn of 2020 it became
evident that we needed to put in
place something differential for
our female Technology Consulting
managers and senior managers.
Having spoken to a number of
members of our team, the biggest
gaps weren’t technical – they
were around strategies to address
the many and varied real life
leadership challenges that our
senior people face on an almost
daily basis.
We put our heads together. We
wanted to deliver a programme
that was authentic, contextualised
and tailored. Given the continued
uncertainties around COVID-19

and the pivot to hybrid working, it
would have to be delivered in a
format that allowed for remote
participation, so we arrived at a
concept whereby we would run 10
sessions of about 90 minutes
every two weeks with a small
cohort of eight participants.
Branded “The Devi Programme”
(named after Shakuntala Devi, the
famous mathematician), the
programme uses the case
learning method embraced
by many of the world’s top
business schools.

senior leaders further underlined
our commitment to the
development experience,
and also allowed our consultants
to expand their network and build
their own personal confidence
in interacting directly with
senior leaders.

David
Williams,
Partner, EY

At each session, we would spend
time dissecting case studies
based on real life scenarios, and
we would also invite a special
guest drawn from local, regional
or global EY leadership, or from
our broader external ecosystem.
The investment of time from our

“We put our heads together. We
wanted to deliver a programme
that was authentic, contextualised
and tailored. Given the continued
uncertainties around COVID-19 and
the pivot to hybrid working, it would
have to be delivered in a format that
allowed for remote participation...”

The dialogue was powerful
throughout – the exchanges of
perspectives and sharing of
practical techniques between
faculty and cohort were highly
valuable. At the sessions, we
covered a wide range of
challenging topics, ranging from
sustaining client relationships, to
structuring winning pursuits, to
our approach to hiring top talent,
through to personal resilience.
Some of the most powerful
interactions come not from the
pre-prepared content and
discussion questions, but the
personal experiences of the
cohort. In a safe environment,
individuals have been able to
share examples of situations that
they have personally found
challenging, and by diving deep
into the situations and exploring
the range of techniques and
strategies available, our
participants have learned
valuable techniques and
strategies not only from the
faculty, but from each other.
As we plan to roll this out further,
our massive takeaway from
piloting this programme is that
the concept and delivery method
absolutely works. Web based
learning has its place for sure, but
more than ever we remain
convinced that genuine
leadership coaching and
development requires human
interaction and with it, investment
of time. The return on this
investment, however, looks to
be huge.
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The four ingredients
of an outstanding
workplace
Dishang Patel and
Nadyah Ibrahim,
Leading Point

C

hange is inescapable
and, at Leading
Point, we know this
better than anyone.
We are experts in
change, every day we help our
clients manage change, ensuring
that they are fit for the future.
We know, that to be able to
weather any storm, a strong
culture is paramount. This is often
overlooked, especially by small
companies. With the irresistible
goal of tomorrow’s success, many
businesses forget to focus on
where they are right now.
Company culture can fall by the
wayside, as businesses chase
their dream.
At Leading Point, the founding
partners Rajen Madan, Thushan
Kumaraswamy, and myself, have
been obsessed with creating a
strong company culture. We have
managed to build a successful

flat company structure where
everyone feels valued. Being
featured on the Top 1% Workplace
Awards got us thinking about how
and why Leading Point has
achieved such recognition. We
realised that there were four key
ingredients to our successful
workplace: diversity, nurture,
flexibility, and kindness.
Diversity
We believe in the true value of
diversity. It is not something that
can be manufactured. With the
world being such a small place,
with opportunities for all, why is it
only a few opinions are leading
the financial services industry?
At Leading Point, we have strong
representation from many groups.
In our small company, we speak
over seven languages and have
staff in four countries. We’ve
reaped the benefits of having a
diverse team through the vast

perspectives we gain. When
people from different
backgrounds work together, their
unique outlooks often lead to
greater ingenuity, thus creating a
better end result.
It’s not only ethnic diversity that
boosts companies. Gender
diversity, in particular at the
leadership level, has shown to
boost company profitability. We
are proud to foster a strong
female presence at Leading Point,
paving the way for
transformational change within
gender and finance. Nearly half
our staff are women, with over a
third of these in senior
management positions.
Nuture
The second ingredient is nurture.
Obtaining diverse talent is not
enough, it needs to be nurtured.
Often in small companies, talent
management can fall by the way

side; it is assumed that everyone
is working on the same mission,
meaning individual development
can get forgotten. At Leading
Point, we work hard to provide
growth and development plans for
all our staff, ensuring that we treat
them as individuals rather than
job titles. We have implemented
individual career plans for staff,
and cultivate unique skills, rather
than sticking faithfully to the
job description.
This year, we have also run the
government’s Kickstart Scheme,
providing people aged 16-24 with
6 month paid internships. The
scheme has given us access to
amazing talent and unique
individuals which, previously, we
would have struggled to attract.
Our staff retention rate has been
exceptional, with 80% of our
Kickstarters staying with us after
completion of the scheme.
“This scheme has helped so
many young people; from gaining
expert skills and experience, to
building networks. It's given us
opportunities with companies we
would never have thought to work
for or with. It’s very rare to find
such a thriving company to work
for so early in a career, so I feel
very lucky for it. The Leading Point
team has supported me and
relinquished the pressure that
comes with a starting a new role
through sheer kindness and
flexibility, whilst also nurturing my
personal development goals.”
Nadyah Ibrahim, Marketing
Assistant and former
Kickstarter.
Flexibility
Due to the uncertainties of the
pandemic, most companies have
adopted a model of flexible
working; a mix of working from
home and the office. Since the
country has opened up, this

“At Leading Point, we have learned
to thrive with a flexible working
model. Companies are made up of
individuals, who all have individual
styles of working. So why inhibit
those who prefer to work from the
comfort of their home, or stop those
that want to venture into the office?”
hybrid structure of working has
been extended, and many
companies have implemented
it permanently into their
operating models.
At Leading Point, we have learned
to thrive with a flexible working
model. Companies are made up
of individuals, who all have
individual styles of working. So
why inhibit those who prefer to
work from the comfort of their
home, or stop those that want to
venture into the office?
We asked all our staff about their
experience working under a
hybrid model, and 86% of
employees said they preferred
working from home. Conversely,
when asked if they were more
productive in the office or at
home, the company was evenly
split. This has proved to us the
vital need of this new hybrid
working model, and we have
created one that is flexible
enough to adapt to each team
members’ preferences.
Kindess
We believe the final ingredient of
an outstanding workplace is
kindness. Kindness comes in
many forms, and recognising

these forms is how we’ve forged
an uplifting and safe space to
work. The past year has put even
more pressure on all of us, and
you’d be remiss to think these
pressures don’t trickle into
professional lives. We believe that
it is vital to be honest about these
pressures and tackle them head
on, rather than shying away from
uncomfortable situations.
We have previously written about
‘Creating a Culture of Kindness’ at
Leading Point. We believe that the
happier and healthier our
employees are, the more we
thrive as a company. But it isn’t
easy to walk-the-walk. Fostering
an environment where mental
health can be freely talked about
is challenging. It must start at
the very top, and it must start
with kindness.
Creating an outstanding
workplace is tough, and it is
something that takes effort every
single day. At Leading Point, we
believe that this effort is worth it,
as it brings us together to meet
any challenges our business
faces. All it takes, is nurturing a
diverse workforce, providing a
flexible working environment, and
most of all, a little kindness.
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Andy Mahoney,
Managing Director,
FlexTrade

t FlexTrade, we have
ambitious targets
for growth over the
next few years. Not
only for business
growth, but we are also growing
and further developing our
multi-asset suite of buy-and-sellside EMS and OEMS solutions.
From the increased demand for
automation around fixed income
with our FlexFI solution to the
hedge funds looking to adopt our
OEMS, FlexONE, it's undoubtedly
a time of great opportunity for our
business within EMEA.
Attracting and retaining the
best talent across development,
client service, and sales is a
critical component of our plan to
capture and service the growing
demand we see in the market. As
Managing Director of FlexTrade's
EMEA business, my responsibility
is to ensure we are resourced
with the skillsets to best position
ourselves to win new clients and
provide our existing clients with

the services and cutting edge
technology they need.
Of course, the need to fill your
organization with innovative,
conscientious, client-focused
talent isn't new. However, the
battle to attract and retain
talent has never been fiercer
within FinTech. An explosion of
new market entrants offering
innovative new solutions and
ways of working, combined with
changing workforce skillsets and
demographics, all underpinned by
the events of the last 18 months,
has created significant change
and expectations as to what
makes a great employer.
We firmly believe several factors
come into play when candidates
choose to join us. Firstly, we can
offer the opportunity to work
across a growing, cutting-edge
set of mission-critical EMS
solutions deployed within the
trading desks of some of the
world's largest buy-and sell-

The battle to
attract and
retain talent

side firms. So whether you are
an established technologist
or the brightest graduate, the
opportunity to innovate and
collaborate as a business and
technology partner to some of
the most prestigious names
in the market is a compelling
offer. Further, our interoperable
approach to integrating best-ofbreed third-party applications into
our solution means that we are
also working closely with the best
complementary solutions in the
market in a partnership capacity.
Secondly, from its inception
25 years ago, FlexTrade has
been built as an organization to
deliver innovation to our clients
and prospective clients. From
cutting-edge initiatives leveraging
disruptive technologies such as
machine learning to augmented
reality applications, we offer
technologists the pioneering
environment, usually associated
with an agile start-up firm, to help
shape the future of multi-asset
trading desks. Underpinning
this, though, are the processes,
resources, know-how and domain
expertise that you would expect
from an established, global
solutions provider. We feel it's
a unique mix, which is hard to
replicate.
Finally, while Covid-19 has
changed how we organize
ourselves to serve our clients
best, the physical working
environment and the policies
and benefits we offer still play a
crucial part in making FlexTrade
an attractive proposition for
candidates. From a recent office
move to new premises in The City
of London, complete with outdoor
space and airflow throughout, to
the flexible working from home
practices we offer, we constantly
review our initiatives to ensure our
teams can perform at their best.
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A focus to achieve

O

Harry Scola, Head of
Client Delivery, Taskize

ne of the founding
objectives for
Taskize, after
receiving funding in
2015, was to create
an employee centric corporate
culture. Learning from leading
organisations in this field such as
Google and Netflix, the cofounders ensured that, from the
start, there was a feeling of
openness, trust, and security. A
simple objective to aspire to but
one which requires continuous
focus to achieve, especially
during rapid growth.
For context, Taskize provides
inter-company workflow to
banking operations around the
world and is a purpose-built
network replacing traditional
email, phone, and chat channels
to radically reduce issue
resolution times and improve the
overall efficiency and control of all
manual processes in the middle
and back-office.
I joined Taskize 4 years ago, as a
member of the Client Delivery
team when the Taskize network
had just started to form and I now
run the team having overseen the
continued growth of the network,
which has already surpassed 350
firms, operating in more than 50

countries. My Client Delivery team
is responsible for the onboarding, adoption, and support
for all clients, comprising Tier-1
buyside and sell-sides, global
custodians, central banks, and
critical market infrastructures.
From the outset, we wanted to
build an efficient and process
driven function that would allow
us to scale. I have a very small
team who are constantly looking
to improve processes and make
us more efficient. We share a
common vision across the team
which is a great example of the
openness of the company,
empowering everyone to strive to
remove inefficiencies. Our
closeness with clients means that
we also represent their voice to
internal product and engineering
teams, as well as feeding key
observations through to the sales
and marketing team. The variety
of work and the open
communication channels to all
areas of the business mean that
my team and I feel our
contributions have meaningful
impact on the success of the
company. This feeling is by no
means unique as this openness is
actively supported across the
entire company, although as we
are at the centre of so many
things, our perspective is!

Continuing our philosophy of
learning from peer best practice,
we decided to implement an
Objectives and Key Results (OKR)
framework. To ensure full
company engagement, the
Taskize founders instigated
bi-annual offsites at inspiring
locations, bringing everyone
together for a couple of days to
talk through the company level
OKRs, foster team spirit and have
some fun as well. These OKRs are
then adopted by the leadership
team and their staff build out their
own OKRs to support the goals for
the year. Prior to the pandemic
lockdown, events were in colleges
at Universities of both Oxford and
Cambridge, with entertaining
guest speakers. It is a fantastic
opportunity to fly in our overseas
employees and spend valuable
time team building and socialising
with colleagues, away from
the office. We do the same for
an annual Christmas party,
making sure that everyone
is included; even if you can’t
attend you will receive a
tholiday Hamper.
The monthly review of OKRs has
worked well in creating a
framework for openness within
the firm allowing everyone to
understand how they contribute

to the company’s success.
Personally, within Client Delivery, it
allows me to focus on building out
the processes and procedures for
scaling our capability in support of
our continued expansion.
Building out a great company
culture requires so much more
than just clear objectives, it lives
and breathes and underpins our
thinking on a daily basis. The CEO
also holds monthly State of the
Nation meetings and skip-level
meetings to allow staff access to
the founders where they are
encouraged to ask whatever is on
their mind – no subject is out of
bounds and there is no such thing
as a stupid question. Personal
and team development also
continues to be a focus with
personal training made available
to staff looking to extend skill sets
and particular focus has been
applied to onboarding new
starters during lockdown where
the first few weeks are so critical.
Like all firms, the strength of the
Taskize culture and our team
spirit has been tested over the
last 18 months during the
lockdown and, despite all staff
being 100% remote since last
March, we have worked hard to
maintain the social interactions
and staff wellbeing. Each person
that wanted it, was bought an
ergonomically designed chair and
a height-adjustable desk and daily

team stand-ups were started to
ensure communications
channels, that are taken for
granted when most people are in
the office, remained open. Staff
feedback was that the hasty
transition to working from home
was seamless and, although
challenging, has been, and
continues to be, a huge success.
It was a conscious decision to
over communicate wherever we
could. As a leadership team, we
worked hard to ensure that we
also over-communicated on a
daily basis, as it is so easy to
forget how important this is,
especially when you get busy with
supporting an industry that has its
own set of struggles migrating to
a remote working environment.
Conscious of the social benefits
of working in an office, we have
also organised, over zoom/
webex/ring central/teams/
hangouts, regular fun events such
as cocktail making, yoga, pottery,
and cooking classes (I personally
love my Taskize apron!) to allow
everybody to release a little of the
individual pressures that build up
when you are remote. We make
extensive use of our HR platform
to capture how people are feeling,
if they have any concerns and
what they would like to change. It
is positively encouraged to
capture the mood of the staff who
appreciate the importance that
the leadership team place on this

“We support, and more importantly,
encourage socialising out of working
hours to build friendships and
connections. It is because of this
that we are not just a FinTech
company; we are a family.”

feedback. The company culture is
strengthened as the staff see
evidence that the feedback is
taken on board and there is
visibility that the leadership team
has its finger on the emotional
pulse of the employees.
This year, as restrictions have
lifted, people have been returning
to the office for those longawaited client meetings or just to
bring teams together face-toface, Taskize has recognised this
and reacted quickly to ensure that
the move back to a new way of
hybrid working is an enjoyable
experience. We have taken a
bigger office space to allow the
new post-Covid working paradigm
but remain a remote-first firm
that continues to work hard to
make sure communication
channels stay open, regardless
of whether you are in the office
on occasion or permanently
working from home.
We are also keen to develop
future talent, creating
opportunities for interns in
different parts of the firm and
have seen success in converting
them to permanent employees.
On a final note, Taskize is the
company it is today because of
the driven, passionate people that
are within it. We care about our
employees and celebrate not only
professional but personal
milestones too. We support, and
more importantly, encourage
socialising out of working hours to
build friendships and
connections. It is because of this
that we are not just a FinTech
company; we are a family. We are
all working towards a common
goal of making the industry more
efficient through making Taskize a
successful company, that
everyone says they are proud to
be part of.
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Felipe Oliveira
COO, Genesis
No-Code / Low-Code
technologies are revolutionising
application development, and
Genesis Global is doing this
where it is hardest: for financial
markets. The business case
for No-Code / Low-Code is
irrefutable but the founders of
Genesis, Stephen Murphy and
James Harrison, never came at
it from this angle: they were (and
still are) technologists. Even as
the business grows, the “techie”
energy that inspired its genesis
is still pushing technological
boundaries.
Significant tech investors have
joined Genesis in this adventure.
The first bank to bet on the
potential of the Genesis No-Code
/ Low-Code platform was Citi.
Just in the last year Accel, the
venture capital firm, Salesforce,
and GV (formerly known as
Google Ventures) also became
strategic backers.
The remit of these investors is
to seed tech start-ups that will

broker transformative change
over the next five to 10 years
and beyond. Tier 1 institutions
such as ING have a front-row
seat to this change because it is
deploying the Genesis No-Code
/ Low-Code platform to disrupt
the management of credit and
political risk insurance. This
$300bn market is still largely
run off Excel spreadsheets, with
financial markets lacking the
technology but also the stamina
to automate and scale workflows.

“The genius of
Low-Code is that it
dramatically speeds
up development;
the achievement of
Genesis is opening
that door for financial
markets where
the technological
demands around
latency and
throughput are
much higher.”

The genius of Low-Code is
that it dramatically speeds up
development; the achievement
of Genesis is opening that door
for financial markets where the
technological demands around
latency and throughput are much
higher.
Genesis No-Code / LowCode cuts time-to-market for
innovations such as ING’s Credit
Insurance Application by 80%.
End User Computing or other
legacy projects that banks put

A future with
technologists

off indefinitely because of a lack
of resources suddenly become
possible.
A consortium of Tier 1 banks
leveraged Genesis to build a
trading platform for loans and
Collateralized Loan Obligations
which is launching next year.
The traditional route to such
an ambitious application would
have been a development phase
lasting one or two years (or more)
with the “black-box” solution at
the end of it virtually obsolete by
the time it hit the market.

investors, but what about the
technologists at the coalface,
working for Genesis? What
excites them? No-Code / LowCode seems to suggest a retreat
from “hard-core” development…
The opposite is true.
No-Code invites so-called citizen
developers to the party but not at
the expense of technologists. By
drawing on the expertise of techsavvy business users, time is
freed up for developers to focus
on genuine innovation.
Low-Code does not dismantle
the role and position of the
software developer who is
not disenfranchised by its
methodologies. Low-Code
empowers developers to create
astonishing apps across systems
and use cases because of the
“Lego-like”, re-usable structure
of the code.
The exponential growth that
Genesis is experiencing is due in
part to these aspects of LowCode: the more apps you create,
the faster it becomes to build
even more because entire blocks
of code can be re-purposed. This
virtuous cycle of development
underpins the huge momentum
of the Industry Library of apps
that Genesis is building for
financial markets.

Because Low-Code
democratises development, the
people who need to work with the
solution can give their input from
day one, leading to much better
outcomes.

It is feeding spectacular growth.
From a headcount of 50 at the
start of the year, Genesis now
employs 135 people – and is on
course for 150 by the end of 2021.
The ambition is to treble in size
in 2022 to a headcount of 450,
working out of Genesis offices in
North America, Chile, Brazil, UK,
Ireland, India, and Australia.

It is easy to see why No-Code
/ Low-Code excites banks and

Technologists are joining Genesis
because they understand the

potential of Low-Code (just like
Google and Salesforce). If they
come from banks or insurers
they will experience a completely
different culture, even though
Genesis works in that space,
solving problems for financial
markets firms.
There is considerably more
autonomy. Technologists that
join us from the big banks feel
more empowered because the
bureaucracy at these firms stifles
innovation. (And it is for this very
reason, to plug the innovation
gap in financial markets, that
Murphy and Harrison founded
Genesis).
At Genesis, technologists can
make an impact immediately.
One of our colleagues joined
us with only a few years’ post-

university experience but he is
now leading one of our flagship
projects with Citibank.
We employ only the best –
because we have to and because
we can. Technologists are
competitive but they also enjoy
learning from others. We have
arguably outgrown the label of
tech start-up, but we remain
passionate techies at heart!
It is no coincidence that Genesis
is attracting top-tier clients and
investors: its platform is truly
transformative. And it is early
days. Every day, we tackle more
use cases, and expand our vision
of what is possible with No-Code
/ Low-Code.
Technologists want to be part of
that future.

“The exponential growth
that Genesis is experiencing
is due in part to these
aspects of Low-Code: the
more apps you create, the
faster it becomes to build
even more because entire
blocks of code can be repurposed. This virtuous cycle
of development underpins
the huge momentum of
the Industry Library of apps
that Genesis is building for
financial markets.”
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The changing faces
of communication

I

company culture virtually, or
through multiple time zones.
Adapting to new working models
involves a lot of change across
an organisation but it is possible
to keep company culture strong.
Ensuring team commitment
and managerial consciousness
of timezones are essential to
making this happen.

Adrienne Muir
COO, VoxSmart

t´s no secret that the way in
which we communicate has
changed over the years.
From the invention of the
Telegram in the 1840´s, to
the Telephone, to the wonders of
the Smartphone and roaring
success of WhatsApp - it´s
evident to see the evolution of
communication channels,
opening a realm of possibilities
for trade and transaction.
Here at VoxSmart we are big on
communication considering it
spans every facet of our internal
and external framework - uniting
employees, strengthening
resolve, and safeguarding
industries from the undesirable
consequences of noncompliance.

Although the last few months
have been challenging, the
culture of communication here
at VoxSmart has remained
strong, leading with empathy
and compassion as the world
traversed the unchartered waters
of remote working at an uncertain
time. Adapting communication
for an “always-on” economy we
understand that certain risks
emerge from this new form of
working yet we equip firms with
suitable technology to alleviate
these concerns, providing peace
of mind in what was, and remains,
an unprecedent situation.
We have seen a shift in how
we are communicating over
the last year or so but it’s not
impossible to continue fostering

“As always communication,
like any other skill, can be
nurtured and developed.
It doesn´t just happen
overnight.”

As always communication,
like any other skill, can be
nurtured and developed. It
doesn´t just happen overnight.
To support open, collaborative
communication and work towards
our company goals, staff are
given a platform through global
team meetings to decide, debate
and deliver on objectives as a
community of people.
A foundational element to our
values – Respect, Resilience,
Responsibility, Collaboration
and Passion - communication
underpins all that we are. As the
saying goes - No one can whistle
a symphony. It takes a whole
orchestra to play it!
I’d like to encourage you to
join a team which values
communication.
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Sajindra Jayasena,
CTO, Amphora
What is Amphora?
Amphora is a 26 years old
Software product company and
a leader in Commodity Trading
and risk management software
(CTRM), traditionally focused
on crude, refined products, gas
and other carbon-based energy
products and Iron ore but now
expanding the product offering
to Green/carbon free energy
products as well.
Who am I?
I am the CTO of Amphora with 11+
years CTO expertise in leading
technology transformation in
corporate financial services
as well as FinTech industry. I
lead the product engineering
revival / transformation as well
as transforming the engineering
organisation and the overall
transformation culture of
Amphora. Since joining 3
years back I drive to inculcate
“transformation” mindset and
culture in the engineering teams
and continuously improve the

product offering, architecture,
engineering rigour and quality.
I am glad to say that the
transformation we have been
driving both short and long term
has been quite successful. With
the commitment and dedication
from everyone in Amphora, we
have managed to expand our
product reach from traditional
crude-based products to LNG,
concentrates and now to green
energy products while massively
improving the product quality and
accelerate the delivery velocity.
How Amphora provides the
environment for
Transformation and Change
For us to succeed in building the
best industry leading software,
just having great products,
fantastic software architecture,
solid delivery and engineering
processes with high quality, rigour
and agility is not good enough.
All these are made possible
by the very people who work in

A culture
for growth

their respective roles; let it be
an architect, developer, tester,
DevOps or InfraOps engineer,
DB engineer, product owner,
business analyst or a support
engineer. Hence its vital that the
right culture, set up and mind set
has been provided to everyone to
success (and also fail and learn).
We have been focusing on below
principles to ensure we provide
the correct foundations;
Continuous improvement: One
of the key aspects I try to
inculcate is the need to strive for
better solutions and delivery. Its
not trivial to build software that is
functionally rich but also usable,
reliable, secure and dependable
especially when a customer’s
operations primarily rely on our
software. Also, this can’t be
achieved in a single step. While
we adopt an evolutionary
architecture, everyone has been
given the freedom on how to
improve on what they do, allocate
time to continually assess
opportunities to make the product
and process better.
Fail fast and learn fast: The
engineering team has been given
time to try out new solutions,
designs, tools and processes and
incorporate to advance the
products. As part of this, failure is
accepted and throwing away
solutions is also accepted in a
“fail fast” way ensuring at the end
a better product is delivered.
Adopting a fail-fast approach and
enabling the teams to work freely
within the overall architecture
framework has helped us
improving the current product
offerings as well as in our quest in
building the next generation
platforms.
Empowerment and
enablement: By having an Agile
at scale delivery structure with

delivery pods aligned to functional
and technical decomposition of
our product suites, teams have
been empowered to think in a
transformative way on how to
enhance the product offering
while ensuring its aligned to the
overall evolving technology and
product strategy.
Flexibility in working and
delivery: During the recent
pandemic our focus has been to
ensure employees and their
family’s safety and health. In order
to help everyone managing their
work and family life while working
remotely/ from home we allowed
the members to work on flexible
hours / work around family.
Everyone had tasks to accomplish
and delivery within the product
roadmap timelines but running
global agile at scale practices,
objective measurement of work
through delivery while allowing
flexible working setup helped us
immensely even during pandemic
period to be on top of product
quality and delivery.
Investment in training and
mentoring: On-the-job
knowledge enhancement is key
for us. In an ever-changing and
competitive technology
landscape, delivering to volatile
commodity and energy market,
the knowledge we possess can
become obsolete really quickly.
Hence one of the key focus areas
has been investment on training
to enable new technology and
product adoption, in-project
mentoring enabling engineers to
quickly ramp and start delivering.
On a final note, while been a
software company, its essential
to provide the culture and
organisation to grow, transform
and enhance to our main asset –
the employees, in order to achieve
organisational and commercial.

Richard
Crook,
Founder,
DASL

The rise of digital
securities

I

n 2021 the modern
economic landscape is
already beginning to shift.
The growth of
cryptocurrencies and
decentralized finance (DeFi) has
been a part of the discussion for
years, but the reality of how it will
impact securities trading is finally
being realized. An increasing
number of securities are now
digitized, underpinned by
distributed ledger technology
(DLT) that provides the necessary
tools that allow for faster,
cheaper and ultimately more
secure markets, regardless of
asset type.
Digital securities offer an
opportunity
DLT is poised to transform
financial markets, by both
introducing innovative new types
of products, as well as changing
how the underlying infrastructure
works. The dematerialization
of the public securities market
has been going on for years,
but still, the majority of the $6.5

trillion private securities market
remains opaque, inefficient and
illiquid. Digital securities offer
the opportunity to digitize the
ownership of trillions of dollars in
assets and create a brand new
global ecosystem.
This will then have a major impact
on public markets by facilitating
the introduction of many
alternative assets that would
otherwise not be listed, such as
private equity or non-bankable
assets. Furthermore, it stands to
lower costs for both the issuing
firms and their customers.
Already, astute financial
institutions are offering clients
easier access to these products
by way of digital securities. What
really sweetens the deal is that
using this technology reduces,
on average, 40% of the cost of
issuance, post-trade settlement
and asset servicing.
Considering that digital securities
can represent any traditional
asset - equity, debt, real-

“DLT is poised to transform
financial markets, by both
introducing innovative new
types of products, as well as
changing how the underlying
infrastructure works.”
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estate, natural resources and
infrastructure, it’s easy to see why
this is such a promising trend. All
accomplished through a process
called “tokenization,” made
possible thanks to blockchain
technology. The recent interest in
non-fungible tokens in the media
and entertainment industry is a
good example.
Tokenization and its benefits
Traditionally, most private
securities trades are performed
using certificates of ownership.
Thanks to blockchain technology
as well as “smart contracts,”
which are basically decentralized
code, it isn’t very difficult to
“tokenize” virtually any security.
Using programs called “oracles,”
the resulting token can then
be pegged to the underlying
asset's real-world value. Now, the
same benefits that come with
cryptocurrency trading can be
applied to virtually any stock or
even commodity.
This stands to offer a massive
advantage to firms that embrace
this new technology. Now,
providing brokerage, trading
and custodial services should
be notably cheaper, as many of
these processes will be handled
by smart contracts. Settlements
can happen virtually instantly and,
again, with minimal oversight.
Another benefit is that DLTs
can enable a high degree of
interoperability between different

markets, as the underlying
infrastructure should be largely
the same. This increased access
to, and easy transfer of, digitized
assets has the potential to
dramatically increase liquidity on
once illiquid products.
Lastly, and perhaps most
importantly, blockchain enables a
level of security, authenticity and
transparency that has previously
been difficult if not impossible
for these companies to provide.
Blockchain transactions are
immutable, meaning there’s
almost no chance for fraud to
occur, and the entire history of all
activity is readily available for both
counterparties and regulators
alike. As long as assets are
properly tokenized, then traders
can have full faith in the veracity
of their portfolio, at all times.
The path to offering
digital securities
In order for this to become a
practical solution, businesses
need access to systems that
can facilitate all of these steps,
and easily. One option for a
company would be to develop a
tokenization platform in-house.
But this could take years and
would come with significant
upfront costs, regulatory and
compliance hurdles to be
addressed, as well as identifying
the most suitable technology to
utilize for your needs now and

“The exponential pace of
asset digitalization provides
immense opportunities to
reshape capital markets.”

in the future.
An alternative option would
be for a business to utilize an
existing, third-party platform.
There are already some all-inone tokenization suites available
from companies like DASL, an
out-of-the-box, production-ready,
robust finance grade application
designed with asset creation in
mind. These types of systems
come already built for the full
range of functionalities needed
for tokenization and trade,
especially focussed on regulation
compliance, which can be a real
headache in this market.
Although there are a number of
different security token platforms
available, choosing to work with
one underpinned by Corda, a
distributed ledger designed
specifically for the needs of highly
regulated institutions will not
only ensure the longevity of your
offering, but you’ll have a secure,
extensible, turnkey solution
supported by industry experts.
The exponential pace of asset
digitalization provides immense
opportunities to reshape capital
markets. Whichever way a
company chooses to enter, digital
securities stand to open the door
to a whole new type of global
market, one that resembles the
efficiency of cryptocurrencies
but still uses tangible assets as
a basis. Ultimately, it is uncertain
how fast this technology will be
adopted, but it does look like
the way of the future. As more
companies realize the potential
benefits and jump on board, any
entity that doesn’t will possibly
be left behind. Thankfully, the
necessary tools are easily
available and with a bit of
education, there’s no reason
any firm can’t begin getting
involved immediately.

An introduction
to TechPassport
Layla White, CEO and
Founder of TechPassport
What can you tell us about your
business?
Like our name suggests, we are
your passport to technology.
We make it quick and easy for
banks, suppliers and startups to
collaborate by creating a platform
where they can all connect.
Startups and suppliers get a
fast and simple way to sell their
products into banks and banks
have an exclusive marketplace
to shop for products and great

suppliers. What is more, all
contract negotiations happen
using our collaboration tool.
What has been your journey to
your current position?
I have worked in the banking
industry for over 11 years, creating
strategic partnerships between
banks and technology suppliers
and products. I realised that
what both parties needed was a
marketplace, so I created it and

“We recently sponsored a
scholarship program with Rubik
Talent to give people from different
backgrounds the chance to get a
career in this space. I wanted to do
more than just talk about inclusion
and wanted to do something that
would really make a difference. ”

that is how TechPassport
was born.
What interested you in this
space?
I find the most interesting part
is having the unique view of the
challenges faced by banks and
suppliers also. Having been
part of the engine in banks,
going through the governance,
understanding the politics and
internal procedures, I’m able
to bring this to our suppliers as
valuable insights. But I now fully
understand the challenges faced
by suppliers – how delays mean
a loss of money and not just
business money, but quite often,
no salary for the founder. It drives
me on to help fix the disconnect.
What changes would you like
to see in the industry?
More diversity and inclusion. As
a woman from an ethnic minority
background, I am passionate
about seeing more diversity in the
industry. We recently sponsored
a scholarship program with
Rubik Talent to give people from
different backgrounds the chance
to get a career in this space. I
wanted to do more than just talk
about inclusion and wanted to do
something that would really make
a difference.
As a successful FinTech
Founder, what advice would
you give your younger self?
Trust yourself. Whatever you want
to do, be confident, step up and
give it a go…
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The human
element:
OpenFin builds
a workplace
for change and
transformation
Adam Toms
European CEO, OpenFin

T

echnology must never
lose sight of the
human element. At
OpenFin, this is one of
our foundational
beliefs, and it shows in our
platform’s ability to fuel workflow
efficiencies and better user
experiences on the financial
desktop. It also shows in our
team. Fostering an outstanding
work environment for our
employees has always been an
important priority, but over the
course of the pandemic, we have

pursued this goal in new and
more substantial ways.
A Mission to Innovate
We’ve taken many concrete steps
to give employees a great
experience at OpenFin, but one
of our most powerful draws is in
our DNA: We’re on a mission
to transform how the industry
works and we have been very
fortunate to date to attract great
talent who are looking for that
sense of purpose.
The legacy financial desktop is

rife with applications that cannot
share information with one
another. This contrasts sharply
with the experiences Apple and
Google deliver on our
smartphones. If you make a
dinner reservation on your phone,
you might be prompted by other
apps to set a reminder, book a car
service or notify friends, with the
information auto-populated in all
cases. Put simply, we deliver this
same seamless functionality to
the financial desktop to
dramatically reduce the
inefficiency of manually re-keying
information and switching
between windows.
This represents a major shift from
the industry’s historical approach
to software, and our employees
are fully invested. Yes, we have a
great product suite, but what really
secures this buy-in is our status
as a driver of change. Younger
generations are particularly keen
to make a true difference, both
personally and professionally. Our
transformative technology gives
them that opportunity - we have
built and are deploying technology
that is shaping the future of work.
And our recent growth – we now
have over 300,000 users and over
3,500 apps in our global
ecosystem – is a testament to
their impact. Establishing the
FDC3 standard and operating
FinJS events for the wider
industry are other notable
achievements that our
employees are very proud of.
We also give employees the
freedom to experiment with new
technologies, which enables
efficiencies both internally and for
our clients. For today’s
technologists, the chance to work
with a cutting-edge tech stack, as
opposed to an outmoded legacy
system, is a top priority for both
long-term career development

“Put simply, our ability to give
employees a chance to do
legitimately meaningful work is a
huge component of our success.”
and their day-to-day interest in
the job itself.

maintained the normal working
hours of their office.

Put simply, our ability to give
employees a chance to do
legitimately meaningful work is a
huge component of our success.

In fact, in June 2020 we
announced that no OpenFin
employee would be required to
work in an office through the end
of 2021, a bold commitment that
our employees sincerely
appreciated. Our offices remain
open, and those who wish to work
from there are encouraged to do
so. In fact, we’ve established
designated ‘Collaboration Days’
where remote employees who
want to work together in person
can do exactly that.

Employees Come First
The pandemic served as a test of
our commitment to employee
happiness and productivity. The
industry-wide pivot to remote
work coincided with our
development of Workspace, an
extensive suite of OpenFin-built
tools to fuel employee productivity
from any location. This
functionality is crucial to helping
remote workers feel supported,
and perhaps it’s unsurprising that
during the pandemic, our
employees articulated their own
needs for support.
The challenges they were facing
were myriad. Some were isolated,
while others had to adapt to
working in distracting
environments. People were
worried about their productivity,
their families and their health,
both physical and mental. We
knew we had to do everything we
could to provide flexibility. In some
cases where employees were
working from cramped studio
apartments, we invested in
individual office spaces. We also
allowed employees to work from
remote locations in any
time zone, provided they

We’ve also increased investment
in company offsites and
established company-wide
meetings at the end of each day,
which can encompass anything
from product presentations to
team members sharing their
talents and passions. None of this
is mandatory, but it provides a bit
of structure and connection in a
world where these things are in
short supply.
Values in Focus
Our mission to build a top-notch
workplace goes beyond our
product suite and pandemic
response. For one thing, we
pride ourselves on our flat
hierarchy, which allows
employees of all experience
levels to have a voice in the
business. Some of our best ideas
have come from the youngest

team members, and more
stratified organizations simply
don’t give them that chance.
In addition, we strive to foster
diversity both within OpenFin and
in the tech space at large. We
prioritize inclusive hiring
practices, with each hiring
manager receiving concrete
objectives. We also invest in our
internal women’s group which is
really important for a tech firm
and we have supported the wider
industry “WeAreTechWomen”
initiative for three years. In
addition, we work with Code
Nation to teach tech skills to
students from underserved
communities. Diversity missions
are easier for large organizations
with vast budgets, but we’ve
proven that you can make them a
top priority while remaining
relatively small and nimble.
Finally, we make sure we have fun
in whatever we’re doing. When I
first joined the firm, I was stunned
that we spend more on employee
entertainment than client
entertainment, but sure enough,
these perks play a key role in
fostering a sense of community
and alignment among our team.
Overall, we need the best talent,
the most cutting-edge technology
and true diversity to optimize our
business. It all links back to our
team, and that’s why we invest so
heavily in our people. When
employees are well incentivized
and enjoy what they do,
productivity flows naturally,
and that’s something that the
entire industry should be able to
get behind.
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Trying to make
work interesting,
rewarding
and fun

A

fter our three
Co-Founders left
big firms, we
wanted to create a
working
environment where everyone
shared a common goal of working
hard to deliver the best services
to clients, but to do so in an
interesting and fun environment.

a BA. Our Devs, QAs and BAs
use pair programming, working
alongside each other in the office
or remote pairing by sharing
screens. Everyone has clear
objectives and is self-managed.
We believe in empowerment
and responsibility, so we provide
people with the tools to get job
done then trust them to deliver.

Starting our own firm allowed us
to do this, with minimal Red Tape.
The values we built TransFICC
on were openness, honesty,
transparency and (of course) fun.

Teams work directly with clients,
which we think saves time and
produces the best results. It also
allows people to fully understand
client requirements and see the
impact of their actions.

What Makes a Great Place
to Work?
Autonomy, the opportunity to
learn, to see ideas valued, to be
involved in new enhancements
and to see the result deployed
with clients, all contribute to a
great working environment.
Company Structure
We have a flat structure so that
our colleagues can contribute and
make an impact. Whether this
relates to software development,
client management, sales,
marketing, or better ways to run
the office, we welcome opinions.
Our Development Team is split
into sub teams, which are made
up of five or six Devs, a QA and

Rotation between teams is a key
part of working at TransFICC. This
provides exposure to a range
of activities, avoids silos and
encourages people to add to their
skills.
Interesting Work and
Improving Skills
We believe that involving people
in innovative technical work - to
solve complex Fixed Income
workflow problems - makes
working more interesting.
We also ensure employees
feel valued and have an
opportunity to learn – whether
that is in technology and
software development, market

infrastructure, or even sales. For
example, our Devs can learn from
industry leaders who consult with
TransFICC, like Dave Farley, a
specialist in Continuous Delivery,
and Martin Thompson, an expert
in building high-throughput and
low-latency systems.

Steve
Toland,
Co-Founder,
Team Fit
TransFICC
Everyone is part of the team and

we communicate with each other
on a daily basis, working together
on requirements to code and to
resolve technical problems in a
collaborative manner.
In terms of hiring, we are open
minded about backgrounds and
actively encourage diversity both
in terms of previous experience
and more traditional diversity
considerations. We value skills
people have acquired from all
types of industries, so for many
roles, no financial experience is
required.
What is more important to us are
the technical skills people bring,
the way in which they work from
a process perspective, and their
communication and collaborative
working abilities. This ensures
that we continue to work well
together in a friendly, fun, and
challenging work environment.
Learning and Improving
In the five years since we founded
TransFICC we have gathered
feedback from all employees and
those people who turned down a
job offer, resulting in us reviewing
our working practices many times.
We recognise that hiring and
retaining the right talent is key
to our success and continually
strive to make working for us
interesting, rewarding and fun.

Evolution for
innovation

A

ccessFinTech, the
data-sharing
network optimizing
workflow through
collaboration, is a
FinTech company founded to bring
self-service, transparency, risk
mutualisation and more efficient
supply-chain management to the
global financial services industry.
Founded in 2016, it has offices in
the UK, US and Israel.
Steve Fazio, Chief Product Officer
at the firm, said that it was “in
the sweet spot” in its stage of
development.
“We are not a large organisation
with lots of hierarchy and red
tape, but we are also past the
whirlwind reactive lifestyle of a
startup. The typical startup life is
more ‘My client needs something
so I will drop everything that I am
doing.’ Some people like that,
but engineers generally don’t.
They like to work on something
with a degree of autonomy and
continuity. We don’t get pulled
around like rag dolls and we try to

avoid fire drills.”

He added that the services
AccessFinTech offers continue
to evolve, giving employees
more chance to make an impact,
and that the firm was “not in
maintenance mode”.

have a quarterly tech showcase
which allows r and d to show
off their work to the rest of the
organization.”

Steve
Fazio,
Chief
Product
Officer,
AccessFinTech

AccessFinTech places great value
on giving employees autonomy.
“While a lot of organisations have
moved to work remotely due to
Covid-19, this was something we
were doing beforehand. People
work for us from all over the world.
We work hard on creating a sense
of community by organising team
outings and activities, and a lot
of people working here are close
friends.”
Bringing people together has
other benefits too. “We believe
in a holistic organization
approach. This means teaching
and educating people across
the business silos. We do this
through sharing the status of
large deals by sales, and go lives
by the project team. We also

“While a lot of organisations have
moved to work remotely due to
Covid-19, this was something we
were doing beforehand. People work
for us from all over the world.”

The firm also likes to promote
from within. “Every one of our
team leaders has reached
their role through promotion,”
he said. Employees also gain
opportunities to progress
their careers by developing
transferable skills. “The people
working in the R&D team often
work on things that have nothing
to do with FinTech. It happens
to be used for that purpose,
but the technology they are
building is around creating a data
community. This enables them to
have a lot of career flexibility.”
Rami Kachlon, the Head of
Engineering at AccessFinTech,
also emphasised the importance
of culture: “We never forget that
our people are our most important
assets,” he said. “If we have a
service that we need to design,
I don’t give guys instructions
on what technology to use. We
brainstorm together and focus on
what should be done, not on the
seniority of someone’s job title.
He added that employees
enjoyed the intellectual
stimulation of the work: “Due to
the nature of our business, we
encounter technology challenges
that you don’t get in every
company. We process around
350m messages daily – that
brings a lot of complexity. It is not
easy to display that amount of
data – you need expertise and an
advanced technology stack. Our
people enjoy working on technical
challenges with cutting-edge
technology.”
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By The FinTechOS Team

F

inTechOS is a highgrowth company that is
building the future of
financial technology
and expanding across
the world. Our success would
simply not be possible without a
great culture that enables
personal development,
celebrates diversity, rewards
excellence, recognises
individuality and fosters an
innovative environment.
The story of FintechOS is unique
and remarkable. It was born in
2017 when two serial
entrepreneurs, Teodor Blidarus
and Sergiu Negut, devised a
revolutionary product, joined
forces and decided to change

the world. Several rounds of
funding followed, including a
Series B round led by Draper
Esprit that raised $60 million
(€51 million).
The company was founded on a
vision to empower financial
services providers by giving
them the tools to build customercentric digital products, services
and experiences in weeks, not
months. In less than five years,
FintechOS has gone from a
start-up to an international player
with more than 200 employees
working across four offices
spread across the globe.
We power clients that have
more than $100 billion
under management.

The softer side
of the cuttingedge: How
FinTechOS built
a culture that
powers growth
and promotes
individuality

Building for Growth
Our international expansion has
been enabled by an employeecentric policy and philosophy.
Care and attention are paid to
every aspect of working life, from
the environment and design of
offices to the team-building
exercises needed to make
sure people working around
the world feel they are part of
something bigger.
During lockdown, FintechOS was
able to build an international
team that retained the
cohesiveness and collegiate
atmosphere of its early days as a
European start-up. A sense of
team was created during regular
non-work meetings on Zoom, as
well as in-person get-togethers
at cities around the world
whenever lockdown rules allowed
us to meet face-to-face. We are
a borderless organisation with a
commitment to diversity, which is
achieved naturally due to the
company’s international nature
and meritocratic culture which
has resulted in many inspirational
female leaders making it all the
way to the top.
FintechOS is built on the belief
that working with people from
different backgrounds, cultures,
and thinking styles helps
everyone on the team grow into
stronger professionals and
better leaders.
Fintech Philosophy
The FintechOS approach can be
summed up in three concepts.
Firstly, we believe in being
different. We’re on a mission to
create the kind of customer
experiences we would want for
ourselves, which means
understanding people’s needs,
challenges and even dreams. By
recognising everyone’s
uniqueness, we are equipped to

possessions behind.

“FintechOS is built on the
belief that working with
people from different
backgrounds, cultures,
and thinking styles helps
everyone on the team grow
into stronger professionals
and better leaders.”
deliver meaningful solutions that
make a difference.
We also believe in being brave by
asking questions and not afraid
of new ideas, which are the key
catalyst to change. Taking on
new challenges and
incorporating new ways of
thinking makes us pioneers.
Lastly, we are committed to
being human. Our technology
shapes the future of the industry,
which means we have to bet on
big ideas and the talented people
who dream them up. Being
human means creating a creative
environment where everyone can
thrive, no matter where they
come from.
Sustainability and Ethics
Although FintechOS works in a
low-impact sector, we’ve taken
steps to reduce our
environmental footprint.
Sustainable practices are
embedded in our culture.
Water and electricity
conservation are important

practices in our offices. We
use energy-efficient devices,
recycle whatever we can and
choose suppliers based on
their sustainable practices. Staff
are also encouraged to power
down equipment at the end of
the day to save energy and
we’re always looking for new
ways to play our part in saving
the planet.
We are also committed to the
communities where we operate.
For instance, we were involved in
Vodafone’s “Letters to Santa”
campaign which reaches more
1,000 children from foster care
centers in 26 disadvantaged
communities across Romania.
FintechOS also took part in
KidsOut’s Giving Tree
Foundation, which invites firms to
“Ditch Secret Santa” and instead
buy toys for children in local
refuge centers. Many of the
recipients are children who have
escaped domestic violence and
were forced to flee their homes
quickly, leaving their

In Our Own Words
The best way to understand our
culture it by talking to our team
members. Here are some
thoughts from people working at
FintechOS.
“FintechOS has something
special,” one member of staff
said. “I think our ‘special sauce’
is created by the combination
of a genuine team spirit
combined with a willingness to
do the best we can for the
company as a whole.
Another member of the team
added: “The consistent feedback
we get from new colleagues is:
‘everyone is helpful’, ‘everyone is
very nice to me’ and ‘everyone
does their best to help’.
“Working to achieve the (almost)
impossible takes courage,
initiative and sense of ownership.
We are all in FintechOS together.
“People who join FintechOS start
with a genuine enthusiasm to join
this mission and build a unicorn,
as well as curiosity about the
impact a start-up can bring to
their professional life and a
desire to leave a mark and use
their knowledge in their field.”
“The inspiration, the motivation,
and the desire to do more can be
influenced by the people around
us: teammates or colleagues
working on the same project,
the nature of a project, and
the stakeholders.”
FintechOS is growing fast but
remembers its roots and is
committed to positive change.
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What the LIBOR
scandal can teach
us about employee
wellbeing
About BioMe

James Gorman
Co-founder, BioMe
“We know that we’re not
posting um, an honest LIBOR,
and yet we are doing it,
because, um, if we didn’t do it,
it draws, um, unwanted
attention on ourselves.”
This quote from a Barclays
employee in 2008 (1) perfectly
captures the important role
played by a basic human instinct
in propagating the rigging of
LIBOR: The drive to fit in.
The desire for acceptance in
the workplace is an extremely
powerful determinant of
employee behaviour. And this has
important implications for your
employee wellbeing strategy.
You already know that having
healthier, happier employees
is the key to unlocking the full
potential of your business. The

question is, how do you achieve it?
We believe the best way is
to help your employees to
embed healthier eat, move, and
sleep behaviours. By making
healthier behaviours the normal
behaviours, you can make it
easier for people who want to
change and nudge everyone else
in the right direction.
Virtually everyone conforms to
social norms (to some degree)
The need to belong is hardwired
into the human brain. We do what
we think is expected of us based
on widely accepted – but mostly
unwritten and unspoken – social
norms. In psychology, this is
called social conformity (2).
It served us well from an
evolutionary perspective. Social
cohesion was crucial for group

BioMe is an
employee
wellbeing
consultancy,
specialising
in financial
services. We
believe that
healthier,
happier
employees
are the key to
unlocking the full
potential of your
business. Our
unique modular
system has
been designed
to empower
your people with
everything they
need to make
meaningful,
long-term
improvements
to their physical
and mental
health. We
work with you
to develop
a bespoke
and cohesive
solution to fit
and enhance
your employee
wellbeing
strategy.

(and therefore individual) success.
And going against the group
could be very costly in terms of
survival and reproduction. Fitting
in is a deeply wired human need.
There are several explanations
(3) for why we conform to social
norms:
● We believe it must be a good
thing to do if everyone is doing it
● We fear being subject to social
sanctions for not doing it
● We want to self-categorise
with the group regardless of
value or sanctions
And be under no illusion here –
virtually everyone conforms. Just
to differing degrees.
LIBOR rigging was propagated
by social conformity
The first suspicions of LIBOR
fraud came to light in April 2008
(4). Over the following few years,
the enormity of the scandal would
emerge. Banks were fined, traders
were fired, and a few key players
went to prison (5).
Nefarious intent certainly played a

part. There were huge incentives
to manipulate LIBOR (some of
the major banks made billions
from it). And there were ludicrous
conflicts of interest that enabled it
to happen (the Foreign Exchange
and Money Markets Committee
– the group responsible for
overseeing LIBOR setting – was
made up of staff from the very
banks who made a fortune from
the manipulation).
But to blame the whole thing on
greed is an oversimplification and
misses a crucial point. Why did
so many people go along with it?
Why did nobody speak out?
The answer is social conformity.
Conformity allowed LIBOR
manipulation to go on unchecked
for years before it was exposed
(6). It had been going on for so
long it had become normal. Just
part of everyday business in
banks across the world.
“Everyone knew”, an anonymous
trader told the Telegraph in 2012
(7), “everyone was doing it”. In
other words, manipulating LIBOR
was a social norm. Everybody
wanted to fit in with the group.
Some assumed it must be fine
since nobody was trying to hide
it. Some realised it was wrong
but didn’t want to go against the
group. Some just wanted to selfcategorise with everyone else.
When it comes to behaviour,
social norms can have a more
powerful influence than policies
and procedures; rules and
regulations; and individual beliefs
and agency.
Now, think about this in the
context of employee wellbeing.
The hidden hand in
employee wellbeing

Imagine that it’s normal behaviour
in your team to send and reply to
emails late at night. As a result,
your team members are unable to
switch off from work, their stress
levels remain elevated, and their
sleep suffers.
Is having an answer to an email
at 11pm more important than
having an energetic, enthusiastic,
and engaged team member the
following day? On some days,
in some scenarios, it might be.
That’s fine. All part of keeping
the wheels of finance turning (I
worked in investment banking for
15 years – trust me, I get it). The
problem comes when this sort of
behaviour is normalised.
It may not matter that you have
policies or programmes in place
that promote better sleep. If
staying electronically tethered
to work 24/7 is just what people
normally do, you’re likely to have
sleep-deprived, stressed-out, and
underperforming staff.
Here are some other scenarios
to think about. Consider the
impact (positive or negative) on
the wellbeing and performance
of your employees if it is normal
behaviour to:
● Take a break during office
hours for exercise
● Eat a quick lunch of
convenience food at the desk
● Stay in the office until all
the senior staff have left
● Be on back-to-back Zoom
calls all day when working
from home
● Get up from the desk and
move around the office regularly
● Go to the pub most nights

after work with colleagues
● Come into the office later
or leave earlier to take care
of children
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● Get takeaway pizza in the
office so people can work
late most nights
● Fly overseas the night before
morning meetings rather than
get the 5am flight
● Work most Saturdays and
Sundays
Make healthier behaviours the
normal behaviours
What defines ‘normal’ behaviour?
If most people in the team
are doing it, then it’s certainly
normal. But it may not be as
obvious as that. The actions (and
expectations) of senior leaders
create norms. People also tend
to conform to what they’re
immediate peer group is doing.
The point is social norms are
everywhere – often under the
radar – and they are constantly
pulling and pushing your
employees to conform to certain
behaviours and attitudes.
You can use this feature of
psychology to enhance the
impact of your employee
wellbeing strategy. Start by
identifying the social norms that
influence your employees’ eat,
move, and sleep behaviours.
Then, where possible, take steps
to make healthier behaviours the
normal behaviours.

7. The
Telegraph. Libor
scandal: How I
manipulated the
bank borrowing
rate. 2012.
Available here
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What’s the word?
Leda Glyptis
Chief Client Officer, 10x

Banking

I

‘

hate people describing
teams as families’ said
one of my team members
a few years back. ‘What’s
up with that? You don’t
choose your family, you don’t
always love them and when you
do, you don’t love family and
colleagues the same way. It’s
stifling and tone-deaf and I don’t
like it’ she concluded.

of us have one life and it ain’t no
rehearsal. So what we are trying
to say is: make it count. These
hours, these days, these tasks
and these people. They are your
life. Not all of it. But so much of it,
so very much of it.

Oops.

Not all of us will change the world.

Guilty.

But it needs to be meaningful.

And although I hadn’t used the
term to her (deniability to the
max), the strength of her reaction
gave me pause.

The work, the mental space you
do it in and the people alongside
you.

Being the first of its kind, FinTech Women Walk the Talk
draws upon the author’s podcasts that feature the insights
of more than 150 FinTech experts; more than 100 of which
are women. It is a call to action for diversity in the workplace,
showcasing the successes and presenting how to overcome
the challenges. By demystifying FinTech, and highlighting its
potential to drive change, this book explores how to achieve
gender parity in the workplace. The FinTech industry is used
as a case study and hence of interest to practitioners in
finance, technology, FinTech and beyond.
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So what are we trying to say?
The workplace is where we spend
most of our lives. Day to day.
Week to week. Year after year. The
things we do and the people we
do them with get more of us than
our parents and partners, children
and friends, pets and hobbies.
It’s not always easy. But it is
always important because each

How can you tell a good
workplace apart from the ones
that talk a good game and have
all the ticks in all the boxes (they
are swagtastic and have the
latest lines in hipster beer in the
communal kitchen fridge). How
can you tell that workplace is the
elusive special place? Where
you don’t think about work-life
balance but feel at peace drifting
from one to the other as needed
because, who’d have thought?
Life doesn’t stop happening
between the hours of eight and
six, and work is still on your mind
as you are getting Sunday lunch
ready.
So what’s the word?

It matters.
I don’t know.
It doesn’t need to be momentous.

She was not wrong.
It’s a heavy word and maybe not
the best fit for what we are trying
to say.

So what does that look like on the
day to day?

“Life doesn’t
stop happening
between the hours
of eight and six,
and work is still on
your mind as you
are getting Sunday
lunch ready.”

I don’t know what the right word is
for a place that doesn’t dominate
and doesn’t diminish. That invites
your creativity and demands your
presence and gives the same
back. Where people hold each
other accountable to do their
best work and be decent and
kind to each other. What do you
call the workplace where you are
expected to work hard and do
great things and you are expected
to be you and you are expected
to have a bad day occasionally
and everyone will have your back
when you do?
It’s not a family, now I’ve said it out
loud. My team member was right.
And I don’t know what you call it.
But I know that you know it when
you see it.
And once you’ve got it, you
don’t let go.

GLOBAL LEADERS IN FINANCIAL SERVICES AND COMMODITIES TECHNOLOGY RECRUITMENT
9 5

Diversity,
Equity and
Inclusion

W

Amy Cotton
Head of Partnerships,
Capitalise

hen people
think of
working in a
FinTech
startup, the
mind immediately wanders to
people in t-shirts, playing ping
pong, and sipping on free ice
cold beers from the stocked
fridge. The allure of this type of
culture in high growth companies
can easily seduce people into the
anti-corporate lifestyle; however,
when the honeymoon period of
beanbags and brainstorming
wears off, harsh realities of
systemic failures within the
business can become very
evident. Disorganisation,
misalignment, and minimal
experience at the top can lead to
failed execution, culture of
blame, lack of job security. This
creates a toxic culture that will
inevitably result in high staff
turnover rates. So the real
question we have to ask

ourselves is, how do we create a
great place to work in?
In my opinion, the key defining
factor for the best places to
work is oriented around one
simple idea. The greatest asset
any business has is not it’s
amazing product or IP, but the
incredible people who work
in it. If businesses prioritise
investing in their staff by putting
in place measures for growth and
development, the outputs will
follow.
There are a myriad of things
any company could do to invest
in people, but here are some,
amongst many, of things that we
do at Capitalise which makes it a
great place to work.

1

We hire individuals from
diverse backgrounds.
Businesses with more
diverse teams have access to a

What makes
a top 1% place
to work?

wider variety of differing opinions;
therefore, are much more likely
to innovate. With only 17% of
leadership in the FinTech space
being females (as one example),
it can at times be hard to find
senior talent from diverse
backgrounds. How we are
tackling this problem is by having
a market leading graduate
program where we hire from a
much larger pool. Across our
revenue, marketing,data, and
operations teams we have, for
example, a 50:50 female to
male ratio which is 20% higher
than the industry average of
30:70. Once we hire, we put
extensive resources into training
our team members, and have
a policy of promoting from
within. We are striving to create
future leaders that will be
extensively more diverse
than what exists now.

2

We have more than fair and
equal pay. In our business
every role has what we call a
‘Mastery Calculator’ which
benchmarks soft skills and KPIS
all the way from entry level
through to director jobs. Each
level of the calculator has a finite
salary attached to it, and whatever
level an employee is on, that is
what they are paid. All of the KPI’s
are based upon company OKRs
(objectives and key results) which
are set at the beginning of each
quarter, and function to align
everyone in the businesses to
work for the same big picture

goals. We have gone so far to
ensure that pay is equal and
motivating, that we have
eliminated all commission, and
instead pay higher than industry
average salaries (including on
target earnings). There are no
time restrictions for employees to
move up on the calculator, and
everyone in the business is
eligible for a pay rise every 6
months. This creates
transparency, but also creates
opportunities for driven,
hardworking individuals to
advance in their careers quickly
through encouraging the right
behaviours. To ensure all of our
team members are advancing, we
provide extensive coaching
through regular one to one’s,
quarterly performance reviews,
and call feedback sessions. We
also make sure they have access
to the assets they need to be
successful, for example, unlimited
books at Capitalises’ expense.

3

We create safe spaces and
educate. One of the things
we have put in place at
Capitalise is a women's network,
which is not only formed of
females, but allies as well. The
point of this network is to
educate the wider business on
issues facing women, bring to
light unconscious biases, and

“The people are the lifeblood of any
business, and it is crucial to ensure
they are kept healthy and happy.
Investing in people and putting
them first, is what creates an
amazing place to work!”
create a space where women can
talk about the challenges they
face. We also provide lunch &
learns and events whereby we
can upskill our people in areas
they feel like they might need
some development. Another
element we have introduced is
HBDI (whole brain thinking)
company wide, to be able to
effectively identify and
communicate with people who
think differently from ourselves. I
mentioned earlier in the article
that each quarter we set OKR’s,
one key result is always 8 hours
spent on development per
month. Our team members have
the freedom to choose what they
spend this time on, as long as it
is helping to further themselves.
Other things which we invest in

and are essential to our people’s
success are leadership
coaching, sales training, book
clubs, public speaking courses,
to name a few.
These things are just the tip of
the Iceberg of why Capitalise
is a great place to work, but
they showcase how much we
care about our team, and the
individuals within the business.
Because of this we have higher
than average staff retention,
and have an innovative growing
company. The people are the
lifeblood of any business, and it
is crucial to ensure they are kept
healthy and happy. Investing in
people and putting them first, is
what creates an amazing place
to work!

“We have more than fair and equal
pay. In our business every role has
what we call a ‘Mastery Calculator’
which benchmarks soft skills and
KPIS all the way from entry level
through to director jobs.”
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The importance
of creating safe
spaces at work

I

Gaia Beck
Founder, Chippingin

joined the workforce the
minute I left University. I was
young and eager, I had a
baby and I wanted to make
money ASAP! It was the 90’s
and I found a job in the local
paper in second-hand car sales.
My 50 or so colleagues were split
between portly, middle aged,
white, career car sales men and
enthusiastic younger, white men
who, like me, maybe hadn’t found
their passion in life yet. The
managers were exclusively men,
the hours were long and the
pressure to hit targets was
stressful. In terms of diversity,
there was one other woman on
the sales team, an Asian man and
me. It was understood
amongst the team they
shouldn’t make racist jokes at
work but crude, sexist jokes
were firmly still on the table.
Getting wolf whistled at whilst
walking through the garage to
collect a car was standard.

15 years later I had built a
successful marketing business
and was head hunted by a tech
start-up to bring their product to
market. They wanted to
increase diversity in their
office by hiring more women
from diverse backgrounds. I
got the opportunity to travel
internationally and attend
prestigious events hosed by
Google and the Livery Company
of IT. The attendees of these
events were others in my industry.
Largely portly, middle aged, white
men and younger, more
enthusiastic white men. All
these companies wanted to
increase diversity and I was
invited to speak and attend
everything going.

The other women on the team
had been there for a couple of
years- she was one of the top
sales people and had a Teflon
skin. She was one of the lads,
could give as good as she took.
She batted off the harassment,
sorry jokes, gave a few back and
sold car after car.

The industry and decade had
changed, as had the sexism and
racism. The sexual harassment
wasn’t quite as open, instead I
was sent inappropriate
messages via LinkedIn and
WhatsApp. Racism was
usually in the form of
microaggressions that were
difficult to call out. Little jokes
about me coming from the
“hood”, or questions over after
work drinks asking “what sex with
black men is like?”. Although the
company had hired three women
of colour, we were never invited
into executive meetings or
offered any sort of seat at the
proverbial table.

I tried to emulate her, I laughed
off the jokes and whistles and
very quickly matched her sales
record, but one day I made a
mistake. My manager shouted at
me, told me I was an idiot in front
of the whole office, screwed up
my booking sheet and threw it
across the room. I couldn’t hold
back the tears. I wasn’t made of
Teflon. I quit and looked for a
safer space to work in.

I felt the only way to create
positive change was to do so
from the inside. I wouldn’t laugh
along with the “jokes” now, nor
would I cry and quit. I would
educate and shine a light on
the problem facing women and
particularly minority women
in the work place, in an effort
to create a safer and more
inclusive environment for myself
and everyone else like me. I

Openly and graphically
discussing what they’d like to do
to a “page three girl” was good
old office banter.

organised a series of events that
the company I worked for agreed
to sponsor called “Diversity
Talks”. Management were
happy. Diversity had become
a hot topic with the #metoo
movement trending.

ally’s working in tech came to
learn and support, as well as
black women looking for a safe
space to share stories and meet
others with similar experiences.
No one from my company
attended and I was sacked.

I announced the first talk:
“Black Women Talk Tech”.

This story does have a happy
ending, I have now found a
job that gives me flexible
working hours, sexism and
harassment isn’t tolerated. The
management team is female
and racially diverse and we are
proud to call ourselves ally’s
to all marginalised groups. We
regularly hold events where we
celebrate and learn more about
underrepresented customers
and how we can better serve
them. We ensure all members
of staff are supported, can be

On hearing the title for the event,
their happiness subsided, to put
it lightly. The management team
called me in for a chat. What they
had thought I meant by diversity
talks was something for women
in the workplace or gay rights
even. “Black women was too, too,
ummm… political.”
I went ahead with the event, it
sold out with 70 attendees, a few

“It was understood amongst
the team they shouldn’t
make racist jokes at work
but crude, sexist jokes were
firmly still on the table.
Getting wolf whistled at
whilst walking through
the garage to collect a car
was standard. Openly and
graphically discussing what
they’d like to do to a “page
three girl” was good old
office banter. ”

themselves and feel seen and
heard. But to find this safe space
in tech here in London, I set up
my own FinTech company.
We believe in tech for good,
but for this to be true the
people creating tech must be
representative of the world we
live in. They must be able to
create and be productive in
safe environments.
To ensure we don’t go into
another decade with nothing but
hashtags and lip service in the
name of diversity, companies
must invest in creating safe
spaces for current and future
employees. We employ and train
internally, and have decision
makers and managers who have
a truly empathic approach, from
lived experiences. We need
more women and people from
underrepresented communities
in senior positions within
companies who are able to
bring their own unique talents
and skills to the future of tech
to create a better and safer
place for everyone.
And three years later I’m still
hosting Black Women Talk
Tech event (now called Power
Moves Conference)- the last
event had far more ally’s, we got
sponsorship and sold out with
over 300 attendees.

GLOBAL LEADERS IN FINANCIAL SERVICES AND COMMODITIES TECHNOLOGY RECRUITMENT
9 8

9 9

Advancing
diversity
within
FinTech: Why
we should
build a
diverse and
inclusive
workplace
and how do
we do it?

Yasmin
Johal,
Associate,
CMS UK

D

iverse and inclusive
workplaces value and
celebrate the
uniqueness that
employees with
different backgrounds and
experiences offer. Diversity and
inclusivity ensures that the
different aspects of our identities
are recognised and
commemorated, helping
individuals show their real self at
work, whilst at the same time,
advancing the knowledge of
those around us.
FinTech firms rely hugely
on innovation to drive their
success. Increasing evidence
illustrates that diversity and
inclusion results in more creative
environments[1]. Evidence also
shows that diverse FinTech
firms are more successful than
their less diverse peers in terms
of profitability and innovative
solutions[2]. Fostering a diverse
and inclusive culture is not only
beneficial internally, it also has
significant external benefits given
that diverse FinTech firms are
better placed to develop financial
products that represent our
society. The benefits of fostering
a diverse and inclusive workplace
are clear, yet the FinTech industry
still lacks diversity with less
than 30% female[3], and 15%
BAME[4], employees across
the industry. So what can FinTech
firms do to foster inclusivity
and reap the benefits of a
diverse workforce?
There are many elements that can
help build a diverse and inclusive
workplace, and no element is
more or less important than the
other. Building the elements is
like solving a rubix cube: trial
and error (unless of course you
are Feliks Zemdegs where 4.22
seconds is all you need)… Some
of the key features are as follows:

Diversity,
Equity and
Inclusion
Culture
Develop a culture of trust,
respect, and inclusion. By their
very nature, FinTech firms are
adaptable and cutting-edge, so
this mission should be easily
achievable. Firms should be
prepared to adopt a multifaceted
approach underpinned by an
effective education programme.
Education at all levels serves
to encourage employees to
appreciate and celebrate the
value that a diverse workforce
presents and empower them to
become more inclusive. Change
needs to come from the top, as
does the message of building a
diverse and inclusive workplace.

sharing knowledge and
experiences. FinTech industry
roundtables and events have
been beneficial tools to voice
experiences to pave the way for
change and reform, but more
should be done at the firm level to
encourage engagement and
discussion. Allies and champions
play a crucial role in ensuring that
individuals feel comfortable to
contribute authentically, and they
should recognise their
responsibility in encouraging
diversity and inclusion in the
FinTech industry. FinTech is
global, as is the workforce,
something that FinTech’s must
always keep in mind.

Practices
Improving inclusivity in FinTech
firms is also reliant on the
implementation of inclusive
practices. Firms need to
recognise that traditional working
practices are not appropriate
for all and present barriers to
entry for, and retention of, many
underrepresented groups.
Individuals that do not drink for
cultural or religious reasons may
prefer alternative social events
(perhaps a coffee lottery over
thirsty Thursdays), whilst parents
who are responsible for childcare
may wish for a more flexible
working pattern, rather than
that well known 9-5 office grind.
Similarly, there is no reason why
the single member of the team
should always be the last one in
the office. FinTech firms need to
ensure that their practices are
not developed solely through
a specific lens or for a specific
group of persons. Practices
should cater for all to attract, and
avoid losing, diverse talent.

As a lawyer at CMS, the sixth
largest law firm in the world[5],
diversity and inclusion are not
just aspirations for us, they are
an imperative. We leverage our
position to instigate change in
the sectors we operate in and our
initiatives in the FinTech space
demonstrate our mission. Our
CMS equIP programme helps
advance the FinTech ecosystem,
where we help tech start-ups
scale by providing a full suite of
legal services specifically tailored
to high-growth businesses. As
part of this, we have launched

Collaboration
A key part of celebrating and
championing underrepresented
groups is raising awareness and

“There are many
elements that can
help build a diverse
and inclusive
workplace, and no
element is more or
less important than
the other.”

the #LeadHERS campaign and
the BAME founders campaign.
The former helps to illuminate the
imbalance between female-led
and male-led start-up companies
in the UK and encourage more
female-led businesses to disrupt
the FinTech space. Whilst the
latter drives our mission to
increase the number of BAME
founders within the FinTech
industry. All of these programmes
provide CMS lawyers with the
ability to deliver specialist legal
advice, introductions to industry
players and exclusive valueadded services to our FinTech
clients (as well as other tech
start-ups), at discounted rates, in
turn helping build the future talent
pool in FinTech.
Our mission externally is also
mirrored internally with a number
of innovative diversity and
inclusion initiatives throughout
our firm. Our 12 diversity and
inclusion networks educate,
raise awareness, celebrate and
champion our diverse workforce.
Our Global ‘Role Model’
Initiative, which aims to generate
enthusiasm about the diversity of
our people and their journey, is an
example of one of our initiatives
to drive and deliver change in
the legal sector and beyond. Our
Time Out policy (to support worklife balance), Transgender policy
and Race Fairness Commitment
also help drive the same.
Building diverse and inclusive
workplaces is key for personal,
professional and organisational
success. Diverse and inclusive
companies are more likely to
make better and bolder decisions,
ultimately advancing stability
and profitability. To stay ahead in
this race, and help develop the
ecosystem as a whole, FinTechs
must play their part in creating a
diverse and inclusive workplace.
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Diversity,
Equity and
Inclusion

Where are all the
entrepreneurs?

securing those resources is so
intrinsic to yet detracting from the
job, that it feels like a Hegelian
hazing process.

CJ Tayeh, Founder, Flank

Y

esterday, more than
16,000 job listings
on LinkedIn UK used
the word
“entrepreneurial” to
describe their ideal candidates.
Whether on the hunt for Growth
Leads, Scrum Masters, or SEO
Executives, firms crying out for
new “energy, ideas and passion”
put “entrepreneurial drive and
desire” and “the ability to thrive in
a fast-paced, entrepreneurial
environment” at the top of their
recruitment wish lists.
Entrepreneurial talent is at the
heart of every tech company’s
cultural and innovation strategy.
It’s seen as a vital prerequisite to
productivity and growth, and
fundamental to succeeding in a
highly competitive, volatile
marketplace. Some people think
it’s vital because of the traits
everyone sees on the tin:personal
traits like ambition, risk-taking,
and ingenuity, that are embodied
by tech’s monotypic male
protagonists. But
entrepreneurialism is actually a
standalone trait, which infuses the

tech industry with a universal how
and why.
The French economist JeanBaptiste Say, who coined the term
entrepreneurship, described it as
the ability to “shift economic
resources out of an area of lower
and into an area of higher
productivity”. Or, as our
grandparents would phrase it,
“learning to do more with less”.
But today, what was once a
fundamental principle of
managing the household forms
the basis of elite methodologies
like “Lean Start-Up” and “Agile”
that stretch to all corners of our
industry.
For early-stage start-ups, the
demands of entrepreneurship are
motivating. Part strategy, another
part hope, the entrepreneurial
mindset could be considered an
anthem for outsiders, that, at least
in my mind, plays to the 1990s
protest song, “From Little Things
Big Things Grow”. As an earlystage founder, I know that resource
utilisation is under constant
scrutiny. And, the challenge of

For big tech, it’s
entrepreneurialism that supports
discipline within companies that
look more like branded lands of
excess. From a hot-desk at some
of the biggest tech companies,
I’ve seen how easy it is to spend
millions “failing fast” in a highpressure environment that
prioritises execution above all
else. Needless to say, it pays to
have people who think about
how many months rent you
could pay with an acquisition
campaign budget.
The thirst for entrepreneurial
talent across the tech ecosystem
manifests in our firms as lengthy,
layered processes of elimination,
unashamedly focused on
ensuring the newbie “fits”. This
process negatively impacts
society because it consolidates
advantage along with capital. It
also hurts firms because it
artificially narrows the contours of
entrepreneurial culture around a
cluster of lookalikes.
In 2017, the Global
Entrepreneurship Monitor, the
most comprehensive study of
entrepreneurial attitudes and
activities across the globe,
revealed that 15% of non-white
Britons were early-stage
entrepreneurs. This was almost
double the rate of white Britons.

When asked why the tech industry
does not reflect the full breadth
and depth of entrepreneurial
talent found in minority spaces,
Andre Johnsen, Head of
Programme at Year Here and
advocate for Diversity & Inclusion
in a post-BLM UK, puts this down
to a deeply undemocratic contest
of ideas. “Tech has a reputation
for being fair or objective, a space
where anyone with the right
solution can make it. However, if
you consider the time, capital, and
social connections that it takes to
get a tech enabled solution to
market, tech can be far less
democratic in its selection of
successful entrepreneurs, and
actually reinforce the status quo.”
Experts from Aston University
suggest that people from ethnic
minority backgrounds are far
more likely to be exposed to
entrepreneurship through their
families and cultures. Johnsen
explains, “Often the only societalwide representation that we see
of successful ethnic minorities
and migrant communities is
through the platform of
entrepreneurship. Similar trends
are observed in Disabled and
Neuro Diverse communities, with
an even larger proportion of
people looking to
entrepreneurship as a means of
meaningful employment.”

For these communities,
entrepreneurship is a means of
survival as well as a mechanism
for social mobility. It’s often the
experience of explicit exclusion
from the traditional workplace that
leads them to become
entrepreneurs. Johnsen says,
“Traditional workplaces or
environments lack structural
support, reinforce incorrect
notions of 'workplace normalities',
or are unaware of governmental
support systems that can help
enable these workers to
contribute meaningfully and
be supported.”
As well as being the driver of
entrepreneurship, the experience
of exclusion is often also the
inspiration for minority
entrepreneurs. These
entrepreneurs are more likely to
build with and for their
communities because that’s
where need, opportunity and
passion collide. They look beyond
the challenges of inconvenience,
which the tech industry is prone
to over-exploring, to social
challenges that cut across
culture and class.
In recognition of this, Johnsen
says there has been increasing
interest in bolstering coding
capital in minority communities ,
“off the back of Black Lives

“The thirst for entrepreneurial
talent across the tech ecosystem
manifests in our firms as lengthy,
layered processes of elimination,
unashamedly focused on
ensuring the newbie “fits”.”

Matter, there seems to be a
growing interest in coding
programmes for ethnic minority
developers and a rising interest in
tech spaces that have been
created to support these
communities like YSYS,
FounderVine or Muslamic
Makers.”
And while these efforts shouldn’t
be diminished, they also come
with the risk of further isolation,
“These spaces are integral for
collaboration and networking,
however, without the correct
infrastructure, these spaces
run the risk of silo-ing or
isolating great talent from the
mainstream market.”
Teaching “the poor how to code
or no-code” may be the new
version of teaching “the hungry
how to fish”. But this proposition
only obscures the tech industry’s
role in perpetuating inequality. It
fosters the delusion that the
toughest problems in our society
can be solved with 6 hours of
business coaching and an
introduction to Bubble.io. The
result is a dually-resourced
landscape, driving the division
between saturated and
underserved markets we
see today.
In conclusion, tech, big and
little, needs to recognise and
value the entrepreneurial talent
that already exists in minority
communities. When much of our
industry is in the diffusive stage
of the innovation lifecycle, the
need for people with a wider
view of the world that tech serves
is valuable, if not essential.
Growing up on the edges gives
you this peripheral vision. What’s
more, it gives you resilience,
optimism and discipline, and
that’s what our industry is
all about.
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O P E N
for collaboration

About
Harrington
Starr
Imagine if you had a Recruitment partner
whose purpose was to help you grow.

Imagine if you had a Recruitment partner that
believed better people made by better clients,
better candidates and better people.
Imagine if you had a Recruitment partner that cared
as much about putting the right people
into the right businesses, as they did about
investing back into the community they belonged.

For more information,
please contact:
Toby Babb at Harrington Starr

You can!
It’s time for innovators in financial technology to
co-create like never before. At Finastra we’re helping
you do just that, by giving Fintechs around the world
a cloud platform for collaboration. Now, developers
can build financial apps on top of proven,
core financial solutions.
As we say, it’s collaboration with unlimited potential.
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Join us at

finastra.com/platform

Harrington Starr.
Your Success, Our Business.
In 2010 we launched Harrington Starr and
over the past seven years we have become
the Global Leaders in Financial Services and
Commodities Technology recruitment, insight,
events & consultancy. Delivering high quality
opportunities for professionals on a permanent,
retained, contract, and interim basis, to over
800 partners within the sector.
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T: 0203 002 2850
F: 0207 022 1750
E: toby.babb@harringtonstarr.com
Harrington Starr Company
Registration Number: 7246003
Company Headquarters:
Vintners Place, 68 Upper Thames Street,
London EC4V 3BJ
Company Telephone Number: 0203 587 7007
Company Email: info@harringtonstarr.com
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Harrington Starr
R E C R U I T M E N T

C O N S U L T A N C Y

Join the exclusive community for financial services
and commodities trading technology professionals

DEVELOPMENT

BUY & SELL
SIDE TRADING
SYSTEMS

CRYPTO CURRENCY,
DIGITAL CURRENCY
& BLOCKCHAIN

SALES,
PRODUCT &
MARKETING

QUANT DEV AND
ALGO TRADING

LOW
LATENCY, FIX,
CONNECTIVITY &
MARKET DATA

BIG DATA,
DATA SCIENCE,
DATABASE
& BUSINESS
INTELLIGENCE

SENIOR &
EXECUTIVE
HIRES

TESTING AND
QUALITY
ASSURANCE

TRADE, OPERATIONS
& SYSTEM SUPPORT

CYBER
SECURITY

CHANGE, BA, PM

Over 800 of the world’s leading companies in
financial services and commodities technology
trust Harrington Starr to deliver world class talent

JOIN THE COMMUNITY
W W W . H A R R I N G T O N S T A R R . C O M

0203 587 7007

