
Hiring patterns from PE-backed platform searches

When PE Talent Pools Narrow, 
Who’s Still Getting Offers?
Multi-site and roll-up platforms are built on a compelling growth thesis: scale 
fast, integrate faster. But 3 to 5 years post-acquisition wave, sponsors are 
expanding their focus beyond operational roles into the organizational 
infrastructure that sustains this growth: HR, finance, total rewards, and sales 
leadership. These functional leaders are often being asked to build from scratch 
while navigating fragmented cultures and the constant tension between 
standardization and site-level autonomy. 

What does this mean for the search for top talent?


Drawing on several active or recently closed executive searches 
across PE-backed platforms, covering roles including CCO, CHRO, 
Head of Finance, VP Sales, VP HR, and VP Total Rewards, these are 
the top trends to know.

4 TRENDS

Why The Talent Pool is Narrower Than It Looks

01 | Same Capability Screens Regardless of Function How To Approach This

If another platform in your sector is running a parallel 
search, you're likely competing for the same person. 
Mandate clarity and speed are real differentiators to top 
candidates.

Multi-site field services companies across several sub-sectors (e.g., HVAC, 
fencing, gas stations, distribution) are all screening for a handful of the same 
capabilities regardless of function:




PE-comfortable (can build without infrastructure)

Hands-on leader vs. delegator Player-coaches Willingness to travel

The archetype is nearly identical whether the search is for a CHRO, Head of Finance, or VP Sales. 

This means platforms are competing for the same narrow pool within a functional domain.

02 | Experienced Operators are Tired of Building
The most seasoned operators have done the greenfield build before, and 
they're passing on opportunities to do another. Not on comp, not on 
location, but on the build itself. Build fatigue is showing up as a meaningful 
supply constraint, concentrated precisely in the profiles sponsors often 
want most.

How To Approach This

If the role is genuinely a build-from-scratch mandate, be as 
explicit about this as soon as possible. Transparency 
upfront will allow companies to gauge candidates’ 
sentiment toward the realities of the role and avoid stalling a 
search or a mis-hire.

03 | Top Candidates Are Trapped... By Timing
A meaningful segment of the most qualified candidates are also inside their 
own vest or exit windows and are effectively unavailable for 12-24 months. 
The silver lining is in recognizing it’s not necessarily disinterest in the role, 
but timing.

How To Approach This

Map and nurture the relationship as a warm relationship built 
today is a faster search tomorrow. Furthermore, PE-
experienced executives have predictable re-engagement 
windows should a similar hiring need open somewhere across 
the portfolio. 

04 | Location > Vocation
Location-driven drop-offs are occurring early in the funnel (before comp 
even becomes a factor). It’s a signal that the local supply of PE-experienced 
functional leaders is thin outside major metros. 


Remote-only expectations remain a non-starter, but platforms are 
increasingly allowing placed executives 18 to 24 months to fully transition 
rather than requiring day-one presence, absorbing the inconvenience of a 
split-location arrangement in order to close the hire.


How To Approach This

Broadening geography requirements into secondary and 
tertiary markets early vs. a fallback is increasingly effective. 
If relocation is on the table, building flexibility into the 
timeline upfront is a more effective lever than holding firm 
and adjusting late.

Who’s Still Getting Offers?

A Non-Negotiable Across 
All Candidates, Regardless 
of Archetype

PE-Seasoned 
Operator-Builders

Has t wo to three prior PE-backed roles 
and is comfortable with lean resources. 


Little to no need to oversell the 
environment to them.


Requires a compelling PE narrative to 
engage, but once they're in, they move 
quickly. 


Generally the fastest path to close.

M&A integration experience is 
increasingly embedded in functional 
leader profiles, not treated as a separate 
specialty. As roll-up activity accelerates, 
the expectation that functional leaders 
can execute through acquisitions is 
becoming table stakes.

*The above patterns reflect recurring dynamics observed across searches and functional domains. These are not isolated data points from a single engagement. 
Every company is unique, and there’s no one-size-fits-all playbook. These insights are intended to help platform CEOs and operating executives calibrate 
expectations around talent availability, candidate behavior, and search timelines before a search launches.

Scrappy Player-Coaches

F ield services or blue-collar 
background


Willing to do ride-alongs, and builds 
processes while doing the work, not 
just designing it.


Can walk into a facility and earn the 
trust of floor-level workers, not just 
leadership. This is especially critical in 
multi-site, field-services, and 
distribution platform searches.

There’s someone you should meet. Hunt Club is the executive search partner for high-growth VC & PE-backed 
companies. We find your next hire through the people they already trust.  
Learn more or get in touch with our team at huntclub.com → 





