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	PART 1 — BUYER PERSONAS



Three distinct buyer types exist within the Sprouts AI ICP. Each has a different relationship to the hiring problem, different buying criteria, and different objections. Understanding them drives how we sell, demo, and message the product.

Persona 1 — The Overwhelmed Solo Recruiter

	Attribute
	Detail

	Name / Title
	Jordan Mills — Talent Acquisition Manager

	Company
	Series A SaaS startup, ~45 employees

	Team Size
	1-person TA team (Jordan is it)

	Open Roles
	10–15 open roles at any given time

	Tools Stack
	Greenhouse + LinkedIn Recruiter + Calendly + Slack + email



Goals
1. Fill roles fast without sacrificing candidate quality
1. Reduce time spent on coordination and admin
1. Build a hiring process that doesn't require constant oversight

Pain Points
1. Context-switches between 5+ tools for every single hire
1. Spends more time scheduling and following up than actually recruiting
1. Candidate experience suffers because response times are slow
1. No capacity to be strategic — always in reactive mode

Buying Criteria
1. Ease of use — needs to be up and running fast
1. Measurable time savings — wants hours back per week
1. Works with existing ATS (Greenhouse) — can't rip and replace

	"I spend more time coordinating interviews than actually recruiting. I didn't get into TA to manage Calendly links."



How They Find Sprouts
1. LinkedIn feed, peer referral, or TA community (Recruiting Brainfood, People Geek)

Top Objections
1. "We already have Greenhouse — will this work with it?"
1. "How long does setup take? I don't have time for a long implementation."
1. "What if the AI sends a bad message to a candidate?"

Persona 2 — The Founder Hiring Themselves

	Attribute
	Detail

	Name / Title
	Alex Chen — CEO & Co-Founder

	Company
	Pre-Series A startup, ~15 employees

	Team Size
	No dedicated recruiter — Alex handles hiring

	Open Roles
	2–5 critical roles (usually first eng or sales hires)

	Hiring Urgency
	Must close roles before next funding milestone



Goals
1. Get recruiting off their plate entirely
1. Hire fast for critical roles without sacrificing fit
1. Stay in control of final hiring decisions

Pain Points
1. Spending 12–15 hours/week on recruiting — time stolen from product and revenue
1. Inconsistent follow-up means candidates go cold
1. Slow process = losing candidates to companies with dedicated recruiters
1. Can't justify a full-time recruiter hire at their stage

Buying Criteria
1. Speed of setup and automation — wants it running today, not next quarter
1. Level of AI autonomy — how much can they delegate without oversight?
1. Control over final decisions — AI should handle execution, not judgment

	"Every hour I spend on recruiting is an hour I'm not building the product. I need this to run without me."



How They Find Sprouts
1. Founder community (YC forums, Slack groups), podcast ads, VC portfolio intros

Top Objections
1. "I need to stay in control of who we hire — culture fit is everything at this stage."
1. "Is this overkill for a company our size?"
1. "What happens if the AI makes a mistake with a candidate?"

Persona 3 — The VP of People / Head of Talent

	Attribute
	Detail

	Name / Title
	Priya Sharma — VP of People

	Company
	Series B tech company, ~85 employees

	Team Size
	2-person TA team reporting to Priya

	Hiring Target
	30 roles to fill in the next two quarters

	Budget Constraint
	No headcount approval for additional recruiters



Goals
1. Scale hiring velocity without adding recruiter headcount
1. Demonstrate ROI and efficiency metrics to the board
1. Build a repeatable, high-quality hiring process at scale

Pain Points
1. Board expects faster hiring; won't approve new recruiter HC in current market
1. Current team is maxed out — managing ~8 roles each, quality is slipping
1. No visibility into pipeline health across all open roles simultaneously
1. Time-to-hire has crept up — losing candidates to faster-moving competitors

Buying Criteria
1. Business outcomes — reduction in time-to-hire, cost-per-hire, offer acceptance rate
1. Integration with existing stack (ATS, HRIS, Slack)
1. Reporting and visibility for executive reporting
1. Security and compliance — candidate data handling

	"My board wants us to hire 30 people this quarter with the same two-person team. Something has to change."



How They Find Sprouts
1. HR tech analyst content (HR Executive, SHRM), peer referral, vendor comparison sites

Top Objections
1. "How does this compare to just hiring another recruiter? What's the ROI?"
1. "We need this to integrate with Workday — is that possible?"
1. "How do we maintain compliance with candidate data?"


	PART 2 — USE CASES



Each use case maps a specific buyer persona to their core hiring problem, and shows how Sprouts AI's agentic workflow approach solves it. These are designed to anchor sales conversations and demos in real customer situations.

Use Case 1 — Scale Hiring Without Scaling the Team

	
	

	Primary Persona
	VP of People / Head of Talent (Priya)

	Messaging Pillar
	Scale Hiring — Hire faster without increasing headcount

	Trigger
	Series B company, headcount freeze, 20+ roles to fill this quarter



The Situation
Priya leads a 2-person TA team at an 85-person Series B company. The board has set an ambitious hiring plan — 25 roles in Q1 — but has denied a request to add a third recruiter. Her team is at capacity managing roughly 8 active roles each. Time-to-hire has stretched to 52 days and offer acceptance is declining because candidates are moving faster than the team can.

The Problem Without Sprouts
1. Team capacity maxes out at ~16 concurrent roles — the new target is 25
1. Manual sourcing, scheduling, and follow-up consumes 60%+ of each recruiter's week
1. No unified view of pipeline health across all roles — Priya is flying blind
1. Candidates drop out mid-process because response times are too slow

How Sprouts AI Solves It
1. AI agents run sourcing, outreach, screening, and scheduling end-to-end for each role
1. Recruiters are alerted only when human judgment is needed: final interviews and offers
1. Priya gets a real-time pipeline dashboard across all 25 roles simultaneously
1. Candidate response times drop from days to hours — no manual follow-up required

The Outcome

	Metric
	Result

	Roles managed per recruiter
	From 8 → 15+ (with same team size)

	Time-to-hire
	From 52 days → 31 days

	Recruiter time on coordination
	Reduced by 65%

	Headcount added
	Zero — no new recruiters hired



	"Sprouts didn't replace my recruiters — it gave each of them the capacity of three. We hit our Q1 hiring plan without adding a single person to the team."



Use Case 2 — Replace the Recruiting Stack

	
	

	Primary Persona
	Solo Recruiter (Jordan)

	Messaging Pillar
	Complete Workflows — Eliminate fragmented tools

	Trigger
	1-person TA team, 5+ open roles, using 4+ disconnected recruiting tools



The Situation
Jordan is the only recruiter at a 45-person Series A startup managing 12 open roles. Their recruiting stack is: Greenhouse for tracking, LinkedIn Recruiter for sourcing, Calendly for scheduling, Slack for internal coordination, and email for candidate communication. Every hire requires Jordan to manually move information between all five tools. The candidate experience is inconsistent and Jordan has no time to be proactive.

The Problem Without Sprouts
1. Jordan spends 3–4 hours per day on scheduling, follow-up, and status updates — not recruiting
1. Candidates fall through the cracks when Jordan is pulled into other priorities
1. No single view of where every candidate stands across all 12 roles
1. Onboarding new hiring managers requires training them on 5 separate tools

How Sprouts AI Solves It
1. One platform handles sourcing, outreach, screening, scheduling, and status tracking
1. AI agents handle all coordination and follow-up — Jordan defines the workflow, Sprouts executes it
1. Greenhouse integration means no rip-and-replace — candidate data flows automatically
1. Hiring managers get self-serve visibility into their pipeline without pinging Jordan

The Outcome

	Metric
	Result

	Tools in recruiting stack
	From 5 → 1 (Sprouts + Greenhouse as system of record)

	Hours/week on coordination
	From 18 hrs → 7 hrs

	Candidate response time
	From 2–3 days → same day

	Roles Jordan can manage
	From 12 → 20+ without quality loss



	"I used to end every Friday feeling behind. Now I actually leave on time. Sprouts handles everything between the job brief and the final interview — I just make the decisions."



Use Case 3 — Hire Without a Recruiter

	
	

	Primary Persona
	Founder / CEO (Alex)

	Messaging Pillar
	AI Agents Execute — Recruiters focus on decisions, AI handles execution

	Trigger
	Pre-Series A startup, 10–25 employees, founder doing all recruiting, 3+ critical roles to fill



The Situation
Alex is the CEO of a 15-person startup. They need to hire a Head of Engineering, a Product Designer, and two Backend Engineers before their Series A in 4 months. Alex is the default recruiter — a role they never planned for. They're losing 12–15 hours per week to sourcing, LinkedIn messages, scheduling, and interviewing. Three candidates have already dropped out because follow-up was too slow.

The Problem Without Sprouts
1. Alex is making $1M+ decisions with $0 recruiting infrastructure
1. Slow follow-up is costing them strong candidates who move to better-resourced companies
1. Every week spent recruiting delays product development and revenue
1. Hiring a full-time recruiter isn't justified at 15 employees

How Sprouts AI Solves It
1. Alex provides a job brief — role, requirements, culture context — and Sprouts handles the rest
1. AI agents source candidates, send personalized outreach, screen applications, and schedule interviews
1. Alex only enters the process for final-round conversations and offer decisions
1. The AI is grounded in company context — it understands Sprouts's stage, culture, and what good looks like

The Outcome

	Metric
	Result

	CEO time on recruiting per week
	From 14 hrs → 2.5 hrs

	Time to fill 4 critical roles
	6 weeks (vs. 4-month self-managed estimate)

	Candidate drop-off
	Reduced — all candidates received same-day responses

	Outcome
	Closed Series A on schedule with team fully in place



	"I gave Sprouts the job description on Monday. By Wednesday I had 8 qualified candidates on my calendar. I didn't write a single message or send a single calendar invite."




	PART 3 — SALES PLAY: THE LEAN TA PLAY



	
	

	Target Persona
	Solo Recruiter / Head of Talent

	Target Company
	Tech startup, 20–80 employees, 5+ open roles, 1-person TA team

	Play Type
	Outbound + Inbound conversion

	Goal
	Qualify, demo, and land a pilot on 1 active role within 2 weeks



Step 1 — Trigger Signals (When to Reach Out)
Prioritize outreach when a prospect shows 2 or more of the following signals:

	Signal
	How to Spot It

	5+ open roles simultaneously
	LinkedIn Jobs tab shows a high volume of active postings at a small company

	Recent funding announcement
	Series A/B announced in the last 60 days — hiring surge incoming

	Solo recruiter title
	LinkedIn shows one TA person at a 20–80 person company

	Multi-tool stack
	LinkedIn Recruiter + Greenhouse/Lever job postings = fragmented workflow problem

	High hiring velocity signals
	Multiple new roles posted within the same week



Step 2 — Opening Message
Lead with the pain, not the product. Do not mention AI features in the first message.

	Hi [Name],  Noticed [Company] is hiring across [X roles] right now — that's a lot to manage as a lean team.  Most solo recruiters I talk to are spending 15+ hours a week on scheduling and follow-up alone. We built Sprouts AI specifically for teams in this situation — one platform that runs the end-to-end hiring workflow so you can focus on the actual recruiting decisions.  Worth a 20-minute conversation to see if it's relevant for you?  — [Your name]



Step 3 — Discovery Questions
Goal: Understand workflow, pain depth, and buying urgency before demoing anything.

	Question
	What You're Listening For

	How many open roles are you managing right now?
	Volume = pain severity. 8+ roles is a strong signal.

	Walk me through what a typical week looks like — where does your time go?
	Listen for coordination overhead, scheduling, follow-up. These are Sprouts' best entry points.

	How many different tools are involved in your hiring workflow today?
	3+ tools = fragmentation problem. Great setup for the Complete Workflows pitch.

	What does your process look like from a new req to an accepted offer?
	Reveals where the workflow breaks. Note every manual step they describe.

	If you got 5 hours back every week, what would you spend them on?
	Surfaces their real aspiration — usually sourcing quality or candidate experience.

	What's your biggest hiring priority in the next 90 days?
	Sets the urgency context and shapes which use case to lead the demo with.

	Who else is involved in decisions like this?
	Map the buying committee early — founder or VP of People is usually the economic buyer.



Step 4 — Demo Flow
Run demos in this order. Lead with the problem, not the product.

	Step
	What to Do

	1. Open with the problem (3 min)
	Mirror back what they told you in discovery. "You mentioned you're spending X hours on scheduling — here's what that looks like at scale." Show the before picture first.

	2. Show the workflow view (5 min)
	Display the end-to-end workflow map: what AI handles vs. what the recruiter controls. This is the aha moment. Most prospects have never seen hiring visualized this way.

	3. Live workflow: one real role (8 min)
	Take an actual open role from their job board. Run through how Sprouts would handle it: job brief → sourcing → outreach → screening → scheduling. Make it real, not abstract.

	4. Show the candidate experience (3 min)
	Show what a candidate receives — fast response, professional tone, seamless scheduling. Address the "what if AI sends a bad message" objection before they raise it.

	5. Dashboard & control (3 min)
	Show what the recruiter sees: full pipeline visibility, where AI is acting, what needs their attention. Reinforce that they are still in control.

	6. Close the demo (3 min)
	Ask: "If this saved you 10 hours a week, what would change for your team?" Then move toward the pilot.



Step 5 — Objection Handling

	Objection
	Response

	"We already have Greenhouse / We use an ATS."
	"Sprouts integrates with Greenhouse — we're not a replacement, we're the automation layer that sits on top. Most of our customers use Greenhouse and get 10+ hours a week back without changing how their ATS is set up."

	"I'm worried the AI will send a bad message to a candidate."
	"You approve the outreach tone and templates before anything goes out. And because the AI is grounded in your company context, messages are personalized to your stage and culture — not generic. You stay in control of brand and voice."

	"You're an early startup — how do I know this will work?"
	"We've specifically designed this for lean TA teams at Series A/B companies — that's exactly who we've been building with. Because we're early, you get direct access to our team and input on what we build next. We treat our first customers as design partners, not just users."

	"What if I need to hire a recruiter anyway?"
	"Some teams do eventually hire a recruiter — but Sprouts lets you delay that decision until you actually need strategic recruiting capacity, not coordination bandwidth. Most teams find they can get 2x the output from their current team first."

	"How long does this take to set up?"
	"Most teams are up and running on their first role within 48 hours. We do the onboarding together — you don't need to configure anything on your own."



Step 6 — Moving to Close

Qualified Deal Criteria
1. 5+ open roles currently active
1. 1-person TA team or founder doing recruiting
1. 20–100 person tech company
1. Active hiring urgency — round just closed or milestone hiring required

Recommended Next Step After Discovery
Propose a pilot on one active role — not a full deployment. Lower commitment, faster decision.

	"What I'd suggest is a pilot on one of your active roles. We set it up together, you see it run end-to-end, and you decide if it's right for your team. No long implementation, no full commitment upfront. Want to pick a role to start with?"



Before Sending a Proposal
1. Confirm the economic buyer (founder, VP of People, or Head of Talent with budget authority)
1. Loop in the economic buyer for a 15-minute value conversation before the proposal goes out
1. Anchor on the outcome metric they care about most (time-to-hire, hours saved, roles closed)

Success Metrics to Track After Close
1. Time-to-hire: before vs. after Sprouts activation
1. Recruiter hours on coordination: self-reported weekly
1. Candidate response rate and drop-off reduction
1. Number of roles managed per recruiter
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