How Gigged.AI is
Disrupting the Talent Market
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Overview
In the past two years, the world of work has irrevocably changed.
The huge rise in remote and hybrid working since March 2020 — a trend that
was already well underway before the COVID-19 pandemic — means that
more and more people are no longer subscribing to the traditional model of
going into an office for work every day.
The number of job vacancies is also at an all-time high. In the UK, there were
more than 1,200,000 in November 2021 — a rise of over 400,000 on prepandemic levels. And the situation looks similar in the USA, with a report from
CNBC suggesting that there were around a million more jobs available than
there were people looking for work in August 2021.
In what has been dubbed the Great Resignation, a record 4.53 million
Americans quit their jobs in November 2021, with a recent CareerArc/Harris
Poll survey finding that more than one in five people who are currently
employed plan to leave in the next 12 months.
And at the same time, the rise in freelancers and side-giggers in the past five
years has been unprecedented — and is set to continue. In the US, the
number of people working on a freelance basis has grown by almost 10
million since 2017, and is expected to reach 90 million in 2028 — an increase
of over 50% in ten years.
This in turn has led to a rise in the number of talent platforms on the market.
McKinsey predicts that this market will be worth $2.7 trillion globally by 2025
— a figure equivalent to the GDP of the United Kingdom.
Despite this, there is not yet one easy end-to-end solution that allows
freelancers and companies to work together effectively without the need for
recruitment agencies or digital consultancies.
At Gigged.AI, we’ve created a suite of complementary products that seek to
solve some of the biggest problems for small companies, enterprises, and
freelancers in this new world of work.
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In this white paper, we’ll discuss the challenges involved in embracing the
“Future of Work”, and how our products, built on proprietary AI and
blockchain technology, could be the answer to overcoming them. We’ll also
share context on the Future of Work market, including some notable
acquisitions and investments that give an indication of the growing trend for
using AI and machine learning to solve some of the market’s biggest
problems.
Lastly, we’ll break down the four products that make up our Gigged.AI
Ecosystem and how these respond to the needs of today’s workforce.
At Gigged.AI, we strongly believe that the opportunity to disrupt the market
and change the way we work for the better is now. Read on to find out how
we plan on doing it.
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1. The Problem
The so-called ‘War for Talent’ is not a new invention. The term was coined by
McKinsey & Company more than 20 years ago, in 1997. However, despite a
ceasefire in early 2020 due to the COVID-19 pandemic, the war is now back in
full swing.
In fact, the increase in digital initiatives and the rise in remote working — due
in large part to the pandemic — mean that the usual geographical barriers
have effectively been smashed for employees, and that the talent market has
only become more competitive over the past two years.
The most in-demand tech roles for companies across the UK are software
developers, web designers, and data analysts, with AI roles quickly catching
up. According to data from Adzuna, in April 2021 there were almost 10,000
vacancies in the UK for software developers alone, compared to just 5,630 at
the same time the previous year.
Meanwhile, the Gartner 2021 CFO survey found that 74% of CFOs plan to
permanently shift employees to remote work after the COVID-19 crisis ends.
Many Fintechs, including Revolut, have rewritten policies to include fully
remote work.

2. The Old Solution
When skills are in demand, there has historically been a number of tactics that
large organizations can deploy to source and attract talent. These include:
● Posting more (and more, and more) jobs on LinkedIn
● Creating a new preferred supplier list (PSL) of agencies
● Hiring contractors from the PSL when perm hiring stalls
● Setting up referral schemes
● Holding recruitment open days
● Hosting tech meetups (with the obligatory beer and pizza)
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● Carrying out expensive PR campaigns to hype up culture and opportunity
● Increasing salaries
These solutions may all work well — if you have lots of time and money.
However, the end goal of most digital initiatives is to generate revenue. And
even with the tactics above, limited pools of candidates with the right skills can
cause project delays, ultimately leading to loss of income.
At this point, CEOs and CFOs need to start looking for different solutions.

3. The Future of Work
People have been talking about the Future of Work for years. According to
Deloitte, the two key defining factors are the increasing adoption of artificial
intelligence in the workplace, and the expansion of the workforce to include
both on- and off-balance-sheet talent.
The fact is, the Future of Work is here — and accelerating fast. But there is not
yet a simple and effective platform that allows companies and consultants to
work together on digital projects without the need for recruitment agencies
and digital consultancies.
A recent Harvard Business School report states that:
“COVID-19 has only accelerated the move away from traditional, pre-digitalera talent models toward on-demand workforce models.”
Gartner published research last year predicting that 35% of the global
workforce will be gig workers by 2025. And in May 2020, the Mercer Global
Talent Study reported that 77% of executives believe freelance and gig workers
will substantially replace full-time
workers in the next 5 years.
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3.1 How the Platform Economy Can Help SMBs Win the
War for Talent
A recent University of Oxford report suggests that the next five years will see
rapid growth in how companies use platform sourcing, including crowdsourcing
and outsourcing platforms.
The report focuses on how Fortune 500 firms are adopting online platforms and
reported the following benefits for organizations:
1. Easy access to a scalable source of manpower, skills, and expertise
Platforms provide access to freelancers with highly specialized skills and
expertise, making them an attractive option for organizations looking to quickly
and flexibly complement the capabilities of their in-house employees on an ondemand basis.
2. Reduction in start-up and transaction costs
Platforms substantially lower the start-up and transaction costs of a contract
compared to traditional outsourcing vendors and contracting agencies. This
allows enterprises to quickly hire freelancers to address project needs with
minimum administrative cost.
3. Elimination of conventional hiring barriers
Platform technologies can reduce (if not eliminate) geographical, informational,
and administrative barriers in the hiring process. This means they can be used
for projects of shorter length and narrower scope. Platforms facilitate the hiring
of freelancers on a more flexible, on-demand basis, and allow managers to
bring new skills and knowledge to the organization that would otherwise have
remained outside.
2020 didn’t just force us to give up handshakes and hugs. Many of us were
also compelled to reconsider our careers, and even reassess the world of work
as a whole. But change is constant, and whether it’s brought on by a global
pandemic or a market crash, businesses will always need to adapt and learn.
The Future of Work is well and truly here, and organizations of all sizes must
be ready for it.
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3.2 The Future of Work Is Here, But There Are Still Many
Challenges
While the world of work is changing at a phenomenal pace, there are still many
challenges to overcome for companies, employees, freelancers, and HR and
recruitment professionals alike.
For companies:
● Sourcing in-demand talent is time-consuming
● Attrition levels are at an all-time high
● Large organizations may already have the best candidates in-house but
struggle to find them
● Regulation issues and a lack of vetting make the gig economy risky
For freelancers:
● Finding high-quality work is a lottery
● Proving identity and quality is time-consuming
● Chasing payments is tiring and wastes time
For new entrants to freelancing:
● It can be difficult to know how to get started
● Finding mentorship and networking can be difficult as a beginner
● Understanding how to effectively side-gig can take time
● Sourcing the tools and systems needed to operate effectively is difficult
For onboarding:
● Vetting freelancers for identity and quality purposes can be difficult
● Constantly having to provide documentation for onboarding to different
clients is time-consuming and tedious
● Moving between platforms causes issues with references and verification
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4. The Talent Solution Most
Enterprises Are Missing Out On
The societal and digital disruption brought about by COVID-19 has changed
the way we work. Enterprises are having to reassess how they can develop, hire
and invest in talent in their workforce as we move into 2022.
At the same time, employees’ views on career success, mobility and even the
meaning of work itself have undergone a seismic change.
In fact, data shows that in the UK alone, the number of job vacancies is at an
all-time high, reaching 1,219,000 in November 2021 — an increase of 434,500
from pre-pandemic levels.
Against the backdrop of the so-called “War for Talent”, businesses that want
to maintain a competitive advantage over others need to find new and
innovative ways of not only attracting top talent, but retaining it as well.

4.1 The Traditional Model
Traditional human resource management relies on a number of accepted ideas
about how organizations work. Namely, a person is hired to do a particular job,
and answers to a manager, who is in turn managed by someone else — all the
way up to the top of the traditional hierarchical structure.
On the traditional career path, employees may eventually be promoted and
climb the ladder within their chosen profession. A marketing assistant might
eventually work their way up to becoming a marketing manager — but not an
accountant.
And herein lies the problem: an employee is not just a CV. Placing someone in
a box based on their job title alone — not on their actual skills, experience and
personality — isn’t useful to anyone.
And while agile talent mobility might be relatively common within a job function
(HR, marketing or sales professionals may jump from project to project fairly
frequently), it’s rare for people to cross those boundaries and work on a project
9

under a different discipline entirely — even when the skills and competencies
needed for the role massively overlap.
For example, a data analyst working within a company’s IT department might
make a fantastic addition to the team working on marketing analytics — but
this is rarely the way it works.

4.2 The Invisible Talent Problem
When companies need to staff a new project or build a new team, they’ll usually
look to bring new talent on board — despite the fact they may well already
have the skills they need in house.
Essentially, because of the silos the traditional company structure inevitably
creates, enterprises have always found it difficult to understand exactly what
skills and talent they’re sitting on.

4.3 The Internal Talent Marketplace and the Future of
Work
There are signs, though, that this mindset is beginning to change. Coca-Cola is
just one big enterprise that’s starting to do things differently, and actually
analyzing the skills they have in-house.
These are skills that might not appear on a resume, that might have been
picked up in a previous job — or a previous career — and that might otherwise
have remained invisible. By bringing these skills to the surface, Coca-Cola hopes
to identify opportunities for employees to have new experiences at work.
More importantly from the company’s perspective, this can help to retain talent
as well. As Gigged.AI CEO Rich Wilson says, “There’s this sense right now that
if somebody can make more money elsewhere, they’re going to leave. But
people don’t just leave jobs for money — they leave because the project they’re
working on’s not exciting, or because they’re not utilising certain skills.”
And it’s true: The Work Institute’s 2020 Retention Report found that
compensation and benefits was only the sixth most common reason employees
gave for leaving their jobs in 2019 — the first was career development.
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By identifying their workforce’s core skills — and linking these with
opportunities for employee development and the chance to work on new
projects — companies can lower not only their staffing costs but their attrition
rates as well.
And there are other big benefits to be had from implementing an internal talent
marketplace too.
A broadened perspective for managers and employees:
Coming into contact with different members of an organisation, either on a
short-term basis or through a permanent job move, can broaden perspectives
and help employees and management alike to develop positive traits such as
empathy. An increase in empathy was the key theme of LinkedIn’s Global Talent
Trends 2020 report, which also suggested that employees stay at companies
with high levels of internal hiring 41% longer than at those with low levels.
Elimination of bias and increased DEI:
In the current model, when projects are staffed internally, this is often done on
a who-you-know basis — according to the LinkedIn report above, 50% of
internal recruitment happens because a manager reaches out to an employer
they already know.
Naturally, unconscious bias plays a role here, as people are much more likely
to refer people who resemble themselves. It can also leave out talented
employees who don’t have a strong network — but whose skill sets might be a
good match for the project. By using an internal talent platform based on a
comprehensive skill classification system, companies can eliminate that bias
and focus on the best person for the role.
Access to a broader talent pool:
One of the biggest advantages of using an internal talent marketplace is that
it can bring talent that might otherwise have been overlooked to the forefront.
Like in the case of Coca-Cola above, enterprises can access skills that their
employees may have picked up in previous roles, or transferable skills that
could make a person a great fit for a role they might otherwise have been
dismissed for due to lack of job-specific experience. As an added bonus,
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companies can also see a reduction in onboarding and training costs when new
hires are already familiar with the business.

5. The Opportunity Is Now
The COVID-19 pandemic and the Great Resignation have ensured that the
Future of Work is here — and here to stay.
Artificial Intelligence and blockchain can revolutionize how we work. With the
right tools, sourcing, onboarding, and retaining talent can become simpler than
ever before. The Future of Work is now — and companies should be ready.

5.1 Three Reasons Why the Opportunity to Disrupt the
Market Is Now
Reason 1: The Gig Economy Is Taking Off
Before we look to the future, it’s important to understand the past. Staffing
firms have dominated the hiring process for over 30 years. Staffing Industry
Analysts (SIA) estimates that the revenue of the world’s 100 largest staffing
firms amounts to $224 billion — some 45% of the global market, valued at
$498 billion in 2019.
The below graphic shows the top 10 staffing firms and their market share:
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Figure 1: SIA Top 10 staffing firms by revenue in 2019
While it would be remiss to suggest that these companies will die out over the
next few years, it’s likely that they will struggle to adapt, and that we’ll see
more acquisitions of Future of Work start-ups in the near future. Many of
these firms also generate a large portion of their revenue from placing
contracts and running MSPs with large enterprises.
This is where they will start to see platforms take market share in the medium
to long term.
To put this into context further, the five largest talent platforms by global
gross spend volume are:
•
•
•

Upwork Inc. (NASDAQ: UPWK) with gross spend volume (GSV) of $2.52
billion
MBO Partners with GSV of $950 million
Fiverr International Ltd. (NYSE: FVRR) with GSV of $701 million
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•
•

Gerson Lehrman Group with GSV of $500 million
Freelance.com with GSV of $371 million

Over the next decade, talent platforms will continue to bite into the $498
billion global staffing market.
This will largely be led by how the gig economy, valued at $347.8 billion in
2021, continues to grow in Europe and North America. As companies compete
in the War for Talent and people look for more flexible income models, this is
only likely to increase — by 30% in the next two years according to the World
Economic Forum.
Below is the current and projected size of the total market:

Figure 2: World Economic forum, projected value of the gig economy
The number of freelancers is also increasing rapidly. Below is an estimate from
a recent Statista report that predicts there will be 90.1 million freelancers in
the US by 2028 — an increase of over 50% in 10 years.
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Figure 3: Statista, Number of freelancers in the United States from 2017 to 2028
Large enterprises are already getting on board: Even pre-pandemic, 54% of
Google’s workforce were freelancers. NASA has been sourcing freelance
talent through its Centre of Excellence for Collaborative Innovation (CoECI) for
the past ten years, outsourcing projects including asteroid data mapping and
cyber security architecture builds.
The increase in freelancers has also led to a sharp rise in talent platforms on
the market, with the number growing from 90 in 2009 to 330 in 2021. The
Harvard Business School report, ‘Building The On-Demand Workforce’ states
that:
“Covid-19 is hastening the transition to on-demand workforce models. As
supply and demand gaps for skills have widened, talent issues have put
pressure on companies to be smarter about how they utilize their workforce
and more creative in how they source the skills they need.”
McKinsey takes things further by estimating the online talent platform market
could be worth $2.7 trillion by 2025 — about as much as the GDP of the
United Kingdom.
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Figure 4: McKinsey, talent platform market projection for 2025
This figure serves to highlight the huge opportunity for platform sourcing as the
gig economy continues to grow in the post-COVID world.

Reason 2: Side-Gigging and the Great Resignation
In this new economy, more and more people are using their skills on projects
outside of their main job — and talent platforms create a great opportunity
for side-giggers.
Side-gigging also represents those hidden workers often left behind in the job
market: in the UK alone, side gigs generated £72bn for the economy in 2019
— representing 3.6% of GDP. In the US, an MBO partners report found sidegigging is up 51% in the last 4 years.
Another big trend is the so-called ‘Great Resignation’. Put simply, more people
are quitting their jobs than ever before. In fact, according to the U.S. Bureau
of Labor Statistics, 4 million Americans quit their jobs in July 2021 — a
significant increase from previous years, as this interactive graph shows.
People are quitting to work on better projects, gain more flexibility, and earn
more money. This movement means that many companies are finding it a
major challenge to hire and retain talent.
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Reason 3: The Need To Understand Internal Talent
While talent platforms can help fill some of the gaps left by employees taking
part in the Great Resignation, they can’t fix the retention issue — but the
answer could lie in internal talent platforms.
A recent Deloitte paper found that 49% of organizations have few
technological tools, if any, to identify and move people into new internal roles.
Being able to manage internal mobility better is a way to retain talent and, in
many cases, save on hiring costs.

5.2 How Gigged.AI Responds to These Challenges
Gigged.AI is delivering on the opportunity outlined above by providing an
ecosystem for the Future of Work that is beyond anything else currently
available on the market.
We originally set out to provide an enhanced AI-powered platform for
freelancers to find digital projects. However, we quickly realized that the market
needed a suite of products that worked together.
We call this the Gigged.AI Ecosystem. To build this ecosystem, we have added
the following products to our existing Open Talent Marketplace:
● An Internal Talent Marketplace (ITM)
● A blockchain digital asset locker (GigChain)
● Our Freelancer Community Hub (FCH)
Below is an overview of our four core products (which we will discuss in more
detail further on), and how they respond to the three opportunities above.

OTM & ITM: Helping Companies Find Talent Internally and
Externally
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Both our OTM and ITM use multiple proprietary AI algorithms to create
standardized SOWs and increase the speed of matching candidates to jobs —
saving time and increasing productivity for our clients.
We built our OTM to help both freelancers and clients simplify the
administrative, financial, and legal processes of working together.
Our understanding of the challenges that large organizations face when
seeking talent allowed us to create a SaaS version of the platform. Using our
Internal Talent Marketplace, large enterprises can search for the skills they
need from within their organization. Even better: our algorithm will
simultaneously search the open marketplace to ensure no lost time in finding
the right skills.
This effectively offers a solution to the problem of large enterprises not
understanding the talent they have in-house, allowing them to reduce hiring
and onboarding costs, bring down attrition rates, and even boost employee
engagement.

The Freelance Community Hub: Providing Support and Guidance
for New Freelancers
One of our concerns in launching the OTM was how we would create loyalty to
Gigged.AI and differentiate ourselves from the other freelancer platforms
available. We decided that there were two areas in which we needed to provide
solutions.
First, we provided a community platform for both full-time freelancers and sidegiggers to share best practices, networking and mentoring opportunities, and
how-to guides for freelance newbies. We wanted to create a digital safe space
for freelancers to share ideas and feel part of a community. Many freelancers
work remotely on their own, without the shared experience of having
colleagues to communicate with, which can be particularly alienating for new
freelancers.
This is a problem that is particularly important in the context of the rise in
freelancing and side-gigging that the economy is experiencing, and which our
Gigged Freelancer Community Hub looks to solve.
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As the gig economy is due to increase in size, many new entrants to this world
will be looking for help and support as they take their first steps as freelancers.
By providing this community, we are effectively growing our potential customer
base and creating inherent loyalty as the platform which helped them get
started.

Blockchain Digital Asset Locker: Solving the Growing Problem of
Vetting and Verification
Many of our team come from a freelance background. They agree that
providing documentation over and over again to prove their identity when
onboarding clients was one of the biggest challenges they faced. And, as the
gig and side gig economy continues to grow and more talent platforms
appear, the issue of verification and vetting is likely to become a huge
challenge.
McKinsey suggests a possible solution:
“A digital ID could help people find gigs that are best suited to them.”
We believe that a blockchain approach to this, in the form of verification and
smart contracts, can help solve the problem. We will provide a digital locker for
all digital assets required by freelancers to onboard clients — and we allow
freelancers to use this to work with other platforms too.

6. The Future of Work Market
The growing need to be prepared for the Future of Work has led to a number
of interesting investments and acquisitions, which could be indicative of the
direction of the market.

6.1 Notable Investments
A number of recent investments highlight a growing appetite for Future of Work
start-ups.
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● Worksome closed a $13 million Series A funding round for its “freelance
talent platform” which aims at medium to large organizations and is
trying to compete with traditional MSPs such as Allegis Group, Adecco,
and Randstad. Since launching in 2017, Worksome has achieved
significant growth in its native Denmark and now in North America.
● Sense raised $500m from Softbank. Sense uses automation, artificial
intelligence, and personalization in its screening processes to hire and
manage blue-collar workers. Interestingly, Sense works mainly with
recruitment companies and not the end customer.
● Jobandtalent, a workforce marketplace and digital temping agency that
uses AI to match workers to casual labor gigs in sectors like warehousing,
e-commerce, and logistics has closed a $500 million Series E round of
funding led by Kinnevik. Jobandtalent is similar to Sense in that it targets
blue-collar workers such as delivery drivers.
● Malt raised $97M at a $489M valuation for its freelance marketplace for
developers, focusing on growing in Spain, Belgium, France, and Germany.
Malt currently has no presence in the UK or North America.
● Collective Benefits, an independent employee benefits platform, has
raised $10 million from technology investor Prosus Ventures. Collective
Benefits provides benefits such as healthcare and holiday pay to gig
workers, mainly via talent platforms.
● Gloat raised $57M Series C funding to help employees thrive and
businesses execute faster in the new world of work. Gloat has built an
Internal Talent Marketplace and has won some large US-based clients.
● Phenom, an AI-powered talent experience management (TXM) platform,
closed a $100m series D raise led by B Capital Group, with participation
from Dragoneer Investment Group, OMERS Growth Equity, and
GoldenArc Capital.
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● Personio just raised $270m at a $6.3b valuation. Personio provides
recruiting and onboarding, payroll, absence tracking, and other major HR
functions in an all-in-one platform aimed at European SMBs.
● In December 2021, Searchlight raised a total of $20 million in seed
funding. Searchlight connects candidate reference and self-assessment
data to post-hire outcomes. Candidate screening is becoming a hot topic
as companies try to boost retention levels by ensuring talent is better
matched.

6.2 Notable Acquisitions
A number of the platforms on the market are using AI products in some
capacity, though many of these are still in development. As these companies
look to add more products and gain more funding, we are beginning to see
some interesting acquisitions.
● In 2016, Wipro acquired Topcoder as a part of a $500 million deal. This
was an early acquisition in the talent platform market and has allowed
Wipro to strengthen its client base.
● In late 2021, Fiverr acquired Stoke Talent, a start-up that helps
companies to manage the legal, administrative and financial aspects of
working with their freelance teams, for $95 million. This is a great
example of a large platform looking to streamline administration for
freelancers.
● Phenom made three acquisitions in 2020–2021, acquiring the video
interviewing platform Talentcube, AI HR-focused MyAlly, and Dutch
candidate experience company Endouble. Again, this highlights the
growing trend that suggests acting solely as a talent platform is not
enough in this competitive market.
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The above highlights a key trend: companies are raising funds or seeking
acquisitions that will allow them to integrate more technologies into their
existing platforms, creating a better competitive advantage.
Most platforms have not been built as AI and blockchain-native. This creates a
huge opportunity for newcomers in the market to scale quickly.
This is where Gigged.AI joins the race...

7. What Gigged.AI Provides
The Gigged.AI Ecosystem is responding to the opportunity outlined above. Our
product suite comprises four complementary products that solve customer
challenges while creating continuous revenue streams.

7.1. Overview
Gigged.AI provides an ecosystem for the gig economy powered by Artificial
Intelligence and blockchain technologies. Most talent platforms can only
monetize 10–15% of their user base. Our product suite allows us to generate
multiple revenue streams. An ecosystem built on a decentralized blockchain
opens up huge opportunities to create a monetization loop, creating huge value
for clients and freelancers at the same time.
Our ecosystem solves the main challenges that clients and freelancers have
while monetizing three customer segments:
● SMBs
● Enterprises
● Freelancers
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Open Talent
Marketplace

Internal Talent
Marketplace

Figure 5: Gigged.AI Ecosystem

7.2 Our products
Gigged.AI Open Talent Marketplace (OTM)
Our anchor product launched in July 2021. The Gigged.AI OTM uses
Conversational AI and ML algorithms to define gig projects and then match the
best talent to each opportunity in a matter of seconds. In five months, we have
amassed over 150 clients and 3000 freelancers.
Our OTM has had the following accolades in 2021:
StartUp Leaders: Here’s How to Build a Successful Advisory Board, Forbes,
March 2021
Scottish Edge Award winner, December 2021
KPMG Tech Innovator finalist, June 2021
Tech Nation Rising Star winner, December 2021
Top pick for University of Edinburgh AI Accelerator, September 2021
Our OTM uses cutting edge AI as well as partnerships with companies such as
Willo (pre-recorded video interviews), QDOS (tax compliance) and Stripe
(escrow payment system) to provide a quick and easy end-to-end solution.

23

Figure 6: Gigged.AI OTM Home Screen

Figure 7: Client Portals Page
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Figure 8: Freelancer profile page with verification and star rating. In the future, a
blockchain token would appear next to the profile picture

Gigged.AI Internal Talent Marketplace (ITM)
Fresh from an extremely successful pilot, the Gigged.AI internal talent
marketplace launches officially in 2022 — and could be the answer to internal
talent sourcing problems at the enterprise level.
Designed to meet the evolving business needs of companies in the post-COVID
world, our white-labeled, data-driven solution allows managers at large
enterprises to create a detailed and accurate statement of work using our
innovative conversational AI chatbot. Our unique skills-matching algorithm will
then use this to find the best people for the job from within their organization.
Hiring managers can run a quick check to see what talent they have internally
within about 22 seconds — 22 seconds that could save enterprises the
thousands of pounds and months of lost time that typically comes with
sourcing talent externally.
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Just our pilot launch, in which we worked with the University of Edinburgh and
the Data Lab to match over 200 internal Ph.D. students to projects, we saved
them £95,000 and three months’ hiring time.
Gartner predicts that by 2025, 20% of large enterprises will have deployed
internal talent marketplaces to optimize their utilization and agility of talent.
Building them internally is very inefficient and there is little choice in the market.
The main player in this space is Gloat, but it has little traction outside North
America and is a large investment for companies.
The Gigged.AI ITM, which allows enterprises to white-label our technology on a
SaaS pricing model, creates a huge ROI and allows our clients to save on hiring.
It also creates an easier sales channel for our OTM. As it is built on the same
core architecture as our OTM, the build is very quick (less than two weeks) and
we adopt the same customer success practices used for our OTM to drive
engagement.
In the future, there is also an opportunity to make our white-labeled technology
available to other large recruitment process outsourcing (RPO) firms. This
would allow them to reduce hiring costs which can help with the renewal of
large contracts.
Below is a graphic of the white-labeled ITM during the paid trial with The Data
Lab and the University of Edinburgh.

Gigged Freelancer Community Portal
According to Forbes contributor and Future of
Work expert John Younger, the top platforms
only ever monetize 20% of their user base. This
means that a full 80% of users don’t get any
value from the platform.
At Gigged.AI, we wanted to create value even
for those freelancers who will never find work
through our platform. Released in Q3 2021, the
Gigged Freelancer Community Portal is a space
for freelancers to learn and develop. Using this
Community Portal, we can add value for

Figure 9: white labelled ITM
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freelancers through blog posts, offers, mentorships, advice, and support. Our
new mentorship program was recently mentioned in Forbes.
In the future, the Freelancer Community Portal could create a partnership
income stream as a ready-made customer base for our GigChain token.

Figure 10: Gigged.AI Freelancer Portal

Digital Identity (GigChain Token)
Leonardo DaVinci is credited with creating the first resume in 1482 when he
wrote a letter outlining his strengths to the Duke of Milan to gain his patronage.
DaVinci made sure the letter focused on the skills he had that were most closely
aligned with the Duke's needs — and the basic form of the resume hasn’t
changed much since then.
With an estimated 1.2 billion freelancers globally, and against the background
of the ongoing rise in talent platforms, there is a huge opportunity for a token
that ensures freelancers can easily work across multiple platforms.
Web 3.0 creates a huge opportunity for the Resume 3.0.
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In his book Blockchain Revolution, Don Taposcott talks about the “trust
protocol”. Essentially with the rise of freelancers globally, enterprises need to
be able to verify details about their identity, skills, and experience.
“Trust is achieved not necessarily by intermediaries, but by cryptography,
collaboration, and clever code.” — from the preface to the paperback edition
of Don Taposcott’s Blockchain Revolution.
Our GigChain token is currently under development and will launch in late 2022.
This will allow freelancers to:
● Share and verify identity
● Share and verify resumes and work history
● Verify certifications and references
● Share technical testing and GitHub profiles
● Work via a smart contract
Given the predicted influx of freelancers in the next decade, our biggest
opportunity is our GigChain token, which will allow freelancers to work across
all platforms globally.
According to the World Economic Forum, Saudi Aramco has successfully
trialed a blockchain Certificate Verifier which allows them to certify if a
freelancer has the skills they say they have. The GigChain token would further
develop this architecture for freelancers.

Figure 11: Saudi Aramco Blockchain Certificate Verifier

28

Our GigChain token will be made available to freelancers at a low monthly
subscription cost and will save them time and money. We will also establish
partner affiliate programs with large platforms and traditional recruitment
firms to offer GigChain to their user bases, earning them commission revenue.
We are currently working with our market-leading development partner to
finalize the build. There is a huge opportunity to create an OpenSea type
marketplace model for freelancer identity management.
Our community hub and digital locker are key loyalty differentiators in a busy
marketplace, but by allowing our GigChain token to be used everywhere we
can still generate revenues outside our ecosystem.
There are limited use cases for Web 3.0 in the gig economy, the most notable
being Addepar-owned Braintrust. Braintrust launched the BTRST token in
September 2021 as a way to reward freelancers for referrals and other benefits.
This is an interesting use of cryptocurrency as a form of freelance payment, but
does not address the main challenges that freelancers have on a day-to-day
basis: finding well-qualified gigs with value-seeking clients. Also, the Ethereum
based ERC-20 token has drawbacks including high gas and transaction fees
which could harm its adoption.

8. Our Unique Gigged.AI Approach
At Gigged.AI, we use a combinational approach to AI and combine multiple
machine learning models for each element of the hiring process. No other
existing platform takes this approach.
We have developed our own proprietary AI for our skills-matching algorithm.
We use this in combination with bespoke data-training of existing AI
chatbots, to create a one-of-a-kind platform that will benefit both our clients
and our talent.
These benefits include:
● Better applicant identification at a lower cost
● Elimination of human bias on characteristics such as age, race, and
gender
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● Removal of the need for manual resume screening
● Automated candidate shortlisting and identification of candidates that
have not applied but have skills required
● Automated

candidate

screening

including

AI

chatbot

Q&A

on

application, role and work package elements
● Automated interview scheduling
● Analysis of multiple sources of data such as candidates’ personality
traits, skills, and salary preferences using our matching algorithm, to
automatically assess candidates against the job requirements
● Simple and easy statement of work (SOW) creation using a proprietary
AI that creates work packages that are then transformed into an SOW
for a consultant to complete
This approach applies to both our Open and Internal Talent Marketplaces.
Below is a high-level architecture that Gigged.AI has used for the build. A
further technical breakdown of our AI models, including taxonomy, schemas,
and algorithm code is available on request.

Figure 12: Gigged.AI High Level Architecture
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8.1 What Makes Gigged.AI Different From Our Competitors
At Gigged.AI, we don’t just want to be a talent platform. We have developed
our Gigged.AI Ecosystem as a suite of products that complement each other
and work together to solve our clients’ and freelancers’ biggest challenges.
The below graphic demonstrates how we differ from three of the biggest
platforms on the market: Fiverr, Upwork, and Worksome.

Talent Marketplace
Escrow Payment
Two-way Review
Video Interviewing & Scheduling
Dispute Management
Data Analytics and Reporting
Talent Community
Transparent Pricing Model
AI Matching
Conversational AI Work Creator
Internal Talent Marketplace
Blockchain Token

Figure 13: Gigged.AI Competitor Analysis

8.2 Product Roadmap
In 2022 and 2023 we will further develop our Conversational AI and algorithms
to ensure we continue to increase the quality of our gigs and provide highquality and rapid matches.
The image below shows our high-level product roadmap for 2022–24.
GigChain

Gigged 2.0
2022

jan

feb

mar

apr

may

Conversational AI enhancements

jun

jul

aug

NLP Updates

sep

Mobile Apps
oct

nov

dec

Gigged Projects

jan

feb

Gigged Web 3.0
mar

apr

ML Enhancements

may

jun

jul

aug

sep

oct

nov

dec 2024

Matching Algorithm 2.0

Figure 13: Gigged.AI Product Roadmap
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Conversational AI Enhancements and NLP:
Our use of Conversational AI to qualify gigs and ensure a clear, high-quality
project brief has proved to be a clear competitive advantage. Our job
classification system, which ensures skills and tasks are linked to the project
outcome, helps to build further trust with freelancers.
Our product team have now started work to build on our MVP in partnership
with Ph.D. students at the prestigious School of Advanced Analytics at the
University of Edinburgh. The project will include machine learning and create a
natural speech processing option. This project will be completed by April 2022.
Gigged Projects and Matching Algorithm 2.0:
Currently, the gigs on our platform are single-source SOWs, which means that
only one freelancer is matched to each project. To increase the gig value, we
are developing a machine learning algorithm 2.0, which will enable clients to
build a project team of multiple freelancers. We will also be able to offer prebuilt tribes. These tribes are groups of freelancers who have built relationships
via our community and can work on fixed-price projects. Tribes will be able to
take on larger tasks such as build prototypes, building larger platforms and
more complex data science projects.
Machine Learning Enhancements:
Over 40% of recruitment companies make placements by proactively sending
talent to clients. Although this can be frustrating for both the client and
freelancer, it has proved to be largely effective — albeit a scattergun approach.
Our latest enhancements will automatically notify OTM clients of trusted
freelancers on the platform that meet the client’s predicted needs, based on
information drawn from previously completed gigs. This can also be
implemented for the ITM.
A more detailed discussion on our approach and roadmap can be arranged
with our CTO and product team.

9. How Gigged.AI will achieve growth
Our CEO, Rich Wilson, has extensive sales leadership experience from his time
at Allegis Group and Gartner.
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Our approach will include building a highly driven sales team, as well as using
digital channels to achieve growth.
In the last 6 months, we have carried out multiple experiments to test which
channels are the most effective. Below is a short overview of what we have
learned and how this will drive our priorities over the next 12 months.
SMB clients:
Andrew Chen talks in his book, The Cold Start Problem, about the “hard side”
of gaining network effects. We have found that client growth requires more
channels. The channels that we have found to be effective are:
● LinkedIn organic posts: Regular posts from our team and main page
have created a following on this platform. Specifically, posting about the
problems our freelancers can solve is very effective.
● Paid search: We have been able to achieve results and drive new clients
to our website through paid search by identifying the keywords clients
search for. This tends to be most effective with smaller clients.
● Outbound sales: Our account executives are aligned to target cities,
which we have found to be very effective. So far, our strategy has been
to choose 30 target accounts per month. Initial contact is made with lead
conversion and direct reach-outs, after which prospects can schedule a
product demo. We have found that a 20-minute demo meeting has a
90% conversion rate. Going forward, we plan to add more account
executives and target cities with a high concentration of tech companies,
such as Manchester, Dublin, London, Raleigh, and Austin in 2022. We
track our activity and pipeline using Hubspot, which helps automate
many tasks.
● Customer success: Medium-sized clients tend to have 20+ potential gig
posters, and we use referrals and discovery meetings to increase the
number of hiring managers using the OTM.
● Communities: Partnering with venture capital firms with large portfolios
as well as start-up accelerators has proved an effective way to bring in
new SMB clients. This is a tactic we will prioritize moving forward through
account executives and our partnership manager.
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● Events: Attending start-up events such as Turing Fest in Scotland has
proved to be an effective strategy, in one case generating over 30 leads
in a single day. We plan to target four events with a high concentration
of SMBs each year.
● Machine learning: As we collect more data via gigs, we can proactively
market the best talent to our clients. For example, if a client has posted
a gig for a product owner for a data product, then ensuring the client
sees the best 1–2 data scientists or Python developers will ensure gig
flow increases without the need for further sales input.
Enterprise clients:
Larger clients tend to have more choice and barriers to entry, so a more direct
approach is required to gain traction. We have found the following to be
effective in targeting these clients:
● Outbound sales: Experienced account executives who each have 10-15
target accounts are required to meet various stakeholders, including CIO,
procurement leads and HR leaders. They need to uncover pain points and
be able to show how Gigged.AI can solve the challenge and beat our
competition. Ensuring we have strong materials and can prove ROI will
be very important in 2022.
● Customer success: In enterprise accounts that have ITM access it will be
imperative that customer success can spot OTM opportunities.
● Brand awareness: Sponsoring awards involving large enterprises has
been a very effective tactic for improving recognition and awareness of
the Gigged.AI brand.
● PPC advertising: Lead generation will be a crucial aspect of growing our
enterprise clients. We will use PCC to gain leads. Although this is not as
effective as it is for freelance growth, it can have a high return, especially
with our ITM product. LinkedIn has proven to be the most effective
platform for enterprise clients.
Freelancers:
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Our initial hypothesis was that freelancer growth would be our “hard side”. We
initially predicted that we would gain 900 freelancers by December 2021. In
reality, we gained over 3000 freelancers in this time. We achieved this by quickly
finding the most effective channels for attracting freelancers to our OTM,
including:
● Talent Community: Our Talent Community will be used as the primary
channel to promote GigChain. Case studies, featured posts, blog posts,
and pricing incentives are tactics that have been shown to work well.
● Organic social media: We have also seen good results with organic posts
on social media. Posts about gigs and quotes from freelancers have
proven to be very effective in gaining new freelancer sign-ups.
● Organic SEO: Optimizing certain skills and keywords (e.g. data science
freelance jobs) have helped us to achieve over 50% direct sign-ups.
Continuing to optimize our wording for SEO and publishing regular blog
posts will be important going forward.
● Paid search: Our second most effective method of gaining freelancers
has been paid search, mainly targeting competitor searches.
● PPC advertising: We have experimented with paid advertising, and found
this to be particularly effective on Facebook and LinkedIn. We are
exploring mobile campaigns in markets such as India and Bangladesh,
where there is a high number of tech freelancers. TikTok is another
platform we are exploring for influencer campaigns, with a particular
focus on skills such as SEO, UX, UI, and copywriting.
● Referrals: Referrals are a tried-and-tested way to fill roles. We have seen
Braintrust take a cryptocurrency approach to gaining referrals. We will
use tactics like offering complimentary GigChain access, Collective
Benefits (freelance benefits), and tree planting via Tree Nation to gain
referrals.
● Partnerships and events: Partnerships with two freelance communities,
IPSE and Freelance Business Community, have created a high level of
new sign-ups with modest investment. Scaling this will prove to be an
effective way to ensure we hit our freelancer growth targets.
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Despite the success we have seen through some of the tactics outlined above,
our growth will not be achieved by effective selling and heavy investment in
marketing alone. Ensuring we have a driven and motivated team will be the
most crucial element in our continued success.
In the last 6 months, we have worked to build working practices that motivate
our team to do their best work and ensure they feel valued, with a key focus on
wellness and mental health. Ensuring our entire team is focused on adding
value for clients with our products will continue to be our greatest opportunity
going forward.
We have worked as a core team to create 6 values that we live by on a daily
basis:
1. We trust our instincts
2. We are always open
3. We strive for the best
4. We embrace the future of work
5. We keep it simple
6. We care about our people and our planet

10. Funding Requirements
Our pre-seed raise in 2021 has allowed us to build out the core OTM platform,
an initial ITM prototype, and construct the Freelancer Community Portal, as
well as hiring Gigged.AI core team. It also allowed us to complete various
product and growth experiments which have set the course for the future of
Gigged.AI.
We are now looking for a VC partner that will be able to support the scale-out
of our products and achieve revenues of £48m in 2025 and more than £100m
in 2026.
We estimate that this will require a total of £7m in capital.
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We would prefer to split this capital raise into two tranches: one of £4m in May
2022, and one of £3m in February 2023. This will allow our founders to reduce
their total equity dilution by utilizing an increased enterprise value in February
2023.
We would prefer that all funding come from the same VC partner as we scale
Gigged.AI, and will be looking for a VC partner that is able to offer follow-on
after this round. This will help us to continue to scale without the distraction of
another full raise.
An equity raise of circa £7m would allow an 18-month runway, and allow us to
make the following investments.

10.1 Product Development
We will be significantly expanding our product team. We plan to add a Chief
Information and Security Officer, additional Python and software developers,
and a small dev-ops team. This will ensure that we have the in-house skills to
refine and expand our product range and that we are compliant with future
data security requirements.
We will also look to bring the maintenance and improvements of our AI
algorithms in house, with our own Gigged.AI data science team.
Our GigChain product will require funds to build out the solution. We will also
be re-platforming the OTM system to increase speed and add additional UX
elements.
Product Development: £2.6m
● £650k on OTM
● £650k on ITM
● £1.2m on GigChain
● £100k on Freelancer Talent Platform

10.2 Sales & Marketing
To enable scaling within the UK and the establishment of a North American
office, we will require a significant number of hires as well as a change in our
marketing strategy. Alongside three key hires, Chief Revenue Officer, Head of
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Marketing, and a US General Manager, we will be seeking to make additional
hires in our account executive team, and a partnership manager for the
Community Portal.
We will seek to maximize the knowledge we have gained via our experiments
on our marketing channels in 2021. We will be increasing our paid advertising
spend in our most successful acquisition channels. As we launch into new
geographies, we will also be spending on Gigged.AI brand-building marketing
strategies
Sales and Marketing: £3.1m
● £1.8m on paid marketing and brand awareness
● £200k on key hires
● £300k on events
● £820k on sales hires

10.3 Operations
To allow Gigged.AI to reach the level we believe to be possible, we will need to
hire a management layer. This will include a CFO, CMO, COO, and Chief People
Officer. Meanwhile, GigChain will hire its own Chief Product Officer and
Verification Manager. These hires will increase the expert knowledge within the
business and will allow our current CEO and CTO to maximize their strengths
and focus on delivering the best products and services across our ecosystem.
In addition to these key hires, we also expect to increase our office space in the
UK and establish an office in the US.
Operations: £840k
● £420k on key hires (CFO, CMO, COO, CPO)
● £160k on UK & US Offices
● £260k on HR, legal, IT, finance and support costs

10.4 Customer Success
At Gigged.AI, we view our customer success team as a vital part of our path to
growth. As they work closely with clients to establish needs and suggest
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solutions, they are the key to increasing gig flow on our platforms, as well as
reducing attrition.
We will be looking to increase the size of this team across all product ranges
Customer Success £0.5m
● £500k on customer success hires

11. Revenue Projections
Gigged.AI revenues are driven by three main drivers. First, revenue from the
OTM is based on freelance gigs posted by our clients. Once the gig is completed,
Gigged.AI receives a 15% proportion of the project cost. ITM revenues are
based on an initial client setup fee and an ongoing license fee.
The GigChain and Community Portal deliver revenue based on take-up from the
Gigged.AI freelancer user base. GigChain will be sold at a set monthly fee, and
revenue from the Community Portal is based on access fees charged to
partners who we will allow to sell their products to our community.
Four Gigged.AI Revenue Streams:
● Open Talent Marketplace: marketplace fees
● Internal Talent Marketplace: SaaS subscription fees
● Freelancer Community Portal: partnership fees
● GigChain: monthly fee covering token and transaction fees
As we continue to grow our freelancer and client base and launch our GigChain
product, the potential total revenues will begin to grow exponentially. We
anticipate that the OTM will grow to above £8m in revenue in 2024, reaching
£27m in 2026. This will be driven by user growth and the scale of the US market.
Although smaller than for the OTM, our revenue projections for the ITM product
are still promising. We predict that the ITM will bring a revenue of £1.6m in
2024, growing to £4.7m in 2026. The initial purpose of the ITM in 2022-2024 is
to cross-sell the OTM into large enterprises.
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Our objective with the Freelancer Community Portal is not to drive revenue, but
to drive loyalty. By making Gigged.AI a home for freelancers, we believe that
more gigs will be completed on our OTM platform. However, we are aware that
many organizations would welcome the opportunity to target our community.
This may be a particularly interesting opportunity for companies offering legal
services or accounting tools for freelancers, for example. We plan to work in
partnership with a select group of providers who would like to sell their services
to our community in exchange for a partnership fee. We project that the
Community Portal will generate £800k in 2024 and £1.6m in 2026.
Lastly, we believe that GigChain has the potential to be a game-changer both
for Gigged.AI and for the industry more generally. Not only will it be the first
product of its kind for freelancer digital identity, but it will also allow Gigged.AI
to generate revenues from projects completed on our competitors' platforms.
We predict that GigChain will generate £6.5m in 2024 and £15m in 2026.
Overall, the Gigged.AI ecosystem will deliver £17m in 2024 and £48m in 2026.

Figure 14: Gigged.AI Ecosystem revenue growth opportunity
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12. Leadership Team
John Brodie, Non-Executive Chairman
John had 15 years of experience as a data scientist before co-founding the
data science consultancy, Aquila Insight, which sold to Merkle in 2017. John
has over 20 years of leadership experience. John is passionate about AI and
how it can help solve customer challenges by unlocking the power of data. This
is what has driven his passion for Gigged.AI.
Rich Wilson, CEO
Rich has 12 years in senior sales leadership positions at Allegis Group, a $14b
staffing company, as well as 3 years as an advisor and sales leader at Gartner.
Rich is also on the board of Scotland’s Centre for AI and Data. As someone
who started his career as a recruiter in the staffing industry, Rich is passionate
about how AI can disrupt the industry while improving the customer experience
for both clients and freelancers.
Craig Short, CTO
Craig has 12 years of experience as a freelancer where he was an
accomplished platform builder for some of the UK’s largest retail banks. Craig
was also CTO at a fast-growing Scottish tech firm before co-founding
Gigged.AI. As a freelancer for many years, Craig is passionate about making
life easier for other freelancers.
Angela Brown, CFO
Angela has led accounting and advisory teams in an international accountancy
practice. Angela has supported many tech start-ups including leading
Symphonic Software's sale to PING Identity in 2020. Angela has a wealth of
experience working with fast growing software firms.
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Figure 15: Core team in October 2021, from left to right: Angela Brown (CFO), Rachel
Scougall (Customer Success Manager), Harvey Rose (Freelance Community Manager),
Jennifer Ralston (Account Executive), Rich Wilson, (CEO), Craig Short (CTO), Hani Darwish
(Software Developer), Komal Gosai (Project Audit Manager), Craig Wilson (Software
Developer), Rachel King (Product Owner), Jess Fraser (Finance Manager), John Brodie
(Non-Executive Chairman)

13. Investors and Advisors
Calum Forsyth: Techstart Ventures, lead investor
Stewart Siegel: Director of Principal and Prosper, finance expert, investor,
entrepreneur x 1 exit
Warwick Beresford-Jones: Former CEO of Merkle Aquila, data science expert,
entrepreneur x 1 exit, investor
Nick Jones: CEO of cryptocurrency wallet Zumo, blockchain expert, investor,
entrepreneur x 3 exits
Grant Fraser: CEO of marketing firm Digitonic, entrepreneur, investor
Jon Younger: Future of Work expert, Forbes contributor, advisor
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Heleen Kist: ex McKinsey, NED, advisor
Todd Mohr: Former president of Aerotek, advisor
Gaelle Ciriegeo: ex Skyscanner VP of People, advisor
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