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Payment Services Directive Two
(PSD2)

New regulation requiring banks to make their payment systems
and customer data available to third-party organisations will
create significant opportunity to FinTech and other challenger
companies, and pose a threat to banks’ payment-based revenue.
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Over the past year, we have increasingly seen FinTech and FTSE250 clients broaden their

From a resourcing and recruitment perspective, the regulatory changes are resulting in

The successfulopportunities,
incumbent would
initiatives/projects
to growing FinTech and
unprecedented
both inlead
the banking
sector and within
resolve
complex
and implementation
other
new
entrantsproblems
to the payments
systems market.issues critical
to the company, including international growth strategies
and acquisitions/divestitures.

In a diversifying workforce, some of the flexibility and less formally structured operational
structure pioneered by tech giants has proven lucrative. As end-user expectations evolve,
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Finding the right candidate for an evolving role is only the first step; BHA’s Advisory
products are tailored to each organisation, providing strategic human resource programmes

Brief: The client created a newly-formed internalised
strategy group in 2014 that reported directly to the Head of
with existing, core capabilities.
the Corporate and Investment Bank. The team consisted of
former McKinsey & Co employees who had previously
PSD2
need to know:
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Januaryprojects
2018 - EU
member
to adopt
the revisions
to the 2009 PSD into their
across
the states
platform.
As such,
the group's
legislature.
European decisions
banks will be
required
to share and
theirthere
data.
approach
to strategic
was
homogenous
a requirement
to provide
a more
diversified
approachperiod, assessing how the
•was
The
UK Government/HM
Treasury
has begun
a consultation
into
the group. The client were looking to hire an Executive
UK will implement changes.
Director into this group from either Bain & Co, Boston
•Consulting
Banks and
payment
services
providers, including
new-entrant FinTechs and other
Group
or from
an Investment
Banking division.

in talent retention, with a focus on diversity, innovation and expanding new business areas

organisations including retailers and tech companies, can have equal access to client

Thedata.
successful
incumbent would lead initiatives/projects to
These third-party organisations fall into two categories:
resolve complex problems and implementation issues critical
- Account
Information
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(AISPs)strategies
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includingService
international
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Payment Initiation Service Providers (PISPs)
Salary: £200,000 base salary
Process: Engagement to completion i.e. candidate start date
was 8 months.

Observations:
There were challenges which had to be overcome during this
process:
• Because of the nature of the individual that they were
looking to hire into the group the process needed more
structure.
• The agreed interview process was two sets of interviews,
one set with the group and the other with HR. However
after the first interviews concluded, additional
stakeholders i.e Head of M&A, FIG, DCM became involved
in the process, which caused significant delays.
• The client was unable to provide clear examples of career
progression within the group and across the wider firm
to demonstrate the importance of the role.
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