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CEOCFO: Mr. Sinha, what is the concept behind JobFindah Network?
Mr. Sinha: JobFindah Network is a specialized online recruitment solutions 
provider that helps recruiting and human resources professionals solve the 
recruitment challenges associated with unique regulatory issues such as 
OFCCP compliance and diversity recruitment. One key area of 
specialization is our OFCCP compliant internet recruitment solution, which 
caters to the needs of companies that do business with the federal 

government. The US government spends about one trillion dollars annually to procure products and services from 
thousands of companies – from defense contractors to healthcare providers supported by government funding. These 
companies, the federal contractors, must follow special guidelines in their employee recruiting efforts, and must have an 
active affirmative action program in place for the hiring of veterans, people with disabilities, and various other minority 
groups which are traditionally under-represented in the workforce. As an extension of that specialization, we also assist all 
medium and large companies in addressing their workplace diversity challenges. We help these companies find and 
reach qualified candidates from various minority groups in order to improve diversity in their organizations. In addition, we 
help companies develop and communicate their diversity and inclusion-based work culture brand in an attractive and 
compelling manner that potential employees find authentic and engaging. Employees behave like consumers- they are 
attracted to employers based on their perception of the company, similar to consumer preference for a certain brand over 
another based on their perception of a brand’s products. We use multiple technologies, marketing practices, and reporting 
software, and package them together to make an end to end solution that is easy, effective and affordable for employers.

CEOCFO: How would it work? Using the example of companies working with the government, what would they 
be able to do with JobFindah that they cannot do or maybe cannot do as well in other venues?
Mr. Sinha: The recruitment efforts of government contractors need to go beyond the traditional practices. Normally, most 
companies will post their jobs on Indeed, LinkedIn, or some large job board to receive applications from the general 
candidate population. However, when a contractor also wants to find and hire people who are traditionally 
underrepresented in the workforce, the above steps are not sufficient, and companies need to do more to reach out to 
these special candidate pools proactively. They also need to reach out to the thousands of career counselors, veteran 
representatives, and disabled veteran counselors in local communities and the state workforce system, which can help 
them find such candidates. In addition, they can leverage the official state job boards that are part of each state workforce 
system, and attract an additional pool of such candidates by posting job openings there. Such methods help these 
contractors reach candidates who might not normally use traditional job boards, or may need personalized assistance in 
their job search. We have developed an integrated technology platform to follow these methods holistically. First, we post 
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job listings in our own network of job boards, which are customized for these candidate pools. For example, such 
customization may include specialized job search tools that can translate the skills of veterans in terms of requirements 
for civilian jobs, and steer them towards the right set of jobs. This kind of candidate-specific assistance is at the core of 
our customization. Our job board network offers this customization not just for veterans, but also for disabled workers, 
women, minorities, and others. The whole idea of posting jobs on our network is to attract candidates from these special 
pools who can understand and apply to jobs from these employers. Next, we send the job listings to career counselors, 
veteran and disabled veteran specialists, and others at local organizations as well as at the state one-stop employment 
centers. The idea is for these counselors to have local job opening information in hand and use them to coach and 
counsel candidates who approach them for guidance. This holistic approach to recruitment is different from what is used 
by traditional job boards, and makes our service a necessary complementary service for federal contractors.

CEOCFO: There are laws about going after a specific group. What is the connection? How is that applicable in 
what you are doing?
Mr. Sinha: Prevailing laws mandate that an employer must not discriminate in their hiring process, and in fact, our efforts 
are not discriminatory. These efforts are about finding talented employees from specialized groups and underrepresented 
candidate pools which may be left out in normal recruitment practices; and our focus is on inclusion. Our main job board 
attracts all candidates, and then the customized niche job boards attract underrepresented groups through more relevant 
content and coaching. Many companies struggle to attract veterans, disabled workers, and women. For example, if you go 
to Silicon Valley, you will find that companies are struggling to hire women for engineering jobs. Our service helps 
companies tackle this problem – both for regulatory reasons and business reasons. Diversity is an important theme in 
workforce planning - not just because it is a requirement or because it is the right thing to do, but also because we need to 
be able to find employees in our knowledge-based economy where diverse ideas and talent are key drivers of ‘out-of-the-
box’ thinking and innovation. 

CEOCFO: Have companies been looking for a better solution? How would they find you if they are looking?
Mr. Sinha: Yes – thousands of federal contractors actively look for solutions such as ours. Some companies have tried to 
put together these practices internally, only to realize the various complexities and associated costs, and now they are 
looking for external solutions that are easy and more cost-effective. And then, there are many thousands of federal 
contractors who do not have any such programs in place. I have seen instances where the HR or recruiting groups are not 
even aware that they are a federal contractor. The industry requires education and awareness about this. Before creating 
JobFindah, I founded another company called America’s Job Exchange, which provided similar services. That was ten 
years ago, when the industry was in its formative years. After ten years, customer expectations have changed, 
technologies have evolved, and companies have a different level of understanding and perspective on this issue. We 
created JobFindah so that this whole process can be done much more efficiently. The first few years have helped with 
awareness and need validation, and now this is really a growing area with many possibilities ahead. There is great 
intrinsic demand for such services, and companies will find us through educational seminars, tradeshows, word of mouth, 
and our efforts to proactively reach out to them.

CEOCFO: How are you reaching out to potential clients?
Mr. Sinha: We do various inbound and outbound marketing programs to reach potential customers. Many new customers 
come to us after finding us on Google. We also reach out directly to HR and Talent Acquisition professionals to discuss 
their diversity hiring and OFCCP compliance programs. We connect with them through industry conferences and 
tradeshows, and organize educational webinars to go over the regulations and how companies can address them in 
conjunction with their generalized recruitment programs. In addition, we send out educational email programs to HR 
professionals and career counselors to keep them informed about current events in the industry. Our integrated marketing 
and sales program is core to our customer outreach and engagement strategy. 

CEOCFO: Where were the challenges in developing the technology?
Mr. Sinha: Ten years ago, the technology challenges were paramount, but there has been significant progress in that 
front, such as improvement in database technologies, cloud services, and open-source tools that help us do things much 
better and at a much lower cost. At the same time, the technology consumption patterns of our users, both candidates 
and employers, have changed and so have their expectations. Ten years ago, we were spending time on optimization of 
server configuration, and we spend time today on developing ‘responsive’ experiences so that our users can use their 
mobile devices for their career search. We have many more opportunities to collect user data and serve more 
personalized experiences that are most relevant to these specialized candidate pools. We have document management 
technologies available that are a big boost to configure our reporting mechanisms to help customers manage 
documentation of other compliance and diversity programs and be always ready for ‘audit’ situations. We also have 
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opportunities to better integrate with our partners for automated job data scraping, distribution, and information 
transformation. In fact, the overall improvement and ubiquitous availability of the technology ecosystem has made it 
possible for us to take this industry to the next level through automated processes, contextual content, and reliable 
execution. In summary, technology has opened up the door to many more opportunities to deliver easier and better 
solutions to existing problems, while driving costs down.

CEOCFO: Would you tell us about your recent agreement with Vikus Corporation? Is that typical of what you see 
going forward?
Mr. Sinha: Our partnership with the Vikus Corporation is a very special one. Vikus specializes in helping senior care and 
long term care organizations hire and engage the best talent using their integrated recruiting platform. They offer 
innovative technology that solves the unique challenges of these organizations which need to hire staff that are qualified 
and engaged to make the lives of the elderly as wonderful as possible. These are special type of people - qualified, 
caring, and empathetic, and the reputations of these organizations are directly impacted by the performance of their staff. 
Identifying and recruiting such employees is no small task, but Vikus has made it easy and efficient. Now most of these 
organizations are also federal contractors, as they receive funding and reimbursements from the government for the care 
they deliver. So, it is important to make sure that their regulatory compliance program is in place, and that it remains easy, 
effective and affordable. Our partnership with Vikus ensures that. By combining the unique expertise of the two 
companies, we are able to bring these organizations an integrated solution to recruitment and related regulatory 
compliance that takes care of the challenge holistically and frees up time so they can invest and focus on their core 
competence – which is delivering the best care possible to the elderly in their golden years.

CEOCFO: If we speak a year from now what might be different for JobFindah? 
Mr. Sinha: Our biggest investment is in two areas – technology and service delivery processes, and I hope that one year 
from now you will see JobFindah Network delivering an even better and easier solution to our clientele. Specifically, you 
will see that we will improve our targeting technologies so we can deliver the most relevant jobs to our candidates. Most of 
the job search algorithms still depend on matching texts and not really the ‘context’ of the search. We hope to make 
significant strides in identifying specific candidates for specific jobs and employers. What this means is that not only do we 
find candidates who have the skills and experiences a job requires, but also match the specific requirements of an 
employer based on their affirmative action objectives. For example, a software maker in the Silicon Valley may have 
underrepresentation of women in their engineering teams, based on the analysis of their employee demographics. We 
want to vastly improve our ability to take their engineering jobs to the women who possess the skills and training for them. 
Our ability to take the right job to the right candidate, both from the perspective of the candidate as well as from that of the 
employer in the broader context of workplace diversity and talent, is one of the key objectives of our journey, and we will 
continue improving on that. Another area where you will see huge improvement is in our ability to simplify the candidate 
experience. That means that instead of a uniform application process for all candidates, we want to make the application 
process tailored for each specific candidate and job group. Having a person with visual impairment go through a 
candidate experience that is not accommodating for such impairment is unacceptable. Therefore, we remain focused on 
personalizing the whole candidate experience, depending on the unique strengths and challenges of each of our 
candidate groups.


