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Context to the nugget conversation

Darleen speaks about the challenges in hiring effectively in the remote world. Atul Bhandari, Ritu
Kochhar and Rohit also share their perspectives around how we need to tap into stories much more
in these times and how remote work has opened up the aperture in terms of where people look for
talent. They also share an interesting perspective around how companies are thinking about
experience versus potential in these times.

Transcription
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Deepak Jayaraman (DJ): And moving to a different theme leadership assessment, which in a way it’s
sort of meat and potatoes at firms like Egon Zehnder and Spencer Stuart. | was talking to one of my
friends in the search industry and he was saying that there’s a certain kind of candidate who ends up
presenting well in the online medium as compared to the real world and therefore it becomes even
more important for us to ensure we don’t get biased by how people present in an online medium.
What would have you observed about assessment and judging leadership capabilities in the remote
context?

Darleen DeRosa (Darleen): Yeah, and | think in many ways at least in the searches that we are doing,
we are seeing a lot more of an interest in assessment maybe for a slightly different reason. But to
your point, | mean, people whether your virtual or not people can interview well and we have
known this right? And you know this from your time at Egon Zehnder. | mean, some people just
interview better than others. So, a lot of our clients are really rethinking their assessment approach
to make sure that it’s multi-dimensional. And because of those leadership traits that | talked about
earlier being much more important right now to many organizations, especially boards who are
recruiting CEOs and senior execs wanting people who are authentic, who can engage people even
despite the distance, there’s a lot of those personal characteristics that boards are now really
focused on integrity, you know, those things have always been important, but they are more
important than ever. And so, a lot of boards and clients are using more multi-dimensional
personality assessments and other types of assessments that go beyond just an interview where
people might be particularly skilled in an interview or presentation and you might not be looking at
the whole person. So, that’s something we have clearly seen.

DJ: Atul Bhandari (Atul) of SpencerStuart India speaks about how interviewing in a remote world
requires you to dig into stories and context much more than you would otherwise. He also speaks
about the criticality of referencing.

Atul: “So couple of things, one, it is very important to go deep into the stories that the candidates are
telling us. And when | mean stories, it is about how have they created impact and in what
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environments they have created impact, which is what we used to do earlier as well by the way,
nothing has changed on that. But just going a level deeper because you are not able to pick up some
of those body language signals, has become very important. Secondly, | think the whole assessment
has become lot more multi-dimensional, moving away just from an interaction, and what do | mean
by that. So there is lot more focus on referencing today. In fact, not just us but even clients are keen
to do references directly because that is where in the absence of meeting somebody physically,
because typically in an interview process, you would meet somebody five-six times, you get multiple
points of view, everyone would pick up a different interesting nugget that they picked up whether it
was the eye contact, the body language, it is much harder to do on a screen. It is much harder to pick
out some of those nuances when you are doing 10 to 12 Zoom meetings in a day. So that referencing
has become extremely important.”

DJ: Ritu Kochhar (Ritu) of SpencerStuart India speaks about the opening up of the aperture of
recruitment given people could be productive from remote locations.

Ritu: “In general if you ask me when it comes to taking decisions around hiring and, you know, | think
most organizations which is good, not all but quite a few organizations have actually also started
thinking about what the future of work will look like in their organization. And I think that has
opened up the thinking a bit. | am not just talking about say just a CXO level talent but we are seeing
organizations be a little bit more flexible. So you either have the work from home or you have the
hybrid model or you have in some cases, so for example for tech companies, so there is this, you
know, financial services company which wanted to set up a core digital led platform and this is
Mumbai-based, traditionally they would have wanted everybody to relocate to Mumbai, right. Here,
they are hiring people from Bangalore, Hyderabad, they have become so comfortable with that
particular piece that they are happy to have an organization which works very differently than what
their traditional financial services organization has actually looked like. So in some respect, it has
actually opened up on how people think about some of these things in the new dynamic workplace
and working models as we are talking about it.”

DJ: Rohit Kale (Rohit) speaks about how hiring from different areas is actually helping drive the
diversity agenda.

Rohit: “We all know, you know, finding, for example, hiring financial services talent into non-Mumbai
locations is difficult. Similarly, finding digital talent in Mumbai is difficult and suddenly, you are
saying, well, they do not need to come to Mumbai, they can continue to be based in Bangalore. It
suddenly opens up the vista for the kind of talent that you could potentially bring into your
company.”

DJ: He actually goes on to speak about how hiring in the remote world has led to people leaning
more towards experience than potential.

Rohit: “Where you are hiring for example completely new, you know, somebody from a completely
different sector or a function into a role, it is that much harder. The familiarity that people bring into
the role, kind of also has an impact on how successful that person is in a remote hiring and a remote
integration scenario. And therefore, what we have seen, particularly the impact of the last is actually
something that | am not very happy about is because people are defaulting to experience versus
potential. They just feel that much more comfortable that the person knows what they are talking
about, we are not betting too much on the potential of the person but we are hiring for what that
person knows.”
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Reflections from Deepak Jayaraman

DJ: This is possibly driven by the fact that the leader coming in as a shakier scaffolding to work with
in the context of the transition. So focusing more on experience than potential is possibly a risk
mitigation approach in these times.

The point Rohit makes around Experience versus Potential is an interesting one. | guess, our ability
to take bigger risks with potential depends on the quality of the Integration processes in the
organization. | work closely with a young Private Equity backed company in the Retail space. Given
we were building out the organization from Ground Zero, what is helping us here is being deliberate
about some of the elements of DNA of the kind of person we want in the organization and being
deliberate about it at the time of hiring and reinforcing some of those themes as new leaders join. |
guess, this is a journey and there are no magic answers. But like Sahiba says earlier, the remote
world has possibly got us to be a little more deliberate and thoughtful about some of the intangibles
such as Culture, Candidate DNA and so on.

End of nugget transcription
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RELATED PLAYLISTS YOU MIGHT LIKE

Effective hiring: Staffing up your leadership team thoughtfully is one of the key roles of a leader.
However, the paradigm for hiring in the digital world is changing as we move towards a world where
intrinsics are beginning to matter more and more. Leaders across domains share their insights on
how one could hire effectively. You can access the playlist here.

Spotting Potential: As we move towards a world where intrinsic capabilities count for more and
more, how we spot diamonds in the rough is a capability that will begin to matter more and more.
This is as relevant for hiring as for investing. Leaders across disciplines share their insights on how
they look for raw potential that can then be honed. You can access the playlist here.

SIGN UP TO OUR COMMUNICATION

Podcast Newsletter: Join 1000s of leaders who benefit from the Podcast newsletter. Not more than
1-2 emails a month including keeping you posted on the new content that comes up at the podcast.
High on signal, low on noise. Sign up for the podcast newsletter here.

Nuggets on Whatsapp: We also have a el [ 1SRN EYLETo o Mo [E g1 o U1 lo] W= (Lo T N E-h 13 b U By i 1)

where we share 2-3 nuggets a week from the Podcast archives to provoke reflection. If that is of
interest, please click here and send a message stating “INTERESTED”. Do also add this number to
your Phone Contacts so that we can broadcast our messages to you when we share a nugget.
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About Deepak Jayaraman

Deepak seeks to unlock the human potential of senior executive’s / leadership teams by working
with them as an Executive Coach / Sounding Board / Transition Advisor. You can know more about
his work here.

Disclaimer and clarification of intent behind the transcripts

This written transcript of the conversation is being made available to make it easier for some people
to digest the content in the podcast. Several listeners felt that the written format would be helpful.
This may not make sense as an independent document. Very often spoken word does not
necessarily read well. Several of the guests have published books and the language in their books
might be quite different from the way they speak. We request the readers to appreciate that this
transcript is being offered as a service to derive greater value from the podcast content. We request
you not to apply journalistic standards to this document.

This document is a transcription obtained through a third party/voice recognition software. There is
no claim to accuracy on the content provided in this document, and occasional divergence from the
audio file are to be expected. As a transcription, this is not a legal document in itself, and should not
be considered binding to advice intelligence, but merely a convenience for reference.

The tags that are used to organize the nuggets in the podcast are evolving and work in progress. You
might find that there could be a discrepancy between the nuggets as referenced here and in the
actual podcast given this is a static document.

All rights reserved. No part of this document may be reproduced or transmitted in any form or by
any means, or stored in any retrieval system of any nature without prior written permission.
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