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Human Capital, we present the

nuances of HR Agility, which is the
essential need of the hour. The new-age
employees, disruptions in technology, and
the ever-rising consumer expectations
have coerced the HR function to become
agile. Adopting the Agile methodology is
a one-stop solution for a faster delivery
cycle, and also provides sufficient ground
for experimentation. The edition also
impresses on the principal element of HR
Agility viz. learning agility, since this is
an integral ingredient for HR Agility.

I n the February 2020 edition of

In an exclusive conversation with Human
Capital, Dave Ulrich, Rensis Likert
Professor, University of Michigan, and
Co-Founder & Principal of the RBL

Group, shares compelling insights over
why agility is the name of the game in
today’s dynamic and disruptive world,
and the need for HR practitioners to
become organisation architects. The
section also features Robin Banerjee,
Managing Director, Caprihans India, and
author of ‘Who Blunders and How: The
Dumb Side of the Corporate World’, who
shares intriguing insights on the pivotal
mistakes and missteps that could cripple
a growing company.

In the Learning and Development column,
Ketan Bhatt highlights the fact that
intellectual sprinting is essentially
fetching the future. The Expert Talk
section features an engaging collection of
articles by prominent industry leaders,

where Rupak Agarwal discusses what will
drive talent success in 2020, Abhiroop

Banerjee talks about excellence and how
it differentiates leaders from followers in
the market, and Urvi Aradhya lays out
how diversity has become a new mantra
for Indian organisations. The Case Study
addresses the ever-crucial aspects of
managing millennials.

In the Persona section, Raj Raghavan,
Senior Vice President and Head of
Human Resources, IndiGo, shares the
business and leadership lessons he has
learned over the years and reflects on
how adopting a scientific approach to
drive progressive HR decisions is taking
IndiGo to newer heights.

Carpe Diem!

Neha Jain
Managing Partner
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EXPERT TALK

T he term “disrupt” these days
has become substitutable
with innovation and success.
A Google search on “disrupt” yielded
me over 300 million results in
2020, ten times more than in
2010. | was left wondering, “What
is 2020 going to bring for talent
professionals and candidates? And

more importantly, what is going
to drive talent success in 2020?”

| spoke to Ruchi, the Talent
Acquisition Head of one of the
contemporary enterprises in present
times. She leads an efficient team
and has been at the source of
standardizing processes that once
used to deliver results, but no more.
She shared with me that her team
is now overworked, struggling
between sourcing right resumes,
scheduling first-level telephonic
screenings, following-up on
outcomes with hiring managers,
attending meetings, conducting HR
rounds with potential hires, and so
on. Moreover, by the time they
near the stage to close an offer
with the worthy candidate, one of
the two things happen—either the
candidate backs out, or the hiring
manager revises the requirements.

Ruchi wants her team to offer a
very personalized, attentive candidate
experience, but is held back by the
time required from her already
pressed recruiting team.

The world around Ruchi is
changing at a very fast pace. As
business keeps getting disrupted,
the hiring needs also keep changing.
She is now wondering, “Should I
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What is 2020 going to bring for talent professionals
and candidates? And more importantly, what will
drive talent success in 2020?

BY RUPAK AGARWAL

keep matching requirements given
by the hiring managers or hire for
potential?” And in the latter case,
“How do I spot the potential in
the candidates?”

“Expect the unexpected” has
become an inseparable part of
Ruchi’'s daily grind. She is convinced
that at some point, she will tell her
CHRO/CEO about how stressed she
is. Yet it never seems to happen!

While you process Ruchi’s
story, | would like to share another
story about Amit, who is a 21st-
century candidate. He is sharp,
ambitious and efficient in his
work. Having completed two years
in his current organization, he
wants to feel empowered and has
been looking for new challenges
with no success in the past six
months. | happened to ask Amit
about the problems he was facing.
Amit beautifully articulated his
concerns in the following three key
observations:

e Interviews follow such a
traditional format. Create a job
posting, post it on LinkedIn, the
company’s website, job boards, and
on various other channels. Then,
wait for people to apply, funnel the
applicants through the applicant
tracking system, pick qualified
candidates, and start the screening
process. After this, contact the
candidates over an email, schedule
phone screens, do phone screens,
and blah, blah, blah—it is such a
long and tedious process! Why
cannot recruiters initiate a
straight interview conversation

with me through texting which
is simpler, straightforward, and
free from hassles of login or
password?

e | would love to connect and
know who the hiring manager is
and get answers to some of my
very basic questions even before |
decide to apply. Why can the
screening not be through a
video call with the hiring
manager directly before I
apply? This will give me an
opportunity to know about the
organization—its culture, mission,
vision, industry, the challenges,
and what s/he expects of me in
that job role. Why do | have to
move through such a long HR
funnel?

e | am one of the “organization’s
consumer”, yet nobody seems to
really bother about delivering
a “candidate experience”
which I can cherish. Why can’t
they allow me to take assessments
as per my convenience of time and
venue? Why can’t they cut down
the number of interview rounds,
and the time it takes for them to
say a yes/no? Why can’t they re-
engineer their systems for continuous
two-way interactions which allows
me to ask questions and speak to
people already working there,
rather than a one-way recruiter-led
communication?

TALENT BRIDGE 2020

So what will the “Talent Bridge” of
2020 (TB2020) and beyond look
like? | recently read a very
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interesting IBM report on
“Recruiting 2020”. Supported by
intriguing findings of the report M
and based on my domain expertise,
here are five key trends that |
think will define business success
in 2020 and beyond.

1. Ruchi and her peers constantly
grumble about the shrinking pool
of talent for the most demanding
skills. Yet, most organizations have
a prerequisite for a degree. TB2020
suggests that you ask yourself, “Is
a degree truly a determinant of a
worthy candidate for this role? It's
time to redefine the qualifying
criteria and focus on skills.
Also, use validated assessments
that help you to zero in on
candidates with potential quickly.

2. With TB2020 as her coach,
Ruchi now uses new-age smart job
boards that have helped her step
away from the traditional hiring
method of matching resumes with
job requirements. These smart
boards serve as an“ecosystem of
needs and a talent pool of
candidates” ""who are pre-screened
on a range of competencies required
for each job role using validated
assessments and cutting-edge
technology tools. These smart
boards are integrated with talent
databases from various institutions,
local talent communities, skilling
institutes, diversity job boards,
minority associations, and also
provide quality referrals.

Now, Ruchi searches for
candidates by competencies or

Human + www.humancapitalonline.com

roles to get ranked profiles, is able
to watch their videos recorded
through robot interviews, quickly
engages with potential candidates
using text-based conversations, and
assesses them further through
video-based interactions. She then
aligns all stakeholders over the
cloud using cutting-edge technology
and extends offers to candidates
within a few hours.

3. Ruchi is now, what | prefer to
call, the ideal “2025 talent
professional”. By implementing
Agile talent acquisition
methodologies, her team is running
“time-bound sprints™V that focus
on the most business-critical roles.
Her team members are now true
talent influencers, delivering faster
results with more impacitful
outcomes than ever before.

4. Ruchi is convinced that
traditional hiring practices seem
like flipping a coin, based on
intuition-driven decisions. Her
secret to sourcing the right talent
lies in knowing which candidate
has the ‘potential’ to develop and
adapt to the demands of the job
and which abilities and behaviours
define success in each job role. By
using the right technology tools,
Ruchi’s team now augments data
with insights and makes decisions
that are balanced by facts and free
from unconscious bias.

5. Amit is now able to watch the

hiring manager take him through a
virtual reality tour of the organization
through a pre-recorded video

EXPERT TALK

available on social media and job
boards. It makes him feel excited
about how he can add value to the
organization whilst fulfilling his
aspirations. Amit is able to initiate
a direct conversation with the
hiring team through messaging
applications and take assessment
tests through voice-enabled robot
chat conversations. He appears for
on-demand robot interviews at his
convenience, where his responses
get recorded over video, and he
simultaneously interacts with the
organization through chatbots with
natural language processing to get
his queries answered. Finally, Amit
is at ease in helping himself be
sure of being a ‘right fit’ for the
organization. @

IBM Watson Talent. (2019). Recruiting
2020: Transforming your talent
acquisition process. Retrieved from
https://www.ibm.com

Rupak Agarwal is the Founder of
EvueMe Selection Robot, an Al-
powered Robot Interview and
Assessments platform. He is an
alumnus of IIM Bangalore and
possesses over two decades of rich
experience across diverse industries at
CXO level. You can connect with him
at www.rupakagarwal.com
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