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The tech sector is a lucrative area for anybody who is building a career. Whether you are looking to advance your personal career or build a successful company, there are plenty of opportunities. On Episode 19 of The Disruptive Mindset Podcast I spoke to Andrew Diaper, the Executive Vice President & Head of Europe at Collabera Digital, about what makes him and his company so successful. Here’s what he said:  




What’s your growth strategy?




The strategy is to pivot the organisation to become a digital engineering technical services company focused on enterprise accounts. Instead of just saying, ‘There’s some free software that you can use, which in our experience is better than the one that you’d be paying for, for the last five years’, we’re challenging the norm. We’re being disruptive. We’re saying to people, ‘Is this really an agile delivery model? Actually, you need to build a new framework.’ The strategy in simple terms is going after enterprise accounts and being forward thinking in our approach. 




In addition to that, I want people to say we’re easy to do business with. I want to have some fun and put a smile on your face. If someone says, ‘Can you sign an NDA?’ don’t take it in and five weeks later. Say, ‘Yeah, I’ll go and chase up on legal’, have a look at the NDA, sign it, and send it back. Just be sensible. We’re seeing really positive financial results from this year because of those strategies. 




[image: ]



What has been the differentiator for your business? 




You gotta have good people. I have some great people who’ve worked with me for more than a decade. So when you’ve got good people, and those people understand the industry that you want to target, then you’ve got credibility. You may have some relationships where you’ve built trust – then it’s a case of going back to basics and saying, ‘We need to understand what you really need,’ not telling a client what you think they want. That goes back to the forward thinking I mentioned, and the role of challenging the client by saying ‘I’m not sure you need that. You should look elsewhere,’ which creates credibility. 




If you’ve been around for a long while and you’ve delivered, people are willing to give you an opportunity if you ask for it and you can back up why you should have it. When I say ‘back up’, I mean does the company that you’re representing have the ability to deliver on the work? Can you commit it because all of the teams are behind it? Those are the biggest differentiators; the freedom, the agility and the speed.




How do you create your success? 




You can look at things materialistically, achieve something, then I think ‘I want to achieve more’. Then you’ll think ‘I want to do something else’. First and foremost, I tell everyone, ‘There’s nothing that we can’t do’. I know that other people use this methodology called SHED, which stands for sleep, hydration, exercise and diet. Mine should be called SHEDF, because I want fun there as well. You need to love what you do. A lot of people have the expectation that if you work hard, you’re gonna get rewarded. We also know that at the end of the day, you need to let off some steam. You have to be careful chasing that success, because those goals can suck you in, but you need to balance that with something you enjoy. 




To learn more about Andrew’s career and advice, tune into Episode 19 of The Disruptive Mindset Podcast here. 
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AI exploded into the cultural zeitgeist with the release of Chat GPT just over a year ago. Since then, it’s become a part of people’s workflows across the world. On Episode 18 of The Disruptive Mindset Podcast we were joined by Micheal Berns, the Director of AI & FinTech at PwC Deutschland, to talk about how AI is impacting recruitment in the tech space, as well as Micheal’s advice for small businesses and startups. Read on for his insights. 









How is AI being used to detect the hidden patterns in unconscious bias?




Some of my work was published in a research paper called ‘Bias Uncoded’ back in 2018. We looked at historic records of CVs to see whether we could find some past records of the recruitment process. What you often end up with when you do this historical analysis is the CVs of the people that were picked, but not from unsuccessful candidates. However, that still gives us some helpful insights. 




What proved more helpful was to really look over the shoulder of the executive search firms and recruiters to say, ‘Out of this total pool of CVs you’re getting, how many are you picking? Which ones are you picking? And what are the criteria?’ You conduct interviews with the staff, you review them, then you let the model in the background do its work and determine patterns. The algorithms can bring out and display patterns to you. Some might be more obvious than others, but it will help you tease out the biases. 




When you look at a more long term picture from the CVs and backgrounds of people who stay longer with the firm, what are the real success criteria? Where do they do any training? Will they do another degree? How will they move through departments? How do they align themselves with the brand? You can uncover a system that is quite transparent in terms of the biases, such as ‘You could be hiring people from outside Oxbridge or with a different gender.’ You can use those insights to show different applicants their chances too. In the current day, where a lot of companies have policies around fair employment and fair payment, you can use AI to help them on their journey through the insights that systems like that provide. That makes it easier to implement change.




How is AI and machine learning impacting the hiring process, and what possible applications of AI are there in recruitment?




Chatbots are becoming more prevalent in recruitment. In the past, either applications were not responded to at all, because the small team was overwhelmed, whereas now candidates have a chance to at least have a first discussion with a chatbot. Or it might be with an avatar, or a video interview where the recruiter is recorded. Having different channels or different approaches allows companies to create more engagement, in comparison to probably never hearing back. 




For a lot of companies it’s about branding. Once you’ve found some interesting applicants, particularly in the area where you have staff shortages, you need to keep them engaged. Of course, you can have an engagement team, but you could also have a branding or marketing campaign behind the scenes that is AI-driven, based on that person’s particular interest in your website, landing pages, and so on. 




Overall, a lot of these different processes are the early stages in terms of collecting potential CVs, looking at typical career paths, finding a long term match for the firm, getting the branding across during the engagement, doing the matching, making sure that things are kind of exchanged on a quick basis, and helping the hiring firms stay up to date by automating their processes. That will help busy companies not to lose out in a difficult candidate market. 
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How would you recommend small companies use AI technology in recruitment? 




You always want to fully understand the client. You should do a maturity assessment in terms of your processes and how much data you already collect. Do you have a central site system that you enrich with things from LinkedIn and other sources? How much engagement do you get, and how do you stay in contact with the candidates afterwards? I found that some of the leading firms have established effective touch points later down the timeline. 




You could also do it from a data perspective to say, ‘Okay, I’ve built some simplistic models that predict whether somebody really fits into the firm. Now, having a look at it one year later, was the right decision for them, from what my model is saying, but also their feedback? So it could be a good mix between a business perspective and a validation perspective. This is something that some of the larger players realised a long time ago, but even from a smaller company’s point of view, there are more and more dedicated solutions out there for AI and recruitment. 




With generative AI, the world is already changing and taking it into account. When you start out on the journey as a smaller player, it’s really more about assessing the systems you currently have and the insights you could gain from the data, not adopting a strategy or model just because larger players have found success with it. There’s not one AI model, there are different libraries and approaches that are suitable for different setups. 




You could do some cluster analysis, start with some statistical insights on hiring patterns of clients or use AI with other tools and plugins. You can find answers for important questions like ‘Is your competition moving faster? Does a competition find more suitable candidates? Are they turning them around faster? Do they have better market access to a certain area?’ and so on. Decide which AI to use based on where you are at in terms of maturity data and systems and so on, including whether you want to invest in some smaller projects or a dedicated system for AI and recruitment. 









To learn more from Michael, tune into Episode 18 of The Disruptive Mindset Podcast here. 
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The LGBTQ+ community makes up a rich and diverse portion of the talent pool. On Episode 5 of the Beyond Labels miniseries we were joined by Sophia Carlton, who is a distinguished fraud and risk management executive, award winning author, and passionate LGBTQ+ advocate. She talked us through her experiences in the workplace as a member of the LGBTQ+ community and shared her advice for engaging wider teams in LGBTQ+ acceptance and inclusion. Read on to find out how you can foster inclusion in the workplace. 




You’re part of the LGBTQ+ community and you lead initiatives at work to support that, could you tell us more about that?




Employee Resource Groups are where I found community when I first started my career. They really helped me find people who shared my values, who I could connect with, and who were speaking the same language. It gave me this sense of deeper purpose and meaning in my work. I started supporting ERGs at my first firm and rose the ranks from local leadership to national leadership to national strategy by supporting ELT conversations and thinking about equality across the country for LGBTQ+ employees. 




That was an amazing action to be involved in at Accenture. I’m currently the lead of our local chapter here in the DC area. I’m also our national programming lead. In those roles I shine a light on the different identities within the LGBTQ+ community. There’s a lot of identities within that, including some more niche groups, and I want to highlight the wonderful people within them. We want to increase understanding, compassion and empathy by bringing their stories to life. When you know someone who identifies a particular identity, it makes it so much more real, and you can connect a lot better. That’s really the goal of what I do; empower folks in the community, improve visibility and show people that we all have a lot more in common than they might think. 
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How do you bring other people along on the inclusion journey, and what’s your advice for people who want to learn like I do? 




There are two concepts that come to mind; assuming positive intent and creating a safe space for failure. I think sometimes allies of whatever community think that you always have to get it right. However, even if you’re in a community, you may not always get it right. For example, I identify as bisexual, but that doesn’t mean that I understand every other identity in the LGBTQ+ community perfectly. I approach it with positive intent, I do my own learning and I get engaged instead of expecting others to teach me. I ask questions where I’m unsure. And if I slip up, I apologise and learn from it. 




We expect the same from allies. You’re allowed to fail. You’re allowed to try again. You’re allowed to learn. I always try to assume positive intent from allies too. If someone slips up, and they really didn’t intend to, it’s just a lesson to be learned. It’s not something to be punitive about, and we’re not going to revoke your allyship for making a mistake. That’s where I get a lot of questions from allies in my role in the ERG. My advice is that if you don’t know what to do, ask. A question that a lot of my trans colleagues get is ‘What if I mess up pronouns?’ Just correct yourself and move on. Don’t make it a big ordeal, because then the person you’ve misgendered will have to start consoling you about something that’s probably been uncomfortable or upsetting for them. Just take little steps and be okay with learning. 




What advice would you give to an employer that’s trying to build a more diverse and inclusive team?




It’s about enabling psychological safety, and creating those spaces where we can be ourselves. Your focus should be on identifying the ways each of us are a value add and figuring out where we can contribute. Ask yourselves ‘How can we all come together to create a really fantastic team?”. We actually hear the term equality a lot, but we need to consider equity too. When we think about equality, it sets the foundation for an equal playing field, but equity levels out the playing field and makes it accessible to everyone. That’s where all of the differences that we have are understood and accounted for, and where we’re set up for success individually. 









To learn more from Sophia, tune into Episode 5 of the Beyond Labels miniseries on The Disruptive Mindset Podcast here. 
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On the Beyond Labels miniseries we discussed a range of diversity topics. In episode 4 we were joined by Rachel Spero, an Account Executive at Gartner, to discuss how companies can bring on next generation talent. Rachel shared her experience of being part of the Gen Z workforce, explaining what misconceptions employers have about her age group. Read on for her insights. 




How do you believe companies should approach recruiting Gen Z talent?




Stereotypically, Gen Z cares about things like independence, autonomy, self direction and freedom. We also want to have our voice heard. I think at any company you’ll go into an entry level job straight away, and you can’t expect to run the business from the get go, or have any of your ideas to be implemented at the top. That’s not what I expected at all. But what I did want from my company was to be valued. 




Because there are more conversations around mental health and work-life balance now, there’s more importance placed on the human side of work than there ever has been, especially by younger generations who are growing up with those expectations. Companies need to recognise that and promote it. 




I would recommend that companies who are looking to hire new talent communicate their purpose and the human centricity of their culture on digital platforms. So I think I speak for myself and a lot of people, when we’re looking for jobs, when I say that younger people go to social media sites like LinkedIn during our job search, so using digital recruitment channels is another key element to attracting Gen Z. 




[image: ]



What would be the top three benefits that stand out to you as Gen Z talent?




The things that always stand out as a sign of a good company are things like health insurance, wellbeing stipends and mental health support. Having an internal team to take care of your people is really important to me. 




What are the biggest misconceptions that companies might have about the next generation of talent?




One of the biggest misconceptions is that Gen Z is a little bit entitled, lazy, or we just want nice things. That’s a really huge misconception. I think Gen Z is much more aware of having a healthy work-life balance, which wasn’t necessarily possible before. I think that just comes from an awareness of these topics. We know now that productivity comes from having a good and healthy work life balance, so it’s a bonus for employees and employers. For companies that are looking to kind of mitigate that misconception, it’s important to have really clear communication with your employees around what their goals and aspirations are and how they want to achieve them, then work together to map out a plan of how they’re going to achieve that. 









To learn more from Rachel, tune in to Episode 4 of the Beyond Labels miniseries here. 
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During the Beyond Labels miniseries we’ve been exploring a range of diverse identities and experiences. In Episode 3 we were joined by Paul Bergin, the Managing Director of the Public Safety Group at Sopra Steria, who shared his story as a professional with ADHD. He explained how that’s affected his working life and shared some advice for other neurodivergent people in the workplace. Here’s what he said: 









“If somebody says, ‘What are your strengths and weaknesses?’ or ‘What do you bring to the organisation?’ I tell them that I bring infectious energy and enthusiasm at a level unparalleled by my peers and colleagues. I bring fresh thinking every hour of every day without fatigue and without stopping. I don’t get tired of new ideas. The more stress you throw at me, the better I get. I’m antifragile; I do not run down under stress, I get better. 




I’m also great at unstructured thinking. If you spend a career being told what to do, a series of structures starts to limit your thinking. Let’s say you get promoted, and you start running a small team. Suddenly you hit a point where strategy and innovation and free-thinking is what you do every day. Most neurotypical people have been rigorously training to do as they’re told and live in a structure, and they’re really good at it. When they suddenly flip and become leaders who have to be open, inspired, have dreams and visions – they can’t do it. There’s a massive difference between people who thrive in ordered structures and creative or strategic thinkers who naturally possess those skills. 




I’m the opposite. I’m somebody who struggled through their early career because I was being forced to do things that went against my genes, but suddenly I popped out thinking, ‘Wow, I’ve got through that hard stuff. Now it’s pretty easy. Now I’m in my element where the strategic thinking is unobstructed.’ I bring a very different perspective. When our CEOs or leaders want more innovation in our organisations, it’s there, but it’s being suppressed by our structures and processes. 




When it comes to working with my ADHD, I have to add structure to keep me focused on simple things. Most people work from their inboxes, but I can’t see it on my desktop or have notifications for it. I decide what I’m doing and then do it. I work from a simple principle of starting my day by planning. One thing I do is give myself a period of time every morning to think about what’s bothering me today, and the three things that are usually on top of my mind are nearly always the things I need to do. More often than not they’re the most important things to the business too. 




When it comes to my emails, if there’s 15 emails saying, ‘I need you to look at this’ if you leave them all day, nine times out of 10, somebody else solves them for you. My general rule is that if it’s coming from your level or above, it probably needs looking at, but if it’s coming from below your level, it probably doesn’t, because they’ll manage it themselves. Otherwise you create a dependency culture where you end up doing things for the team that they should be learning to do themselves. 




I find that the less technology you distract yourself with, the better. My phone has no notifications at all. I have an app on there that switches the phone off for a period of time, and if you don’t use it it will grow a virtual forest for you. That’s nice. I also set timers for how long I’m allowed to look at my phone during the day. I’ve allowed myself enough distractibility to keep going and keep my dopamine higher, but not so much that I don’t get stuff done. 




There’s also things one can do to allow artificial structure. The key with ADHD is that while you know intellectually how to structure somebody else, I struggle to do it myself. I need external rules to tell me how to automate. That’s why I create those rules around me. They’re the kind of structures you can use within technology or outside technology, but particularly if you have ADHD, you have to put external structures and clocks in every room to help you manage time effectively.”









To learn more from Paul, tune into Episode 3 of the Beyond Labels Podcast here. 
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On the Beyond Labels miniseries we highlighted a range of social issues, from gender equality to neurodiversity and young leaders. On Episode 2 we were joined by Emma Parkin, the Strategic Campaigns Manager at BAE Systems Digital Intelligence, who is also one of our next generation of leaders. She shared her insights on the importance of creating neuro-inclusive teams, as well as her advice for companies who are trying to recruit them. 




Why should companies create a neurodiverse team? 




Cognitive diversity is massively important. I remember when I was being interviewed for university, I was applying for a physics course but I’d never studied the subject before. Someone asked me ‘How will you succeed in your degree if you haven’t studied physics before?’, and I went back and said, ‘Well, you don’t want everybody to have studied exactly the same thing and had exactly the same experiences, because then you won’t ever learn anything. I will come from a different perspective from my peers because I haven’t studied physics, and there will be things that I need to catch up on, but I can do it.’ When I started my first physics degree I was like, ‘Wow, this is a challenge!’ But I still came out with a 2:1.




It’s the same thing with neurodiversity. Neurodiverse people will see the world in a different way and have experienced the world in a different way, so they’ll bring a different set of insights and perspectives into your team. That’s really important, because the only way you’ll create a product or service that everyone can resonate with is by including a diverse range of perspectives in the creation phase. 




Do you think companies are becoming more accepting of neurodiversity and seeing the value in including neurodiverse people?




Definitely. In my industry companies are actively targeting neurodiverse individuals now because they recognise that their skill sets are highly valuable. That’s not something that they’re utilising at the moment, so there’s an active push to hire more people with those backgrounds. More people are becoming aware that they have those traits as well, because it’s becoming a more common topic and there’s more education surrounding neurodiversity now than there was a few decades ago. People are reading about it in articles and realising ‘Oh, I’ve got that!’, and getting diagnosed. Companies in turn are putting different mechanisms in place to make neurodiverse people’s lives easier. 




Neurodiversity is just one angle of creating diverse teams. You’ve also got the younger generations like Gen Z coming in, who are going to be quite a large population in the workforce quite soon. They’ve actually got different values to some of the older generations, and diversity is a big one for them. Being different is very acceptable to them. That requires a different set of working practices, so employers need to start thinking about how to best cultivate their talent. One of the best ways to do that is to make them feel included by deliberately creating a diverse workforce. 




What advice would you give employers who are trying to create more diverse workforces? 




You should be able to point to different programmes or examples that they’ve got that have been designed specifically to people with their skill set. As a woman, most industries that are quite male dominated, but where I am now, there are multiple women on the leadership team, to the point that it’s nearly 50:50. I didn’t realise how much that impacted me until now. It’s great to see people like me at a higher level who are succeeding, because I’ve never had that before. That’s why being able to point to programmes and examples of where you’ve helped people with their specific neurodiverse traits succeed before would be fantastic. Tailored programmes mean much more than a catch-all course would, because that can support them and their individual needs.









To learn more from Emma, tune in to Episode 2 of the Beyond Labels miniseries here. 
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The Beyond Labels miniseries helps shed a light on diverse talent within the workforce. We looked at topics such as gender diversity, young leaders and neurodiversity, in the hopes of bringing more awareness to leaders in the tech space. On the first episode we were joined by Maryna Barysheva, the COO at LKI Consulting, to talk about managing Gen Z talent. She shared her experiences of managing Gen Z talent as a young leader, the best ways to attract Gen Z candidates and the different values that they have when it comes to work. Read on to hear her insights. 




How does Gen Z differ from previous generations in terms of their work and expectations?




Gen Z’s grew up around technology, so they’re the most tech-proficient generation, hands down. They have a different way of thinking and generating ideas because they grew up surrounded by so many technologists and so much media – they were always immersed in this creative world. 




If I’m looking at their career prospects, they want to advance quickly. Sometimes that becomes an obstacle when people want to jump through hoops and grow really fast, but sometimes that’s a big value add, because they’re willing to go the extra mile to achieve those goals. Other Gen Z people prefer autonomy. They can be self starters who generate their own ideas, which leads to creativity. The feeling of ownership is really important for us. 




Gen Z can be a bit more rebellious because they have a strong sense of social justice. Corporate structures don’t inspire them and they don’t want to be restricted by certain boundaries early on, and where they really shine is in making their own decisions, setting their goals, creating KPIs… I’ve had Gen Z employees come to me with their goals and whole plans for how they’re going to reach them. Generally, they have more control over their work, and also more accountability for what they do. 




That accountability also translates in the space that we create for them. They need to have a space where they can express their opinion and disagree, which is very healthy. We’re moving away from the traditional workspace hierarchy. Now, in many agencies, most of them have the freedom and the opportunity to express themselves. They have a little bit more inner confidence, which for me as a manager is a nice benefit.




What are the challenges that companies have in attracting and retaining Gen Z employees?




One of the biggest challenges has to do with people’s impatience. It’s quite difficult to capture the attention of the Gen Z, because they get bombarded with so many different messages online. Things like ‘Be your own boss’, ‘You can be a freelancer’, and ‘You only have to work a few hours’ are all great messages, but when someone’s perspective of working as part of a team can get really disturbed. 




Another challenge comes with Gen Z’s emotional resilience and their big focus on mental health. If you want to retain younger employees, you need to invest in their mindset early on by supporting how they approach stress and the way they take care of themselves. I’ll give an example: one of the first things that I do within my onboarding period is make a new employee tell me what their hobbies are and when they are going to be practising them. It’s easy to come into a new job, get stuck into the work and forget about taking care of yourself. By the end of a three month period, people get burnt out, they’re really unhappy and they leave. We want to avoid that, so we build some hopes for our new team members and remind them and empower them to take care of themselves too. I think that the retention rate would be much higher if other companies did that too. 




When it comes to attracting people, I personally moved away from the traditional interview format. I’ve moved into having a conversation, telling some of our stories about how we do things and sharing experiences, because it feels more authentic and transparent. Then I dig deeper into the person’s motivation. If we see that the candidate is amazing, their skill set is there and they have the right attitude, but we’re not the environment that will work for them long-term, we’re very honest about offering them alternative options, whether that’s being a freelancer with us or considering another role, because I see absolutely no point in attracting talent that will not be retained long term.




What are the best management techniques and styles you’ve seen for your generation?




I think honestly there is no one size fits all management technique. I tend to go more with the coaching style when it comes to younger employees, so I try to answer as few questions as possible and encourage them to think about and find the solution on their own. We have an agreement that they can come to me with a few solutions and I will help them pick the best one, but I’m not here to be a teacher for them. My job is to mentor them on how to reach the solutions on their own. 




The one thing I would recommend quite generally is to not micromanage people. I made this mistake on my own, and maybe some younger execs will also relate to this. You take a management job early on, so you feel a great responsibility and the pressure to deliver. Then you see that other people in your team are about to make mistakes, so the natural instinct is to run and prevent the mistake and stop them falling. But the more you prevent this, the less people learn. Sometimes I know that there will be a failure, but I let people fail in a controlled environment when they’re learning from it. Some managers forget how they learned and how many times they failed, what challenges they went through, etc, and they assume that their people will automatically just know things. That’s not the case, you have to let your people learn. 









To hear more from Maryna, tune into Episode 1 of Beyond Labels here. 
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Diversity and inclusion is a prominent issue in the tech industry. It’s also one that we’re addressing at Disruptive by promoting higher levels of gender diversity in leadership positions. On Episode 17 of The Disruptive Mindset Podcast I sat down with Ghela Boskovich to discuss how companies should think about inclusion. Ghela is a renowned expert in the FinTech field and currently works as the Head of Europe and Regional Director at the Financial Data and Technology Association, giving her valuable insights into the daily workings of the tech industry. Here are her perspectives on inclusion:









Inclusion is, ‘Do people belong? Do they feel like they are accepted? Do they feel like they are considered from a staffing and a human resource perspective? Do the teams actually have spaces that are accepting and inclusive rather than exclusive? Does the company actively seek out people who are fundamentally different and bring something unique to the team? Is that uniqueness allowed to flourish?’ It’s a wide range of considerations. 




Companies need to be willing to say, ‘we’re not going to do what is convenient and easy in the hiring process, we’re going to look at ensuring that we have representation across the board, especially if we serve a diverse clientele’. They have to acknowledge that it’s not just a small segment of the population they serve. 




They should also be asking ‘Are we considering our customer base as we start to design? Do our teams that design products, structure products or deliver services also reflect our customer base? Does our customer base feel like we also are concerned about their daily challenges?’ Those daily challenges vary across different populations, attributes and assets – they are not common across the board. Customer bases can change and fluctuate based on attributes, which will affect your market segmentation. Those attributes are also associated with privilege and advantages, yet businesses often don’t recognise that privilege is different for each one of their consumers and colleagues. 




Everybody in your talent pool has a different perspective. To not make sure that they are all included in the discussion means limiting your company’s view. You should be actively seeking representation of those disadvantages, those challenges, and those gaps in privilege so that you can understand the client base that you’re serving. To me the most important question is do we actually reflect the community that we serve? And if you don’t make efforts to do that through your recruitment and culture, you’re failing. 




An inclusive culture is one that says, ‘you belong, and I recognise you as a human being that deserves dignity and respect as a baseline, and that you have interesting insights that I will never understand because I’ve not walked in your shoes’. If you think about the billions of pairs of shoes that are out there, if we only look at 1% of them, how could we possibly succeed in opening up our own perspectives? How could we possibly connect with our customers or create a product that actually has meaningful impact to them if we don’t include those perspectives and lived experiences? That 1% can only produce something that appeals to a very narrow segment of the population. That is antithetical to doing business, because you want to appeal to as wide a swathe of people as possible. 




Just from a philosophical perspective, inclusion is critical. We also know that there’s a business case for it, but I don’t think that’s as important as the philosophical point of view, because business should actually be human centric.









To learn more about inclusion in the tech space, listen to Episode 17 of The Disruptive Mindset Podcast here. 
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As the tech industry evolves so does the talent within it. On Episode 16 of The Disruptive Mindset Podcast I had the opportunity to talk to Jaya Satish, the Senior Vice President & HR Head of Europe in Mphasis, about what the future of tech talent could look like. Here are her insights:




What do you think is coming next for tech talent?




We need more thinkers. As artificial intelligence starts to take care of the bulk of IT work, talent are going to start being more innovative. What the Industrial Revolution did to people 100 years ago is what AI is going to do now, but on a different level. The Industrial Revolution didn’t stop all of the jobs, it just pushed mankind to a different level. AI has launched so now you have to push yourself to a different level too. When it comes to what human beings are expected to do, we need to start moving towards demo thinking or value creation, because routine tasks can be automated now.




How will AI impact talent over the next five years?




If you take whatever is happening today and give it another five to seven years, we’ll see a lot of development. There’s a lot of speculation going on in terms of what will happen to tech talent, but within the IT industry people have started to realise that the talent you need is of a different level. People are resizing, and business orientation is becoming a very big factor because that domain experience is highly valuable. In fact, prompt engineering is becoming a vital skill. People, universities and corporations are trying to see what the future of technology will be so that they can train up talent in those areas. People are still thinking about prompt engineering as a big field because of how you aid AI, and how valuable that is to businesses. 




Domain centric work like regular coding will be slowing down, because Chat GPT and other artificial intelligence will take a lot of that work on. There will be new stuff coming in which we can’t necessarily predict five years down the line. 10 years ago, all everybody was talking about was the cloud, but nobody could put a handle on it and say what it would be. Now everybody trusts the cloud. People are talking about AI now, but we’ll have to wait and see which skills will come up and bring a higher level of value.




Where will we see companies investing in tech?




A lot of companies are putting money into generative AI and machine learning because they see it taking up a large part of the market, but there’ll be more than that on the skill side. Companies should invest in keeping your people motivated when you are not connected to them in the traditional way. Social media is probably ruling the way you connect now, but how do corporations use informal platforms like social media platforms to connect with people? Not all corporations would use something like WhatsApp or Instagram to get in touch with people. That’s something I’m waiting to see, especially when the crowd is very young. So yes, we have some open questions, and I do not have all the answers to them. But the beauty of it is that we at least know the problems we’ll be facing. 









To learn more about Jaya’s work and the future of tech talent, tune into Episode 16 of The Disruptive Mindset Podcast here. 
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On Episode 15 of The Disruptive Mindset Podcast we had the pleasure of speaking with Denise Garth, the Chief Strategy Officer at Majesco, about her experience as a woman in tech leadership. She is also an InsurTech Influencer who has been making waves in the space for several years. She also talked to us about her background and the women who inspired her at an early age, as well as her advice for her younger self. 




You’ve been an early trailblazer for some of the women in insurance, despite coming from a difficult background. How did that come about?




My background really shaped my future, but I defined it. I’m the eldest of five, and my parents separated. When I was in kindergarten, my mom took me and left my brother and sister with my dad. My dad ended up getting custody of me, which was really unusual back then, because fathers never got their kids – that was always the mother. My grandmother was a farmer who lived in a trailer house on the farm, and she grew up through the Depression. She basically became our mother and really took care of us as my dad tried to farm. It was when I was in middle school that my dad ended up remarrying, and he married a teacher. She had a great influence on us, particularly for myself and my sister – she really gave us a view as to what we could do. My grandmother and my stepmom were both extremely influential to us. They were strong women who faced challenges, and had to live and work in a man’s world. 




When I went to college I thought I was going to be a doctor. I was in pre med, and it was right when computers were coming out. I switched my degree to maths and computer science, with a minor in business. I was one of only a handful of women at that time, both in pre med and maths and computer science. When I graduated, I ended up taking a job at a small mutual insurance company in Iowa. They were in all 50 states with a captive agency force, and they did all lines of business. It was a great experience because it was a smaller mutual, so I had the opportunity to do a number of things. But it was the strength of those two women that really gave me the view that I could be and do anything I wanted to be.




How have you experienced being a woman in the business? 




When I started my career 10-15 years ago, I spent a lot of time in the US, London, Europe and China. I went over to Japan with IBM once, and I remember we got a cultural orientation where they said, ‘Denise, just be prepared because women are not considered equals here. You’ll be seen as a second-class person’, which was really odd. What happened is that we got up and our chairman of the board introduced things and then our CEO did too. I was the first speaker after that and I talked about strategy. They were all flabbergasted. There’s an article about me written in a Japanese newspaper because I talked about strategy and it was unheard of. 




When I spent time in China, I saw the complete opposite. In China they want every resource to be a part of the future. Women were in leadership roles all across the organisations that we were working with. It’s different in different markets. I still wear my dark suits, but I bought more brightly coloured shirts – in fuchsia, lime green, everything – so that I stood out. That was my thing; between the bright colours and jewellery I stood out from the dark suits that were expected at the time. 




You have to find your way in those different markets. For me, people found that I was pretty open and honest, fairly direct and engaging, and I have a distinct laugh. I’ll go up and talk to anybody and everybody, and I think people warmed up to that. It was because of my personality that I was able to go in fearlessly and say, ‘I’m doing my job, and they have to do their job’. There’s just a mutual respect in that. 




What advice would you give to your 18 year old self? 




My first thought is to know yourself. Know what you like, your strengths, your values, your goals – both personal and professional – and know when to double down and when to walk away. Be willing to challenge and lead, be open to the possibilities and risks and be curious. I did not take a traditional path going up the hierarchy of management, I kept moving off into all these different angles. But I think my background has proven that it’s okay to push boundaries, think outside the back box, and do things to change the status quo. 




Be curious. You have to ask ‘why?’, and you’ve got to see where curiosity leads. And never say never. And read, read, read. I’m a lifelong learner, so I read everything. I subscribe to a lot of stuff on a professional basis, but I also read heavily on a personal basis too. When you have that diversity of reading, it creates a level of creativity and curiosity that is really important. I would say be yourself and set examples for others. That’s what I was doing with my bright colours. 




Create a nurturing network. I connect with people immediately from events and discussions, etc. And people reach out to me all the time, and I’ll reach out to my network. Every job change that I’ve had has come from my network. And then finally, surround yourself with good trusted people, both personally and professionally. I mentioned my husband, but I have a close group of professional friends that reach out to each other on a regular basis for insight and advice or help. It’s not about quantity, it’s about quality. Find that handful of people that you really trust, who are loyal, respect you and will tell you the truth, whether you want to hear it or not. 









If you want to hear more from Denise, tune in to Episode 15 of The Disruptive Mindset Podcast here. 
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