Trish  0:00  
The HR Happy Hour Network is sponsored by Workhuman.  AI is everywhere. But here’s what most headlines miss: AI is only as good as the data that feeds it. Workhuman has built the world’s deepest well of recognition data. Peer-to-peer messages celebrating real achievements in the workplace. Now, they’re using AI to transform this data into actionable people insights. For the first time ever, companies can discover hidden skills across departments. Spot quiet leaders. Identify who needs support, and understand their people dynamics at scale. It’s called Human Intelligence, and it’s so powerful that Workhuman guarantees measurable culture improvements that drive real business results. Head over to workhuman.com to learn more. Workhuman, a proud supporter of the HR Happy Hour Network. Thanks for joining us.

Steve  1:11  
Welcome to the HR Happy Hour podcast, the longest running and top downloaded HR podcast for 16 I thought it was 17 Incredible Years.

Trish  1:19  
It's our 17th year.

Steve  1:21  
Welcome to the show. My name is Steve Boese. I'm joined by Trish Steed. Trish, how are you?

Trish  1:25  
I'm fantastic. We're back live at HR Tech.

Steve  1:27  
We are. It's great to be back here, squeezing in a podcast or two in the midst of a really busy day. I'm pretty excited to talk with our guest on show number one here. He's Samrat Krishna. He's the Head of Marketing for the US at Darwinbox. Darwinbox is a super interesting HR tech company that we're gonna learn a little more about. But Samrat, welcome. How are you?

Samrat Krishna  1:49  
I'm doing well, Steve, super excited about HR Tech this year. It seems like it's getting crazier and crazier every year. It's a lot, very, very exciting.

Steve  1:58  
Yeah, Samrat, so give us a little bit about yourself, and then tell some more about Darwinbox.

Samrat Krishna  2:04  
It sounds good. So Darwinbox was started 10 years ago. We started out to be very clearly an HCM platform that's end to end. But our advantage, I call it the latecomer advantage, the fact that we had access to better technology when we built out this platform, right? So we're an AI native. Our ability to push out platform constructs and features is much faster, and we currently serve about 1000 customers across the world, 4 million employees across 130 plus countries. And yeah, we're a global HCM platform. We typically compete with end to end HCM suites, the likes of Oracle, SAP, workday...

Steve  2:47  
Oh, just a few of the smaller players. 

Trish  2:49  
You basically named every big player in the market. Well, you know what? I'm glad you said that, because you know every time. So the HR Tech Expo just opened mere minutes ago, and when you first come in, we see Darwinbox, right? Yeah. And so what has been the buzz? I know we've only about an hour into this. Maybe any, any initial thoughts about this?

Samrat Krishna  3:09  
It's a great deal for Darwinbox at HR tech. We are all guns blazing in the US. It's been three years now. The growth has been phenomenal, and we are just wanted to get in front of as many people as we can tell the story the market's really looking for. We believe there's a sweet spot here. They're looking for technology that can reduce the cost of change. The cost of change, because we're all changing, right? Super Rapid. My org structures are changing the way I do, performance is changing the way I do talent management is changing, and anything, any technology, that can set me up for success without having, you know, putting me on a wait list for six months for that feature to drop, right? Is something that people appreciate, and we are here to tell that story. It's possible, it's real. And I think HR should ask for more. They shouldn't settle for what they have.

Steve  3:26  
You know, we've seen this story Samrat out a lot in tech and enterprise tech, where smaller startups, more nimble, access to more modern technology, no technical debt built up over decades, etc, etc, just the ability to move faster. We've seen that, but we've seen that more honestly in the HR side, I think traditionally, kind of in the in the niche markets, right? Or in the point solutions, not as much in the HCM suites. It's been a little bit the last few years, and I'd love for you to comment about that, because you're really attacking a very big problem, but still with those benefits and advantages that we talked about, speed, agility and access to new tech. 

Samrat Krishna  4:40  
Absolutely you're bang on with that observation. I think very few players in the past decade have really tackled this problem statement, because it's a daunting problem statement, if you think about it, right, how do you break in? How do you figure out how to sort of, you know, hey, here's the deal. You don't get fired for choosing IBM. You do not. No, you don't. Yeah, right. And so how do you break in and sort of make people feel safe about a new choice they're making? You want to show up for them. You've got to make sure they feel that you're a partner throughout that journey, right? So it was an odd choice, definitely. I also thought at some point that it was a stupid choice, but we hung on, and here we are, 10 years and 1000 enterprises across the world, and we've consistently seen these. Steve and Trish, there are two things that gave us the right to win in this sort of, really competitive, really sort of risk averse ecosystem, right? One is, could we build a platform that actually gets used the user interface. Employees actually like using the product because they get value out of it, not because their HR forces them to Right, right? So that was the first insight, and we were born in the pits. We are like Bain, right? Try and build a consumer application in in the east, people don't have laptops there. They all have mobile phones, though, right? And there are seven to eight applications that are all vying for that attention. Try and use an Uber, try and use a WhatsApp, and then switch over to your HR tech application and tell me you don't feel like you have time warp 20, right, right? I mean, come on, yeah, right. We've got to build mobile interfaces that people actually like using. We've got to build interfaces on work hubs, right? So Darwinbox is on Ms teams. Darwinbox is on Slack. Darwinbox is on places where work actually gets done. But that was our first insight. Can we build something for the little guy, the guy who barely shows up in the buying cycle? Right? I love that. And the second insight was quite simple, the way business is being done is changing very rapidly, more mergers, more acquisitions, right? The way I'm setting up my organizations is changing. The way I'm setting up my performance processes are changing by annual service, right? You've got to do more regular, frequent check ins, right? Here's what happens when people actually pay attention to your HR programs, your talent programs start winning because your managers are actually interacting with this, with the programs that you know you're putting together. So the second insight was simple, can we build something configurable enough that moves with the organizational change? So every time you want to do a merger, you're not stuck on a six month backlog? Yeah, your technology is not stuck waiting for, you know, waiting to catch up. Yeah, business is not going to wait for technology. Wait, wasn't it the other way around, right? Technology was supposed to enable you.

Trish  7:25  
It was so I'm curious. I mean, especially since you're saying you're built with AI natively, right, which gives you a huge advantage. One of the questions that we probably get the most often, whether it's you know, through the show, or when we're out and about at different events and whatnot, is HR leaders are still not quite sure the differentiation between the types of AI, so just, I'm sure, like when you're when you're talking with people who are maybe new to this idea of how AI can truly help them and enable them, yeah, what? What is your quick answer for them?

Samrat Krishna  7:57  
You cannot dream of AI if you don't have your basics in place, it's absolutely necessary to acknowledge that there is a there is a certain amount of requisites that you have to pass, for you to be ready to accept AI, for you to be, you know, productively using AI. So we have a simple maturity framework, right? What's level zero? You gotta have your organization structure in place. You want to have your relationships in place. You have to make sure your workflows are in place, right? And they're documented in some place, so you're not piling on debt every time you add a new workflow, at least no one's you know what's reality like? Right? That's level zero. You don't have a solid HCM system with all of the modules talking to each other, with all of the data in one place. You cannot remove AI. I'm sorry to be the bearer of bad news, right? Yeah. But once you do, that's when the opportunity picks up, right? Then you figure out there are about 10 processes in my HR ecosystem that could use AI. So you start embedding generative AI where, you know, an AI could help you summarize, think about managers looking at, you know, feedback coming into their reportees from seven different directions. I could use a quick summary, right? That's a great place to use AI. That's what I call generative AI embedding in a process that already exists. You're not rewinding anything. The process is still the same, but you are embedding AI. Make it just a little bit more fun, a little bit more easy for your managers, for your hrpps and so on. And that's the level one, right? We have about 110 odd embeddings, wow, across the entire module, landscape of carbon box, where you could, you know, use generative AI to sort of improve, you know, efficiency. Then you go to level two, when you say, Oh, my process is actually looking good, but it is still a lot of grunt work. It is still a lot of unnecessary dependency on scheduling and, you know, stuff that no one likes to do but you got to do to get business going right. That's when agents come into the frame. Agents can take away that headache from you. You know why? Because agents. Know who you are. Agents know what your permissions are, and agents don't force you to go and visit seven different interfaces to do a simple task. Agents can do that for you. Agents can negotiate on your behalf, with your, you know, payroll system with your benefit system with your ATS, with your, you know, let's think outside the box. Let's, you know, why not? My CRM system, right? Right? Sure. That's where agents come in. So you realize, oh, maybe my recruitment is ready for an agent to upgrade, right? Maybe my payroll is ready for an agent to upgrade. I want an agent to go find variances in my payroll, which takes me forever, and it's a nightmare. 

Trish  10:39  
It's a nightmare. I've done it. 

Steve  10:43  
I think it's really good advice too, because we just heard from the keynote here at HR Tech from Nickle LaMoreaux from IBM, give many of those same pieces of advice from her experience at IBM, implementing AI to like 300,000 workforce, right? Find pilot programs. Start small. Find those pain areas where people are ready to take on those challenges, apply the AI. She even suggested applying the AI in an area where, hey, people hate it. People hate this process. That's okay, lots of errors anyway. So you the idea being you can't make it much worse, right? So why not give AI a try? Right?

Samrat Krishna  11:19  
Yeah. I mean, it's, it's a simple decision, right, right? What is the risk of implementing AI in a certain process? What is the effort that's going to implementing AI, and what's the value that I'm going to get out of it? So if you have a high risk, high value proposition, you'd still be a little careful, yeah, right, right. There is places where you can mess up. But if you have something that's low risk, high value, even if it's high effort, doesn't matter, right? You have technology that can support you, so that's a good framework to look at things, right? Yeah. What's the risk? How easy is it to deploy? And you know, what's the value that I can potentially get out of it? Put them on a pyramid, and you'll start realizing that there are a few use cases that are really good, yeah, stack ranking, for instance, in your recruitment process, very easy to set up, very easy to sort of get it going, but the risk is fine, right, right, right. You can't have your stack ranking algorithms, you know, rely on demographic filters to tell you who's a good candidate, right promotion and not right, yeah. So you got to be careful then right? You got to be a little more cognizant. But yeah, on that, on that maturity framework. Steve, right. So we had, we went up till functional agents. But then we launched something yesterday called a super agent. Okay? A super agent. Super agent, right? Super agent is that one interface that every employee in the organization can get. It morphs itself to adapt to the reality of the employee. So if you're a manager who manages 10 people, your scope is now 10 people. If you're an HOD who manages 100 people, you have access to things that you can do with you know, as an Hod, right? Be an hrpp, you could be a payroll admin, and so on and so forth. That's the unlock one interface to get work done. Yeah? All safe, audited, logged.

Trish  12:55  
And I think, you know what, for the listeners, I think there's also the thing that I'm not hearing a lot about, which is the cost of doing nothing could actually be much higher than the cost of doing this, right? 

Samrat Krishna  13:06  
This is the stuff I discussed with my therapist.

Trish  13:12  
Well, I'll just be filling in then!

Samrat Krishna  13:15  
But here's the deal, right? Never has been the opportunity cost higher than it is today. Yes. So my appeal to all of the listeners, and if you're an HR leader, my appeal to you is, it's okay to be anxious. This is new stuff. Everyone's on the same boat. Find your safe space and discuss this stuff. Discuss this stuff with your peers. I was asking this question to my friend, how does HR learn are they going to go to a podcast and learn something? Maybe, yeah. Are you going to go through a course and learn something? I doubt it enrolled. You don't want to go through like a course and get a three star in your paper? No, that's not happening. You will learn if you speak to others, you will learn when you find a safe space where you can have a conversation about, here's where I'm at, here's what I'm trying out, here's what's not working, here's what's working, and so on and so forth. Right? 90 to 95% of your experiments are going to fail, but it's absolutely fine. Everyone's in the same boat. So I would say, Find a safe space experiment. Be okay with getting uncomfortable and do something meaningful. It's a great opportunity. The business needs you. It's unfortunate, whether you like it or not, you are Neo from Matrix. You are Harry Potter.

Trish  14:23  
Okay, you're speaking to a certain generation, if you're talking about the Matrix

Steve  14:27  
Samrat, last question, I think, which is for for an organization here in the USA, us, headquarter, maybe as people around the world, etc, you know, probably would be a good fit for Darwinbox. But doesn't really know Darwinbox just yet, right? What are one or two things you'd sort of want to tell them about Darwinbox to make sure they knew about them as they try to make these pretty big decisions around HR and Payroll technology?

Samrat Krishna  14:50  
See, here's the deal. You're going to make a decision in this year or next year, because AI is changing stuff enough, right? So you are already anxious. You're trying to figure out what's the next. What leap going to look like, I would say, take a step back and ask your vendor a few things, right? One is, do you have me covered for all of the change that's going to happen in the next four years? How do you do that? Are you going to make sure my data is in one place? Are you going to make sure all of my enterprise systems are going to sort of talk to me, right? Are you going to make sure that you know, my workflows can be actually used by my employees. These are good questions to ask, and we have great answers for all of those questions, right, right? That's what we're trying to do. Yeah, we're trying to tell HR that there is a better solution out there. We're net to an HCM platform. We're global. We're deployed across 130 plus countries, 1000 on enterprises, users, 4 million employees, and we work with larger companies. We work with companies that are more than 800 employees, typically by the time you're ready for an end to end HCM suite, and you've decided that you want to move away from disparate set of point solutions. It's absolutely fine if you have point solutions, we can always figure out a way to sort of get that working, but it's important that you make that leap of faith this year or next year. 

Trish  15:59  
Well, I don't want to gloss over that, what you said was really, really important. A lot of people think, Well, I have 4 or 5 or 10, point solutions that is too daunting to move and maybe just a minute or so on that, because that would ease their anxiety. I think on that, that you will be the team to help them do that.

Samrat Krishna  16:17  
Oh, absolutely. Here's the challenge. Why is there a 10 100 billion dollar industry to connect technologies, yeah, why is integration the biggest pain point that you suffer with today? Why is it that when you go to a technology vendor and they tell you to access your own data, you've got to pay me money, right? Why is it why I don't get it? 

Trish  16:39  
They need to call Darwinbox.

Samrat Krishna  16:42  
You need to call Darwinbox. But here's the deal, right? There's been a challenge forever, because data doesn't like talking to other data, because it's built differently, right? So sure you're getting the best of that universe when you're hiring that when you're getting that talent acquisition suite that is really good at doing talent acquisition, sure, but what's the use if it doesn't talk to your performance management? So performance management system? What's the use if it doesn't talk to your onboarding process?

Steve  17:08  
And what's the use, ultimately, if it's not feeding your AI engines of choice, right, to help you navigate through complex processes that are going to cross those silos, right? Typically? Right? I think we've been advocating for a really long time on this show, and me personally, or get as much as you can on one platform, whether you're a small business, medium sized business or large enterprise, or absolutely do as much as you can and then work with your provider, right, to round out functionality and capability if certain small things might be missing.

Samrat Krishna  17:36  
Steve, I also acknowledge that it's not easy to make this change once you know, you just wake up one day and you sort of change the whole thing, right, right? But it is important to know that there is a box to doing this, right? We have a marketplace. We have a native integrations platform that works with all of the point solutions that you can imagine, right? But have a root mill, because you want to sign that contract for three years, you don't want to be stuck. Don't want to be stuck with a big bill or a big receipt. You know, every time you know, every time you want to integrate something, or you want to sort of, you know, make a, make a quick change, yeah? So have a, have a roadmap, ask the hard questions. 

Steve  18:08  
Samrat, this has been super fun. I'm glad we got to sit down with you and learn a little bit more about Darwinbox. Get you to share some of the real exciting innovations that are happening. Get on, maybe get a little bit more on the radar. Some of our US audience as well, which is important too. But thanks for meeting us. Folks. Can go to Darwinbox website. Is that Darwinbox.com?

Samrat Krishna  18:25  
It's Darwin box.com.

Steve  18:27  
Nice. 

Samrat Krishna  18:27  
And you can sort of sign up for an expert, and I'll make sure my team sort of is on for the next few days. 

Trish  18:33  
Beautiful. 

Samrat Krishna  18:34  
Just checking in, and you will get the white glove treatment that you deserve.

Steve  18:37  
All right. Oh, I love that. It's been super fun. Great to see you. Samrat, great. Trish, good stuff. Good to see you. Let's wrap this up, because we got one more to go today. This has been the HR Happy Hour show. Go to hrhappyho.net for all the show archives. We will see you next time, and bye for now.
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