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Recent Success Story

The Kensho Group recently placed a
European Manager of Training and
Development for a major Cardiovascular
company. Our candidate was serving in a
similar role, based out of Rome, Italy for a
leading U.S. implantable cardiology medical
device company. The new role allowed our
candidate to take on a broader, European
wide assignment in the exciting new area of
percutaneous cardiac valve repair.

Star Candidates

The Kensho Group is currently working
with the following Top Performers who are
open to advancing their career with the
right opportunity. They have proven track
records in their fields and are ready to apply
their expertise to grow your business.

e Lead SW Engineer — Minnesota, Cardiac
Device

Dir, Clin Affairs — Southern Cal. -
Ophthalmic Devices

Director, Sales — NorthEast — Cardiac
VEIWES

® Director, Sales - Mid West - Cardiac
Valves

The Kensho Search Advisor

Insightful Recruiting for Medical Device Executives

MRI Network Insight into Global Hiring
Trends

[Each monthMRINetwork uses the combined expertiseoger 1,100 offices in mor
than 35 countries to publish an update on hiring prior to the Bureau of L
Statistics (BL$umbers being released dme firstFridayof the month]

- February 2010 Issue

Xwith some employers handling layoffs poorly, the attitude is "when
this market turns and I'm no longer fearful of losing my job, I'm going
to be finding a new job® €
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At the end of January, economists and world leaders converged on Davos,
Switzerland for what is commonly labeled as spring break for economists,
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the 1930s. This year, where we are in the crisis is the job of many of those at
Davos to both determine and decide.

"One thing that has become apparent is just how globally connected our
economies truly are. Everyone from U.S. Representative Barney Frank to
French President Nicolas Sarkozy has used Davos to call for initiatives that
are global, not just in their thinking, but in their scope.

Frank proposed creating global bank regulations that would help prevent
the international game of regulatory arbitrage multi-national banks have
been able to play until now. His sentiments were quickly echoed by global
central bankers who pronounced that more regulation is coming...
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economy need to be agile in their hiring, especially with so much uncertainty
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catalog of candidates for existing needs, a change of direction or conditions
requires a whole new lineup of candidates, something that can take months
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In the United States, initial estimates for real GDP growth for the 4th
quarter of 2009 released in January showed a 5.7 percent annualized growth
rate. The second consecutive positive GDP reading indicates that the Great
Recession did in fact end in mid-2009X
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http://www.thekenshogroup.com/docs/KenshoFirstFridayPreviewFeb10.pdf

Current Searches Include:

Neurovascular Med Device Co Midwest

e Director of Sales

Wireless Neurostimulation Co  TX
e ASIC/RF Engineer (contract)

Glaucoma Med Device Co So. Cal
e VP, Clinical Affairs

e Director, Clinical Operations

Ablation Medical Device Co MN

e Program Manager

Link to Our Expertise

The Kensho Search Advantage
The Right Partner Makes All The Difference

Resources for Clients
Recruiting services to help you succeed

The Kensho Group Search Approach

Insight, Expertise, and a Comprehensive Process

Help for Candidates

Resources to upgrade their career

Helpful Links & Downloads
Articles, Hiring Tips, and Industry Links

About The Kensho Group

The Kensho Group is a high-integrity executive

search company, specializing in providing

management and executive recruiting services
for Medical Devices companies throughout the

US as well as globally.

We focus on Cardiovascular, Neurological, and

Ophthalmic companies needing executives,

managers, and specialized talent with technical

knowledge in areas such as Clinical and
Regulatory Affairs, Research & Development,

and Sales. Our clients include small to mid-size

firms as well as Fortune 500 companies.

We are dedicated to continuous improvement,

a strong relationship-driven approach to

recruiting, and best-in-class practices that will

The Hole in the Soul of Busines

i by Gary Hamel, Prof Mgmt, London School of Business

Remarkable contributions are typically spawned by a passionat
commitment to transcendent values such as beauty, truth, wisdon
justice, charity, fidelity, joy, courage and honor

XOne of my favorite New Yorker cartoons shows an office worker
slumped against the wall, clutching his chest. As worried colleagues rush to
aid the stricken employee, he mumbles: "Don't worry, it was just a fleeting
sense of purpose.”

These sardonic portraits of the human condition resonate with us
because they capture somethiy 3 RS SLJ | yh&Rtemipdddins od
implausibly ardent employee reminds us that the typical corporate office is
an emoti2 Y I £ @I OdzdzY ha@Kal fauooBsttdétionk about the
paucity of purpose in the average corporation.

In my last post, | cited a survey that found that only 20% of employees
are truly engaged in their work - heart and soul. As a student of
management, I'm depressed by the fact that so many people find work
depressing.

In the study, respondents laid much of the blame for their lassitude on
uncommunicative and egocentric managers, but | wonder if there's not
some deeper organizational reality that bleeds the vitality and enthusiasm
out of people at work.

Here's an experiment for you. Pull together your company's latest
annual report, its mission statement, and your CEOs last few blog posts.
Read through these documents and note the key phrases. Make a list of oft-
repeated words. Now do a little content analysis. What are the goals and
ideas that get a lot of airtime in your company? It's probably notions like
superiority, advantage, leadership, differentiation, value, focus, discipline,
accountability, and efficiency. Nothing wrong with this, but do these goals
quicken your pulse? Do they speak to your heart? Are they "good" in any
cosmic sense?

Now think about Michelangelo, Galileo, Jefferson, Gandhi, William
Wilberforce. Martin Luther King and Mother Theresa. What were the ideals
that inspired these individuals to acts of greatness? Was it anything on your
list of commercial values? Probably not. Remarkable contributions are
typically spawned by a passionate commitment to transcendent values such
as beauty, truth, wisdom, justice, charity, fidelity, joy, courage and honor.

| talk to a lot of CEOs, and every one professes a commitment to building
a "high performance" organization-but is this really possible if the core
values of the corporation are venal rather than venerable? | think not. And
that's why humanizing the language and practice of management is a
business imperative (as well as a moral duty).

A noble purpose inspires sacrifice, stimulates innovation and encourages
perseverance. In so doing, it transforms great talent into exceptional
accomplishment. That's a fact-and it leaves me wondering: Why are words
like "love," "devotion" and "honor" so seldom heard within the halls of
corporate-dom? Why are the ideals that matter most to human beings the
ones that are most notably absent in managerial discourseK X
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provide exceptional value-added services to
each and every client and candidate.

Kensho: 1. path to enlightenment
2. wisdom -insight for long term
transformation

Contact Us

http://www.theKenshoGroup.com

Jay.Kshatri@theKenshoGroup.com

The Kensho Group
5100 Tilghman Street
Suite 300

Allentown, PA 18104
(610) 395-6923

The Problem with Your Performance

Review Feedback
T by Charles S. Jacobs
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feedback either has no effect or makes performance worse

Next to perhaps a layoff, a performance review is probably the least
eagerly anticipated event in the office, both for the manager and the
employee. No one enjoys giving difficult feedback or receiving it. Worse yet,
studies have shown that reviews rarely result in improved performance.

According to brain science, the reason is that, rather than record our
experience of the world, our minds create it. Each of us has our own unique
version of events. Managers tend to see things one way and employees
another, particularly when it comes to shortfalls in performance and the
feedback we use to address it.
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image, and a positive one is critical to our well-being. Feedback in conflict
with it creates an uncomfortable situation psychologists call cognitive
dissonance. We are then motivated to do everything we can to reduce the
dissonance, and we take the path of least resistance.
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much easier to rationalize or discount the feedback instead. So we either
blame the shortfall in performance on factors beyond our control, like
defective customers, or we discount the source of the feedback. We are not
the problem, we reason, but our bosses.
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For example:

, 2 dz aHis@eViewds an opportunity to offer you a little feedback to
help you improve® ¢
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failings as a manager on me® ¢
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XThe only solution is to turn management on its head. Overcome the
perceptual conflicts by reversing the roles. Let the employee drive the
discussion by asking, rather than telling, when it comes to both performance
feedback and goal setting.
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Have the employees do their own appraisal prior to the review. Then
start the discussion not with your evaluation of their performance, but with
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to terms with what is being said, so they avoid the problem of
misinterpretationX
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