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To better prepare for the hire this time, | decig

run sales myself. I managed the team, rap, the fo, /,I
the one person responsible for the revenue Numbey ca
learned the hard way that when hiring executives;-.:_ - =
Colin Powell’s instructions and hire for Strength.; i em?”
weakness. By running sales, I understoo very, | o
we needed. [ made a careful list and set out to fj cess, I ¢
with the right skills and talents for Opsware, p rate in tl

After interviewing about two dozen candidg achigsg:t |
had the strengths I sought—I interviewe Mark Candi
what [ expected; he didn’t fit the stereotype of g upiasthey
executive. For starters, Mark was average height, wh Mark ¢
executives tend to be rather tall. Next, he was ¢ him the tr:
is, he was as wide as he was tall. Not fat, Jjust across his

body seemed to fit rather uncomfortably into whg interview ri

a custom-tailored suit—there is no way an off-th maybe som
would fit a square guy like Mark. | such an exce
And then I looked at his résumé. The first thing I N;ad:n S; a:;'(‘
he went to a school that I'd never heard of, Southem;l_ :) z)e’ gin?
I'asked him what kind of school it was. He replied, Wi

of southern Utah.” That was the last joke he told.
was so intense that it seemed to make him uncomf
skin. He made me uncomfortable, too. Ordinaril
rule out a candidate for me, but the strengths that
critical to the business that I was willing to overlo
One interview technique that I'd used to sort the
was to ask a series of questions about hiring, tr.
sales reps. Typically, it would go like this:
Ben: “What do you look for in a sales rep?” g
Candidate: “They need to be smart, aggress

tive. They need to know how to do complex dea
organizations.”

Ben: “How do you test for those things in an int

his bag and p1
said he couldn
ing in the time
meeting, he wo
elite across a br
organizational s
things, a success)
He sounded like 1
Unfortunately,
ecutive staff (with
directors voted th
Campbell what he
road tracks to stop
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. “Yes, definitely- Mark did some of the largest deals we had.”
|08-. “]s he @ bad manager?”
"‘N he was very effective at running his team.”

o€ hen why shouldn’t I hire him?”

Ben: awell, t
oe: “He |l be a

en: “Please explain.”
. «Well, when 1 was teaching new-hire sales training at Para-

Helric Technology Corporation, | brought in Mark as a guest speaker
o fire UP the troops. We had fifty new hires and I had them all excited
hout selling and enthusiastic about working for the company. Mark

Cranney walks up

recruits, and says,
dont bring me five hundred thousand dollars a quarter, I'm putting a

terrible cultural fiti%

B
Joe

to the podium, looks at the crowd of fresh new
I don’t give a fuck how well trained you are. If you

pullet in your head.””
Ben: “Thank you very much.”
The world looks one way in peacetime but very different when

you must fight for your life every day. In times of peace, one has time
o care about things like appropriateness, long-term cultural conse-
quences, and people’s feelings. In times of war, killing the enemy and
getting the troops safely home is all that counts. I was at war and |
reeded a wartime general. I needed Mark Cranney.

As a final step in making the hire, I needed to explain it to Marc
Andreessen. As cofounder and chairman of the board, Marc’s opinion
mattered deeply to the board and Marc was still uncomfortable with
Cranney. Marc trusted me enough that he would let me make the hire
whether he liked the candidate or not, but it was important to me that
Marc be fully on board.

I'let Marc open the conversation, because despite consistently
being the smartest person in the room and possibly the world, Marc is
0 }.“lmble that he never believes that other people think he is smart,
:f:lls: E‘al;es' him .se?sitive to being ignored. He opened the conv.er-
o g’f isting his issues with Cranney: doesn’t look or sound like

sales, went to a weak school, makes him uncomfortable. 1







