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Joss Newman, Director, Private Equity
Practice at The Siena Partnership, talks to
Sofia Karadima about the hiring process
in private equity and the challenges that
organisations face when looking to recruit
top leadership talent.

Joss Newman, Director at the Siena
Partnership, has carved a significant

path within the world of private equity
recruitment. Since joining the Siena
Partnership in 2021 he has taken on
increasing responsibilities to develop and
build its Private Equity practice, leading to
his appointment as a Company Director
in 2023.

The Siena Partnership is a boutique search
and consulting firm that focuses on
executive search, interim management,
independent consulting, and broader
consulting support. Its key areas of expertise
include change and transformation,
technology and data, finance and
operations, and M&A. Drawing on his
experience, Newman has played a key role
in shaping recruitment strategies for some
of the sector’s leading portfolio companies.

Recruitment Process Matters

When discussing the hiring process,
Newman highlights the importance of
speed in private equity recruitment. “In
mid-market private equity, time is a critical
factor,” Newman explains. With portfolio
investments typically held for three to five
years, every month counts. As a result, the
Siena Partnership aims to complete a full
market report and provide a shortlist within
four-to-six weeks. This is not the typical
industry practice.

He points out that the days of taking several
months to find the right fit are behind

us, especially in the fast-paced world of
private equity. “We've developed a process
that enables us to engage with candidates
quickly and deliver results for our clients
without compromising on quality”.

Newman prefers to work closely with clients
to fine tune the brief and then introduce
candidates early in the process - this avoids
waiting until the final stages to find out

if there’'s a mismatch. “By putting strong
candidates in front of the client as soon as
possible, we can gauge whether it's a good
fit for both sides”.
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Cultural Fit Focus

In Newman'’s experience, one of the
biggest challenges when recruiting senior
executives is ensuring that candidates
don't just match the required skills and
experience, but also on culture.

“In private equity, it's often about chemistry.
You either connect with someone, or you
don't and that doesn’t come from the CV,”
he says.

The focus on cultural fit means that
recruitment goes beyond technical skills
and industry and sector experience. The
Siena Partnership has designed a scoring
system to evaluate candidates based on five
“‘non-negotiables” identified by the client.

“This is tailored to each client, but it could
include transaction experience, cultural
alignment, leadership qualities, sector
expertise, specific technical experience. And
it's overlaid by our team'’s experience and
in-depth knowledge of the client to find the
right individuals to shortlist,” he adds.

“We always go beyond what's on paper. It's
important to meet the client face-to-face,
understand their culture, and get a real
sense of what kind of person would thrive
in their environment,” Newman says. The
personal connection is key to finding the
right candidate who can fit in with the team
and drive success in a fast-moving, high-
pressure environment.

Leadership Role Trends

When it comes to trends in executive
recruitment, Newman notes a strong and
continued focus on technology. “Tech is still
a big priority, and within that, we're seeing a
surge in demand for leaders with expertise
in Al, data, and cybersecurity”.

However, other roles are also becoming
more prominent, particularly Chief
Operating Officers (COQOs) and Chief
Transformation Officers (CTOs), as
companies seek to optimise their operations
in response to economic pressures.

The personal connection

is key to finding the right
candidate who can fit in with
the team and drive success in
a fast-moving, high-pressure
environment

Newman highlights the increasing
importance of candidates with private
equity experience. “PE firms want people
who understand the unique pressures

and challenges of the industry. Having
experience working through transactions or
operational transformation is a significant
advantage,” he says.

Overcoming Talent Shortage

Newman acknowledges that one of the
biggest challenges in recruiting for private
equity is the limited pool of talent. “It's
extremely hard to find people who have the
exact experience that PE firms are looking
for. That's why we invest so much time in
networking and building our talent pools”.

Despite this, he believes it's important not
to overlook candidates who lack direct

PE experience. ‘I've seen candidates from
corporate backgrounds succeed in private
equity. They bring valuable perspectives
and skills, even if they haven't worked in
PE before”.

By building relationships and maintaining

a strong network across the industry,
Newman believes that his team can identify
the right candidates even outside of the
traditional private equity talent pool.



The Siena Partnership invests heavily in
building a strong network of candidates
and conducting thorough referencing.
“We meet candidates multiple times
before presenting them to clients,”
Newman explains. “This ensures we have
a deep understanding of their strengths,
areas for development along with third
party validation.”

To complement traditional interviews,
the Siena Partnership integrates
psychometric and personality
assessments into its process. “These
tools provide valuable insights into
how a candidate might fit into a
team and the organisation’s culture,”
Newman notes.

While not the key determinant of the
hiring decision, these assessments
add an extra layer of confidence for
clients and can often highlight specific
aspects of a candidates experience or
personality that could be missed in a
traditional process.

Networking Beyond Screens

Newman sees the future of work
evolving within private equity, with
hybrid working models likely to
continue. However, he notes that for
leadership roles, particularly in PE, there
will still be a strong emphasis on being
in the office. “Leaders in PE typically
want to be present. Being visible and
engaged in the office is important for
building relationships and leading
effectively”.

He also expects face-to-face interactions
to become more important again

after the shift to remote working

during the pandemic. “We're seeing a
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trend towards more in-person meetings,
particularly in the recruitment process. It's
difficult to build meaningful relationships
over video calls”.

He believes that, over time, companies and
candidates alike will benefit from spending
more time face-to-face, which is important
for both networking and leadership.

A Collaborative Future

As the landscape of private equity continues
to evolve, so does the approach to hiring
top-tier leadership talent. For the Siena
Partnership, the future lies in a proposition
that blends agility, relationship-building,
and innovation. Their ability to bridge the
gap between client expectations and
candidate potential positions them as
trusted advisors in a highly competitive field.

Newman believes the key to success in

PE recruitment isn't just about filling

roles quickly—it's about creating lasting
partnerships that align vision with capability.
As firms continue to navigate economic
uncertainty and technological disruption,
the demand for exceptional leadership will
only grow. With a focus on processes and a
commitment to understanding both clients
and candidates, the Siena Partnership is
helping redefine the future of private equity
talent acquisition.
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