Search Value & Search Process







   You may find these texts useful when dealing with clients who are not familiar with either the value argument for selecting retained search over contingency or the details of the retained search process

[bookmark: _Toc383592315][bookmark: _Toc385498371]Text: Executive Search Value
The Executive Search Division of CORNERSTONE INTERNATIONAL GROUP is dedicated to providing service beyond the traditional executive search and evaluation process.  Inspired to provide our clients with “superior added” results, we have established a “real-time feedback” system for continuous improvement in the quality and user-friendliness of our service.
As a direct consequence, we have had greater success than some of our worthy competitors in completing executive searches at all levels and in virtually all industries and disciplines including operations, finance & accounting, marketing & sales, human resources, legal, management information systems, planning, engineering, administration, etc.
Quality of service depends largely upon the consultant(s) selected to actually conduct each assignment.  CORNERSTONE significantly increases the value received by adding quality assurance in the selection and monitoring of the particular consultant(s).  We hand pick each search professional on the basis of recommendations from Senior Executives.  Selection criteria include (1) superlative and consistent service, (2) clarity and “user friendly” communications, plus, equally important, (3) personal character and integrity.
We sincerely hope that our competitors will copy our innovations, for in doing so, our entire profession will provide better service.  Our handpicked consultants have a passion for adding value to every single executive search assignment.
1. Diagnosis & Planning
1. Position Specification
1. Search Strategy
1. Research
1. Sourcing & Recruiting
1. Interview Screening
1. Candidate Dossiers
1. Client Interviews
1. Reference Checking
1. Offer & Negotiations
1. Hire Follow Up (Optional)
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Text: Retained Executive Search Process
For those who are less familiar with the typical process employed in conducting an executive search, the basic steps are as follows:

Diagnosis & Planning:
Before a search can properly be implemented, we must be sure that we accurately understand your needs as well as the “personality” of the environment in which the chosen candidate(s) will enter.  To optimize the match of competence & compatibility, our fiduciary responsibility to you is to challenge your specifications to ensure we understand the letter and spirit of your requirements.  We must have the integrity to turn down an assignment unless we sincerely know we can satisfy those requirements.
Each client and each position is sufficiently different to necessitate a custom approach to each search.  Although the basic steps remain the same, the content of the steps must be patterned around the uniqueness of your situation.

Position Specification:
For feedback to your fellow executive team members involved in the search process, and as a means to communicate our search parameters accurately to the market place, we develop a Position Specification for each search.  This Specification describes your organization generically (to maintain confidentiality), outlines the description of skills and personality traits considered ideal for the situation, and spells out the other requirements desired.

Search Strategy:
	Specializing in this industry for many years, we have encountered many similar search requirements; however, your organization is not identical to other clients.  Thus, we must plan each search for you as though it is the first time we have conducted a search for that particular type of individual, and thereby we avoid “retreads,” “hand-me-downs,” and “second-best” candidates.

Manual & Computerized Research:
	We carefully identify all possible sources of potential candidates throughout the target industries as well as other industries where qualified candidates may have relocated using transferable skills.  We also identify indirect sources, many of whom we already know from similar prior searches, who may be able to recommend potential candidates and help us in attracting hard-to-get candidates.

Sourcing & Recruiting:
Recruiting is both an art and a science.  No one can promise a perfect match, yet the best employment “marriages” start with our ability to identify and recruit the very best candidates and then determine which will fit and which will not fit your situation.  Often the best candidates are the most difficult to attract.  Because these preferred candidates are recognized for their superiority, often they are already serving in desirable positions and, thus, they are resistant to joining another organization.  However, if your opportunity is truly a good match for any of these preferred candidates; it is incumbent upon us to try a little harder to break down their resistance.

Interview Screening:
Generally, we may contact a large number of individuals who might be candidates or sources of candidates and later have face-to-face interviews with up to 12-15 of the favorites.  Usually we select a panel of two or three of the best-matched candidates for you to interview in person.

Candidate Dossiers:
	Before the semi-final candidates are presented to you, we prepare a written dossier on each semi-finalist that includes his or her employment background, personal data, plus our personal and professional view of the candidate relative to your requirements.  Due to government regulations protecting the privacy of individuals and because the semi-finalists are often sensitive about confidentiality, we submit these dossiers to you with the express commitment from you that such information will be maintained in strict confidence and limited only to those members of your executive team who have a legitimate involvement in the search process.

Client Interviews:
After you have reviewed the dossier on each semi-final candidate, we will schedule a face-to-face interview for each person to meet with you at your offices, or elsewhere if that is your preference.  For candidates who are sensitive about confidentiality, the venue of your meeting should be private and not conspicuous to outsiders that the meeting is an “interview.”  Also, because the favorite candidate(s) may be resistant to joining another organization, we encourage you to maintain a “selling mode” while conducting the interview(s).  It would help our communication and common objectives if we were present during your interviews without participating.




Reference Checking:
Because of increasing governmental protection of individual rights to privacy, we are precluded from thoroughly referencing candidates until after they have met with you and are sufficiently interested in your situation that they are willing to run the risk of a “leak.”
We strive to maintain complete confidentiality; however, reference checking does entail some risk of leaks by the individuals contacted as references.  Usually this thorough reference checking is done on your most favorite candidate only.
Once we have the express permission from a candidate to conduct thorough reference checks, we identify multiple individuals (to validate patterns) in varietal relationships to the candidate (some individuals relate differently to superiors, than to subordinates, peers, customers, etc.).  We will solicit multiple names of references in each of the following categories: (1) former bosses, (2) former peers, (3) former subordinates possibly and (4) former clients.  We will avoid calling the candidate’s “friends and neighbors” list because of biased or irrelevant perspectives of such references.
Before you extend an offer to the finalist(s), the results of our reference checking may include information that will help you in validating compatibility to your organization.  Additionally, the reference checking results may identify information that might be helpful to you after a candidate is invited to join your organization, vis-à-vis, identifying areas of secondary weakness or variance in management style, which although not disqualifying, may still require awareness and discreet surveillance.

Offer & Negotiations:
On more than a few occasions, we have seen perfectly doable transactions fall apart because both sides failed to discover areas of common agreement.  For instance, often organizations will offer an unacceptably low point of the compensation range – a range that includes a higher amount that might have been acceptable to the candidate.  Likewise, the candidate often does just the reverse: he or she asks for the high side of his or her desired compensation range, at a point which is too high for the organization to afford, and yet a lower amount might have been mutually acceptable.  Part of our job is to help both sides identify mutually acceptable ranges before either side offends the other with an unacceptable proposition.
	Because we do this for a living, we are generally more familiar with the recruiting process than either party.  We may have seen patterns of behavior and/or alternative solutions that have not yet been discovered or seen by your executive team or by the candidate.  When either party is at an impasse, sometimes we can break the deadlock with a creative solution that is more suitable to both parties.  Such solutions cover a spectrum of choices, some objective and some subjective.




Post-Hire Follow Up (Optional):
A new employment “marriage” includes a startup period that is analogous to a regular marriage’s honeymoon.  After the employment “honeymoon,” you may encounter minor adjustments of personality and style, which if properly managed can be harmoniously transcended, but if mis-managed or not noticed, can fester into less harmonious results.  Because we are usually perceived as a neutral and trusted party to the relationship, the new person may confide in us when he or she has a problem.  Alternatively, at your request, we can use the same neutrality and trust to communicate your concerns to the new person before a correctable problem escalates detrimentally.





More Sample Documents

You can download and modify these documents in connection with Retained Search business development:
	Sample Proposal & Contract
	Sample Texts to present Retained Executive Search Value and Process
	Sample List of Consultants for the Assignment	
	Sample Reports for presenting candidates
	

Visit http://members.cornerstone-group.com/resources/
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