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EXECUTIVE SEARCH ~
A critical process to ensure the best 
strategic hiring decision is made. 
Money, machines, raw materials and technology are inanimate resources that can normally be bought at a prevailing market rate. So it is natural to assume that the talent and ability of people to deliver for organisations is the key differentiator between failure and success

Martin McEvoy

By extension, departmental or overall leadership of how human resources are marshalled is central to organisational performance. So, when an impending decision to appoint somebody to such a leadership role is taken, the decision makers of a business have a responsibility to optimise the probability of success – enter Executive Search.

Whether a strategic appointment is an internal promotion or an external hire, the logic of undertaking a comprehensively briefed, properly structured executive search process which uses specifically bespoke research to identify the best internal and external talent in the market is undeniable. Indeed, genuine search practices identify benchmark and recruit the best talent available for a role, not the best talent looking for a job. 
To ensure success, a comprehensive client brief must be provided to and understood by the search practitioner.  The brief must outline the context of the market, organisational culture, strategic direction, key challenges and scope and responsibilities of a role. A detailed profile of candidates to be targeted and considered along with the type of organisations they work for can then be developed and mutually agreed.
The value of strong briefing cannot be over-emphasised on the premise that if you have clarity around what you are looking for, you are much more likely to find it.
Sometimes this ‘person profile’ is relatively straightforward. For example a partner hire for a professional service firm in taxation or regulatory services will more than likely need to come from a similar organisation and be undertaking a similar role. 
On other occasions where a role is a strategic support function (e.g. SVP Finance or HR Director), targeted candidates may not necessarily come from the same industry. Other key variables such as scale / recent organisational change / complexity of structure / transactional similarities etc may be a key determinant of where a search is focused. There may even be situations where a client decides not to search in their competitor’s organisations because they want to hire innovative and fresh versus traditional or sector-specific leadership.
Why not use other sources such as    industry “word of mouth”, the “old-boys” network, an advertisement or a mainstream/ specialist recruitment service provider /agency?
Professionally briefed and “research rich”, real-time Executive Search processes largely eradicate speculation from strategic hiring. Word of mouth / old boys network sources can typically generate prospective candidates who are “looking for a job” or “in need of a hand” from their friends or associates.   
It is also valid to observe that no generalist or specialist agency database (sometimes populated with unhappy or unsuccessful candidates) or internet / traditional media advertisement can realistically hold or attract a high proportion of the candidates you would wish to consider hiring from the market for your strategic role. 
Furthermore, advertised selection not only relies on a desirable candidate seeing the advertisement but also taking the time out to make an application with the additional fear of confidentiality breach.
Professionally structured search communicates and promotes the career opportunity directly to the agreed universe of the targeted talent market.  These are the leaders who are normally too busy, making a real difference to their current organisations, to be on the market.
When a high performing targeted candidate is diplomatically, confidentially and professionally approached with a comprehensive brief outlining a real career opportunity, it optimises their propensity to seriously consider a role outside of their current organisation – particularly if that role is with a direct competitor.

In summary, when you are looking to hire the best available talent for a specialist or strategic role, you should heavily factor in the cost and opportunity-cost of a bad hire, hired because your organisation did not source and consider the best available talent in the market – which professionally structured Executive Search delivers.
Martin McEvoy is founder of McEvoy Associates Signium International in Ireland who are active members of the global Association of Executive Search Consultants. He has previously been National Chairman of the Marketing Institute and was also European Speaker of Signium International for three years.
……genuine search practices identify, benchmark and recruit the best talent available


for a role, not the best talent looking for a job.





Case Study:





As a generalist firm specialising only in search, McEvoy Associates Signium International (MASI) has successfully undertaken a number of non-competitive searches in very diverse functions and market sectors. A sample case study of a non-competitive search was for Forensic Technology (FT), a Canadian corporation looking for an Irish based Head of Operations for EMEA.





FT at the time was is in effect the sole global provider of a worldwide forensic database system on discharged bullets – with no direct competitors. 





As search professionals, MASI analysed the organisational dynamics and – despite the fact that FT had no direct competitors – identified a number of common factors in terms of organisations with large capital investment products with complex hardware and software elements, a public service customer base with significant elements of high security and long-term service agreement levels. 





As a result MASI developed and agreed a list of twenty-seven target organisations in Ireland and the U.K. who were in the aerospace, defence, security and related markets. The optimal candidate was identified, appointed and subsequently promoted within eighteen months.











