Sharp Focus. Smarter Search.

The questions to answer before opening a critical leadership search.

01 BUSINESS NEED

Before discussing experience, compensation, or reporting structure, get clear on why the role exists.
The strongest searches are built around a business objective, not a job description.

What business problem does this hire need to solve?
Most searches stall because the role was defined around a job description, not a problem. If you can't articulate what

breaks without this person, the profile will be too broad to hire against.
What does success look like in 12-18 months?

Without a clear definition of success, you end up interviewing for potential and hoping it translates. The strongest
candidates ask this question in the first conversation you should have the answer before they do.

What happens if this role stays open for six months?

This question usually reveals how urgent the search actually is and how much organizational pain is being absorbed
right now. The answer tends to change how quickly decisions get made.

02 LEADERSHIP PROFILE

The same title can require very different leadership styles depending on the situation. Defining the environment,
challenges, and expectations upfront helps ensure you're evaluating candidates against the role you actually
need, not the one you've always had.

What type of leader succeeds in this environment?
An operator who thrives in a structured, process-driven environment often struggles in a high-autonomy, build-from-
scratch culture, and vice versa. Environment fit fails searches more often than skill gaps do.

Are we hiring for stability, transformation, scale, turnaround, or technical depth?
These aren't interchangeable. A leader built for turnaround situations tends to create friction once the organization
stabilizes. Getting this wrong means hiring someone excellent for a role that no longer exists.

What leadership traits are must-haves versus preferences?

If everything is a must-have, nothing is. The inability to rank requirements is one of the most common reasons strong
candidates get passed over, or the wrong one gets hired.
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03 TEAM & ORGANIZATION

Great hires don't just fill vacancies. They strengthen the team around them. Understanding what's missing today
often reveals what the next leader needs to bring to the table.

What gaps on the current team does this person need to complement?

Hiring a carbon copy of existing leadership rarely solves the actual problem. Understanding what's missing, not just
what's familiar, is what separates a gap-fill hire from a team-building decision.

What capabilities are missing today?

This is different from the role description. Capability gaps are often invisible until a business hits a growth ceiling or
an operational constraint. The best leaders expose them early.

What stakeholders need alighment before the search begins?

Misalignment at the top surfaces late, usually after a finalist is identified. When key stakeholders disagree on the
profile, searches drag, offers get delayed, and good candidates move on.

04 MARKET REALITY
Every search involves tradeoffs. The organizations that hire most effectively aren't the ones that avoid them;

they're the ones that identify them early and make decisions intentionally.

Which requirements are truly non-negotiable?

The strongest industrial candidates are rarely available, rarely applying, and rarely a perfect match on paper. Knowing
what you can flex on before the search starts determines whether you can move when the right person surfaces.

What tradeoffs are we willing to make?

In tight talent markets, the question isn't whether you'll make tradeoffs; it's whether you've thought through them
in advance. Companies that haven't tend to make them reactively, under pressure, and regret it.

What backgrounds would we consider adjacent but transferable?

Limiting a search to direct-path candidates in a specialized market often means competing for the same three people
every firm is already chasing. Adjacent experience, evaluated carefully, frequently produces stronger long-term hires.

SEARCH MISALIGNMENT WARNING SIGNS

Before launching a search, watch for these red flags. The more boxes you check, the more likely the search challenge
is internal alignment rather than talent availability.

Stakeholders describe success differently Interviewers evaluate candidates against different criteria
Requirements keep changing during intake The role has been opened, paused, or redefined many times
Nobody can agree on must-haves versus preferences Leadership is looking for a "perfect fit"

Need a second perspective?

We're always happy to pressure-test a leadership search, role profile, or intake strategy before it goes to market.
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