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B E F O R E  T H E  S E A R C H  O P E N S

Step 1 - Define what winning looks like.
The search does not open until a written definition of winning exists. Every intake conversation produces one 
document: what must this person produce at 90 days, 6 months, and 12 months to be considered 
successful?

�  
Write 
the 
90-
day, 
6-m
onth
, 
and 
12-
mon
th p
erfo
rma
nce 
outc
ome
s 
for 
the 
role.

�  D
efin
e 
the t
hree
 beh
avio
ral e
vide
nce 
que
stio
ns 
the 
pan
el m
ust 
ask 
ever
y ca
ndid



ate.

�  Id
entif
y 
the 
auto
mati
c di
squ
alifi
ers 
- 
the 
red f
lags
 
that 
end 
the 
con
vers
atio
n re
gard
less
 of o
ther 
sign
als.

�  C
onfir
m pr
oact
ive 
alig
nme
nt w
ith 
the 
hirin
g m
ana
ger: 
doe
s th
eir d
efini
tion 



mat
ch 
the 
writt
en s
tand
ard
?

�  
Are 
you 
hirin
g 
for 
a bu
sine
ss o
utco
me, 
or fil
ling 
a se
at? 
Na
me 
the 
spe
cific 
gap.

D U R I N G  T H E  S E A R C H

Step 2 - Run a business-driven intake process.
Intake meetings focus on the outcome a hire must deliver - not on tasks and job duties. Every intake answer 
maps back to the definition of winning.

�  
Ask: 

wha
t do
es s
ucc
ess 
in 
this 
role 
look



 like 
afte
r 6 
mon
ths?

�  
Ask: 

how
 will 
this 
posi
tion 
imp
act t
eam
 perf
orm
anc
e 
and 
the 
busi
nes
s?

�  C
onfir
m 
that 
can
dida
te e
valu
atio
n cri
teria
 foc
us 
on b
eha
vior
s, c
omp
eten
cies
, 
and 
past



 perf
orm
anc
e - 
not 
cred
enti
als.

�  D
efin
e w
hat 
sep
arat
es c
onsi
sten
t per
for
mer
s fro
m a
vera
ge o
nes 
in 
this 
spe
cific 
role.

�  
Use 
mar
ket 
data
 to c
onfir
m c
omp
ens
atio
n is 
at 
or a
bov
e 
the r
ang



e 
for 
the t
arge
t pro
file.
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AT  T H E  D E C I S I O N

Steps 3-6 - Hold the standard through the offer.
The discipline in the final phase - tolerance, standards, and performance - is where most searches fail. The 
bar was written. It must hold.

�  R
evie
w ca
ndid
ate 
eval
uati
ons 
agai
nst 
the 
writt
en d
efini
tion 
of w
inni
ng - 
not 
agai
nst 
eac
h ot
her.

�  
Are 
can
dida
tes 
bein
g as
ses
sed 
for c
ultur
al fit 
(co
mfo
rt) 
or 
role 
alig
nme



nt (p
erfo
rma
nce 
evid
enc
e)?

�  
Is th
ere 
an e
vide
nce 
file 
- do
cum
ente
d be
havi
oral 
evid
enc
e 
and 
red f
lags
 - 
for e
ach 
final
ist?

�  
Did 
the 
deb
rief 
hap
pen 
with
 sco
res 
doc
ume
nted
 bef
ore 
gro
up d



iscu
ssio
n?

�  
Was 
the 
offer
 dec
isio
n m
ade 
agai
nst 
the 
defi
nitio
n, 
or 
in a 
hall
way 
con
vers
atio
n?

�  
Does 
the 
new
 
hire 
hav
e a 
doc
ume
nted
 30/
60/
90-
day 
plan
 alig
ned 
to 
the 
win
ning
 defi



nitio
n?

�  
Is th
ere 
a str
uctu
red 
onb
oar
ding
 pro
ces
s 
that 
sets
 the 
hire 
up a
gain
st th
eir 
90-
day 
mile
ston
e?

�  
Are 
you 
run
ning
 refe
renc
es a
gain
st 
the 
defi
nitio
n of 
win
ning
, or r
unni
ng t
hem
 for 



com
fort
?

�  
Is y
our r
ecru
iting
 part
ner 
see
n 
as 
a str
ateg
ic o
pera
tor 
by l
ead
ersh
ip - 
or a 
cale
nda
r ma
nag
er?

The standard does not bend at the end of the quarter.
If urgency has bent the screen, document it and treat the hire as a risk to monitor. Never pretend the exception did 
not happen.
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The numbers behind the method.

60%+
Fortune 500 companies trust us with executive selection

85%
First-year retention on placed executives

1999
The year Steve Lowisz founded Qualigence
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