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One of the first things we effectuate at the launch of our partnership is establishing the Candidate
Acquisition Team (CAT), which consists of key members within our organization and yours that
will guide the hiring process. Stanton Chase manages constant communication among the CAT
members to ensure productive outcomes of each step of our Best Practices Methodology and to
maximize the efficiency of the executive acquisition process. 

Stanton Chase is unique in the executive search industry,
offering clients the experience and global reach of one
of the world’s ten largest search firms complemented
by the service, expertise, and personal relationships
usually reserved for small, boutique practices.

We develop a close and effective partnership with you to ensure we understand your
organization’s strategic issues and search requirements. Our structured approach is
based upon open, ongoing communication and regular delivery of both quantitative
and qualitative feedback. 

The core of our consultative philosophy is represented by our 14-step Best Practices  
in Executive Search Methodology.
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To that end, we have developed a series of informative articles that will serve as a reference guide
and ensure that all CAT members have a clear understanding of the process. At the outset of each
step, we will share an article with you that will offer a clear explanation of the goal of the step, what
action items will be accomplished, how these items will progress, and what deliverables will be
shared. This information will help optimize the process and guide all members of the CAT to work
together as a coordinated team. 

The first step in our Best Practices in Executive Search Methodology is Engagement Launch.

Advisory Relationship 

Stanton Chase is not a transactional search firm. We are advisory consultants. The primary goal
of our Talent Acquisition step is to build a strong foundation for our partnership by gaining a deep
understanding of your organization. In essence, we listen.

In order to impact significant, lasting changes, we need to familiarize ourselves with your
organization on a fundamental level. Our team will speak with members of your executive
management to understand your culture, discuss challenges you are facing, and learn about past
successes and missteps.

In addition to our experience in managing the process of change, our consultants bring to the table
an industry expertise that allows us to anticipate challenges beyond the immediate ones your
organization is encountering.
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Situational Assessment

Just as individual people have comfort zones, so do executive management teams. This can  
be a strength for organizations in times of unchallenged growth, allowing them to work within  
a predictable set of parameters. But when experiencing a problem or looking to take your business  
in a new direction, an aggregate comfort zone can be a serious detriment.

Long-term complacency can result in a plateau or even a downturn in company performance  
and create a stale and stagnant culture. Our role as consultants is to help your organization  
recognize which functions and executive roles are suffering from conveniency.

We accomplish this by engaging in a large format dialogue that spurs conversation between your 
executive management team and our consultants until we thoroughly understand your business.  
We ask open-ended questions about your strategy, culture, competency gaps, competitive pressures, 
financial performance, organizational structure, company life cycle, product innovation, external 
influences, and digitalization.

What prompted you to decide that now is the time to partner with us? Is your organization 
performing at a standard that meets the Board’s expectations? Are you keeping pace with the 
industry? Has your growth plateaued? Is your past dynamic not in sync with future goals? Is there  
a particular function that you are struggling with? How effective are your current leaders?

As process experts, we understand that there are over 50 hurdle moments that occur as a company 
grows. These can be difficult to identify when you are enmeshed in the daily operation of your 
organization. Our third-party perspective is a powerful tool in recognizing the hurdle moments your 
organization is currently facing, and just as importantly, anticipating future ones that will require 
adjustments in your leadership to overcome. 

Client Alignment

One of the most important objectives of the Engagement Launch stage is aligning our process 
with your organization’s temperament for change. There is no such thing as a one-size-fits-all 
talent acquisition strategy. Our consultants dig deeply into your specific situation and assess your 
organization’s culture to establish a synergetic relationship.

By nature, all organizations are self-contained structures. The instinct to hire and promote from 
within is oftentimes a good one which we, as executive management consultants, embrace. However, 
it is only one of many strategies that can help to grow your leadership team. By getting to know  
your organization intimately, we can help you identify talent within your organization that may 
be redistributed to better meet current challenges as well as identify gaps in your executive and 
management teams.
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This will include an internal assessment of your current leadership team and workshops for executive
management to clearly identify the criteria of the position. Working together, we will juxtapose  
those criteria against the person currently in that role as well as other potential internal hires.  
When and if we establish that an external hire is the best of course of action, we proceed thoughtfully 
and with intent.

We combine your organizational insights with our unique perspective on market realities to formulate
a hiring plan. 

Change Management

We understand that hiring externally can be fraught with risk. Your organization may be hiring for
a newly created role or to succeed an exiting executive, but you may also be replacing a long-standing
executive or even a family member, depending on your organization.

At Stanton Chase, we are experts at change management. We understand the intricacies of cultural
dynamics shifting and we use our expertise to maximize these developments as opportunities for your
organization to gain momentum and to spur your business forward. Working side-by-side, we mitigate
the risk of change and minimize the growing pains that come with fine-tuning your leadership team. 

Calibration of Expectations with Industry Realities

With over 25 years of experience and with offices across 45 countries, our consultants have  
a comprehensive view of global trends within each industry and understand the ramifications  
of these trends on specific geographic locations and functional roles. Our depth of operational  
and search experience allows us to deliver the highest caliber of advice to our clients in each  
industry that we service.

Our expertise affords us acumen about the state of your industry both globally and locally. We offer 
insights that help align your needs and expectations with current industry and functional market realities.

Deliverables and Next Steps

At the conclusion of the Engagement Launch step, we will have a deep understanding of your
organization that will allow us to define a search strategy and position marketing strategy.

The next step, Engagement Assessment, is when we begin in-depth interviews of key client  
stakeholders to develop a Position Profile that identifies the experience, technical skills, and critical 
leadership competencies that are requisite for top performance in the role. Additionally, we develop  
a unique weighted Assessment Scorecard to guide all members of the Candidate Acquisition Team 
toward agreement of critical competencies.
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We recently placed the Chief Executive Officer for a privately
owned $400M food company after working together with
our client through the advisory consulting stage. 

Our initial meeting was with the head of Human Resources, who voiced concerns that their current 
Chief Executive Officer was indecisive, revenues were flattening, earnings were down, production 
was slowing, and product development lacked innovation. After meeting with the current CEO,  
we agreed with our client that he was not a strong candidate compared to industry standards.

However, the person they were looking to replace was a family member, so the situation required 
delicacy. We began by conducting an internal assessment of their current leadership team, then 
orchestrated workshops to help gain support at the board level to initiate true and lasting change. 
We advised the Board on how to assess the skillset that was necessary in their CEO in order to take 
their organization to the next level.

Upon completion of the workshops, the Board evaluated their internal candidates and came  
to the conclusion that none were the right fit. This process led them to a real commitment  
to hire externally.

We were able to find and place an excellent candidate for our client. This executive integrated into 
their culture seamlessly and has already initiated culture change and business process improvement 
that are positively impacting revenue and decreasing production deficiencies.

Bernard Layton
Global Practice Leader, Industrial
Managing Director
b.layton@stantonchase.com

Upon completion of the workshops, the Board evaluated 
their internal candidates and came to the conclusion that 
none were the right fit. This process led them to a real 
commitment to hire externally.

Case Study: Talent Acquisition
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