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Attracting and retaining “A” talent candidates is

the true lifeblood of successful organizations. To

win in the market, companies must ensure a high

level of talent in all levels of their organization,

from recent college graduates to members of the

executive team. As recruiters of senior level

executives, we are often puzzled when our clients

balk at hiring “A” talent, or ‘game changers’

because they are not certain that they can keep

him/her challenged. The basis for this is concern

over the likelihood that the candidate might leave

the company after one or two years.

Unfortunately, these ‘game changers’ are exactly

the type of candidates that clients should be

hiring into their organization. Not doing so

weakens their competitive position by sending

clear signals, both internally and externally, that

they are not fully committed to improved market

performance. Once this signal is sent, not only

will they will have trouble recruiting “A” Talent in

the future, but the top performers on their team

will become vulnerable for defection to

organizations committed to winning in the

market. The basic fact remains that top

performers want to play on a team committed to

winning.

Identifying, recruiting and retaining “A” Talent is

truly a challenging endeavor. There are many

reasons companies do not target “A” talent; lack

of resources, concern about internal pay

inequities, lack of managerial confidence,

concerns about chemistry, etc. However,

companies must have the ability to both attract

and retain talent in order to improve their

competitive position. Organizations must develop

and embrace a strategy that supports the hiring

of talented executives. Driven from the senior

most levels, organizations must create an

environment in which hiring managers embrace

“A” level talent, and are encouraged and/or

rewarded to hire the best. Hiring managers and

Human Resource professionals must accept the

concept that a rising tide floats all boats...that

top talent will raise the level of performance of

the whole organization, and result in a higher

return on investment in Human Capital

So how do you find and recruit “A” Talent? How

do you know if you have found the best, or who

else is in the market? Our collective experience as

seasoned search consultants has taught us that

identifying and recruiting “A” talent is an ongoing

process requiring commitment and focus. It
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DETERMINE ORGANIZATIONAL POSIT ION/POTENTIAL

A key predicator of talent is to understand where

the candidate fits into their current organization,

and where they rank among their immediate

peers. Often times, the assumption is made that

because candidates have worked for top

performing competitors (or academy companies

such as GE or P&G), that they are automatically a

top talent. With the cost of a mis-hire being in

excess of 4x annual cash compensation, this can

be a costly assumption if the wrong candidate is

hired. Recruiters must take an extra step to

ensure candidate quality before they are

presented to clients or hiring managers. This can

be achieved by conducting pre-references from

knowledgeable sources (Alumni, key competitors,

etc) after the initial research has been done, but

before the targeted candidate is contacted. This

also helps to alleviate the problem of being

referred to friends/colleagues who are looking for

employment, are about to be downsized, etc., a

situation faced by most recruiters. Importantly, in

ensures a consistently higher level of candidate

quality.

360 MEMORIAL DRIVE, SUITE 120  CRYSTAL LAKE, IL 60014 U.S.A. + T: +1 (815) 479 9415 + F: +1 (815) 479 9320 W W W . S I G N I U M . C O M

The Americas                    Europe/Africa                   Asia Pacific

W W W . S I G N I U M . C O M

G L O B A L

E X E C U T I V E

S O L U T I O N S

requires a multi faceted approach that must

include a well developed and communicated plan

and a disciplined approach that is supported from

the highest levels of the organization. It has to

include internal and external resources that are

well versed in recruiting, and can serve as guides

through the complex recruitment landscape in the

hunt for the right candidate.

We have found that there are several critical

steps to ‘quantify’ candidate talent level, and

ensure your recruiters (internal and/or external),

can gain consistent access to the top talent in the

market. The following categories represent 4

tangible and easily applied measurements that

can enable hiring organizations to quantify the

talent level of key candidates:

THE IMPORTANCE OF
“A” TALENT+ CONT.

ENSURE A PROGRESSIVE CAREER TRACK

Ensure that the candidate has had progressively

more responsibility throughout their career. Gain

answers to the following questions: Has he/she

made the appropriate decisions including

agreeing to take on risky and more autonomous

roles within their current or prior organizations?

Has he/she stayed in roles long enough to deliver

consistent and high level results? Have the

job/company changes been made to further the

career in terms of scope and responsibility, or just

for more money? Is the candidate a job hopper,

never staying with the same company for more
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than 2-3 years? No matter how accomplished, if a

person frequently changes jobs for more money,

odds are likely that they will jump ship as soon as

someone offers them more than you are paying,

and he/she cannot be considered a long term

contributor.

ASSUME THAT COMPENSATION AND TALENT ARE L INKED

Compensation levels many more times than not,

reflect the quality of the candidate. This is a basic

and irrefutable law of our open market economy.

Top talent commands top dollar, and quality

candidates are typically compensated at a higher

level than their peers. While there are obvious

exceptions, this is true over 80% of the time. For

example, a General Manager making $200,000 is

more than likely a stronger candidate than a

comparably experienced one making $125,000.

Keep in mind that “A” players are well

compensated and their respective organizations

will fight hard to keep them with rich,

comprehensive, and long term packages. It will

typically require a premium to pry them away.

SENIOR LEVEL REFERENCES

After the initial screening and interviews have

been completed, and you have engaged a

seemingly talented executive in the recruitment

process, conducting subsequent references with

senior line management highly familiar with the

candidate is a crucial step in determining talent

levels. Most senior level executives will readily

agree to be a reference for an “A” talent

executive. Because of their rank and experience,

they are the most candid and useful references.

Senior level Human Resource personnel can also

be outstanding references as they can comment

on how well (or poorly) the candidate embraced

the human resource and talent building initiatives

at the organization.

In closing, identifying, attracting and retaining

“A” talent is not an easy task, yet is paramount to

the success of almost any organization. While

using these measurements will result in improved

talent levels they are not the only components of

an overall recruitment plan. For ultimate success

in the market, management must commit to

identify and hire individuals who will challenge

them to take the business to the next level.

Organizations must commit to a strategy of hiring

the best person for the job, not the best person

looking for a job.
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