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Why do some people get access to all the top jobs? Forget the old concept of sending your
resume to stay on the radar. Somer Hackley is an executive recruiter who has placed C-level,
SVP, VP, and Director-level executives into highly coveted roles, and wants to show you how it
works.In Search in Plain Sight, author Somer Hackley shares a candid view of the world of
executive search. She uncovers the key players and their roles in the search process from how
to develop relationships with executive recruiters to landing that dream job. This book gives you
a toolkit to access the jobs you want, easily navigate the process, and position yourself where
jobs will come to you versus you having to find them.You are not alone in this opaque process.
This book provides the transparency you need including: What recruiters do, why companies
use executive search firms, and the dynamics of these relationships behind the scenes.Who
recruiters target for executive positions and how to be on their list.What recruiters and
interviewers want to hear and how to stand out at every stage.How to confidently navigate
compensation discussions, learning lessons from your peers. If you are an executive looking for
a new position or new to the executive world, Search in Plain Sight will guide you on how to
launch or refine your search, be on the radar with executive recruiters, and make sure the job
you get is the job you want.
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I didn’t know my stuff! Quite candidly, I know my stuff more than the folks who discarded me.”Jay,
a technology executive, was fed up with the whole thing, with every part of finding a new job.
Who do these recruiters think they are, judging him, a C-level technology executive, telling him
he’s too junior for a role he’s qualified for?Dealing with recruiters can be frustrating. You take the
time to go through the process, talk to everyone on the search team, interview with the client,
only to be left in the dark chasing recruiters for an ounce of feedback. Recruiters call you when
they need you, and when you need them, they’ve disappeared off the planet. Even worse, when
you finally get to the offer stage, you wonder if you can trust this person to be unbiased, knowing
they want to fill the position. Who do recruiters work for anyway, the company or the candidate?I
get it. I’m a recruiter.In February 2020, Jay reached out to me looking for a new job and wanting
to be on my radar. I tried to help, but there was only so much I could do. I didn’t have any jobs for
him, but I could provide transparency and advice. Executive search is a mystery, but it doesn’t
have to be.Jay had been at the same company for over fifteen years. He had truly believed he
would climb the corporate ladder and one day retire from there. Everything was lined up
perfectly until the new boss showed up. The new chief information officer (CIO) brought his own
people, and Jay’s role kept getting smaller. His plan of retiring from this company was thrown out
the window. It was clear that Jay needed to start looking for a new job.He reached out to
recruiters, had some interviews, and was told he was too junior for the positions he was
interviewing for. With each negative piece of feedback, he became distraught. Jay knew he
wasn’t too junior, but he wasn’t coming across the right way. These recruiters had never been in
his shoes, yet here they were casting judgment on his seniority. Even worse, the hiring managers
agreed. He knew he needed to approach his job search differently.If you’re looking for an
executive position, there’s a good chance you’ll end up speaking with recruiters at search firms



versus solely with the company’s stakeholders. In 2020, the Statista Research Department
reported that the global executive search industry was worth over $20 billion, $9.4 billion more
than in 2012. Executive search isn’t going anywhere any time soon, which means anyone
looking for access to these big jobs needs to know how executive search works.Many
executives think there’s a “cool kids club” of candidates that recruiters reach out to for every role,
and they want to sit at their lunch table. Know who else they’re picturing at that table? A recruiter
named Jerry McGuire who will be their personal agent and introduce them to companies. When
they’re not invited to the club, they take things into their own hands, email executive recruiters
they find online, and put themselves on the radar. They spend thousands of dollars on their
résumé, so it’s perfect for those email introductions.But this isn’t how people land executive jobs.
I want to tell you how they do by showing you how it works.You could say I had unfortunate
timing launching my company, Distinguished Search, a month before the pandemic. All the
momentum I had vanished when companies put hiring on pause while everyone was getting
their head around what was happening with headcount, budgets, remote work, and the overall
business. I had no jobs to recruit for and all the time in the world, so I did what I do best: I talked
to people. Being forced to slow down gave me the gift of time and perspective.When job seekers
like Jay reached out, I had time to listen. I embraced every conversation and slowly became a go-
to person for executive job search transparency. I noticed patterns in the questions and
frustrations. I started posting my conversations as Q&A on LinkedIn, hoping the advice could
help someone else. I wished I had an excellent resource to share that explained how executive
search worked. They wanted one, too, but couldn’t find it. I decided to write it, and here we
are.I’ve been recruiting for twenty years and spent the last thirteen years in executive search. I
spent six years at the seventh largest global search firm with coworkers and managers from all
the big brand names. Before launching my company, I ran the North America Digital Technology
and Commerce Practice at a leading boutique. Most job search tips aren’t written by recruiters
like me – someone who has been on the inside. I’ve seen how it works as a junior recruiter rising
to partner and want to bring this transparency to you. This isn’t general interview preparation;
this is explicitly bringing you into the world that I live and breathe: retained executive search.This
book is for anyone who wants to land an executive position. If you’re an active job seeker, this is
your toolkit to launch and refine your job search. If you’re passive, you’ll understand how to be a
magnet that attracts great jobs months and years from now. This book is beneficial for people
who have been heads-down working for years and haven’t put much time or thought into their
job search. It is also helpful for emerging executives who have dealt with transactional staffing
firms or applied to jobs online. The interview process for executive positions is different than they
imagined, and there are new things to do to attract and land the positions they want.In the
following chapters, you’ll learn about executive search through the eyes of recruiters, job
seekers, and industry experts. You’ll hear from Amanda, who has crafted how to boldly tell her
story and is now getting multiple calls a week for jobs that pay seven figures. You’ll hear from
recruiters from large executive search firms and boutiques about what makes specific



candidates stand out and how they can leverage the recruiter through the interview process.
You’ll also hear Jay’s journey of landing his new CIO job. He’s ecstatic as he catapulted his
career to the next level, now interacting directly with the board. You’ll hear how he did it so you
can too.Once you understand what recruiters do, you will easily access the jobs you want and
navigate the interview process. This isn’t about sending your résumé and being on the radar.
This is about building relationships and having recruiters serve as your advocate. I also want you
to understand why things are happening so you can give yourself a break. If you’re not getting
past the recruiter or not getting feedback, you’ll understand why. You’ll read the lessons your
peers learned so you don’t have to live them yourself, and you’ll realize that you’re not in this
alone.I have another mission for this book: We elevate the field by bringing transparency to
recruiting. There’s no doubt you’ve had a negative experience with a recruiter, and that’s not
okay. These behind-the-scenes conversations will show you what to expect from great recruiters
as both a candidate and a hiring manager. When you’re hiring, choose to work with great
recruiters. That’s how we change the industry, one conversation at a time.Part IHow We Got
HereChapter 1What Recruiters DoHi Somer,I’m interested in a new opportunity and possibly
engaging with your firm.Perhaps you have clients or may shop me around to prospective clients
who have a need for a marketing executive.When you have a few minutes, perhaps we can have
a short conversation regarding whatever particulars you feel comfortable sharing with me at this
time.If you would like me to call you, please let me know the best time.Sincerely,TravisOh, Travis.
Engage with my firm? Shop you around to clients? You have no idea what I do, and I have no
idea who you are.There’s another reason I roll my eyes at this email. Four people used this same
template when sending me their résumés in October. One week in September, it hit my inbox
three times.Candidates ask me to be “their recruiter” all the time, but that’s not what I do. While
writing this book, I reached out to my executive search peers and started all my conversations
with the same question: “What do you think is the biggest misconception candidates have about
executive search?” The number one thing that consistently came up was that recruiters don’t
find jobs for candidates; recruiters find candidates for jobs.One of those conversations was with
Kristin Sheridan, president of Careerlist, a retained search and technology firm. Kristin and I met
about fifteen years ago in contingency recruiting when the company we worked for gave us the
opportunity to create a brand from scratch that placed accountants.The two of us sat in a small
room, hired a team, and built something special. Years later, we worked at CTPartners, a
retained executive search firm. When I went through a significant life event, I moved from New
York’s Battery Park to the Upper East Side so I could ring Kristin’s doorbell every morning and
ride the subway to work together. She is a fantastic recruiter, businesswoman, and one of my
best friends.I was speaking with Kristin about the biggest misconception she feels candidates
have. She shared, “It’s surprising to me that even at the very senior levels, people have no idea
how this world works. The people who have been on the other side of the search as hiring
managers have an advantage, especially if they were involved in the pitch process. They know
the details of our process and how to go about successfully finding their placement.”It’s true that



some executive job seekers have also been hiring managers, using search firms to fill their
positions. They’ve seen the pitches to win new business, search strategies, target candidate
lists, and assessment reports. This knowledge helps them when they are on the candidate side.I
reached out to Simon Mullins, chief facilitator of ESIX, the Executive Search Information
Exchange, to hear his perspective. Simon was a guest on a podcast I listen to called Recruiting
Future with Matt Alder. ESIX is a peer networking group for in-house executive search
professionals, meaning Simon is speaking with my counterparts all day, the internal recruiters
who run executive searches at Fortune 500 companies. He co-authored two books titled
Leadership Recruiting: Strategy, Tactics and Tools for Hiring Organizations and Leadership
Recruiting: Consulting Skills for Recruiters. He’s someone I wanted to talk to.Simon started our
conversation with, “This is not true for every search consultant, but usually the most important
people to the search firms are the people who are paying them, which of course are the
companies that are hiring, yet no one is going to say this to the candidate. Part of what we’re
talking about with our book is that so many folks think about this as a short-term transaction, a
hole to be filled, and that’s such a shame for multiple reasons.”I agree; it is a shame. Let me
explain why things happen as they do.Contingency versus retainedCandidates may think that
recruiters will be their agents introducing them to companies because sometimes they do. There
are different types of recruiters out there: contingency and retained. Let’s go to a blog on
BlueSteps titled “Executive Search vs. Contingent Recruiters” for the definitions:•Executive
search consultants begin by understanding their client’s industry, business strategy, and unique
needs. They employ highly sophisticated methodologies including competency-based
interviewing, 360 degree referencing and due diligence processes that may be augmented by
psychometric testing and broader assessments. They identify a slate of the most qualified
candidates that fit well with the client’s culture and have the right background and experience for
the specific opportunity. Their success is defined by the long-term commitment and impact of
the person hired, therefore they are motivated to help secure a lasting, successful executive hire
for their client.•Contingent recruiters leverage networks, advertising and online databases to
identify a large number of résumés of candidates who likely fit the client’s criteria. Résumés are
shared with the client who then takes a more hands-on approach to reviewing and evaluating the
candidates. By virtue of the payment upon placement nature of this business model, contingent
recruiters are motivated to get many résumés in front of many clients, as quickly as
possible.There is also one other type of recruiter you’ll likely interface with, the internal, in-
house, or corporate recruiter. They may also have titles such as talent acquisition or executive
search. They, along with the hiring manager, are my clients. We’ll talk about them in the next
section.When I was in contingency recruiting, we did rally behind an exceptional candidate and
market them to get a job. Now, you may be thinking, “Wait a second, Somer. You were pretty
adamant that recruiters don’t get jobs for candidates, that they find candidates for jobs.” Yes,
that’s true, and I still stand by that fact. The keywords here are exceptional and
marketing.Contingency recruiters don’t rally behind all candidates, just a candidate worthy of a



fee and compelling enough to open doors. The nuance is that the candidate is the product, and
the recruiting agency is marketing themselves by showcasing their fantastic product to start
relationships, fill jobs, and earn revenue. It’s not necessarily a bad thing. If you’re looking for a
job, why not have a team rally around you?Let me show you how I learned what recruiters do. A
week after graduating from college in 2002, I started my career in contingency recruiting. We
had prime office space on 42nd and 5th Avenue in Manhattan. Our bullpen had two teams of five
people, with desks pushed together and no cubicle walls, making it easy for real-time training.
We shared two computers per team because you’re not making money if you’re not on the
phone.My goal was to do a deal a month, a word that still causes me to cringe. I think it’s
because “deal” doesn’t accurately portray people as people, but alas, we’ll go with the jargon. I
needed to hit specific metrics a month: “5-25-2-1.” This meant five new jobs I’m sending
candidates to, twenty-five interviews, two times that a client came into our office to interview
candidates, all leading to one deal, an offer acceptance. I achieved those numbers by speaking
with twenty-five potential hiring managers per day and interviewing five candidates per week.
We tracked everything. The kitchen walls were lined with our monthly numbers, reprinted every
morning so we could see where we stacked up against our national coworkers.I was handed a
big fat red book of phone numbers turned to the largest NYC financial services companies on
my first day. We had a “hot candidate” pitch written on the whiteboard describing Oliver, a
software engineer my team found on Monster.com and interviewed the week prior. He was the
person we talked about in every phone call that day to find open jobs. He was working with C#, a
new programming language, and we were sure he’d be a good conversation starter.I opened my
red book and started dialing, talking to the administrative assistants who picked up the main
phone numbers at the biggest banks in New York, asking for the head of applications
development, trying my hardest to get a name, then getting transferred to someone (anyone!) in
technology and pitching Oliver. There was plenty of dialing, talking, networking, standing,
snapping, and parroting what my manager told me to say until I found a lead and eventually
convinced someone to interview our candidates.Candidates interviewed and sometimes did
well. I didn’t have to fill the jobs I found; clients weren’t paying us to interview candidates. Our
company was paid a fee if our candidate accepted an offer. We had to be first and fast with who
we sent on interviews since other recruiters across Manhattan were often finding the same jobs
and candidates.Every morning I’d pitch the hot candidate for new business, regardless of how
many open jobs I had staring at me. When I got more senior in the industry, I had the autonomy
to choose where I spent my time. Should I find candidates for jobs I already had, or was I better
off finding new positions to fill? The answer: whichever was closer to a deal. I constantly feared
being a deal away from the chopping block, but the highs were exciting. I loved it.You can see
why some candidates think that recruiters help them find jobs. Sometimes we did. Maybe you
were the candidate whose name was up on the whiteboard, and in that case, we were your
cheerleaders. Perhaps we sent you out to five interviews in one week, creating urgency between
all the clients we found, resulting in leverage and a faster deal.This was how I learned recruiting.



Not all contingency recruiters pitch candidates to generate interest; this was simply my
experience. The point is, if you’ve been placed by a recruiter who works like I did when I started,
you may think recruiters will help you find a job.As I became more senior in contingency, I
naturally became more consultative, though I didn’t realize the transition. Certain hiring
managers spent time teaching me technology, knowing that if I understood the role, we would
prioritize each other and fill the position quickly. I started having go-to clients who called me
when they needed someone. I was promoted to lead teams and offices. Contingency recruiting
can be done well; it comes down to the person you’re working with.After six years at the same
company, I decided to go from being a big fish to being an associate at CTPartners, the seventh
largest global retained executive search firm at the time. My commute shifted over to 6th
Avenue, and we had an entire floor of the building. I felt like Annie walking into the Warbucks’s
mansion. When you walked in, we had flowers and etched glasses proudly displaying our logo.
There was no bullpen, no numbers on the wall, and everyone had their own computer.My
experience in executive search was completely different from contingency recruiting. I didn’t
spend 50 percent of my time on business development. Partners and principals won positions to
fill and handed them to me to find candidates. More importantly, because we were retained, we
had to fill the job.This brings with it all kinds of challenges I never expected. I had to find
candidates and couldn’t move on to a client that was easier to work with or more realistic with
their expectations. These jobs were more complicated, and it wasn’t about matching keywords
and compensation. There was a risk in putting an unqualified candidate forward; it could
damage our relationship with a client that goes back for years and across our entire firm. Finding
people to call was easy enough, but it took a whole other skill set to get their attention and
interest in leaving their job. It took me about three months to get my head around what executive
recruiters do. Hopefully, we’ll get you there by the end of the chapter.I was a member of the CIO
practice, a group that focused on technology searches mainly within financial services. I worked
for the partners and principals in our practice; they brought in work and led client relationships.
My job was to find candidates for specific positions and hand the relationship over to them. The
partner or principal leading the search would interview the candidate while I took notes. They
would present them to the client on our update call while I sat silently in the background armed
with information if the client asked questions the partner or principal didn’t have answers to.
Once interviews started, the partner or principal would shepherd the candidate through the
process with the client.I was assigned to a new search a few weeks after starting. We sat down
as a team and brainstormed candidates to call. I had no idea how my team pulled all these
names from their heads. They’d say, “Remember Bob, who we sent to Switzerland Bank to
interview two years ago? He was too small for that job, but he’s worth calling for this.” I wrote
down the names. We thought about searches the team worked on years prior that were similar,
so I could look through those candidates and call them. We created a list of companies we
should recruit from and handed it to our researcher to find names and add them to the database
for me to call. I also physically walked around the office, asking people if they had any



ideas.After a few days, I spoke with a fantastic candidate. He emailed his résumé, and I printed it
and ran into my boss’s office excited about his perfection for our job. My boss’s enthusiasm
didn’t meet mine. He asked, “Is he one of the top five people in the world for this position?” Total
confusion set in. This wasn’t about finding a “hot candidate” to send in tomorrow; this was about
knowing the whole market.We were only recommending the top five people globally, and it was
my job to find them and somehow know if they were that good. After I spoke with a candidate, I
went from thinking, “Are you qualified?” to “Are you one of the best in the world and our potential
placement?” It’s a different question and a different outcome. This “best” is not solely our opinion.
I learned the methodology behind retained search that we create a search strategy with a target
list of companies, finding the best person or people from each. There’s a market to cover and a
goal we’re working toward. Only then do we know that we have the best.There were no numbers
on the wall, no candidates to pitch, and no one tracking the number of interviews I sent people
to. I would get new searches to work on because partners and principals would choose me to do
the work.As an associate, I would work on about eight searches at a time. This wasn’t about
prioritizing “deals” as I did back in contingency recruiting. Our company was already paid a
portion of the fee upfront and usually paid the full fee regardless of the outcome. As a junior
recruiter, I knew where to spend my time based on the promises the partner above me made to
the client. If my boss told the client we’d have three new candidates for them by next
Wednesday, I had to make it happen. We had client update calls every two weeks, and I better
have an update. We were incentivized to fill positions within ninety days with bonuses. All
external recruiters have metrics to hit, and there’s a lot of pressure to find new candidates to hit
these numbers.In all of this, it’s easy to lose sight of the fact that we’re talking about people.
We’re not simply filling jobs or selling objects; we’re finding and placing people. Let’s go back to
my conversation with Simon Mullins from ESIX. He shared, “We’re helping a business leader
solve a business problem, and this business problem needs a talent solution, which is a person.
That’s why we’ve been brought in as the expert in the room. In striving toward our key
performance indicators (KPIs), we sometimes forget that we’re dealing with people, and the
decisions they make will impact their families and communities. This is why, at ESIX, we talk
about these topics: relationships, long-term connections, bringing people together, and the
impact on people’s lives.”I agree with Simon, and this is likely why the word “deal” rubs me the
wrong way. To me, a deal signifies dollar signs and high fives. Behind every placement is a
person, and I hope that all recruiters never lose sight of that.Internal versus externalTo dive
deeper into internal versus external recruiters, I reached out to someone who has spent time on
both sides of executive search, Anna May Stratton. Anna May has held head of executive
recruiting and talent acquisition leadership roles at companies including Capital One, Otis
Elevator, Chewy, and Rosetta Stone, and earlier was an associate at Heidrick & Struggles. I’ve
worked closely with Anna May for years and personally attest that it’s rare to come across
someone with so much talent, expertise, influence, and gravitas.Anna May and I spoke about
the different responsibilities between internal and external recruiters. She shared, “You saw it in



real life, right? Not all internal recruiters approach it the same way. Some of them are very hands-
off, and they let the search firm do most of everything. Then there are others like we were at
Capital One, where we still wanted to talk to the candidates. I prepped them for interviews and
managed and made the offer. I still like to do nearly every aspect of the job except for candidate
identification. My external search partners like you do that, along with other things.”We had a
tight partnership, and the fact that Anna May and I both had relationships with candidates
helped the search progress more smoothly. We offered candidates different things and provided
a unique perspective. She expected more from me than résumés, though. She continued, “I
would always give you a heads up on the offer. What I value from an external search partner is
managing candidates’ expectations and making sure you’re keeping us updated on how they’re
feeling. Are they getting other offers? Are they interviewing somewhere else? Did they tell you
their family isn’t sure about relocating?”These are the reasons why external recruiters ask you so
many questions during the process. Our clients expect us to know these things about
you.Recruiters work for clients, but they’re still your advocateRecruiters aren’t there to help you
find a job, but there are ways they can help you, and sometimes they’re helping you out without
you even knowing.In my conversation with Kristin from Careerlist, she talked about how she
helps her candidates showcase themselves. She said, “Until there is more quantifiable data and
metrics in the interview process, the people who have the best personality tend to be the people
who get hired. Sometimes you need that charismatic leader who’s a great communicator, and
that’s wonderful. But other times, the best person for the job may not interview as well. That’s
when working with a recruiter helps.”I asked if she had an example of this. She reflected, “I had a
situation where a person went into an interview, and they were very nervous and intimidated and
fumbled over some answers. I find this a lot, that they didn’t fully answer because they took for
granted that the interviewer understood the intricacies of the role. The interviewer’s feedback
was, ‘The candidate couldn’t explain her role in what she executed versus what the team
executed. I think that she was just overseeing the work.’”Kristin disagreed with the client’s
feedback and told them the candidate did execute the work and wasn’t simply overseeing it. She
shared how she pushed back on the hiring manager. “The conversation is not just, ‘Hey, trust
me, Mr. Client.’ Instead, we had the candidate put together a presentation showing what she did,
her goal, everyone else’s role, and the solution. It was a good exercise for the candidate to
realize that they do have to get into the weeds at times.”Recruiters will also think of you for
positions when you don’t realize it. My former colleague, who now runs a recruiting firm, called
me asking if I had ideas for a CTO (chief technology officer) search. I looked through my network
and sent him LinkedIn links of people I think highly of. Included in that list was a candidate I was
introduced to two months prior by a former placement. The candidate sent me an email thanking
me for the introduction. Us recruiters share candidates. Keep in mind, though: It’s because we
have a job to fill, and the candidate could be one of the best in the world.It’s about the long-term
fitRecruiters don’t simply fill jobs with the best candidate; they also want that person to make an
impact and thrive. “When I first started this work, I was resisting being a recruiter, honestly,



because I kept thinking, ‘Do recruiters care about the organization they’re trying to find a person
for?’ What I realized was recruiting great talent is my way of helping our community, because
bringing the right people deepens an organization’s impact. I think it’s the same on the for-profit
side, too, but it was specifically important to me as I think about nonprofits and how they make a
difference, that finding the right people is a broader way to impact our community.”This was my
conversation with Denise Smith, who runs an executive search firm focused on nonprofits and
foundations. Denise was referred to me by an executive in my network, a past candidate she
represented. Denise was described to me as someone who sets the bar high in terms of
candidate experience, and after speaking with her, I could see why.She continued, “Obviously,
we work for the client, but we’re working for the candidates as well. It’s important that we find that
match and that it’s a long-term match. I hope all recruiters have that mindset; the good ones
certainly do. I hope that candidates go into it recognizing that our role is on both sides, even if we
get paid by the client.”I agree with Denise that good recruiters realize our role is on both the
client and candidate side, regardless of who pays us. After a successful placement, candidates
become clients, clients give us more work, and the organization thrives. This is also about more
than revenue. We’re impacting people’s lives. It’s a big decision to accept a new position, no
matter how actively a candidate is looking for a change. Good recruiters have their heart in it and
see people as people.Takeaways from this chapter:•Recruiters don’t find jobs for candidates;
recruiters find candidates for jobs.•Why it’s confusing: contingency, retained, internal, and
external.•It’s in the recruiter’s best interest their placements are successful. Ultimately, recruiters
are also working for candidates, but it’s not to help them find a job.In the next chapter, we will talk
about the other side of what recruiters do: the client side. We’re going to explore why companies
use recruiters, what they expect from them, and how all these dynamics play into your job
search.Chapter 2The Role of the Executive Search FirmYears ago, a client of mine wanted to
make an offer to a candidate, which would generally be a cause for celebration. However, this
time I was incredibly annoyed and frustrated. This client refused to tell me what the
compensation would be. They thought they would have a better chance of the offer being
accepted if they presented it directly, without me setting the candidate’s expectations first. I was
floored. I wasn’t used to being cut out of the process, and more than anything, I was worried the
offer would be too low, which would either surprise or insult the candidate and blow up their
relationship and the search.How do I keep my client happy while telling them they’re wrong?
How do I keep my candidate’s respect while adding no value? I wasn’t well-spoken enough to
push back on a panel of executives, and my voice didn’t carry weight. I couldn’t force the client to
tell me what the offer would be. I did what I was told and set up the phone call.The client made
the offer. As I predicted, it was too low, and then the client pressured me to get it accepted. They
used some choice phrases that solidified where I stood in the power hierarchy: clearly not a
partner to them. After some negotiation, everyone was happy, but it was a situation that could
have been smoother. This was a learning experience that has shaped who I am as a search
consultant.Search firms are consultants to clients, and it’s not always easy. Great search



professionals are talent advisors versus order takers, and the relationship is a partnership. There
are specific reasons why companies decide to use search firms, and with that comes high
expectations.Why companies use search firmsLet’s dive deeper into why companies would use
search firms versus recruit themselves. I asked Simon Mullins what percentage of companies
use external search firms. He shared, “They all use search firms. Every Fortune 500 company
will use a search firm somewhere in the world.” I asked him why, and he shared his top three
reasons companies go to search to fill a position:•“The first is the capacity for the in-house team
to do the work. Do they believe they might suddenly kick off fifteen searches, and there are only
three recruiters?”•“The second is capability. Do we know this market well enough? If we do one
general counsel search every fifteen years, why build that capability when we could give it to a
specialist search firm?”•“The third is confidentiality. This is mostly coming from the Board where
there is an incumbent, shareholder concerns, or SEC regulations to consider. Confidentiality or
something similar might come into play.”Simon has a great list. There’s also a fourth reason I’ve
come across: when companies have an internal candidate, a current employee who is qualified
and interested. The company is unsure if they should promote this person or hire externally.
They hire a search firm to cover the market and interview their current employee, putting
everyone through the same process.Talent advisorsI’ve grown up a lot since that interaction with
the client who refused to tell me the offer details. I’ve found my voice and have learned that
clients want my opinion. They’re paying me for it.To dive deeper, I’ll refer to two people who I
consider influencers and experts in this space. I’ve been following Lars Schmidt and John
Vlastelica for a couple of years, and I can’t say enough good things about them.Lars Schmidt is
a self-described wonk on modern HR. He is an entrepreneur, writer, speaker, podcaster, and
advocate for modern HR and people practices. He got his start as a tech recruiter, then went on
to run global recruiting for Ticketmaster, Magento, and NPR. Since then, he has launched
Amplify to help companies build progressive people teams and talent strategies. He also co-
founded a not-for-profit aimed at democratizing access to modern HR practices, HR open
source. When he published a book called Redefining HR, I bought it.
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Ebook Tops Reader, “Great book for Executives, or truly any job level working with a recruiter!.
As a recruiter, I like to read things not just directed to recruiting but also to job seekers. I believe
it is important to always be aware of the perspectives of all involved in this wonderful thing called
hiring.This book helps job seekers, executive level specifically, understand how they can best
position themselves, their experience, wants and desires to recruiters. I do feel that could apply
to most levels of job seekers on better understanding the roles of recruiters and how to arrive at
the best outcome.There are always many considerations at play, simultaneously, during a hiring
process and numerous stakeholders. This book helps someone who has not been directly
involved with the hiring process and recruiters internally, to get a better insight and to demystify
the process while understanding best how to represent themselves throughout the experience
from beginning to end.”

LS, “Outstanding Read! Very informative guide for executives and job seekers. The job search
can be daunting for anyone, this book is an excellent guide to better understand the executive
search industry (directly from a leader in the search world) and it gives you very practical tools
on how you can change your tactics to be more successful in marketing yourself for the jobs you
want. Its an easy read with really relatable stories and insights that aren't always common
knowledge but should be. Somer Hackley’s experience in executive search is truly shown
through her stories, approach and advise.Who has ever been ghosted by a recruiter? Who is
unsure of how to approach recruiters in general? Wanting to make a career move, where do you
even start? Somer breaks it all down in a very honest and transparent way. What recruiters do,
how to effectively engage with executive recruiters and how to set up your job search to land
your dream job. It’s a great informative read cover to cover and I highly recommend it for
executives or anyone who is looking to make a career move now or in the future.”

Michael J. Pece, “THE book on executive search. Whether you are a candidate or executive
search client, Somer does a masterful job at articulating the process of what goes into a search
from start to finish. She's one of the best in the business and this book will be my go to reference
for those who wish to learn more about the industry. This book is honest and specific, whereas
most other pieces of read on this topic provide high level concepts that lack the stories that this
book provides to give the candidate or client a better understanding of what's going on behind
the scenes. I HIGHLY recommend Search in Plain Sight.”

The book by Somer Hackley has a rating of  5 out of 5.0. 5 people have provided feedback.
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