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Executive Search in Tough Times

Declining sales and shrinking profit margins have only accelerated the pace of searching for
new talent, asboth national and regional homebuilders pull out all the stopsto get them
through these tough times.

Many are active in the marketplace despite the new home sales precipitousdecline over the past year. The market
demandstha you have themos capable people to hdp runyour company.

To besuretheinternet is becoming a staple of home building recruiters to surface junior level talent. Yet, while
thisistrueto a certain extent, job boads online venues and contingency modds, actudly don® have much of an
impact when it comes to landing themore highly paid and capable senior executives.

Reaching Hidden Executives

High performing and promising executives are hgopy where they are for themod pat. They are well compensated,
notlooking for achange andwill almos never send their resumesto ajob poging boad or contingency firm. But
that doesn®mean they will remain where they are forever. Thequestionis, how do you reach them and get them to
listen to the oppatunity you have?

Theanswer for themore progressive homebuildersis fast becoming to retain a professiond search conailtant. Ina
very confidential manner, these conaultants contact executives who meet specific criteria on behdf of ther clients.

Better homebuilding executives who have therightbackgroundsand leadership skills are beng contacted often to
determineif they would consde postionsoutside of thar companies. They are bang given significant increasesin
compensation, stock, and responsbilities to get them to change

In fact, in recent searches for Divisiond and Regiond Presidents for a naiond homebuilder, | ran into executives
who were also being pursued by other companies usng conaultants to surface the best and brightest. Moreover,
even some of thelarger regiond builders appear to be usng retained executive search to fill critical senior level
needs

Asthemarket dows down theneed for fresh leadership can actudly increase. Some executives who were able to
pog goodnunbersin boomtimes are not equipped with theleadership and managerial ingincts to get the
organization throughtoughtimes.

Thehomebuilding indudry isnottheonly indugry tha hasfelt the pain of such adramatic turndown. In fact mog
other indudries have gonethroughthese cycles many times before. The market actudly puts a premium onthebest



performers. Upgrading one3 talent base becomes away of life. The cogs of notdaing so can bedramatic today as
well as when the market rebounds

Advantages of Retained Executive Search

There are numerousadvantages to this retained search gpproach. For example, the search can betailored to the
homebuilder@ uniqueneeds. It can take into accounta homebuilder@ history, culture, key responsbilities, required
experiences, and theall important pesond attributes desired of the candidates.

An expeienced conaultant knows how to winnowdown thelist of potential candidaes to only those executives
with real potentia for their clients. Thisfind list contains executives who are interested, have therequired
backgrounds and appear to beafit with theclient@ culture.

If donecorrectly, calls putout can get a person interested whois not even looking. With the prope postioning, the
job offers acompdling career propostionfor the executive to consder pursuing. Progpective candidaes begin to
take an interest in the postion explained by the conaultant.

A search conaultant becomes an ambassador for the client and provides a vetting process to single outthe mogt
outstanding candidates. Thisindudes schedulingatime for the search conaultant to meet the executive face to face.

In these face to face meetings each candidae is assessed agang thewritten specification already prepared by the
client and conaultant. Thebest search executives have specia training in interviewing techniques. They should be
outstanding assessors in determining themake up of an individud.

After theinterview, the search conaultant provides a written assessment to the client tha offersingghtinto the
candidae presented and why the executive may beafit for the postion.

Theclient picks thebest candidae presented and beginsto serioudy pursuethem via additiond meetings exposure
to more of theexecutive team, and telephoneconversations

When comfortable negotiationson compensation begin in which the conaultant plays a pivotal intermediary role.
The search executive also beginsafinad roundof in depth referenang checking.

The conaultant should be goodat seeking a mutudly satisfactory offer tha both theindividud executive beng
recruited and the client company are comfortable with. This offer is then written up providing the specifics of the
postion and terms of agreement, mailed to the candidae, and signed.

Even after aded has been struck between thetwo parties, the search conaultant continues to assist in thetrangtion.
In thefirst 90 days the search conaultant periodically checks in with the executive to ensure tha everythingis OK.
This stage only maximizesthe patential for thetrandtion to be acomplete success.



Measuring True Payback

Thetruthis, there are no short cuts to this process. It isatimeintensve and exacting procedure. It requires
dedicated focus follow-up, and solid coordinaion between the client and a highly experienced and trained search

consultant.

Undetaken propely theresults can produe a strong and favorable outcome for the client and ther company.

When you consder the highe profitability and ROI that comes from hiring theright executive, mos companies end
up wondeing why they hadn®@used this process alongtime ago.
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