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Forward 
For 3 decades, I’ve focused my career on the singular mission of helping companies, and the executives who work for them, achieve 
their potential. How I do this is by identifying and closing gaps relative to: where they are today and the vision they are trying to 
achieve, and the transformational business outcomes they are trying to achieve in order to realize their vision.

Whether I’m working with companies or individual executives, everything I do is focused on helping them do 5 things: 

1. Know what you’ve done - by deconstructing, reconstructing, and self-assessing the value you’ve delivered. 
2. Know your potential - by rediscovering and clearly articulating how you’ve delivered value, and your potential to deliver 

differentiated value. 
3. Know the source of your value - by rediscovering and articulating why you do what you do. 
4. Identify and close the gaps to achieve your potential. 
5. Act! Knowledge is inert. Acting on what you know is what counts. 

My entire approach focuses on how to inspire action. 

• Be Unconventional: From messaging to the scope of executive and client engagement, challenge every Leader’s perception of the 
status quo by asking bigger questions. Shake things up by offering new perspectives that give leaders a chance to lean into bigger 
problems. Only when you see or hear things in a new way will you see a bigger picture. 

• Networking = Collaboration: 50 million executives can’t be wrong. For 2 decades, I’ve been collaborating with our extensive 
executive network on an unprecedented scale, because they know more and they know where the bodies are buried. 

To realize my vision, I wear 3 synergistic “hats”: Sales Performance Coach (+27 years); Executive Coach (+19 years); Retained 
Executive Search (+19 years) all built on a foundation of Business Process Reengineering. Having coached executives and sales teams 
all over the world, I consult with companies who aspire to build corporate cultures that in turn inspire their employees. I guide clients in 
how to identify, creatively communicate, and position their differentiated value to inspire and capture new business to include capturing 
prospective Leaders who will help achieve their Vision. I speak to anyone who will listen. I work to be my own best case study, 
practicing everything I preach. 

Though we may not be known to you, you should know us. We’re Executive Advantage Group. 

But don’t just take our word for it…view what our clients are saying (Client References).

Today, many companies are putting every business process under a microscope in an attempt to transform how they communicate, 
collaborate, innovate, and go to market. To maintain customer relevance and sustain profitable growth in highly competitive markets, 
many companies are discovering they need to transform their business motion to one focused accelerating their customer’s business 
strategy and the transformational business outcomes their customers are trying to achieve. These same companies are faced with the 
need to innovate, reinvent, or transform their businesses while driving in a new type of dialog with their customers in order to maintain 
relevance. That’s a huge shift for even the best executive teams, and often means reassessing if they have the right players on the 
team. When they realize they don’t, this often translates into the need to conduct a Confidential Executive Search to close the gap.

In the pages of our White Paper: “Confidential Executive Searches - The Art & Science: 3 Keys to Success” we’ll share with you the 
details associated with one of our highly differentiated areas of key core competency: the Confidential Executive Search. Since 2001, 
Executive Advantage Group has delivered 21st Century Leadership Transformation solutions that help clients define, attract, assess, 
deploy, develop, and retain their required Leadership Expertise based on their long term business strategy and need to fill gaps today. 
Our Confidential Executive Search process has allowed us to consistently capture the Leadership Expertise for clients who are required 
to maintain anonymity when conducting an executive search. We have repeated success in every industry and functional discipline 
we have touched. We drive consistent results by exercising an unparalleled networking reach combined with our repeatable search 
process regardless of the industry, level, or type of position we’re retained to fill.

How can Executive Advantage Group help you?

Ron Bates
Managing Principal

http://executive-advantage.com/client_references/index.html
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What is a Confidential Executive Search? 

An executive search is considered “Confidential” when the name of the hiring company 
is not initially exposed to the market or shared with prospective candidates. As a result, 
candidates incrementally advance through a recruiting process blind to the identity of the 
hiring company. 

    

Why Conduct a Confidential Search? Common reasons for 
conducting “Stealth mode” Confidential executive searches typically center on 
mitigating risk and/or exposure.

Let’s establish a baseline.

Confidential Executive Searches

Introduction 

Many search firms, recruiters and hiring Companies dread the thought of conducting a Confidential Search.  The 
issues driving the need for a Company to conduct a Confidential Search present additional challenges as compared to 
their non-Confidential counterparts. In this document, we will outline a proven process that will enable your ability to more 
consistently engage and advance better executive candidates faster to achieve your Company’s Confidential hiring objectives.

Example: “We are retained to fill a VP of Sales role for American Airlines.”
Versus the “Confidential” equivalent: 
“We are conducting a confidential search for a VP of Sales role in 
the transportation industry.”

For example:
• The need to replace a non-performing incumbent where you don’t want 

the role to be vacant prior to identifying a viable replacement.
• To avoid creating Customer concern associated with any potential 

organizational change.
• To avoid creating Employee concern associated with any potential 

organizational change.
• To minimize Competitive exposure associated with any potential 

organizational change.
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Achieving better exposure to more viable candidates is absolutely 
possible by leveraging the concept of a Confidential Search. 

What other reasons might compel 
a Confidential Search?

Brand, Market Presence, Market Perception
We conduct Confidential executive searches for clients all the time where 

they don’t have an established Brand, Market Presence or Perception, or 
Company name recognition that supports the search.  As an example, if 
nobody has heard of your Company name or brand, then conducting a 

Confidential Search takes the focus off of your lack of brand or company name recognition by bringing the focus back onto 
the opportunity and the hiring criteria.  This is important for small companies, and/or start-up companies who lack brand and/
or company name recognition.  This is also important, even if you’re a large company, if the candidate population you intend to 
target doesn’t necessarily know why they would be the target of your interest.

As an example, Flextronics is a c. $23B public company with major industry business segment focus in High 
Velocity Manufacturing (e.g., Consumer), Integrated Network Solutions (e.g., Telecom, 
Networking, Server, Storage), High Reliability Solutions (e.g., Medical, Automotive, Mil/
Aero).  Flextronics is “the brand behind the brand” producing products for HP, Dell, 
Apple, Microsoft, Nike, et al.; to with over 35,000 kiosks, Flextronics designed and builds 
the Redbox video rental kiosk.   

We’ve conducted 25 executive search for Flextronics over the last 7 
years; several were Confidential Searches for their Automotive (c. $1.5B) 
business segment.  Why Confidential Searches?  Because we were 
targeting major Automotive OEM, Tier 1 & 2 suppliers who were largely 
unaware of Flextronics’ presence/brand in Automotive.  

By conducting Confidential Searches, we were able to focus 
networking contacts and the target candidate population on the 

respective opportunity being with a c. $1.5B Automotive business 
segment that’s part of a larger multi-billion dollar global company. 
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Additional reasons 
compelling a Confidential 
Search

Location, location, location… We also conduct Confidential Searches 
for clients the where the Company location requirement isn’t necessary local to a target 
candidate population.  If you’re a candidate located in San Diego, CA, you might not be 
that interested in an “opportunity” to move to St. George, Utah (actual candidate/search 
example).  You might not even get past St. George, Utah to see the word “opportunity”.  

By conducting a Confidential 
Search, you take the focus off of 
“location” by bringing the focus 
back onto the opportunity and the 
hiring criteria.

Now that we’ve established 
a baseline, let’s dive in!

Benchmarking a 
candidate population 
or position spec. 
We’ve conducted Confidential 
Searches for clients where they 
were looking to benchmark/test 
a new role and associated hiring 

criteria with a prospective target candidate population.  If the client wanted to make major revisions to the hiring criteria, they 
could revise and re-launch the Confidential Search effort without it looking like the same client or search.  

Intrigue: the main reason – any – candidate responds to career opportunities.  
By conducting a Confidential Search, you have the opportunity to create intrigue.  If you do it right, you can create more 
exposure to a viable candidate population by conducting a Confidential 
Search. 

Shouldn’t all searches be conducted this way?  
No!  A Confidential Search is a search strategy not a panacea. Not all 
candidates are interested in pursuing or enrolling in a Confidential Search 
process.  As an example, Contingent agencies typically don’t disclose 
the hiring Company initially because they risk losing out on a contingent 
finder’s fee if the candidate goes directly to the hiring Company.  To 
be successful in executing a Confidential Search strategy, you have to 
effectively manage information and expectations through your Spec 
Strategy; Outreach Methodology; and Candidate Qualifying Process.



The Spec Strategy: The first Key to Success is defining the strategy around the Confidential Detailed Position 
Description (i.e., Spec) .  The key word here is “Detailed”.  

Whether a search is Confidential or not, the one thing executive candidates like is being incrementally exposed to detailed 
information about an opportunity.  Even when a search is not Confidential, we hear executive candidates complain all the time 
about other recruiters not either knowing, or not being able to communicate enough information about an opportunity.  Many 
firms and hiring Companies think nobody is going to read a long Position Description.  The exact opposite is true.  Executive 
candidates are dying to know more about opportunities, they don’t have the time to research a company to learn more about 
it. The more they can learn through a detailed Position Description, on their terms, before they have to talk to a recruiter or 
prospective hiring authority, the better.

The secret to a great Confidential Spec is more detail. 
“Confidential” implies exposure to less information versus more information, but that concept 
actually will hurt you when developing your Spec.  Before embarking on a Confidential 
Search, it’s important to realize this will be viewed as a “one-sided” process from an executive 
candidate’s perspective.  With a Confidential Search, you’re asking the executive candidate to 
invest time and provide information about their qualifications in the blind.  Many executives will 
simply not want to play that game.  It is critical to have enough detail (both general and specific) 
in your Position Description to give the impression of substance.  Confidential or not, most 
Position Descriptions are far too vague and incomplete.

Make your spec stand out by mixing general criteria with specific criteria with 
respect to the Industry, Company, Role Profile, and Candidate Requirements. The detail in your 
Confidential Position Description can actually increase your exposure to a viable candidate 
population by stimulating networking referrals.  If the population you are attempting to network 
with directly, and more importantly, virally can’t get enough detail about what you’re looking for, 
they not only can’t help you, they won’t even try.  

Start by writing a very detailed Position Description.  You have to do that anyway given you ultimately 
give the actual Position Description to a qualified candidate at some point after they’ve demonstrated sufficient qualifications to 
warrant the disclosure.  Build the detailed Position Description with 4 main categories of information: 

1. The Target Market Opportunity 
2. The Company Profile
3. The Role Responsibilities
4. The Required Candidate Hiring Criteria
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3 Keys to Success: 

- Spec Strategy 
- Outreach Methodology 
- Candidate Qualifying Process
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The Target Market Opportunity describes the Company’s market. Leveraged 3rd Party Market Analyst 
report data to substantiate the Company’s target market.  When translating this into a Confidential Position Spec, simply 
use a superset to describe the Confidential Company’s Target Market.   As an example, if the Company is in the Enterprise 
Networking Space, or Cloud Networking Space, or Server & Storage market simply build out the Company’s Target Market 
Opportunity as: Global Telecommunications Market.

 Examples:

Target Market

Opportunity

• Market Opportunity: $3.03 Trillion Global Packaged Food Marketplace 
 
[March 28, 2016] The U.S. food industry is forecast to grow at a steady rate of 2.9% CAGR through 
2022, according to the 2016 Food Packaging Trends and Advances report from PMMI, The Association 
for Packaging and Processing Technologies. 
 
[Sep 02, 2015] Research and Markets, a Dublin-based market research company, unveils new data, 
opportunities and forecasts in its latest report, “World Packaged Food - Market Opportunities and 
Forecasts, 2014 - 2020.” 
 
The food market is expected to bring in revenue by 2020 of $3.03 trillion, the report indicates, 
registering a compound annual growth rate (CAGR) of 4.5 percent from 2015 to 2020 
 
Geographically, North America is the largest market in the current scenario, it notes, followed by 
Europe, APAC and LAMEA.

• Market Opportunity: +$5.2B Project Portfolio Management (PPM) Market 
 
[Jun 2016] IDC states in their study, “Worldwide Project and Portfolio Management Forecast, 2016–
2020”, the worldwide project and portfolio management market grew 4.9% to $3.8 billion in 2015 with 
current IDC numbers (compared with growth of 5.1% to $3.6 billion in 2014). IDC expects the market 
to grow at a CAGR of 6.4% over the course of this five-year forecast to reach $5.2 billion by 2020. This 
growth was significant in an emerging 2015–2016 market.  
 
Strategic Portfolio Management is a subset of PPM that addresses choosing the right projects to meet 
corporate strategic and financial objectives.  Instead of accepting a set of projects in an innovation/
R&D portfolio as a given, SPM helps executives analyze the projects and gives them a roadmap to take 
resources away from low-potential projects and redirect them to high-potential projects. 
 
“Strategic Portfolio Management is the spinal cord of our company.” Julia Reznick, Head of 
Economics, TEVA Pharmaceutical.



The Confidential Company Profile: 
A couple of lines of description is all it takes.  The goal with the Company description is to make it meaningful enough to give 
some definition, but general enough that it isn’t possible to guess who the Company’s identity.

 Example:  Company Descriptions:

The Confidential

Company  Profile

• The Company is a growing publicly traded multi-billion dollar hi-tech company serving multiple market 
segments.

• The Company is a growing $300M international packaged food & beverage manufacturing company 
serving multiple market segments.  

• The Company is a growing publicly traded multi-million dollar hi-tech medical technology company 
serving multiple medical technology market segments.  

• The Company is well-established with a long well branded track record of success with multiple 
locations globally.  This specific opportunity is with one of the Company’s Divisions.  With Division 
employees in multiple US design and manufacturing locations, the Company’s products target a major 
Enterprise Networking niche.  The Company markets its product worldwide and has an extremely large 
installed base.

• The Company is a growing industrial protective clothing market solutions company serving multiple 
market segments.  

• The Company is a growing circa $100M Private Equity Backed hi-tech company serving multiple 
Consumer and Enterprise market segments.  

• As a “stealth mode” early stage pre-IPO start-up, the Company is a pioneer in novel open source 
mobile applications development with main offices located in the Central Time Zone and possesses 
additional off-shore capability. 

• The Company is a well funded pre-revenue stage company located in the San Francisco Bay Area, 
California and focused on mobile media and downloadable content management and distribution 
solutions.
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The Role Responsibilities: As with the Company description, the key is mixing general criteria with specific 
criteria.  Be as specific as possible when the role responsibilities won’t give away the Company.  Be general when specificity 
might give away the Company.  As an example, you can communicate in round numbers when being general, but the fact 
that you’re using numbers gives the feeling of specificity.  

Partial Example:

The Role Responsibilities

Role Responsibilities: President, Key Business Unit

The President, Key Business Unit is a multi-dimensional leader and change agent able to profitably manage 
a business effectively into a world-class market dominant leadership poWsition.  

The essential duties and responsibilities for the role include:

• Complete P&L responsibility for the circa $1B Key Business Unit’s business. 
• Develop strategy, associated KPI dashboard, and ensure continuous processes improvement in support of 

profitable execution of high growth businesses.
• Develop and execute a Key Business Unit business plan to achieve quarterly and annual Our Client investment, 

cash flow, and P&L objectives.
• Define, set and lead the execution of the strategies to grow the Key Business Unit’s business into a profitable 

+$2B P&L over the next 5 years.
• In addition to growing the existing customer base, expand the Key Business Unit’s market segment footprint in 

the Asia/Pacific market.
• Develop and gain stakeholder buy-in, and effectively evangelize and enroll the Key Business Unit organization 

around a forward looking vision.
• Identify and build business cases for investment opportunities in new markets, geographies, and new 

customers, and in expanding the profitable relationships with existing customers.
• Leveraging their clear General Management multi-functional understanding of how business works, 

understand the systemic change needed in the organization to ensure sustained profitability and the 
uncompromising delivery of first class service to customers. 

• Continue to improve measure and strive for world-class quality via processes, methodologies and rigorous 
quality control system requirements.

• Interface productively and collaboratively across the Key Business Unit organization, as well as, across the 
overall company, including directly developing trusted advisor relationships with customers.  

• With a laser focus on operational excellence, profitability, and customer satisfaction, this individual 
understands the capabilities and capacities of the Key Business Unit organization’s ability to deliver, and has 
the experience and integrity to not take on business that isn’t in the best interest of Our Client or the customer. 

• Ensure the Key Business Unit organization has the right people, processes, systems and properties in place to 
ensure the organization is able to profitably deliver on its customer commitments and quality expectations.
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The Required Candidate Hiring Criteria: Again, the key is mixing general criteria with specific criteria.  
General and/or optional criteria can also be offered as a higher level of abstraction or superset of what you actually seek.  
You can mask the fact that you want to hire someone with Optical Networking Equipment background by specifying you 
want to hire someone with Networking Equipment.  More detail is critical to generating intrigue.

Stimulate more responses by referring to a role’s location in a general way; this is important.  Why?  More 
responses equates to more networking referrals to potential candidates. When you interact and qualify candidates, you 
simply focus on candidates possessing the specific experience you seek.  

Partial Example:

The Required Candidate

The following characteristics and experience describe the successful candidate: 

• Currently in a Global Executive General Management role responsible for managing a +$800M P&L with a track 
record of above industry average revenue and margin growth, the ideal candidate possesses +20 years of 
industry experience which includes +10 years of multi-function general management executive experience in 
progressively more challenging roles.  

• The candidate ideally possesses a technology background with extensive international leadership experience 
ideally in Medical electronics, related precision plastics or high volume manufacturing Industry experience. 
Experience working on more than one continent is a distinct advantage. 

• Possessing a working knowledge of the North America and Europe Medical market, the candidate should be 
well connected into Tier-1 and OEM Medical customer bases in North America and Europe. 

• In addition to Global General Management experience, candidate’s functional background ideally includes a 
broad mix of 2 or more of the following: Sales/Marketing, Engineering, Manufacturing or Quality Assurance 
roles.

• Experienced driving all aspects of a +$800M P&L Global design and manufacturing organization working 
collaboratively with executive superiors to define and execute a strategy while provide overall leadership and 
vision managing their P&L in the best interests of the company’s stakeholders. 

• Experienced defining, setting and leading the execution of a P&L business plan to achieve quarterly and 
annual employer investment, cash flow, and P&L objectives to include developing stakeholder buy-in, and 
effectively enrolling their organization around a forward looking vision in a way that inspires, motivates, and 
focuses energy on achieving business goals.

• Experienced working as part of a collaborative senior executive team, the candidate ideally possesses 
experience leading successful M&A or Joint Venture activities.

• Location: For the “right opportunity”, there is flexibility for a candidate to working out of the Company’s key 
Central Time Zone or Eastern Time Zone HQ and/or executive office locations.
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Next up: 

The Second Key to Success 
   -Outreach Methodology

Outreach Methodology: Many search firms and recruiters fail on search projects as a result of their outreach 
being too limited; they never achieve critical mass. This translates into failing to thoroughly cover a viable candidate 
population versus simply conducting a limited sampling of a viable candidate population.  

Limiting your outreach – because – you’re conducting a confidential search is the exact opposite of what you should be 
doing.  By limiting your outreach, you minimize the opportunity to benefit from referred candidates.  

By maximizing your outreach to the largest possible population, you increase your chances of benefiting 
from viral networking driving more qualified candidates your way. This is why it is critical to maximize the amount of 

information included in a visible Confidential Position Description, and do everything possible to facilitate its 
exposure by sharing its existence via every mechanism possible.  Executives love to expose their colleagues 

to great opportunities, and by maximizing direct exposure you enable viral networking.

Maximizing your outreach gives you the opportunity a large portion of a viable candidate population which 
increases the chance that you’ll be exposed to higher caliber candidates.

Maximizing rapid exposure to the largest possible network...

 Example results:

• Confidential Search: Business Unit President role (c. $800M) 
        247 execs in 48 hours

• Confidential Search:  CEO role (Angel Funded Start-up) 
      +300 execs in 48 hours

• Confidential Search: CTO role (c. $1.5B) 
        141 execs in 48 hours

• Confidential Search: VP QA role (c. $1.2B) 
        157 execs in 48 hours



Business White Paper  Page 12  

So far we’ve covered:  
   -The Spec Strategy 
                and 
   - Outreach Methodology

Let’s talk about: The Third Key  
to Success 
   - Candidate Qualifying Process

Candidate Qualifying Process: You’ve 
maximized your outreach, and now you have lots of executive 
candidates to qualify.  How do you do this efficiently?  Easy!  

There are 3 challenges to conducting a Confidential Search 
that are easily addressed during the Candidate Qualifying 
Process:

• Enrolling busy executive candidates, and making 
them feel like they are advancing in a one-sided 
process.

• Efficiently qualifying executive candidates without 
exposing the hiring Company.

• Knowing when to unveil the hiring Company.

Leveraging a Candidate Qualifying Matrix is the key to addressing these challenges.  

This is simply a document that translates the Required Candidate Hiring Criteria into a table format, and gives the 
executive candidate an opportunity in writing to describe how their background specifically addresses each component 
of the Required Candidate Hiring Criteria.  Executive candidates submit their Candidate Qualifying Matrix with their 
resume for review prior to initial dialog/interaction with the executive candidate.  

The critical component to successfully leveraging a Candidate Qualifying Matrix is specifically managing 
expectations in a preemptive manner with executive candidates, and 
specifically doing so with respect to what & when additional specific 
information about the opportunity and Company will be disclosed.  

Everyone likes to have their expectations 
managed.  
Most executives are familiar with the concept and need to conduct a 
Confidential Search. Treat people as professionals they will respond 
accordingly.



Leveraging a Candidate Qualifying Matrix to manage information disclosure and next step 
expectations.

Introducing a Candidate to the Qualifying Matrix via Email 
Example:

As this is a strictly - Confidential - executive search, we are only able to disclose the actual Company and 
complete detailed position specification to candidates the Company believes has demonstrated sufficient 
qualifications to warrant the disclosure. We understand the initial part of a Confidential Search process can 
seem a bit one side. We ask candidates be patient with the Company’s process. 

Common Q&A:

Location: For the “right opportunity”, a candidate must be open to working out of the Company’s Eastern Time 
Zone Headquarters location.  The Company is willing to offer reasonable relocation assistance to accommodate 
a candidate’s relocation.  Unfortunately, we are not allowed to be more specific about the location unless the 
Company approves the disclosure for a specific candidate after demonstrating his/her qualifications via their 
resume and Candidate Qualifying Matrix inputs. Compensation: Industry competitive W2 compensation plus 
equity incentive consistent with a responsibility for a circa +$1B P&L with a multi-billion dollar hi-tech company, 
and consistent with the specific employee’s compensation history and ability to add value to the Company’s 
business objectives. Industry: Per the position spec, the Company is a growing multi-billion dollar technology 
company serving multiple market segments.

Since everyone writes resumes differently emphasizing different aspects of their career, I would appreciate it if 
you would fill out the attached position spec matrix and shoot it back to me (i.e., the proverbial “20-questions”).  
This isn’t intended to be cumbersome.  Many candidates actually appreciate the opportunity to put some 
thought into the answers they provide versus just getting hit cold with the questions in an introductory call.  
This typically makes an introductory call very efficient for both of us as a result of the responses you share in 
the document.  When you do this little exercise, please don’t act on the temptation to simply cut and paste 
from your resume or defer to your resume or you defeat the purpose.  I would disqualify many candidates if I 
relied simply on the generic information contained in their resumes and I don’t like to assume anything about 
someone’s background (i.e., I’m simply looking for – additional specific – color on your applicable background 
that matches with the spec criteria).  As I mentioned, the detail you provide me will make our upcoming 
conversation much more efficient and effective for both of us. When you respond, please suggest several date 
& time options over the next 5 business days for discussing your matrix responses via a 30 minute phone call.

Managing 
Information Disclosure

and

Next Step Expectations
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Important Psychology

at play here:
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It’s important to understand the psychology at play here. This qualifying process gives 
busy executive candidates an opportunity to digest the opportunity, and assess & describe their fit on their terms - in their 
own time. You’re professionally managing their expectations. 

You benefit from being exposed to more on-point information with respect to an 
executive candidate’s fit – before – you ever talk to them through an executive candidate’s Qualifying Matrix responses.  
Candidates feel like they are actually advancing in the process. 

Executives really take the time to supply responses?  Yes.  In fact, executives consistently comment:

• “This was a great exercise.”
• “This tool really helped me focus on communicating more directly how well I fit this role as compared to my 

generic resume.”

The key to enrolling an executive candidate in a Confidential Search process is have the individual 
feel like they are advancing in the process.  Advancement in mind of any candidate equates: to incremental exposure 
to information about the search (the Spec), the opportunity to incrementally demonstrate their qualifications, and the 
opportunity to receive feedback on their fit.

The only remaining question is: When do you unveil the Company?  

The answer: As soon as practical. The ideal time to disclose the Company is before conducing any in-depth phone or 
in-person screening.  Executive candidates will always be able and willing to provide more on-point information if they have 
knowledge of the actual opportunity.  

Exposure risks: As soon as -1- person knows, you’re at risk of exposure.  As the old Top Gun movie line goes:

“I could tell you, but then I’d have to kill you.”

The requirement and reasons for confidentiality will ultimately drive when to disclose the Company.  Utilizing a Confidentiality 
or Non-Disclosure Agreement (NDA) can give you an opportunity to disclose the Company sooner, but many executives 
won’t sign NDAs. 

Once you’ve disclosed the Company to a specific executive candidate, they would advance in the process similar to a non-
Confidential Search.



A Word of Caution: When creating content for your Confidential Search, be careful of using terminology, phrases 
or text of any length taken directly from your Company’s web pages.  Your Company’s web pages and associated content 
is indexed by search engines.  If you use content taken directly from your Company’s web pages, you risk someone doing 
a search on content in your documentation and having your Company’s web pages appearing in the search returns. Make 
sure to rephrase Company specific jargon and phases (e.g., product or business unit specific terminology, etc.) used in 
Confidential Search documentation.  It’s always good practice to sanity check rephrased jargon/content by doing relevant 
searches in the major search engines (e.g., Google, Yahoo, Bing) to make sure your Company’s web pages don’t show up 
on the first page of the corresponding search results.

Confidential Searches present additional challenges as compared to their non-Confidential counterparts. The 3 
Keys to Success: Spec Strategy; Outreach Methodology; Candidate Qualifying Process we’ve outlined will enable your ability 
to achieve consistent success with your Company’s Confidential Search efforts.  By employing the strategy and techniques 
we’ve covered, you will maximize your ability to more consistently and efficiently engage and advance a larger number of 
higher-caliber executive candidates faster to achieve your Company’s hiring objectives. 

We look forward to the opportunity to partner with you on your Company’s next mission critical executive search 
requirement.  We invite you to give us a call or send us an email if we can assist in any way.

Summary: 

                 3 Keys to Success: Spec Strategy; Outreach           
                 Methodology; Candidate Qualifying Process
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Great! You’re on your way to 
getting  great results with your 
next Confidential Search. 

Before you go, we’d like to 
offer a Word of Caution before 
we sum it all up...
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Let us know how we can help!

THE BOTTOM LINE…
It’s about results.
We will listen to your needs, learn about your business – and create an opportunity for you to meet the available best-of-
breed candidates.

You’ll get our full attention, our market knowledge, our executive search expertise, and the combined resources of our career 
networks. We truly dedicate ourselves to our client projects. Expedite the successful completion of your next executive 
search with Executive Advantage Group.  

We’re ready to go all out to find your new executive.

Ron E. Bates  Michael A. Rothstein
Managing Principal  Managing Principal
Executive Advantage Group, Inc.  Executive Advantage Group, Inc.
rbates@executive-advantage.com  mrothstein@executive-advantage.com
  

Pacific Northwest Office
13923 SW Mistletoe Drive, Portland, OR 97223
Direct: 503.372.9084; Fax: 503-372-9085

Silicon Valley Office
1250 Oakmead Parkway, Suite 210, Sunnyvale, California  94085
Direct: 408.451.8414; Fax: 408.904.4935

Consultants in Personalized exeCutive searCh
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Ron Bates is Managing Principal and co-founder with the firm’s North American Practice.  Possessing 2 decades of  retained executive 
search experience, he is actively involved with Board of Directors and Executive level searches for public, private, pre-IPO Venture Capital 
backed, and multinational companies. Prior to Executive Advantage Group, Ron was with Heidrick & Struggles where he was a Partner in 
their International Technology Practice based in their Sand Hill Road, Menlo Park office. Prior to joining Heidrick & Struggles, Ron was a top 
performing Managing Director with the retained executive search firm StratfordGroup (Division of Spherion - NYSE: SFN a $4B workforce 
architect company). Ron has successfully executed BoD, C-Level Executive Management, Business Unit President, Manufacturing, 
Operations, Quality, Supply Chain, Customer Service, Finance, Engineering, Sales, Marketing, and Business Development searches across 
the following industries: 

What is most unique about Ron is that he possesses a deep technical background spanning a broad range of hardware and software 
technology disciplines.  Ron’s management background includes full P&L responsibility, hardware and systems product development 
management, sales and consulting management for companies such as Hewlett-Packard, TRW, Raytheon, Mentor Graphics and 
Computer Vision. Ron obtained a degree in Physics from the University of Oregon, and has co-authored “Far Ultraviolet Laser Resonance 
Raman Studies of Electronic Excitations”: Advances in Laser Spectroscopy, Vol. 3, 1986, John Wiley & Sons Ltd. 

Featured in Conversations about Career Executive Coaching (90-sec. video introduction), Ron has also been an Executive 
Coach to 100s of executive across the globe responsible for multi-billion-dollar business operations over the last 2 decades. Examples 
Companies: Altera, Avaya, Celestica, Cisco, Ciena, Deloitte Consulting, Dun & Bradstreet, Diebold, EMC, Ericsson, Ernst & Young, ESPN, 
Flextronics, Fujitsu, Harte Hanks, Hewlett-Packard, IBM, Lear Corporation, Medtronic, Merck, Microsoft, MTV, Neiman Marcus, Northrop 
Grumman, Oracle, PerkinElmer, Red Hat, Sanmina-SCI, SAP, Seagate, Skype, Synaptics, TRW Automotive, Victoria’s Secret, Xerox, 
WorldCom, et al. Example Roles: CEO, COO, CFO, CRO, CSO, CMO, CHRO, CTO, Global Business Unit Leader, Global Sector Leader, 
Country Manager, International Operations, Sales, Global Strategic Sales, Global OEM Sales, Global Supply Chain, Professional Services, 
Managing Partner, Finance, Engineering, Human Resources, and other executives across the industries above. In addition to across North 
America, Ron has coached executives across the globe (e.g., UK, Latin America, Abu Dhabi, Amsterdam, Ireland, Israel, Singapore, et.al.). 
Many of the executives Ron has coached over the years have had previous experiences with Executive Coaching. The reason executives 
like an Intel Country President, the Chairman of Sony Electronics, and others like them, are referred/reach out to Ron for Executive 
Coaching is summed up best by a common client comment, “No one does what Ron does.”

With +45,000 direct contacts, as of LinkedIn’s IPO, Ron was the most connected member worldwide on Linkedin. Interviewed by CNN 
his interview aired worldwide the day of LinkedIn’s IPO. As a recognized expert in on-line networking, Ron has been an invited speaker 
at venues such as the Human Capital Institute, and Global Talent Acquisition Network events hosted in Washington, DC and PepsiCo 
world headquarters, Marketing Executive Networking Group, British America Business Council, Expert Connections, Business of Success 
Radio, in addition to being interviewed and quoted in Leadership Without Borders: Successful Strategies From World-Class Leaders, by Ed 
Cohen, © 2007 John Wiley & Sons. 

Application Service Providers 
Aerospace 
Aeronautical 
Automotive 
BioTech
Business Analytics
Business Process Reengineering 
Business Process Outsourcing 
Capital Equipment 
Classified Military Programs 
Clean Room 
Cloud Computing
Converged/HCI Storage 
Communications 
Computer 
Connected Devices

Consumer Products
Content Distribution Networks 
Data Center
Data Management 
Digital Signal Processing 
Disaster Recovery
Document Control 
Electronics 
Financial Services 
Food & Beverage 
Fuel Cells 
Healthcare 
Hi-Tech Manufacturing 
Human Resources Outsourcing 
Industrial
Internet Services 

Internet Marketing
Internet of Things 
Insurance 
Management Consulting 
Marketing Platforms 
Material Handling 
Meat Packing 
Medical Device 
Mobile Marketing 
Networking Equipment 
Packaging 
Pharmaceuticals
Print Advertising 
Power Generation 
Security
Search Engines

Semiconductor 
Software 
Sterilization
Storage Equipment 
Systems Integration Consulting 
Telecommunications 
Telehealth 
UCS
Vacuum Filtration 
Video Encoding 
Video on Demand 
Voice over IP 
Voice Recognition Software 
Wearable Electronics
Wireless Networking 
X-as-a-Service
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