
1 ALIGNING EXPECTATIONS
Ropella begins each search by aligning expectations with everyone on the hiring team to 
ensure we're partnering e�ciently and e�ectively. We've created a 3-step launch approach. 
Through a comprehensive Search Strategy Conference and Search Discovery Questionnaire, 
we 1) Discuss the hiring process, 2) Evaluate the research needed and 3) Review the overall 
search strategy to ensure we are all on the same page.

SEARCH STRATEGY CONFERENCE
The overall goal of the comprehensive Search Strategy Conference is to ensure Ropella fully 
understands the most e�ective way to present your opportunity. Using the Search Discovery 
Questionnaire, we will cover questions about cultural dynamics, management style and the 
MUST HAVES for your search. We'll also evaluate your position description, looking for 
potential improvements, or help you create a position description if you don't already have 
one. We then identify the preferred companies and best titles to share with our strategic 
research partner, Xcavate®, to be sure we are focusing on the most e�ective recruiting paths.

OPPORTUNITY MARKETING PIECE 
Once we understand your search, our team designs an Opportunity Marketing Piece, custom 
created for your speci�c opportunity and used to attract the best passive candidates. This 
piece is a comprehensive 6 to 12-page pitch book �lled with what's exciting about your 
organization, your products and their markets, as well as a description of your culture and 
even your management style. It also includes your position description and a thorough 
overview of the location where the position is based, if relevant.

SKILL SURVEY
We also create a custom skills and experiences application based on the MUST HAVES for your opportunity. This helps 
us identify and select for submission the most quali�ed A and B candidates that meet all your parameters. 
The C candidates are set aside.

SCORECARD
We thoughtfully score all candidates as we move through the screening and interview processes. In order to help you 
make the right hire, we assess based on skills and experience, cultural dynamics, management style, compensation and 
relocation �t.

ASSESSMENTS 
We can dive deep and assess past performance as well as corporate and team cultural �t with a variety of personality, 
communications and leadership style pro�ling tools. We also o�er prehire, function-speci�c assessment tools and 
on-the-job testing exercises.

STAGE 1 | SMART STRATEGY & LAUNCH
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The SMART Search System® has revolutionized hiring in the same way Six Sigma revolutionized manufacturing. We've 
invested almost 35 years researching best practices, developing our own tools and continuously improving our SMART 
Search System® . We provide our clients precise and predictable hiring results  unparalleled in the search industry.

“LIKE SIX SIGMA FOR
            EXECUTIVE SEARCH”

Through Global Talent Discovery, Assessment & Connection

Connect with us to put our people and process to pro�table use today! 850.983.4777

®



Real. Expert. Advice. 
With over 30 years of recognized search experience, 
Patrick Ropella knows how to �nd and recruit the right talent. 

Patrick, Thank you for all that you and Ropella 
do for Dow. The processes and systems you have 
applied (from The Right Hire) while working with 
Dow have proved very valuable over many years 
of service. 

Andrew Liveris, Chairman and CEO, 
Dow Chemical 

Patrick Ropella's current book, The Right Hire, 
gives us proven principles and focused strategies 
to identify, attract, motivate and measure talent 
in any �eld. If you need relief fast, read and put 
into practice what's in this book. 

Gerry Roche, Sr. Chairman, 
Heidrick & Struggles 
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RECRUITING
We run comprehensive recruiting campaigns to source, target and recruit highly 
quali�ed passive candidates. We then submit the best candidates and schedule 
interviews as we help cultivate relationships between our clients and candidates..

INTERVIEWS
While you're interviewing and evaluating your �rst slate of candidates, Ropella 
continues to recruit, building an additional slate of optional candidates so we don't 
lose momentum and experience unnecessary time delays. We also use SparkHire video 
interviews to improve assessments.

HIRING TEAM & CANDIDATE DEBRIEFS
After each interview, we debrief with each candidate to ensure the opportunity continues to be the right �t for their 
career.

REFERENCES & BACKGROUND CHECKS 
We o�er a variety of reference checking options. Checkster is a unique and highly 
productive web-based tool we prefer to use on most searches.

COMPENSATION, BENEFITS & RELOCATION ASSESSMENT 
Our proprietary Compensation Comparison Calculator merges the variety of complex 
compensation factors into one document. This allows for easy comparison of current 
and competing o�ers, to ensure you don't lose the perfect candidate to any 
competitor.

ONBOARDING 
Just as important as selecting the right candidate, the onboarding process sets the tone for the new hire's employment. 
Ropella will continue to work with you through this process to ensure your new hire feels welcomed to the team and is 
given all the tools needed to succeed in the position.
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STAGE 3 | SMART HIRING & ONBOARDING
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Compensation Calculator

Offer Recommendation OverviewOffer Recommendation Overview
This chart compares Offer A (outlined on the next page) to the candidate's current compensation package.

Green indicates areas in which the offer would improve the candidate's position.

Red indicates areas in which the offer does not meet the candidate's current compensation package.

Blue indicates areas in which the offer and the candidate's current compensation package are the same.

Annual Base Salary +12%

Bonus +100%

401K Equal Equal

Medical Insurance 
(Out-of-Pocket)

+157%

Paid Time Off Equal Equal

�
Candidates Current Compensation & Benefits

Offer & AcceptanceOffer & Acceptance
StrategyStrategy

SalarySalary
ScenariosScenarios DetailsDetails

A) Salary negotiator can accept
on candidate's behalf

$145,000 MacDermid offers a base of $145,000 and 4 weeks of vacation. An offer
salary of $145,000 equates to a 12.5% increase over Steve's current salary.
A package at this level would get an immediate acceptance from Steve, and
we can go ahead and set a start date.

B) Salary that would still be
considered viable

$140,000 MacDermid offers a salary of $140,000 and 4 weeks of vacation. An offer
salary of $140,000 equates to a 8.5% increase over Steve's current salary. A
package at this level would still be attractive to Steve, and still shows
MacDermid's commitment.

C) Salary candidate will likely walk
away from

$135,000 MacDermid offers an absolute minimum salary of $135,000 and 4 weeks of
vacation. An offer salary of $135,000 equates to a 4.5% increase over
Steve's current salary. A package like this would have Steve asking
questions about MacDermid's interest in him.

Notes About Offer RecommendationNotes About Offer Recommendation

Cost of Living


