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@ INTRODUCITON K

The Executive Interview
Landscape Has Changed

In 2025, securing an executive role is as much about influence as it is about
qualifications. The competiticn is broader, the screening process more

sophisticated, and the expectations higher.
Today's hiring landscape is shaped by three realities:

+ Global competition. Hybrid and remote models mean you may compete
against equally qualified leaders from across continents,

* Technology-led screening. Al-driven tools often evaluate résumes and video
responses before a human sees your profile. This means clarity, structure, and
relevant keywords are more important than ever.

* Culture as a deciding factor. At the executive level, culture fit isn't just about
whether you align with the company's values — it's about whether you can
help shape and protect that culture during times of change.

For many executives, these conditions are new. Perhaps your last role came
through a board contact or a former colleague, without the need for a formal
interview process. But when you do enter that process today, you need to
compete in a system designed to evaluate both your competence and your
chemistry with the leadership team.

This guide will walk you through how to research like a strategist, frame your
value, ask leadership-level questions, and tell stories that make you memorable
Along the way, vou'll see practical examples drawn from real-world executive
hiring situations.



An executive interview is less about proving you can do the job and more about

proving you understand the business landscape you're stepping into.

Why it matters:

Hiring committees are assessing whether you can think strategically from day
one, If your preparation shows vou've already identified risks, opportunities, and
potential levers for growth, you position yourself as someone ready to make an
immediate impact.

How to do it:

* Start with macro-level research, What trends are shaping the industry? For
example, if yvou're interviewing for a healthcare technology firm, you should be
able to speak to the implications of telehealth adoption, regulatory changes,
and Al-driven diagnostics.

+ Go deep on the company. Reacd annual reports, press releases, investor calls,
and analyst commentary, Look for inflection points — recent acquisitions,
product launches, or leadership changes. These moments often drive the need

for a new executive hire.

* Study the leadership team. Instead of just reading LinkedIn bios, listen to
podcasts, watch keynote speeches, and read authored articles. Look for
consistent themes in their messaging — are they focused on operational
efficiency, rapid scaling, or cultural transformation?
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DEFINE

Define Your Value and Your
Boundaries

Why it matters:

At the executive level, your value proposition must be explicit. Without it, you're
at risk of blending in with other qualified candidates. Clear bounclaries protect
both you and the company from mismatched expectations.

How to do it:

+ Quantify your value. Be able to say: “In my last role, | increased EBITDA by
14% within 18 months by renegotiating vendor contracts and streamlining
supply chain operations.”

+ Clarify your non-negotiables. This isn't about being inflexible — it's about
ensuring conditions are sustainable. If hybrid work is critical te your
performance, state it.

* Prepare your total compensation target. Use industry salary benchmarks,
recruiter insights, and peer conversations to know your range. Break it down:
base salary, bonuses, LTIPs, equity, benefits, and flexibility.

Example in practice:

A VP of Sales candidate was offered a competitive base salary but minimal
flexibility for remote work. Knowing that half of his success in previous roles
came from direct field visits to clients — which required remote flexibility — he
negotiated a hybrid schedule as part of the offer. This not only protected his
performance but also demonstrated self-awareness about how he works best.



SIGNAL LEADERSHIP

Ask Questions That
Signal Leadership

Why it matters:

The questions you ask reveal your priorities, how you assess risk, and how you
think about opportunity. Executive-level questions prove you're evaluating the
role as a strategic partnership, not just a job.

How to do it:

Move beyond operational questions ("What does a typical day look like?") to

strategic ones, such as:

* “Which initiatives are currently underperforming, and how might this role help
address them?"

+ “How do you see this role evolving as the company scales?”

* “What decisions do you expect me to make in my first 90 days?"

Example in practice:

During 2 CEQ interview, the candidate asked: “If we were having this
conversation 18 months from now, what would you need to see to consider my
tenure a success?” The board chair later commented that the question reframed
the interview — instead of simply assessing the candidate, they began discussing
shared long-term objectives.



MASTERY

Master the Executive Story

Why it matters:

Data builds credibility. Stories build trust. The best executive candidates combine
both.

How to do it:

+ Use the STAR framework — Situation, Task, Action, Result — but focus on
high-stakes, high-impact situations.

« | ead with impact metrics: revenue growth, market share gains, efficiency

improvements.

* Balance successes with “lessons learned” stories — these show humility and

resilience.

Example in practice:

A CFO candidate was asked about a failure. She told the story of a debt
refinancing strategy that initially underperformed due to shifting market
conditions. She detailed the carrective actions she took, the eventual 22% interest
savings achieved, and how the experience reshaped her approach to risk
management. The hiring panel noted that her ability to own the misstep and
articulate the recovery plan gave them confidence in her crisis leadership.



PRACTICE

Practice with Precision

Why it matters:

At the executive level, the expectation isn't just that vou'll answer questions well
— it's that you'll demonstrate presence, authority, and clarity in every interaction.
Precision doesn't happen by chance; it's the product of structured rehearsal.

How to do it:

* Rehearse strategically. Don't memaorize scripts — instead, develop 3-4 “"anchor
stories” that showcase leadership, adaptability, and measurable results. Each
should be versatile enough to adapt to multiple questions.

= Simulate the environment, If your interview will be virtual, practice in the same
setup. Test your lighting, camera height, audio quality, and background. For in-
person, practice your handshake, posture, and entry.

+ Record and review. Video yourself answering common executive-level
questions, Watch for filler words ("um,” "you know"}, unhelpful pacing, or
facial expressions that might signal uncertainty.

Example in practice:

A CMO candidate preparing for a high-profile tech role set up mock interviews
with two trusted peers. One simulated the CEQ, focusing an vision and culture
guestions; the ether simulated a CFO, drilling into metrics and ROL This dual
preparation allowed her to fine-tune responses for both strategic vision and
financial scrutiny. The hiring panel later commented on her ability to bridge the
two perspectives seamlessly.



CONTROL

Controlling the Interview Day
Variables

Why it matters:

First impressions at the executive level carry disproportionate weight, Everything
fram your arrival time to your video background can shape perceptions of your
leadership style.

How to do it:

= Be early, but not intrusive. Arrive (or log in) 10-15 minutes ahead to account
for tech issues or unexpected delays.

* Dress to match — and slightly elevate — the company culture. If the
leadership team is business casual, opt for a tailored blazer over a shirt rather
than a full suit. This shows awareness and adaptability.

* Minimize distractions. For virtual interviews, silence notifications, close
unnecessary browser tabs, and ensure your environment is gquiet, For in-
person, keep your phone out of sight.

« Control your presence. Maintain steady eye contact (with the camera lens for

virtual), lean in slightly when listening, and avoid crossing your arms.

Example in practice;

An incoming COO candidate noticed during her research that the leadership
team often presented at industry events in smart-casual attire, She mirrored this
with a clean, tailored look — formal enough to signal respect for the process, but
aligned with the company’s cultural tone. The CEO later noted it as an example
of her “fit" before she even spoke.
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SECOND IMPRESSIONS

Turning the Follow-Up into a
Second Impression

Why it matters:

Many executives treat the follow-up as a formality. In reality, it's the final piece of
the interview process you control — and a chance to reinforce why you're the top
choice.

How to do it:

* Send a thank-you within 24 hours, Personalize it by referencing specific
moments or insights from the conversation, Avoid generic lines like "l enjoyed
our discussion.”

= Reinforce your value. Briefly connect your capabilities to the company's needs
discussed during the interview.

* Maintain momentum. If you haven't heard back within the agreed timeline,
follow up once — politely — to express continued interest and ask if additional
infarmation would help.

Example in practice:

After interviewing for a VP of Operations role, the candidate sent a concise thank-
you to each panel member. In one, he referenced the CFO's comment about
“tightening cost controls without harming output” and included a one-page case
study of how he'd achieved a similar outcome in a prior role, The CFQ later shared
that this follow-up not only reinforced the candidate's fit but also gave her
material to advocate for him during internal discussions.



@ ABOUT US |

About Ready Set Exec

We're not recruiters. We're growth enablers.

Ready Set Exec helps scaling organizations find senior leaders who drive
real results. From C-Suite to high-impact departmental roles, we deliver
not just candidates, but confidence. Founded by Patrick Shea and John
Pezoulas, we've built teams, scaled companies, and helped over 10,000
people find roles they thrive in,

Visit readysetexec.com for more insights or follow us on LinkedIn.
If you're planning a relocation or hiring from outside yvour region, let's talk.
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