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Defining The Talent Pool
One of our firm’s greatest strengths lies in our ability to execute and perform. Last year, our retained
division, Westport Intl, had a 95% fill rate on all retained searches. PinPoint Solutions, takes a search
approach to contingency and continues to outperform its competition.
I have a unique role within our company. In addition to running the PinPoint Solutions Marketing Practice
Area, I also manage the Research Department for our retained division, Westport Intl. With each search,
whether retained or contingency, I develop a unique search strategy. No two searches are the same and
as such, no two candidate pools are the same. In our firm, research and candidate generation are the
foundation for our search. This process is critical for our success. (continued on next page)

Defining The Talent Pool (cont.)
Over the years, I have found the candidate pool to be defined by one of 3 main buckets:
1. Searching for an Industry Expert – If a client loses their Director of Assay Marketing, they need to go find
another Director of Assay Marketing. In many cases, a search has a defined candidate pool and it exists in the
company’s competitors. In this approach, the hired candidate needs to be able to hit the ground running.
2. Searching for a Functional Change Agent – I have seen many clients with top market share, running well
ahead of their competition. Rather than pulling from a competitor, they are looking for an executive to take them
to the next level or make them “World Class”. Maybe the right Product Manager Candidate does not need to be
selling specifically to an Orthopedic Surgeon, maybe someone selling in a hospital would be an ideal fit. In these
searches, it is the functional competencies and ability to have an impact that will be the deciding factor.
3. Searching for Best Available Talent in the Local Market – Lower level searches may not have relocation in the
budget. The skill set may also be transferable across industries. Other clients may be located in a market saturated
with strong talent. For example, I have many clients in Boston and San Francisco who have no need to recruit
outside the area.
The key to a successful search strategy is utilizing every lever available and ensuring every channel is utilized to bring
the best talent to our clients.
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Sara Kosmer is an Executive Recruiter in the Sales & Marketing Practice at PinPoint Solutions. She started
her career in Recruiting nearly 10 years ago. After a year or two in Contingency, Sara moved to our retained division,
Westport Intl, and founded our company’s internal research department. Sara spent several years managing the
department and sourcing candidates for executive level openings across the organization. Today, Sara has moved
back to PinPoint Solutions, bringing with her a search approach to contingency. Sara holds her bachelors degree
from the University of Dayton.
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