
The Challenge

One of the world’s most trusted 
manufacturers of electronic 
components was looking for the 
future head of a key division of 
its business. 

Given the importance of this strategic 
role, the client required an in-depth 
and robust assessment to ensure the 
new hire could achieve the division’s 
ambitious growth targets, while 
answering specific people challenges, 
including rebuilding morale and 
improving employee engagement. 

In-Depth Assessments for 
Transformative Leadership 
Selection in the Electronics 
Manufacturing Industry



All three candidates were then assessed utilizing a comprehensive 
approach. This included a historical, evidence-based interview focusing on 
tangible links between the candidate and the impact they created, an online 
assessment that provided a nuanced understanding of the behaviors that 
influenced the candidate’s impact and drilled down into the candidate’s risk 
areas and a forward-looking strategic presentation that allowed the 
candidates to demonstrate their strategic vision and intentions to operate 
within the context of this role.   

The Solution

The areas where it was imperative that 
the new hire should have impact were 
defined first, utilizing the expertise of 
key stakeholders within the 
organization, alongside insight into 
behaviors that predict potential and 
performance in leadership roles. 

The external assessment methodology 
allowed for an additional perspective, 
mitigating internal biases and 
encouraging a more objective process. 
This was of particular importance given 
the final shortlist of candidates included 
two external candidates and one 
internal candidate. This allowed for a 
clear overview of the internal as well as 
the external candidates’ strengths and 
potential challenge areas from an 
external source.

Saville Assessment’s in-depth Impact3 Leadership Solution was selected 
for its capacity to thoroughly assess the suitability of the three shortlisted 
candidates for the role.

Professional Leadership

Leadership Impact Areas

Name of role/project:

We begin all Leadership Impact projects with a needs analysis to help us to 
hone in on the specific areas that are important for individuals to have impact 
in as a leader given the context.

Please review the following list of 9 Impact areas. Using the boxes on the left-
hand side please rank the top 4 Impact areas based on importance, writing a 1 
in the box for your highest priority down to 4 for the lowest priority.

Maintaining productive delivery of goods and/
or services; driving quality customer service; 
delivering appropriate solutions.

Actively controlling risk; championing effective 
corporate governance; ensuring compliance with 
policies, procedures and legal requirements.

Building organisational expertise; promoting 
technical excellence; enhancing organisational 
reputation.

Administrators - focus on the quality of work while 
also maintaining activity levels.

Regulators - make use of establish principles and 
procedures to guide their leadership.

Intellectuals - lead by developing understanding 
and capability within their team.

Co-ordinators - organise and realise detailed 
plans.

Technicians - combine practical skills and factual 
understanding to develop solutions to issues.

Expert Advisors - combine analytical capability 
with an underlying self-confidence in their 
approach.

Service and Product Delivery 

Managed Risk

Expert Reputation

People Leadership

Creating a shared sense of purpose; enhancing 
employee motivation; building organisational 
morale.

Identifying market gaps or routes to market; 
cultivating innovation; generating impactful 
solutions.

Building effective teams; attracting and 
developing talent; utilising potential.

Delivering organisational transformation; building 
commitment to change; actively managing change 
processes.

Delivering influential communication; building 
cross-functional/geographic communication; 
encouraging involvement and consultation.

Increasing stakeholder value; establishing 
challenging organisational goals; driving 
organisational success.

Enthusiasts - engage others by building rapport 
and taking an optimistic approach.

Catalysts - promote new initiative by offering their 
insights and putting forward their approach.

Inspirers - lead by motivating others while 
asserting themselves in the leadership role.

Change Agents - seek out change and act to get 
things done differently.

Persuaders - lead through active communication 
and seek agreements which are mutually 
beneficial.

Strategic Opportunists - combine competitiveness 
with strategic awareness.

Facilitators - lead by responding to the needs of 
others.

Innovators - foster a creative and conceptual 
environment where original thought is valued.

Collaborators - lead by encouraging others to work 
together constructively in order to achieve goals.

Crisis Handlers - react to issues as they arise and 
decisively deal with crisis situations.

Consulters - develop wide networks of contacts 
and are responsive to external feedback.

Growth Seekers - combine a drive to achieve 
with a willingness to challenge the approaches of 
others.

Organisational Commitment

New Product/Markets

Successful Teams

Organisational Transformation

Communication

Organisational Growth

Pioneering Leadership



The internal candidate was selected for 
the role after the holistic assessment, 
which confirmed their known strengths, 
provided clarity on areas of concern, 
and unveiled additional capabilities, 
bolstering the team's confidence in the 
hiring decision.

The Impact3 approach successfully 
ensured fairness while fully addressing 
the critical business needs, 
maximizing the candidate's and 
organization’s success.

This process also facilitated the 
establishment of a comprehensive 
onboarding and ongoing coaching 
program to support the candidate in 
their new position. The in-depth 
onboarding feedback, along with 
coaching support based on the Impact3 
results, were provided to ensure a 
smooth transition into the role. 

The solution culminated in a ‘washup session’ with the hiring panel, 
where a detailed discussion of the core impact areas took place. This 
information was then integrated with the rest of the collected data to 
supplement the final decision.

The Outcome



Benefits to the Organization

The enhanced assessment and tailored onboarding 
program have attracted top-tier candidates, elevating 
overall organizational performance. Our Wave 
questionnaire, with a 0.6 validity, reduces the risk of a poor 
hire from 1 in 5 to 1 in 50. The Impact3 process, anchored 
in this questionnaire, establishes a strong foundation for 
assessment, reducing the likelihood of hiring 
underperforming or unsuitable candidates. 

QUALITY

By engaging successful candidate in a comprehensive 
assessment and support program, the organization 
fostered a culture of involvement and commitment among 
its employees. Unsuccessful candidates also provided 
positive feedback, expressing appreciation for the 
company's investment in their application.

62% of U.S. professionals lose interest in a job without 
feedback within two weeks post-interview; this rises to 
77% after three weeks (Source). Utilizing Impact 3 boosts 
transparency, engagement, and minimizes withdrawal 
likelihood as it enables a clear timeline. The data from 
assessments guides onboarding for a swift start in 
implementing the successful candidate's vision. 

ENGAGEMENT

EFFICIENCY

www.savilleassessment.com

info@savilleassessment.com

The holistic assessment process ensured an in-depth, 
standardized evaluation of all candidates, in addition to an 
external perspective. This allowed for equal opportunity for 
both the internal and external candidates to showcase 
their leadership approach, avoiding potential internal bias.

DIVERSITY/
EQUITY

& INCLUSION

A poor director-level hire can be hugely costly. Using a 
robust approach like Impact3 reduces long-term time and 
financial investments. A Centre for American Progress 
study showed a bad hire may incur up to 213% of a c-suite 
employee's salary, translating to £319,500 for a £150,000 
leadership role. This couples with other indirect costs such 
as decreased sta� morale and productivity. By utilizing 
Impact3, these risks can be mitigated, ultimately saving 
valuable resources in the long run.

COST


