
RECRUIT PHASE 
OVERVIEW
Superintendent Search



HYA’S SIGNATURE 
SEARCH PROCESS



Why HYA 
Recruitment?
Recruiting is a local, regional and national effort. 

Great candidates come from all areas - reaching them is 
critical.
HYA has the infrastructure, relationships and brand to 
recruit your next leader.

Aggressive recruitment requires a high volume of 
activity. 

HYA website, relationships and processes create 
activity. 



RECRUIT PHASE uses info
from the ENGAGE PHASE



THE HYA RECRUIT 
PHASE 
ADVANTAGE

“HYA has a proven methodology and a 
national reach. “ AASA Tammy Barbara





Why HYA
94% superintendents
stay full term of first contract
(placed in the last 10 years)

75%superintendents
recruited by HYA Associates

Recruiting Advantages
• 30,000+ email subscribers to our Monthly Newsletter
• 46,000 Unique users on our website Find a Job page since 

Jan 1, 2023
• Candidate Profile System - 7,000+ Registered Candidates
• We work with superintendents as a result of our Strategic 

Planning, Equity, and Executive Coaching Collaboratives.
• Our associates lead the Superintendent's Academy and 

Central Office Academy through our University 
partnerships.



HYA’s EXCLUSIVE 
CANDIDATE RECRUITMENT 
TOOL

• Leaders across the country keep their leadership profile 
current.

• Additions are downloaded nightly to our leadership 
profile query.

• Can query by qualifications listed in the leadership 
profile. (Experience, Degree, Size of District, State, etc.) 

• Access to applicants from every search.
• Behavior Assessments

CANDIDATE PROFILE SYSTEM
SEARCH DASHBOARD 



RECRUITMENT 
CONSIDERATIONS in KY

• Balance of Candidates’ need for confidentiality and 
public’s right to know.

• Recruitment process is confidential.
• Candidates will remain confidential until a slate is 

chosen for the Committee/Board to interview and the 
candidate has actually applied. HYA has proven and 
effective public interview structures.

• Recruitment is active; 75% of our slated candidates were 
recruited; they did not simply apply.

• We do passive recruitment but only as a complement to 
the work we are doing in the field to actively recruit. 

• Many examples of passive recruitment on our website 
and social media.



HYA ADVERTISING 
ANALYTICS

HYA HELPS BOARDS 
UNDERSTAND THE AMOUNT OF 

INTEREST IN THEIR POSITION

IS MORE OUTREACH NEEDED? 
IS THE SALARY AND BENEFITS 

COMPETITIVE? 
ARE THE EXPECTATIONS FOR 

THE SLATE ACCURATE?



Committee 
Feedback

Performance & 
Reputation 
Assessment

Background ChecksReference ChecksPreliminary 
Screening Interview

Resume /Portfolio 
Review

Collect and analyze 
feedback on candidate 

strengths and concerns.

Examine a candidate’s 
track record in previous 

districts (academic 
performance, budget 

management, staff 
relations).

Review public records, 
media coverage, and 

social media presence for 
any controversies or 

public perception issues.

Verify employment 
history and education 

credentials.

Conduct criminal 
background checks in 
compliance with state 

laws.

Review financial and legal 
records if applicable.

Contact listed references 
(former supervisors, 

board members, 
colleagues).

Seek input on leadership 
style, decision -making, 
conflict resolution, and 

community engagement.

Go beyond provided 
references to reach out to 

additional sources.

Conduct an initial 
interview (phone/video or 

in -person) to assess 
communication skills, 

leadership philosophy, 
and interest in the role.

Identify potential 
concerns or red flags 

early.

Verify that the candidate 
meets the minimum 

qualifications (education, 
experience, 

certifications).

Look for leadership 
accomplishments, school 
improvement efforts, and 
alignment with leadership 
profile and district needs.

Vetting Process



DELIVERABLES STATUS

Post the position with the leadership profile Complete

Pos t  t h e  p os it ion  on  n a t ion a l e d uca t ion  job  b oa rd s  (AASA, Ed We e k, 
e t c .) Complete

Ut ilize  HYA's  p ro fe ss ion a l n e t works , sup e rin t e n d e n t  a ssoc ia t ion s , 
an d  can d id a t e  p ro file  sys t e m On go in g

Con d uc t  an  in it ia l sc re e n in g o f re sum e s  t o  a sse ss  q ua lifica t ion s  
an d  a lign m e n t  wit h  t h e  le ad e rsh ip  p ro file  an d  d is t ric t  n e e d s On go in g

Pe rfo rm  p re lim in a ry in t e rvie ws  t o  n a rrow d own  t op  can d id a t e s On go in g

Ch e ck re fe re n ce s , c re d e n t ia ls , an d  b ackgroun d s On go in g

Recruitment Strategy



Recruitment 
Strategy
Next Phase

• Invite selected candidates (the skate) for formal interviews with the board.

• Arrange opportunities for stakeholder groups (staff, parents, community members) 
to meet finalists.

• Gather and analyze feedback from all interview participants.

• The board deliberates and selects the preferred candidate.

• The Board negotiates contract terms, including salary, benefits, and performance 
expectations.

• Publicly announce the hire and introduce the new superintendent to the 
community.

• Develop an onboarding and transition plan, including short - and long -term goals.

• Provide support and mentorship to ensure a successful start.



QUESTIONS?
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