
what they are seeking in their career journey. Many of the best executive 
placements come not from cold outreach but from warm conversations 
nurtured over time, where our Morrison Team can understand both a 
company’s vision and a candidate’s hidden ambitions.

Beyond Resumes: Deep Evaluation Through 
Interviews and Assessments
Next, we move beyond the resume to the person. Our firm integrates 
behavioral interviewing techniques that get beneath rehearsed 
answers and standard leadership clichés. We ask targeted, situational 
questions that uncover how an executive thinks, acts under pressure, 
resolves conflict, and motivates teams. This helps our clients see not 
just whether a candidate can do the job, but how they will lead day to 
day. The result? Stronger shortlists, fewer mis-hires, and leadership 
placements that stick — not just because the résumé looked good, but 
because the person behind it truly fits the culture, vision, and strategy 
for what’s next.

To deepen our insights on this front, we use science-backed personality 
and leadership assessments. These tools add an objective layer to the 
search, revealing strengths, blind spots, and cultural alignment that 
even the best interview might miss. Assessments help guard against 
unconscious bias and gut-feel hiring mistakes. They show how a 
candidate’s natural tendencies match your company or organization’s 
leadership demands. Combined with our behavioral interviews, they 
create a clear, multi-dimensional picture of each candidate’s potential.

One of the assessments we incorporate is the Six Types of Working 
Genius, developed by The Table Group and Patrick Lencioni. This tool 
reveals the natural "genius zones" where a person is most energized 
and productive, whether it's generating ideas, making sense of them, 
galvanizing others, or bringing them to completion. Understanding a 
candidate’s Working Genius profile helps us identify how they can best 

AI in Executive Search: A Tool, Not a Replacement
In executive recruiting, artificial intelligence (AI) has become a hot 
topic, and for good reason. If used well, AI can bring undeniable 
advantages to the executive search process. Smart algorithms and 
powerful data tools can analyze thousands of résumés in seconds, 
identify hidden talent pools, and even predict likely career moves. But 
here’s the critical truth: while AI may make recruiting faster and more 
efficient, it cannot and should not replace the human connection of an 
executive search. 

The Promise and Limits of AI in Executive Search
Finding the right executive isn’t simply about checking boxes for skills, 
titles, or years of experience. It’s about understanding people on a 
deeper level: what drives them, what environments help them thrive, 
and how their leadership style will fit a unique company culture. This is 
where experienced recruiters add irreplaceable value by building trust, 
asking the right questions, and drawing insights from conversations 
that no algorithm can replicate.

At Morrison, we believe AI is a tool, not a substitute for human 
connection. We use it purposefully to handle the data-heavy work: 
sifting through large candidate pools, analyzing market trends, and 
mapping passive candidates who might not even be considering a move. 
AI helps us cast a wider net and find people who would be impossible to 
locate with manual research alone. But that’s just the start.

The Human Advantage: What Recruiters Do Best
Once we identify potential candidates, our real work begins. We lean on 
long-developed relationships built over years of meaningful connections 
in industries and communities we know inside and out. We pick up the 
phone, not just to pitch a role, but to learn who a candidate really is and 
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contribute to an executive team and where potential friction points 
may arise. It’s not just about strengths, it’s about integration. When 
leaders are positioned to operate in their areas of genius, the result is 
greater cohesion, clarity, and long-term effectiveness for the whole 
organization.

We also utilize our proprietary Morrison Accounting Skills Assessment 
for financial and accounting roles. This tool was developed by Morrison 
Founder and Principal Brent Morrison to provide a reliable, objective 
measure of a candidate’s technical skill level. Built and refined over 
the past 20 years, it reflects the evolving needs of our client base and 
is specifically designed to evaluate the core accounting competencies 
most critical to success in these roles. The assessment has become a 
trusted part of our process, helping us ensure that candidates not only 
align with a company’s culture and leadership needs but also possess 
the hands-on expertise required for excellence in finance-related 
positions.

Cultural Fit: Understanding How Leaders 
Communicate
Our human-centered approach also includes a deep analysis of 
how a candidate interprets team dynamics and communicates 
within different cultural frameworks. We assess their preferences 
and sensitivities across dimensions like high vs. low context 
communication, individualistic vs. collectivistic work styles, and small 
vs. large power distance orientations. These insights allow us to gauge 
how well a candidate will adapt to the company’s culture, whether it’s 
a flat, fast-moving startup or a more hierarchical, global enterprise. 
Understanding these nuances equips us to make placements that go 
beyond capability, ensuring alignment in how people collaborate, make 
decisions, and lead. When companies need leaders who can navigate 
change and inspire teams, they don’t want an algorithm. They want a 
partner who understands people. 

Real World Example: When AI and Relationships 
Combine
We’ve seen firsthand how both AI and human relationships work 
together to create exceptional outcomes. During a recent search 
Morrison conducted for a Chief Operating Officer, we used advanced AI-
driven tools including JazzHR, LinkedIn Recruiter, and automated job 
board placements, to surface passive candidates. These are individuals 
who may not be actively job-hunting but whose digital signals suggest 
they may be open to change. Several promising candidates were flagged 
and pursued, yet the person who ultimately filled the role came through 
a long-standing relationship Morrison had nurtured over many years. 
This individual reached out because of a trusted connection, and we 
had a depth of understanding about their leadership style, values, and 
aspirations that went far beyond what a résumé or interview could 
reveal. That experiential knowledge, built through years of trust, led to 
a perfect match for the company’s culture and mission.

In a separate engagement, it was the AI systems that made the 
key connection. Despite an extensive and human-led process, the 
successful candidate had no prior relational link to the organization. 

Thanks to AI-powered targeting and outreach, the opportunity was 
surfaced at just the right time. The candidate, intrigued by the role, 
reached out and proved to be an ideal cultural and strategic fit. They 
moved their family, joined the company, and became a cornerstone of 
its long-term success. This would not have been possible without the 
precision and reach that today’s recruitment technology provides. 

Blending Technology with Human Touch: The 
Future of Executive Search
So what is the best role of AI in executive recruiting? It’s to serve as 
a background resource, enhancing research, expanding reach, and 
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making repetitive tasks quicker so Morrison’s People Solutions team 
can spend more time on what matters: people. Used responsibly, AI 
reduces the manual legwork and frees up our team to do what they do 
best: build trust, interpret the story behind the data, and guide clients 
through critical leadership decisions.

The reality is, AI can’t replace executive recruiters for one simple 
reason: humans trust humans. The highest-caliber executives are 
rarely looking for jobs. They must be approached with care, nuance, 
and a genuine understanding of what motivates them to make a career 
move. A cold AI-generated email won’t inspire a seasoned leader to take 
a confidential meeting or consider an opportunity that will reshape 
their future. Only a recruiter with a trusted reputation can open that 
door.

Likewise, companies don’t just want a list of names, they want strategic 
advice. They want market insight, compensation benchmarks, and 
candid feedback about how their brand and culture are perceived by 
top talent. They want a thought partner who will help shape a role to 
attract the right leader, then support the new hire’s onboarding so the 
placement succeeds long after the contract is signed. 

AI can deliver data points, but it can’t guide clients through sensitive 
board conversations or weigh the intangible factors that make a 
placement stay with a company long-term. This human layer is 
especially critical today, as companies face rapid change, new business 
models, and growing expectations for diverse and inclusive leadership. 
AI can help identify diverse candidates faster, but human recruiters 
must build trust and remove barriers so these candidates feel seen, 
heard, and valued throughout the process. Inclusion doesn’t come 
from algorithms alone, it comes from intentional, people-centered 
recruiting that combines technology with empathy and accountability. 

Ultimately, the future of executive search isn’t about choosing between 
technology and human expertise: it’s about blending them wisely. At 
Morrison, we invest in modern AI tools and data analytics to ensure 
our clients get the speed and reach they expect. But we never forget that 
real alignment is human. Every search is personal. Every candidate is 
unique. And each placement shapes not just a leadership team but an 
entire organization’s future. We believe that’s the right way to use 
AI: as a powerful tool in the hands of recruiters who never forget that 
people, not programs, drive success. 




