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Abstract 

The purpose of this study is to explore the intentions and considerations of female 

managers for using executive search firm services. Using person-organization fit and 

person-job fit as a theoretical framework, I interviewed 8 female managers who had 

used executive search firm services. The findings in this study generally suggested that 

female managers do not perceive salary satisfaction as the first priority of career change 

when using an executive search firm. Furthermore, the major concern of married female 

managers using executive search firms for career change reflects on issues of work-

family conflicts and job locations. This indicates that person-job fit and needs-supply 

fit have the higher weighting in female managers’ career change decisions. The 

practical and theoretical associations in this study are discussed. 
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Chapter 1 Introduction 

 

1.1 Research Motives 

In the past, the growth in the number of women in any given organization and the 

overall emergence of a more powerful female workforce can function as a threat to an 

organization’s identity (Reciniello, 1999). Even though workplace diversity is not a 

regulatory requirement, the percentage of female leaders has been increasing every year, 

meaning that gender diversity is starting to gain awareness in Taiwan (Women in the 

Boardroom: A Global Perspective, fourth edition, 2015). If women can get more 

organizational power, it might reduce gender-linked workplace inequality (Stainback, 

Kleiner, & Skaggs, 2016).  

 

Table 1-1 Percentage of Female Leaders 

Data % Percentage change 

Female directors of public companies in Taiwan (Gender analysis 

for directors of public companies in Taiwan in 2014-2015, 2016) 
12.57 

+0.11  

(Compare to 2014) 

Female legislators, senior officials, and managers (as a % of total) 

in Taiwan (Economic Variable, 2015) 
25.38 

+0.38  

(Compare to 2013) 

 

However, globally, women earn 77 percent of what men earn; between 1995 and 

2015, the global female labor force participation rate decreased from 52.4 to 49.6 

percent (Women at Work: Trends 2016, 2016). In practice, one of the clear challenges 

for gender equality that has been highlighted is the limited supply of women in the corporate 

pipeline, where fewer women than men are coming through to the top levels of 

organizations. This has an impact on both the Executive Director roles and the Non-

Executive Director roles that form the board composition (Sweeney, 2014). One potential 

way to deal with this shortage is the use of executive search firms to better identify and 

recruit potential female applicants. Investing time and energy into a largely untapped 

female talent pipeline may not yield much in the short term but as more and more 

corporate organizations seek out women for the top teams, the long-term gains are 

evident (Room at the top: Women leaders and the role of executive search, 2014). 

In developed countries, female participation in the labor force has increased 
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greatly in recent years. Economic growth in Taiwan reflected fairly in the employment 

of females. With the emergence of a powerful female workforce in Taiwan, executive 

search professionals are turning their focus from the good old boys’ network to a new 

girls’ network. The pool of girls’ network is no less than the boys’ network, but it is 

harder to convince female managers to take a decent job offer due to the fact that they 

have a wider range of intentions and considerations than male managers while changing 

a career in practice. It stirs my interest to explore Taiwanese female managers’ intentions 

and considerations of using executive search firm services. By understanding their 

intentions and considerations, we can improve the process in executive search. 

 

1.2 Research Objectives 

1. Figure out the best way to reach out to Taiwan's female managers to learn about 

their intentions and considerations for using executive search firms to do a career 

change. 

2. Examine the results of semi-structured interviews based on Person-Organization 

and Person-Job fit theory to better understand the needs of Taiwan's female 

managers and reduce the gap between the expectations of both sides to have 

effective matchmaking in the future. 
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Chapter 2 Literature Review 

 

2.1 History of Search Firms in Taiwan 

Search firms began to develop in Taiwan in the late 1980s in tandem with varied 

trends (Jenn, 1994). On the political side, the most significant measures, however, were 

President Chiang Ching-Kuo's decisions in 1987 to lift martial law and to eliminate the 

nearly 40-year-old ban on genuine opposition parties (Solinger, 2001). On the economic 

side, the government began to relax foreign exchange control and trade restrictions on 

goods and services in the mid-1980s and has continued this liberalization policy since 

then. Therefore, more and more financial and other services can be provided by foreign 

firms to domestic users, and this should increase imports of services (Hsueh, Lin, & 

Wang, 2003). Furthermore, the interest rate controls were lifted in the late 1980s (Xu, 

2008). Both of these moves encouraged the development of service industries and 

increased the demand of executive search professionals. At the same time, the Hsinchu 

Science Park was established in 1980 in Taiwan. Several competent organizations 

support it: The Industrial Technology Research Institute, National Chiao Tung 

University, National Tsing Hua University, and three national laboratories. It was the 

first high-tech industry development center in Taiwan (Lai & Shyu, 2005). It caused 

semiconductor ventures, optoelectronics and LCD panel industries to flourish in 

Taiwan rapidly. A large number of high-caliber workforces of technicians and 

engineers are in shortage. The Silicon Valley approach to headhunting in the US 

(Macdonald, 1986) has been brought to Taiwan. Another important dynamic is that as 

in the 1980s, Taiwanese firms started to shift manufacturing operations to China from 

Taiwan and elsewhere in Asia, as China had set up export processing zones with 

favorable conditions for foreign investors and had a natural competitive advantage for 

labor-intensive industries. Taiwanese operational and managerial talents are preferred 

by Taiwanese firms in China (Rosen & Wang, 2011). The above demand for talent 

causes executive search professionals to open executive search firms in Taiwan. 

L&M Personnel Consultants is one search firm in Taiwan that was established in 

1979. It was later renamed to Templar International Consultants and then affiliated with 

Adecco in 1997 (Chen, 2005). Boyden is the first branch office of an international 

search firm in Taiwan. It was established in 1946 in the USA, opening the first retained 

executive search practice in Greater China in 1965 and having had an office in Taiwan 
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since 1982 (Membership Directory 2015-2016, 2015). Boyden was registered as Planet 

Search Taiwan in Taiwan since 1999 (Inquiry Services - Company registration inquiry, 

2013). Manny Lopez founded Dynatech in Taiwan in 1988. Dynatech was later 

affiliated with Horton International and closed the office (Wu, 1999). Christopher 

Traub and Anthony Au founded Traub, Au & Associates in Taiwan in 1988 (Jenn, 

1994). It was later affiliated to SEA and closed the office (Search - Registration 

Information - SES Associates Limited, 2016). Li, Hsiao Yuan established SEA, SES 

Associates in 1986, which covered the South East Asia region. It was later affiliated 

with Ward Howell and closed the office in 1994 (Li, 2016). With the listing of Ward 

Howell International in the US in 1998, the Asian partner companies of Ward Howell 

merged and established SES, the Strategic Executive Search Group (Seto, 2016). SES 

Taiwan revoked recognition and closed the branch office in 2012. Dr. Lo & Associates 

began operations in Taiwan in 1989. Dr. Lo & Associates was later affiliated with 

Amrop and closed the office (Jenn, 1994). Vincent Lo is the GM from 1989 to 1995 

(Lo, 2012). Another important firm, T.A.O., was established in Taiwan in 1990. It was 

later affiliated with Heidrick & Struggles and closed the office. Heidrick & Struggles 

Taiwan was established in 2000 (Search - Company Information - Heidrick & Struggles 

Far East Limited, 2016). 

Gradually, except for pure executive search, the function of search firms became 

more and more diversified in Taiwan. HR service firms such as Adecco and Manpower 

Group became mainstream. Established in 1989, Adecco Taiwan has 6 Adecco branch 

offices and one representative office in the area of Taipei, Hsinchu, Taichung, Tainan 

Science Park and Kaohsiung (About Adecco: Adecco in Taiwan, 2012). Manpower 

Group Taiwan was established in 1997 (About Manpower Group, 2016). They offer not 

only executive search but also recruitment process outsourcing. Initially, clients are 

mainly branch offices of International companies in Taiwan and branch offices of 

Taiwanese companies in China. Nowadays, clients of local firms also have a part of the 

business, which mainly is finance and technology industries. All these businesses attract 

Taiwanese and other foreigners to enter the market to compete with the executive search 

business. HRnet Group in Singapore came to Taiwan to build three executive search 

firms in the late 1990s and early 2000s: HRnetOne was established in Taiwan in 1998, 

PeopleSearch was established in Taiwan in 2000, and Recruit Express was established 

in Taiwan in 2001 (Inquiry Services - Company registration inquiry, 2013). Robert 

Walters Taiwan was established in 2011 (About Us - Robert Walters in Taiwan, 2016). 
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Michael Page Taiwan was also established in 2011. Adecco Taiwan established a 

subsidiary, which is called Spring Professional Taiwan in 2013 (Inquiry Services - 

Company registration inquiry, 2013). Senior specialists from the Taiwan branch office 

of large international search firms went out to start their own business. Thousands of 

small boutique search firms were established. Hundreds of large executive search firms 

were built. The local and international executive search firms in Taiwan became 

extremely diversified and competition becomes very intense. 

 

2.2 Contingency and Retained Search in Taiwan 

The search firm industry is competitive in Taiwan. Using consultants from search 

firms, executive search, and management selection is one of the ways more and more 

companies are attempting to meet their manpower needs (Lawrence, 1971). In many 

cases, with increasing pressure to discount fees, it is difficult to remain on a pure 

retained consulting basis. Instead, most of the search firms operate on a contingency 

recruiting basis, whether for operational, middle or executive level positions. This has 

led to skepticism on the part of clients about the quality of service. 

Retained search charges clients in advance and focuses on an exclusive basis by 

clients in an advisory capacity (Dingman, 1993). The search fee is typically payable in 

two installments, an invoice for the first installment in the amount of one-third of the 

total anticipated fee is payable upon receipt as a non-refundable initial retainer at the 

commencement of the search process. The second installment is due upon acceptance 

of the job offer by the Candidate. It generally works with clients to identify, assess and 

select the very best possible candidates. It engages in all aspects of the process, from 

defining the search through candidate onboarding. Retained consulting often finds 

candidates with diverse backgrounds and accesses candidates who may not be actively 

seeking a new position, and treats their potential interest with a high degree of 

confidentiality. It can help these hidden candidates see the potential advantages of 

making a move for the right opportunity. Retained consulting develops long-term 

relationships built on trust. It begins by understanding their client’s industry, business 

strategy, and unique needs. It employs highly sophisticated methodologies such as 

competency-based interviewing, 360 degree referencing and due diligence processes 

that may be augmented by psychometric testing and broader assessments. Retained 

consulting is typically used for executive level positions. Assignments are generally for 
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positions where the best candidates are harder to find and harder to persuade to make a 

move, and where the potential impact of success or failure is greatest. It charges fees 

for offer letter, consistent with their in-depth advisory work. 

Contingency search charges clients afterward and uses networks, advertising, and 

online databases to identify a large number of resumes of candidates who likely fit the 

clients’ criteria. The search fee is typically payable in only one installment. An invoice 

for the installment in the amount of total anticipated fee is payable upon acceptance of 

the job offer by the candidate. It generally deals with the front-end of the recruitment 

process, leaving the assessment and selection work to the client. Contingency recruiting 

delivers broad access to candidates actively looking for a new role, positions that are of 

lower potential impact within the client organization and a quick presentation of a large 

number of resumes. It has a strong sales orientation and tends to work with many 

assignments concurrently. If a particular assignment is not getting signed, contingency 

recruiting has little incentive to continue. It gets paid when resumes are shared with the 

clients who then take a hands-on approach to reviewing and evaluate the candidates. 

Fees are generally lower, reflecting its limited scope of work. 

 

 

 

Table 2-1 Contingency V.S. Retained Search 

Item Contingency Search Retained Search 

Process 

1. Database Search. 

2. No guarantee on results or time 

frame. 

3. A candidate could be shortlisted 

for more than one client. 

4. Screening is done by the client. 

1. Direct and Proactive Search in 

Commitment. 

2. Results within committed time 
frame 

3. Detailed screening and 

assessment by consultant 

Fees 
Charge afterward: 

15% ~ 25% in average. 

Charge in advance: 

25% ~ 35% in average. 
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Table 2-1 Contingency V.S. Retained Search (Continued) 

Item Contingency Search Retained Search 

Value-Added 

1. Perceived speed. 

2. Perceived huge quantity of 

candidates’ list. 

1. Market client and position 

2. Search feasible by correcting 

perceptions and pulling good 

candidates in an advisor to the 

client on market, trend, and 

talents. 

3. Assess precisely and in-depth on 

candidates 

Nature of 

Assignment 

1. Typically junior and easier to 

recruit low impact type of 

positions 

2. Clients are typically more 

reputable and first tier 

companies. Their needs are in 
mid or lower levels, the senior 

level usually is home-grown. 

1. Typically difficult, senior, 

critical, strategic and 

confidential type of positions 

2. Clients typically have 

challenges in company, it could 
be a second-tier or smaller, 

lesser known companies. 

 

2.3 Search Process of Search Firm in Taiwan 

The search process of search firms, so-called “headhunting”, is the process of 

recruiting individuals to fill positions in organizations. The search process in Taiwan 

mostly adopts similar service procedures (Chen C.-Y. , 2006), and follows the lead of 

European and American search firms (Wu, 1999). 

The first step is business development. To start a new case, headhunters of search 

firms rely on their professionalism to meet with the clients to outline candidate 

requirements, hiring schedules, future organizational perspectives and get an idea of the 

client’s corporate culture (Mileham, 2000). They do position assessment and market 

analysis then research key companies to identify all individuals in targeted 

organizations that have the qualifications required for the position. 

The second step is strategic search. Headhunters have to make hundreds of calls 

to their vast network of knowledgeable people in the correct area of specialization to 

obtain a top candidate list. The supplemented search tools include their own databases 

and internet sources such as LinkedIn and 104 Job Bank. After they have a number of 

high-potential candidates listed, executive search consultants will begin to qualify them 

and identify whether they are suitable. 

The third step is internal and client interviews. A series of screening, qualifying, 

reference checks in the internal interviews with potential candidates will continue 
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(Greger, 1993). The number of potential candidates will be reduced to 10% of high 

potential candidates at most. The internal interviews discuss the specifics of the 

executive job and explore the candidates’ background, competencies and interest in the 

role. Many search firms apply their own specific methods of client qualification at this 

stage. Search firms will complete thorough background checking, which is called 

referencing, to verify their qualifications and executive career background. Provided 

there are no problems, the profiles will be sent to the clients. Following the profiles, the 

clients will work with the executive search consultants to narrow down to just a few 

potential candidates. After that, executive search consultants will arrange a series of 

client interviews with clients and candidates. 

The fourth step is issuing the offer letter. After a series of interviews and 

considerations of external references, the final offer will be pending, the clients will 

select their preferred candidates and the process of salary and offer negotiation will 

commence. Often the executive search consultants will act as a mediator in this process 

to ensure both parties’ needs are being met. After that, the official offer letter will be 

signed. 

The final step is onboarding. Search firms will assist the successful candidates to 

onboard into the workplace. The degree of involvement varies depending on the wishes 

of clients and the agreements made earlier in the search process. Although the search 

has been successfully completed, search firms will continue to maintain close ties with 

hiring clients and the hired candidates to ensure long-term satisfaction and continued 

service for both parties. 
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Figure 2-1 Process of Search Firm Recruitments 

 

 

2.4 Fee Ranges of Search Firm in Taiwan 

 Whether the executive search firm is a contingency or a retained search firm, 

neither potential candidates nor candidates ever pay the search firm. The fees are paid 

by the organization that hires for the position. The executive search firm’s client is the 

hiring facility and not the individual applying for the position (Sherman, Stone, & 

Thornton, 2006). Search firms in Taiwan are in the category of the service industry. 

Mostly, Clients will have to pay only after the service has been rendered, which means 

contingency search is the mainstream. The total consulting fee is a decent percentage 

of the 1st year package offer to the candidate, or a decent amount whichever is higher. 

The candidate package often includes 12 months of basic salary, fixed bonus such as 

total 2-month salary of Autumn Festival, Dragon Boat Festival and Chinese New Year 

bonus, fixed allowance such as meal, transportation and education allowance, housing 

and car benefits, performance bonus and on-target earnings, sign-on bonus and stock 

grant. 

 If a certain search is required by clients, such as searching in more than one location, 

additional fees will cover airfares, hotels, accommodations, overseas telecom expenses 

and other miscellaneous expenses of the executive search consultants. If any of the 

candidates in the executive searching reports are selected for any other positions within 

Business 
Development

Strategic Search

Internal & Client 
Interviews

Letter of 
Assigement

Onboard
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a certain period such as 12 months from the date of presentation, additional fees will be 

charged. If the candidates fall out during the guarantee period such as 3 to 6 months, 

search firms will do a free replacement. If the candidates resign or are terminated by 

the clients during the guarantee period, they will search the market again and present 

other qualified candidates within a committed time frame. 

 All the services require a non-disclosure agreement. Search firms will not divulge 

any information pertaining to the search positions to ensure that the interests of clients 

are protected. The clients cannot hire the employees of search firms during a certain 

period of time, such as 12 months because executive search consultants often get 

poached. The service is flexible. If the clients want to put any assignment on hold after 

search firms have authorized it, then they will put it on hold for a certain period of time 

such as 6 months, from the date of authorization. 

 The percentage of fees varies from a minimum of 5% to a maximum of 35% 

depending on the different kinds of recruiting landscapes in Taiwan. Clients are charged 

rather than candidates. Candidates are 100% free from charges. There are different 

search types such as reactive recruitment agency and proactive executive search. 

Targets are split into operational, middle and executive level positions. Thousands of 

search firms have been established and competed with each other in Taiwan. 

 The minimum range of fee is 5% to 15%. It mostly is charged by reactive recruit 

agencies to clients, who are hiring the operational level oppositions. The leading 

regional players in Taiwan are Recruit Express, Adecco, and Manpower. The middle 

range of fee is 15% to 25%. It is charged by both reactive recruit agencies and proactive 

executive search to clients, who are hiring the middle-level oppositions. The leading 

regional players in Taiwan are People Search, Robert Walters, Michael Page and Spring 

Professional. The maximum range of fee is 25% to 35%. It mostly is charged by the 

proactive executive search to clients, who are hiring the executive level oppositions. 

The leading regional players in Taiwan are Heidrick & Struggles, Boyden, and 

HRnetOne. However, due to the market has become more and more competitive, most 

of the search firms have targeted all range of positions from operational to executive 

level to maximize the revenue. 
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Table 2-2 Recruiting Fee Ranges 

Search Type Target Positions Fees Leading Players 

Proactive 
Executive Search 

Executive Level 25% ~ 35% 

1. Boyden (1982) 

2. Heidrick & Struggles (1990) 

3. HRnetOne (1998) 

Reactive 

Recruiting 

Agencies 

Middle Level 15% ~ 25% 

1. People Search (2000) 

2. Robert Walters (2011) 

3. Michael Page (2011) 

4. Spring Professional (2013) 

Operational Level 5% ~ 15% 

1. Adecco (1989) 

2. ManpowerGroup (1997) 

3. Recruit Express (2001) 
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Chapter 3 Research Methodology 

 

3.1 Theoretical Framework 

3.1.1 P-O and P-J Fit 

The concept of “fit” is a suitable for explaining the results of female managers 

using executive search services. Fit research has distinguished between person–

organization (P-O) fit perceptions and person–job (P-J) fit perceptions. Person–

organization fit perceptions have most often referred to judgments of congruence 

between an employee’s personal values and an organization’s culture, whereas person–

job fit perceptions have referred primarily to judgments of congruence between an 

employee’s skills and the demands of a job (Cable, 1996) (Kristof, 1996). From the 

perspective of search firms, this two-factor conceptualization of fit perceptions is useful 

to suggest that successful candidates tend to fit both the job and the organization of 

company as a whole. 

3.1.2 D-A and N-S Fit 

In this study, the results suggest that P-J fit has higher weighting on the matching 

of job search service between female managers and the companies. The P-J fit is defined 

above as the compatibility between a person’s characteristics and those of the job or 

tasks that are performed at work. The research mentioned that P-J fit has both a 

demands-ability (D-A) relationship and a needs-supplies (N-S) relationship (Sekiguchi, 

2007). Demand–abilities fit perceptions have most often referred to judgments of 

congruence between an employer’s demand and an employee’s ability. Needs-supplies 

have referred primarily to judgments of congruence between an employee’s needs and 

an employer’s supply (Cable & DeRue, 2002). The research results in this study showed 

that needs–supplies fit to have the higher weighting during the job search services. 

 

Figure 3-1 P-O & P-J Fit 

 

Person - Organization Fit Person - Job Fit

Demands - Ability Fit

Needs - Supplies Fit
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3.2 Semi-Structured Interviews 

Semi-structured interviews were selected as the means of data collection in this 

research because of two primary considerations. First, respondents are well suited for 

the exploration of the perceptions and opinions of respondents regarding complex and 

sometimes sensitive issues and enable probing for more information and clarification 

of answers. Second, the varied professional, educational and personal histories of the 

sample group precluded the use of a standardized interview schedule (Barriball & While, 

1994). Semi-structured interviews are best used when I won't get more than one chance 

to interview someone, but need detailed information about a candidate’s thoughts and 

behaviors and want to explore headhunter issues in depth (Bernard, 2006). 

Participants and Methods 

In 2016, one recruiter from an international search firm identified some female 

candidates who had negotiated with headhunters and who had been judged well enough 

to qualify the job offers. The eight female candidates who met these criteria were asked 

to participate in the study. The study was approved by the every individual. Semi-

structured interviews, focusing on the female candidates' considerations of information 

about their negotiation from first contacts with headhunters through to close a case or 

even sign a letter of appointment, were carried out to the appointed place or on the 

phone.  

Interviewers had a paper interview guide to follow. Each respondent also had a 

paper interview guide 1 weeks before the interview started. Each interview lasted 

between 60 and 120 minutes. Interviews were transcribed, translated, and analyzed 

according to the methods of framework analysis. Developed by a specialist qualitative 

research unit called Social and Community Planning Research, framework analysis 

involves a systematic process of “sifting, charting and sorting material according to key 

issues and themes. (Ritchie & Spencer, 2002)” 

 

Figure 3-2 Process of Semi-Structured Interviews 

 

Plan
Develop 

Instruments
Collect Data

Analyze 
Data

Disseminate 
Findings
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3.2.1 Respondent Characteristics 

Of the eight female candidates who completed the interview, four were married 

and four were single; two were president, one was director, three were managers, one 

were team leaders and one was senior lawyer; two were bachelor’s degrees and six were 

master’s degrees; four were working in Taiwanese firms, four were working in foreign 

company. Their median age was 41 years (range 3353). Their median work experience 

was 17 years (range 8-31). 

 

Table 3-1 Respondent Characteristics 

Respondent Characteristics 

Ms. Wu (1) 

Age: 53 

Education: BS in Accounting 

Marriage: Yes 

Accrued Length of Service: 31 years 

Recent Work Industry: Computer Hardware 

Amount of Company Employees: 51-200 employees 

Recent Work Position: President & CEO 

Ms. Chiu 

Age: 46 

Education: MBA in Management 

Marriage: Yes 

Accrued Length of Service: 22 years 

Recent Work Industry: Computer Hardware 

Amount of Company Employees: 5, 001-10, 000 employees 

Recent Work Position: Vice President & CMO 

Ms. Huang 

Age: 43 

Education: EMBA in Management 

Marriage: Yes 

Accrued Length of Service: 21 years 

Recent Work Industry: Computer Hardware 

Amount of Company Employees: 10, 001+ employees 

Recent Work Position: Deputy General Manager 
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Table 3-1 Respondent Characteristics (Continued) 

Respondent Characteristics 

Ms. Yu 

Age: 42 

Education: BS in Entomology 

Marriage: No 

Accrued Length of Service: 15 years 

Recent Work Industry: Internet & Digital Marketing 

Amount of Company Employees: 201-500 employees 

Recent Work Position: Team Leader  

Ms. Wu (2) 

Age: 38 

Education: MS in Industrial Engineering 

Marriage: Yes 

Accrued Length of Service: 13 years 

Recent Work Industry: Computer Software 

Amount of Company Employees: 10, 001+ employees 

Recent Work Position: Business Development Manager 

Ms. Chao 

Age: 37 

Education: MS in Psychology 

Marriage: No 

Accrued Length of Service: 10 years 

Recent Work Industry: Market Research 

Amount of Company Employees: 10, 001+ employees 

Recent Work Position: Project Manager 

Ms. Hung 

Age: 35 

Education: MBA in Management 

Marriage: No 

Accrued Length of Service: 14 years 

Recent Work Industry: Electronic Manufacturing 

Amount of Company Employees: 10, 001+ employees 

Recent Work Position: Account Manager 

Ms. Lin 

Age: 33 

Education: ML in Law 

Marriage: No 

Accrued Length of Service: 8 years 

Recent Work Industry: Law Firms 

Amount of Company Employees: 201-500 employees 

Recent Work Position: Senior Lawyer 
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Chapter 4 Results 

 

4.1 Effective Establishment of Contact 

All 8 respondents have lower care about which search firms the headhunter 

represented but which headhunter represented themselves contacted them. However, 

the level of willingness to accept the contacts from headhunters varied, as did the level 

of detail and content. Six respondents were willing to obtain as much information as 

possible from headhunters even though it was from a cold call. One of the respondents 

described in the following way: 

 

I am an open-minded person. I don’t care this is a cold call or hot call, the call which can help me 

found a good job is a good call. 

 

However the remaining two respondents, one is CEO and the other is CMO, only 

had little efforts to obtain information additional to that offered by acquainted or 

familiar headhunters. One of the respondents described in the following way: 

 

I usually ignore a cold call from unknown headhunters. It is not because of carefulness, but mutual 

trust. If headhunters who call me I have inquired about or acquainted with, I would listen to their 

proposals and evaluate whether the position is suitable and ideal for me. If headhunters who call 

me I have cooperated with or I am familiar with, I would even chat with them further to exchange 

latest market information. 

 

Seven respondents picked up cold call at personal mobile, five respondents picked 

up cold call at work, three respondents responded connection from LinkedIn, and one 

respondent got an email but did not respond. All the respondents revealed a variability 

in attitude towards further information: respondents did not want information about 

everything all of the time, but, at different times since they wanted to have a career 

change, had wanted more or less information about particular aspects of jobs 

description and search firm introduction. 
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Table 4-1 Effective Establishment of Contact 

Contact Tools Wu (1) Chiu Huang Yu Wu (2) Chao Hung Lin 

Personal Mobile V V V V V  V V 

Work Phone V V V V   V  

LinkedIn InMail V V    V   

Personal Email      V   

Work Email         

 

4.2 Effective Considerate Points 

An acceptance or rejection of the job offer by the candidates mostly based on their 

effective considerate points. Candidates’ attitude towards seeking or accepting further 

information offered from headhunters were based on their attitude to the management 

of their career. Systematic analysis of female candidates’ narratives revealed four 

overarching considerations associated with a limited desire to negotiate further 

information to accept job offers: opportunities to enhance performance, work-family 

conflicts, work-home locations and salary satisfaction. Elements of opportunity to 

enhance performing were present in all transcripts and affected information need and 

information seeking behavior greatly; elements of work-family conflicts and work-

home location were present in all four married candidates; elements of salary 

satisfactions were present in three single candidates and one married candidate with a 

baby to feed. 
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Table 4-2 Effective Considerate Points 

Considerate Points Wu (1) Chiu Huang Yu Wu (2) Chao Hung Lin 

Opportunities to Excel V V V V  V V V 

Work-Family Conflicts V V V  V    

Job Locations V V V  V    

Salary Satisfaction     V  V V 

Work Time      V  V 

Work Flexibility      V   

Corporate Culture    V   V  

Organizational Structure    V     

 

4.2.1 Opportunities to Excel 

Opportunities to excel consider variable aspects. In this interview, seven 

respondents tend to see empowerment as the key part to excel. Empowerment is a 

concept that has received considerable attention in the popular management literature 

recently as important to management in today's increasingly competitive, service 

oriented work environment (Block, 1991). Empowerment is ensuring that the employee 

has the authority to do his or her job. Also, supervisors who empower their subordinates 

demonstrate trust and confidence in their subordinates and treat them with dignity and 

respect (London, 1993).  

4 respondents are born between 1978 and 1982, which is generation Y. Generation 

Y means people who were born between 1977 and 2000, they want to make an 

important impact immediately on projects they are involved with in a career (Spiro, 

2006). According to the results, no matter in what generations, opportunities to excel 

have the high weighting in their job search decisions. Two of the respondents, one in 

generation Y and the other in non-generation Y described in the following way: 

 

I do not have much to concern. I am still unmarried. The person like me, the vision and salary will 

be my first priority. If there is a good opportunity, I am willing to fight for it and see what I can 

impact (generation Y). 

 

While I negotiate with headhunters, as a chief executive officer, my first priority is future prospects 
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and industry scopes of the company. Secondly, I care about operational and managerial concepts 

of the owners which are business culture. Thirdly, I care about performance platform which I can 

not only engage but be empowered. As for the amount of package or the frequency of business 

travel, because an average package of executive manager will not be too low and it is impossible 

to avoid the frequent business trip, both are not that important to me to consider (non-generation 

Y). 

 

There are a few studies suggest the considerations of female managers while using 

job search services before they become employees in the company. One recent research 

has shown that employee’s performance will improve significantly when they are 

empowered with autonomy, freedom, and opportunities to influence decision making 

in their jobs or organization (Kok, 2013). The other recent research has shown the 

positive relationship between psychological empowerment including autonomy, 

competence, meaningfulness and impact on one hand and employee’s performance on 

the other one (Ke & Zhang, 2011). Another recent research has shown that 

psychological empowerment has direct and positive performance consequences as well 

as indirect impact on intrinsic motivation and opportunity and ability to perform (Tuuli 

& Rowlinson, 2009). The last recent research has emphasized the role of employee’s 

involvement and empowerment in improving performance (Holden, 2001). One of the 

respondents described in the following way: 

  

The first priority for me was the interest, challenge, and vision of the company and the 

empowerment to influence decision making in my jobs and organization. On the one side, it could 

let me apply my professions freely, making things come true effectively; on the other side, the 

chance to work in the different industry was also a big incentive. 

 

Table 4-3 Opportunities to Excel 

Considerate Points Wu (1) Chiu Huang Yu Wu (2) Chao Hung Lin 

Opportunities to Excel V V V V  V V V 

 

4.2.2 Work-Family Conflicts 

Many managers strive to simultaneously perform two demanding roles. One role 

frequently involves a sole or shared responsibility for managing a family. The other role 

involves successfully performing managerial tasks on the job. Both roles usually 
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require substantial time and the use of the manager’s physical and mental resources 

(Leaptrott & McDonald, 2010). While work-family construct was initially 

conceptualized as bidirectional, later research proved evidence to support the 

conceptualization that work-family and family-work conflict were separate constructs 

(Ford, Heinen, & Langkamer, 2007). Work-family conflict addresses the impact of 

work on the family; family-work conflict addresses the impact of the family on the work 

activities of the family member. In the interview, all four married interviews considered 

work-family conflicts as the higher weighting in their job search decision. One of the 

married respondents described work-family conflicts in the following way: 

 

When I was in Intel, my child was still very young. My husband would cover me to take care of my 

child. Even in that situation I still had to ask for a few leaves to take care of my child. It was even 

beyond the days of my annual leave. If at that time headhunters contacted me, I would see my 

children as my first priority rather than changing my career even though I had that thought. 

 

The performance of an individual’s family role can create a state of cognitive 

busyness and consume time both on and off the job (Leaptrott & McDonald, 2011). 

Activities such as providing care to elderly parents, infant children, or family members 

with special needs, dealing with domestic relations issues with spouses or domestic 

partners, maintenance of preexisting social relationships or even routine household 

maintenance activities also can require the time and attention while on the job (Leaptrott, 

2009). In Taiwan, managers usually have seasonal fluctuations in job requirements, ad 

hoc projects and countless other requirements that can require the time and attention 

during off-duty hours. As a result, the manager’s family and work roles often overlap 

during both work and non-work periods. In the interview, all four married respondents 

admitted their work and non-work periods are overlapped. One of the respondents 

described in the following way: 

 

The family was my first priority. As I mentioned before, I wanted to change the career because I 

wanted a baby. It’s hard for me to differentiate the work and non-work periods. I think it is 

reasonable for managers and better for me to take care both. That is why I need to come back to 

Taiwan to be with my husband to optimize the using of my time. 
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Table 4-4 Work-Family Conflicts 

Considerate Points Wu (1) Chiu Huang Yu Wu (2) Chao Hung Lin 

Work-Family Conflicts V V V  V    

 

4.2.3 Job Locations 

One of the most important factors driving female managers’ intention to choice 

jobs is access to job centers. Often residential location choice is examined as a part of 

people’s larger strategy of job search (Ommeren, Rietveld, & Nijkamp, 1997). 

Generally, it is known that age is related to the propensity to travel and migrate 

(Millington, 2000). Recent research finds that age has a negative effect on travel 

frequency, with older people traveling less, possibly with retirement, thus suggesting 

that people may tend to value job accessibility more as they age (Brännäsa & Laitila, 

1991). In the interview, work locations are related to work-family conflicts. All four 

married respondents have higher weighting on considerations of work-family conflicts 

and job locations. Age did not relate to their willingness to do job search even though 

previous research find that age have relevance. One of the respondents described in the 

following way: 

 

Working hour in ASUS was very long and I had to commute for 1.5hr in one way every day. That 

was too tired. I went off work at 09: 00 PM almost every day. After I came home, it was almost 10: 

00 PM. After I took a shower and cleaned my department and laundry, it was over 11:00 PM. The 

situation for me did not improve. That was why I sped up my pace to leave. 

 

Table 4-5 Job Locations 

Considerate Points Wu (1) Chiu Huang Yu Wu (2) Chao Hung Lin 

Job Locations V V V  V    

 

4.2.4 Salary Satisfaction 

A salary is a form of periodic payment from an employer to an employee, which 

is specified in an employment contract. It is contrasted with piece wages, where each 

job, hour or other unit is paid separately, rather than on a periodic basis (Wild, 2013). 
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All other behavioral factors are important for enhancing job satisfaction of employees 

but satisfaction from pay is the must. In the interview, pay satisfaction is also an 

important variable that is linked to some rather significant consideration outcomes of 

female managers. Three candidates tend to have higher weighting on salary satisfaction 

and keep the bottom line the same as previous jobs if they are married and have higher 

weighting if they are unmarried. Two of the respondents described in the following way: 

 

When I negotiated with headhunters, off course the salary would be one of my considerations. I set 

a bottom line that it could not below my previous jobs. I thought that make sense and I did not 

insist on getting more than my previous jobs if the job description was suitable to my expectation 

(Married). 

 

I do not have much to concern. I am still unmarried. The person like me, the salary will be my first 

priority. Headhunters used to introduce me some opportunities in Taiwanese companies. The 

package was not good. It was below the average of international companies in Taiwan. 

(Unmarried). 

 

The positive impact of income satisfaction on job satisfaction can be viewed in 

every walk of life. The Job satisfaction has little relationship to income and is 

comparable across most variables e.g., work setting, professional identity, the amount 

of forensic activity, whereas income satisfaction has a stronger relationship to actual 

income, at least at the higher income levels (Sweet, Meyer, Nelson, & Moberg, 2011). 

That is, the correlation between job satisfaction and income satisfaction is high. But in 

the interview, five respondents tend to have a weaker relationship to actual income, 

especially at the higher income levels. Two of the respondents described in the 

following way: 

 

You might ask me whether the package of salary was important to me. For middle-level managers, 

the answer might be yes. They had a family to afford, and salary of the middle-level managers 

might be not good enough to afford all family members. But as an executive manager like me, the 

salary was not my first priority. I had earned enough money (High-income level). 

 

Salary was my third priority. I needed money because I would have a baby. I did not consider part-

time jobs because the salary was usually lower than full-time jobs at that time. Even if the salary 

was the same or even higher than full-time jobs, I still would be hesitated. I wanted to flourish not 

only on family and child but also on my career and reputation. Part-time jobs might not be good 
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on my resume. I wanted to have a balance between work, family, and life (Middle-income level). 

  

Someone has argued that despite the conventional wisdom that money has little 

relevant to happiness, data support a different position: wealth provides external 

resources that buffer individuals against the effects of negative events (Cummins, 2000). 

Recent research also stated that with the much lower income, job satisfaction and 

income satisfaction are actually slightly higher (Diener & Seligman, 2004). In the 

interview, if respondents can pursue happily and interest but have lower income, they 

tend to be willing to do that job search service. One of the respondents described in the 

following way: 

 

Speaking to salary, I am 38 right now. When you come to my age, salary for you is not only how 

much money you can earn but how many values you can have. But I still will consider doing the 

job with lower salary if I am really interested in and that will bring me happy. If the new job I take 

is the extension of my work, it is reasonable not asking too much. I am also willing to take the jobs 

beyond my industry and function. I am willing to learn. If the salary is reasonable, I am happy for 

that, if not, I am cool with that. 

 

Table 4-6 Salary Satisfaction 

Considerate Points Wu (1) Chiu Huang Yu Wu (2) Chao Hung Lin 

Salary Satisfaction     V  V V 

 

4.2.5 Work Time 

In Taiwan, the definition of 8 hours working time meaning solid 8 hours, excluding 

lunch break (Labor Standards Act-Article 30, 2015). Hence employees work from 

either 08:00 AM to 05:00 PM or 09:00 AM to 06:00 PM. The working week is therefore 

45 hours instead of 40. Working time is the period of time that an individual spends at 

paid occupational labor. It may vary from person to person often depending on location, 

culture, lifestyle choice, and the profitability of the individual's livelihood. In the 

interview, respondents have lower weighting on considerations of work time. One of 

the respondents described in the following way: 

 

As an executive manager, the working hour and flexibility were not my concern. You had to handle 

well by yourself. You should be target oriented. If you reached the target, you got what you earned. 
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Standard working hours refers to the legislation to limit the working hours per day, 

per week, per month or per year. If an employee needs to work overtime, the employer 

will need to pay overtime payments to employees as required by the law. The employee 

cannot work more than the level specified in the maximum working hour law. In the 

interview, none of them work in normal eight hours. Their job tends to be duty system 

rather than the hourly system. Two of the respondents described in the following way: 

 

E-commerce marketing is an overtime work. The working hour is so long that I worked at least 12 

hours every day. I have adapted myself to this career so working hour is not what I am concerned 

(respondent 1). 

 

While I stayed in the IPSOS, the working hour was really long. I had to work at least 12 hours a 

day. It was early when I left the office at 7~8pm. I had to leave office at 8~9pm two times a week 

and leave office over 12 pm 1 time in another week (respondent 2). 

 

Table 4-7 Work Time 

Considerate Points Wu (1) Chiu Huang Yu Wu (2) Chao Hung Lin 

Work Time      V  V 

 

4.2.6 Work Flexibility 

Flexibility is often attributed to the extent of deregulation or so-called “atypical” 

work such as part-time employment, fixed term contracts, and self-employment. Whilst 

flexibility is much discussed, it can actually mean a range of things (Pollert, 1994). For 

employers, flexibility generally means workplace strategies to respond with the least 

amount of cost to changes in the competitive environment. For workers, flexibility 

generally means workplace policies that allow them to respond with the least amount 

of cost to personal and workplace issues, leading to a better job satisfaction (Peterson 

& Wiens-Tuers, 2014). It is assumed that if there is less regulation, people will be more 

flexible. In the interview, work time has lower weighting on their job search service. 

That is, respondents regarded working overtime as normal, but it is good intentions if 

they can get off work on time. Two of the respondents described in the following way: 
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At present, the considerations I used to negotiate with headhunters has come true. My work 

flexibility has improved. My lunch break becomes longer and my daily working hours become 

lesser. My average package amount is at least 1.5 times larger than the previous firm. It is a better 

situation for me (respondent 1). 

 

As for the working flexibility, just as I mentioned before, I did not like to wear a uniform while I 

was in CTBC. If that was called one of the flexibility, then it was (respondent 2). 

 

Table 4-8 Work Flexibility 

Considerate Points Wu (1) Chiu Huang Yu Wu (2) Chao Hung Lin 

Work Flexibility      V   

 

4.2.7 Corporate Culture 

Corporate culture has been “an important theme in management and business 

research for the past few decades due to its potential to affect a range of organizationally 

and individually desired outcomes such as commitment, loyalty, turnover intent, and 

satisfaction” (McKinnon, Harrison, Chow, & Wu, 2003). There is also a consensus that 

corporate culture is a management philosophy and a way of managing organizations to 

improve their overall effectiveness and performance (Kotter & Heskett, 2011). 

Research has confirmed that corporate culture is able to influence the thoughts, feelings, 

interactions, and organizational performance (Saeed & Hassan, 2000). In the interview, 

corporate culture is one of the considerations respondents have mentioned. One of the 

respondents described in the following way: 

 

The package was fair enough, but I worked only 1 year from 2015 to 2016 because I can’t fit the 

corporate culture. My previous had a strong buddy system, senior colleagues could judge junior 

colleagues even though they were not your superior or even on your team. When I was in 

Books.com, I only needed 3 weeks to pass one project, but when I was in that company, I needed 3 

months to pass one project. (respondent 1). 

 

Many people mentioned the importance of the business culture, but that is without my consideration. 

You had to adjust yourself to the culture, and it should not affect whether you wanted to stay in that 

company (respondent 2). 
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Table 4-9 Corporate Culture 

Considerate Points Wu (1) Chiu Huang Yu Wu (2) Chao Hung Lin 

Corporate Culture    V   V  

 

4.2.8 Organizational Structure 

Organization structure is a system of task, reporting, and authority relationships 

within which the work of the organization is done. Thus, structure defines the form and 

function of the organization's activities. Organizational structure has lower weighting 

on job search service. One of the respondents described in the following way: 

 

Many of my friends had told me that tall organization was annoyed, I did not believe until I worked 

at CTBC and Sinyi Reality. There were too many administrative procedures while I run the project. 

The interesting thing was the business unit I stayed was comparatively flat than the others because 

it was newly built. But when it came to the legal part, the procedure was still very lengthy. 

 

Table 4-10 Organizational Structure 

Considerate Points Wu (1) Chiu Huang Yu Wu (2) Chao Hung Lin 

Organizational Structure    V     
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Chapter 5 Discussion 

 

5.1 Conclusion 

Based on the results of the study, the respondents who use executive search firm 

services highlights their considerations on person-job (P-J) fit. Specifically, the 

following issues were emerging in the interviews, opportunities to excel, work-family 

conflicts, job locations, salary satisfaction, work time and work flexibility. In addition, 

female managers also consider the following issues concerning person-organization (P-

O) fit, including corporate culture and organizational structure as second and third 

priority or even below. Their intentions while using executive search firm are also 

affected by their marital status, age, and position level. Married female managers tend 

to see family-work conflicts as higher considerations. Middle aged female managers 

tend to see job locations as higher considerations. Executive female managers tend to 

neglect cold-contact. The results also show that the needs-supplies (N-S) fit, which is 

part of the person-job (P-O) fit, is cared and focused most by the respondents of 

Taiwanese female managers, including opportunities to excel, work-family conflicts, 

job locations, salary satisfaction, work time and work flexibility; the respondents saw 

the considerations of demand-supply (D-S) fit, including opportunities to excel as 

second and third priority or even below. 

But in practice, executive search firm attaches great importance to the demand-

ability (D-A) fit, which neglects the importance of person-job (P-J) fit and the needs-

supply (N-S) fit, causing the gap of job expectation between two sides. This study hopes 

that the executive search firm can have the better understanding of the needs of Taiwan's 

female managers and reduce the gap between the expectations of both sides to have 

effectively matchmaking in the future. 

 

5.2 Limitations 

5.2.1 Threat to internal validity 

 This study has made every effort to design a data collection effort, create 

instruments, and conduct interviews to allow for minimal bias. But we cannot guarantee 

all the respondents would not be biased due to their stake in the interview or for a 

number of other reasons. 
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5.2.2 Sample Application Restriction 

Semi-structured interviews in these studies wish to provide valuable information 

for human resource professionals and executive search professionals, particularly when 

supplementing person-job fit of the theoretical framework. It should be noted that the 

general rule on sample size for interviews is that when the same stories, themes, issues, 

and topics are emerging from the respondents, then a sufficient sample size shall be 

reached. When other researchers want to use this research as the reference, application 

of the sample might not be easy to be made because selected samples are chosen, it 

might be difficult to meet the criteria. 

 

5.3 Future Study 

Human resource professionals and executive search professionals become to place 

the high value on the “women power”. How to let these female candidates successfully 

match Person-Job (P-J) fit has growing importance. The future study can focus on the 

comparative analysis of male and female candidates, and the balance of work-family of 

female candidates, to figure out the niches of hiring female employees. 
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Appendices 

 

Interview Guide 

The Interview guide briefly thank all 8 respondents for participation, introduce 

their name and profession, define the situation for the respondents in confidentiality 

about 60 to 120 minutes plus a short discussion afterward, state the purpose of the 

interview, and asking if the respondents have any questions before the interview. 

 

Researcher questions Interviewer questions 

Match of Required 

respondents 

1. Can you tell me a bit about yourself, and your experience of job 

searching in your career? 

2. If you know any search firm in Taiwan, where is it and who do 

you know? 

3. What do you know about headhunter? 

4. Do you have any experiences negotiating jobs with headhunters? 

5. In your experience, how headhunter play a role in your career 

change? 

Establishment of Contact with 

Headhunters 

1. How often do you get a cold call from a headhunter? 

2. Are you employed or unemployed when you respond cold call 

from a headhunter? 

3. Can you describe more details about your contact with a 

headhunter? 

4. In your experience, what headhunter do after you finished the first 

contact? 

5. Do you have any further contact with headhunter after phone? 

Contents of Contact with 

Headhunters 

1. When headhunter try to invite you to do the interview, what do 

they say? 

2. Except for subjective job description, what objective views does 

headhunter describes to attract you?  

3. Except for subjective job position, what objective views does 

headhunter describes to attract you? 

4. When you are satisfied or unsatisfied with the contents, what do 

you do? 

5. How do you feel about headhunter describing the content of job? 

Considerate point of jobs 

through Headhunters 

1. When you negotiate with a headhunter, what things do you 

consider most? 

2. About salary package, what do you think when you negotiate with 

a headhunter? 
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Researcher questions Interviewer questions 

3. About hiring location, what do you think when you negotiate with 

a headhunter? 

4. About business trip, what do think when you negotiate with a 

headhunter? 

5. About flexibility of working time and place, what do you think 

when you negotiate with a headhunter? 

6. About working hour, what do you think when you negotiate with 
a headhunter? 

7. About the part-time or full-time job, what do you think when you 

negotiate with a headhunter? 

8. About opportunity to excel, what do you think when you negotiate 

with a headhunter? 

9. About corporate culture, what do you think when you negotiate 

with a headhunter? 

10. About organization structure, what do you think when you 

negotiate with a headhunter? 

11. About working in the same or different industry, what do you 

think when you negotiate with a headhunter? 

12. About working in the same or different profession, what do you 
think when you negotiate with a headhunter? 

Debriefing 

1. Are there any more things you would like to say before we end the 

interview? 

2. May I contact you if further questions should arise? 

3. Thank you for your cooperation. 

 


