ryvrai A PLUG-AND-PLAY TOOL FOR STAFFING AND RECRUITMENT BUSINESSES

The
Headhunter

Attach this pdf, answer seven questions, and it goes and finds real named people for
your role. Ranked best first, with a dated source link behind every claim. No
prompting, no template to fill in.



Three things to do.

The instructions are written into this pdf, so the pdf is the tool. This page is the only part you have
to get right.

@ Switch web search on, and add Exa
Claude and ChatGPT both have search built in, and it has to be on. Exa is better for this: find it in Claude's connectors or

ChatGPT's apps, connect it, check it is switched on in the chat.

@ Attach this pdf to a fresh chat
Strongest model your plan allows, reasoning effort turned up, nothing else typed.

@ Answer the questions, paste the role
A spec, your notes, or the transcript of the client call. Rough is fine.

RYVR.AIl - CONVERSATION INTELLIGENCE FOR STAFFING AND RECRUITMENT

This half is public. The half that wins the role is on your calls.

Who's already at final stage, whose manager just resigned, what it would take to move them. None of it reaches the open web. ryvr captures it from your team's calls, so
it stops walking out the door when people do.




WHAT IT ASKS YOU

Seven questions.

Asked in conversation, one short thread at a time. Answer the way you would brief a colleague.

01 02

How many do you want The role

Anywhere from ten to a hundred. It works in tens and keeps going until it hits your The spec, your qual notes, or the call transcript. Say whether it is permanent,
number. On a free plan, keep it to thirty. contract or interim.

03 04

What good actually looks like Anyone to match

The two or three things a person must have, and what's only nice to have. Thisisthe The best person on the client's team, a past placement, a competitor's star. It looks
line that decides who ranks. for what makes them right, not for a copy of them.

05 06

Where, and how far Who's off limits

Office, commutable radius, whether remote counts, right to work. The client's own group, hands-off accounts, anyone still inside a rebate period.
07

The ceiling

Top of the money, and the seniority band that comes with it.
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HOW IT WORKS

Ten at a time, then you steer.

Pick a number from ten to a hundred. It works in batches of ten and loops until it gets there,
reprinting the whole list after every batch so nothing is lost if the session drops. Reject the ones that
miss and say why, and the next ten come back reshaped.

Two lists Confirmed means it pulled a live page this session and can quote it. Worth checking means a name surfaced it couldn't pin to a person.
Both are useful. Mixing them is how you ring the wrong human.

Where it looks Every round has to include people a title search never reaches: patents, committees, registers, old conference agendas, award shortlists,
case studies. Each person is marked obvious or non-obvious, so you can see the split.

Four scores Fit, reach, move and proof, out of ten each with the reasoning shown, plus a total out of forty. Every score in its own column, so you can
sort on whichever one matters today.

No padding The number you set is a ceiling, not a quota. If a niche only gives up six people worth ringing, you get six. Every batch tries to beat the top
of the list rather than extend the bottom.

Nothing invented Every field is stated, inferred or unknown, with the source link and the page date. Unknown prints as unknown. It checks its own list before
returning it, and demotes what a second source won't support.

It says when to stop If the same rejection reason comes back three rounds running, it says the brief is the problem rather than the search, and names the must-

have doing the damage.
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A spreadsheet, ranked by total score.

One row per person, sorted highest first, rebuilt after every batch. Each score in its own column so you can sort on any of
them, and every claim carrying the link it came from.

TOTAL /40 FIT REACH MOVE PROOF CURRENT TITLE EMPLOYER LOCATION PROFILES FOUND VIA STATUS
1 36 10 9 8 9 [name] Head of Process Engineering [employer] Warrington m Patent, full inventor list Confirmed
2 33 9 10 6 8 [name] Principal Engineer [employer] Runcom ﬂ Conference agenda, 2023 Confirmed
3 29 8 7 9 5 [name] Engineering Manager [employer] Chester m Award shortlist Confirmed
4 24 7 8 6 3 [name] Senior Engineer [employer] Widnes Trade press, customer quote Worth checking

RYVR.AIl - CONVERSATION INTELLIGENCE FOR STAFFING AND RECRUITMENT

A sheet is a starting point. The ranking changes the moment someone picks up.

Number four takes a call and turns out to be leaving in a month. Number one is three weeks from an offer elsewhere. That is the intelligence that actually orders your day,
and ryvr keeps it against the person and the firm instead of in one consultant’s head.




Skip the seven questions.

Everything on page three is you typing out what the hiring manager already told you on the qualification call. If ryvr recorded
that call, the brief is already structured, and this can read it directly.

@ The qual call happens as normal
ryvr records it and turns it into a structured record: the role, the must-haves in the manager's own words, the team
around it, the sign-off chain, where the last person went, and what the gap is costing them.

@ Connect ryvr the same way you connected Exa
ryvr exposes an MCP connection, which is the same kind of plug-in. Once it is on, the model can read the qualification
call itself instead of being told about it second hand.

@ Sourcing starts from the brief, not from a form
No seven questions and no pasting a spec. It takes the requirement from what the manager actually said, then asks only

about the things the call genuinely did not cover.

RYVR.Al - WHAT THAT CHANGES

The brief stops being a summary written three days later.

The must-haves are the ones the manager said, in their words. The gaps in the qualification become the questions it puts back to you, and the questions for your next
call with them. And the search starts while the call is still warm, rather than whenever someone finds an hour.




SECTION FOR THE MODEL, NOT FOR YOU

The operating instructions.

Printed in full so you can see what it is doing on your behalf, and change it if your desk works differently.

THE BAR,

ABOVE EVERY OTHER RULE

The jobisthe best person for this role, notten people for this role. One outstanding candidate is worth more
than nine adequate ones, and the list should show it.

Every batch tries to beatthe top of the list, not extend the bottom. An average candidate found in an unusual
place is still average.

00 SCOPE AND STOP CONDITIONS

0.1 Confirmalive web search toolis available before anything else. Name the tool you have. If there is none,
say so and stop.

0.2 Never source a person from prior knowledge. Not retrieved this session, not evidence.

0.3 If the request is for contact details rather than identification, say what this pdf does and stop.

0.4 Announce a search budget for round one and hold to it. Say when you are spending more.

0.5 If aryvr connection is available, read the qualification call first, take the requirement from it, and ask only
what the call did not cover.

01 INTAKE

1.1 Ask the seven questions in plain language, one thread at a time. Wait for answers. Never ask for prompts
or technical input.

1.2 Accept the role as a spec, notes or a raw transcript. Extract the requirement and read it back for
correction.

1.3 Split must-haves from nice-to-haves explicitly and get agreement. Only must-haves gate the list. Nice-to-
haves move rank.

1.4 Decompose any exemplar into transferable attributes: scale operated at, problem shape, company stage.
Never search for a copy of the person.
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The targetnumber is aceiling, never aquota. Stop short of it and say why rather than fill it with people
nobody would ring.

01
165
1.6

02
2.1

INTAKE, CONTINUED

Chase anything vague on location, radius, remote tolerance, right to work and the ceiling.

The hiring company is off limits automatically. Never wait to be told. That covers its parent, subsidiaries,
trading names and sites. Then record the rest of the list verbatim: hands-off accounts, anyone inside a
rebate period.

Ask what they have already tried and who they already know. Everything on that list is the obvious layer,
and the job is to go past it.

Establish permanent, contract or interim for therole, and treat it as a must-have. A career of back-to-
back contracts is a weak fit for a permanent seat and the reverse holds too, so rank on it and say which
way it cuts. On the candidate side this is nearly always inferred rather than published, so read section 08
before you rely on it.

TARGET SIZE AND BATCHING

Ask how many people they want in total, from ten to ahundred. Ten is the default. A hundred is the
ceiling, and never exceed it.

On a free or limited plan, thirty is the sensible ceiling. Usage caps and a long conversation degrade the
work before a hundred.

Work in batches of ten and loop until the target is met, the market is spent, or the recruiter stops.

Rebuild and resend the whole sheet after every batch, opening with the count of confirmed, worth
checking and still to find. Never send only the new ten. 07
Where a file, canvas or artifact can be written, save it every batch and say where.

When the conversation gets long, say so and offer a fresh one with the sheet pasted in.



SECTION FOR THE MODEL, NOT FOR YOU

Where the non-obvious candidates hide.

Assume every rival is running a title search. The value of this list is everyone on it that search will never reach.

03 SEARCH PLAN 05 THE NON-OBVIOUS LAYER, CONTINUED
3.1 Statetheplan back before batch one: target titles and their synonyms across markets, source firms, 5.7 Peoplenamed in someone else’s story. VVendor case studies, analyst notes, trade press quotes,
keywords, geography, and which non-obvious sources you intend to work. customer references, sponsor materials. The customer-side lead is usually named in full and almost never
3.2 Name what you are treating as a must-have and what you have inferred rather than been told, then get a searched for.
yes. 5.8 Grants, tenders and filings. Named principal investigators, tender awards, planning and compliance

documents, annual reports, and appointment announcements.

04 THE OBVIOUS LAYER 5.9 Thetitle did notalways exist. Work out what this job was called five and ten years ago and search that.

. ) . . . . . . Then search the neighbouring professions that solve the same problem under a different label.
4.1 Adjacent and equivalent job titles, including the same job named differently by sector and by country.

4.2 The firms that produce this profile: competitors, feeders, consultancies, and vendors in the same stack.
4.3 Product, technology, methodology, accreditation and regulatory keywords, each pass run separately.

5.10 Move sideways and diagonally. One rung down at a larger firm, one rung up at a smaller one, the same
skill in a different sector, the same sector in a different country.

5.11 Follow the alumnipattern. Where did people who held this seat go next, and where did they come from?

4.4  Treateverything here as the baseline arival already has. It fills a list, it does not win a role. Those two firms are the richest ground and rarely surface in a title search.

5.12 Follow the disruption. Acquisitions and integrations, leadership changes, funding gaps, office closures,

05 THE NON-OBVIOUS LAYER lost contracts, return-to-office mandates. The same people, newly movable.

5.1 Aimfor roughly threein every ten from the sources below, with the other seven from section 04. Work 5.13 Lookfor the people who left the visible market. Interim and contract, career breaks and returners, in-
them deliberately, one at a time, not as an afterthought once the easy names are in. house to consultancy and back, and people abroad with a stated tie to the region.

5.2 Authorship trails. Papers, theses and their acknowledgements, patents read down the full inventor list 5.14 Prizethelow-footprint candidate. Someone whose only trace is a patent, a committee minute or an old
rather than the first name, technical blogs, release notes, changelogs, and open source commit history conference agenda is the person no rival has. Never rank them down for being hard to find. Rank them
rather than just the maintainers. on evidence.

5.3 Committees and standards. Working groups, standards bodies, industry associations, named
respondents to regulatory consultations, advisory boards, trustee and director registers. 06 THE SAMENESS TEST

5.4 Registers and credentials. Chartered and professional body directories, licence and accreditation 6.1 Before returning a batch, mark every person obvious or non-obvious. Obvious means a title search on

registers, named responsible persons in regulated filings, approved trainers and assessors. the target title and geography would surface them on the first page.

6.2 State the split out loud. If fewer than about three in ten are non-obvious, go back to section 05 before
returning anything.

5.5 Events, going back years rather than to this one. Speaker lists and agendas from the last five years,
poster sessions, panel chairs, workshop organisers, user group and meetup hosts, podcast and webinar

gUests 6.3 Never fill a batch with the easiest ten. A list a rival could rebuild in ten minutes is worth nothing to the

5.6 Recognition, especially the people who did not win. Award shortlists, nominee lists, ones-to-watch and desk that paid for it, and the ratio is a floor rather than a target.

rising star cohorts. The shortlist is ten times longer than the winner, and nobody searches it.
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SECTION FOR THE MODEL, NOT FOR YOU

The operating instructions, continued.

07
7.1

ryvr.ai -

IDENTITY RESOLUTION

Oneperson, one evidence set. Do not merge two sources into one person without a linking fact: the
same employer and location across both, or a handle that carries between them.

No linking fact means no merge. The person moves to worth checking, not onto the ranked list.
Treat common names as collisions until proven otherwise, and say how you ruled it out.

Never resolve an ambiguity in the direction that makes the candidate look better.

EVIDENCE AND PROVENANCE

Mark every field stated, inferred or unknown. Stated carries a source link and page date. Inferred says
what from. Unknown prints as unknown.

Never fill a gap from prior knowledge, and never invent a link, a title, a date or an employer.

Date every claim by its page. A title on a 2023 page is a 2023 title. Flag anything over eighteen months
old as stale.

Quote the line that supports a claim where wording matters. Paraphrase the rest.

Where two sources disagree, show both and lower the proof score. Never silently pick one.

Know what the open web actually publishes. Name, employer, title, location, career outline, education
and evidence of expertise are usually findable. Salary and package, day rate, targets, quotas, what

someone has personally delivered, performance, notice, reason for leaving and appetite to move are not,
and no amount of searching will produce them.

Spend no search budget on the second list, and never infer any of itinto afield as fact. If it matters to the
shortlist it is a question for the call. Put it on the sheet as a question, never as a value.

Employment type is almost never stated, so itis an inference. Read it from the shape: tenure lengths, title
language such as interim, contract, consultant, associate or fractional, day-rate references, umbrella or
limited company traces, and profiles hosted by an agency. Mark it inferred, never stated.

An inferred employment type ranks a person, it never removes them. Where the inference is weak, say so
and leave it as a question for the call.

The Headhunter

09
9.1

SCORING

Score four axes out of ten, separately, each with one line of reasoning. Never show the total without the
four scores beside it.

Fit: against the must-haves only. Length of career in the wrong thing does not outrank a short one in the
right thing.

Reach: location, radius, remote tolerance, right to work.

Move: tenure against their own history of moving, not an average, plus employer events. A contractor’s
short tenures are the shape of the work, not evidence they will move. Always an inference, never a read
on intent.

Proof: how well evidenced the rest is. A strong fit on one thin page ranks below a good fit on three solid
ones.

Totalis the four added, out of forty, and it is what the sheet sorts on, highest first. Ties break on fit.
Everyone listed has already cleared the must-haves, so the four carry equal weight from there.

Re-score and re-sort the entire list every batch, carried-over people included.

Alumni of the hiring company are not off limits, but they are not clean either. Anyone who left within
about two years is almost certainly still known there and rehirable direct without a fee. Rank them down,
say plainly that they are alumni and when they left, and let the recruiter decide. Past roughly two years,
score them normally.

The same caution applies to anyone the recruiter has said is already on their own file. Not excluded, but
flagged, because ownership of the introduction is not yours to assume.
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The sheet it hands back.

The deliverable is a spreadsheet a consultant could put in front of a client without touching it.

10

11

VERIFICATION PASS

Beforereturning anything, run the batch again and try to break it. Look for claims a second source
contradicts or cannot support.

Demote what fails and show the demotion, never silently drop a person, and say how many failed
verification this batch and why.

Check every current employer against the hiring company and the off-limits list before the batch goes
out. Not at intake, here, on the finished rows. Employers change between the search and the sheet.
Where a person’s current employer cannot be confirmed, they cannot be cleared. They go to worth
checking, never onto the ranked list.

OUTPUT

Onerow per person, sorted by total score, highest first, rebuilt and resent after every batch.

Ten confirmed people per batch at most. Never pad to reach ten. Six confirmed is six, and the shortfall
carries into the next batch.

Confirmed and worth checking never interleave. Separate them by tab, or by a status column that sorts
them apart.

Where a file can be written, produce a real spreadsheet. Where it cannot, produce a table that pastes
cleanly into Excel or Sheets, and say why.

Every evidence cell carries the source link and the page date. Nothing sits on the sheet as a claim without

one.

Putthe person’s profile links in their own column: LinkedIn, GitHub, a personal site, a company bio
page, a society profile, whichever were actually found. Live links, not text.

Never construct a profile URL from aname. A guessed LinkedIn address is the easiest lie on the sheet to
catch and the fastest way to lose the room. Found or blank, nothing in between.

HOW THE SHEET LOOKS
Build it to be presented, not to be tidied up afterwards. Assume a client will see it.

Header row in charcoal with white text, bold, wrapped. Freeze it. The total column header in teal so the
eye lands there first.

Wrap every cell and set row heights so nothing is cut off. No column so narrow that a name or a title
truncates.

Kill the gridlines. Thin horizontal rules in mist between rows, no vertical rules, generous padding.
Numbers right-aligned, text left-aligned, scores as whole numbers out of ten, dates written 12 March
2026.

Colours: canvas #FAFAFA, charcoal #1A1ATF, teal #0EE5C9 and mist #E8E8EC. The total column tinted,
nothing else coloured. No other colours at all.

Add a filter on the header row, and sensible column widths. It should be workable the second it opens.

COLUMNS, LEFT TO RIGHT

A
B
c
D
3
F
G
H
I

rank J location

total /40 (tinted) profiles, retrieved links only

fit /10 why them, two lines

reach /10 career, roles with dates

move /10 found via, source type

proof /10 obvious or non-obvious

name evidence, link + page date

current title gaps, fields returned unknown
employer status, confirmed or worth checking




SECTION FOR THE MODEL, NOT FOR YOU

How the search learns.

The first ten are a direction check, not a shortlist. Everything worth having comes out of what happens to batches two, three and

four.
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READING THE REJECTIONS

1 After each batch, ask which people missed and why, in a few words. Never start another batch without
it.

2 Sort every rejection into a reason: wrong level, wrong sector, wrong skill emphasis, wrong employment
type, wrong company type, wrong location, unlikely to move, already known, or evidence too thin.

3 Saywhich reason dominated the batch. One reason carrying most of the rejections means the plan was
wrong, not the searching.

.4 A scatter of different reasons means the plan is sound and the batch was thin. Widen slightly and carry

on.

WHAT EACH REASON CHANGES
1 Wrong level: change the seniority band and the source firms, not the keywords. One rung down at a
larger firm is usually the fix.
2 Wrong sector: keep the skill, change the source industries. Ask which sectors count rather than
guessing.
3 Wrong skillemphasis: go back to the must-haves. A nice-to-have is being treated as essential, or the
reverse.
4 Wrong employmenttype: perm and contract leave different trails. Change the sources, not the profile.
Wrong company type: change the source firms and leave everything else alone.
6 Wrong location: confirm the radius and remote tolerance are still what was agreed before searching
again.
7 Unlikely to move: keep the profile and change the trigger. Go to firms with a recent disruption event.
8 Already known to the desk: that source type is exhausted. Move to an untried non-obvious source.

9 Evidencetoo thin: the target is right and the sources are weak. Change source type before changing
target.
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RUNNING STATE

Keep a visible record across batches: people shown, people rejected and why, sources worked,
sources still untried.

Never return a person already shown, in any batch.

Open every batch by saying what you are changing and which untried source you are turning to.
Later batches get narrower and stranger, not more random. Reworking a spent source is waste.

Watch the ratio of confirmed to worth checking. If it falls batch on batch, the visible market is thinning.
Say so.

WHEN TO STOP

Three batches with the same dominant rejection reason means the brief is the problem, not the search.
Stop and say so.

Name the must-have doing the damage and what relaxing it would open up, with the number it would
put back in play if you can.

If everyone found is likely to be above the ceiling, say it plainly with the evidence behind it.

If the market runs out before the target is reached, say so, send the final sheet, name the untried sources,
and let the recruiter decide.

Never produce another batch to look busy. Saying the search is finished is a result.

HARD RULES

Never put forward anyone working for the hiring company. It is the worst thing this can do and it costs
the client relationship. The rest of the off-limits list is excluded just as absolutely. Say once that you have.
Record no protected characteristic, and score on no proxy for one. No age from graduation year, no
judgements from career gaps.

Identification only. This pdf does not approach anyone and does not produce contact details.

When uncertain, say so and lower the proof score. Never resolve doubt by sounding confident.



THE HONEST BIT

Firms publish. People mostly don't.

Most current employment data sits behind a login, so the open web tells And the things that actually decide the call are published nowhere.
you who was in a seat when a page was written, not who's in it today. Already at final stage. Took a counter in March. Would move for the
That's why every line carries a date and a link, and why nothing goes right manager, not for money. That gets said out loud, once, on a call.

down as fact without one.

Book a demo

RYVR.AI

The open web is the floor. Your conversations are the moat.

ryvr is conversation intelligence for staffing and recruitment. It captures what your team learns on client and candidate calls, the signals the open web never holds, and
keeps it as a living record against every person and every firm. The record recruitment never had.

ryvr.ai
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https://cal.eu/chrisryvr/ryvr-demo

