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SOIUtIons THE EXECUTIVE INTERVIEW PLAYBOOK

t the executive level, nobody is checking whether you can do the job. Your resume
A answered that before the first call was scheduled. What the room is actually
deciding is narrower and higher stakes: can we trust this person with the mandate, the
budget, and the people, and will they make us look right for choosing them?
Every hiring committee is buying reduced risk. The candidate who wins is rarely the one with the most impressive
history. It is the one who makes the committee most confident about the next three years. This playbook shows you

how to be that candidate: how to prepare like an operator, answer at the right altitude, ask the questions that

reposition you from applicant to peer, and close with momentum.

HOW TO USE THIS PLAYBOOK
One week out: read Sections 1 through 4 and begin the Preparation Sheet.

48 hours out: rehearse your stories aloud using Section 5 and the question bank in Section é. Finalize your

questions from Section 7.
Interview day: review the one-page checklist in Section 10.

Within 24 hours after: complete the debrief on the Preparation Sheet and send your follow-up note
(Section 9).

INSIDE THIS PLAYBOOK

01  What the Executive Interview Actually 05 Telling Stories That Prove Judgment

Decides
06 The Executive Question Bank

02 The Mistakes That Cost Senior

Candidates the Offer 07 The Questions You Ask
03 The Preparation Protocol 08 Handling the Hard Moments
04 Answering at Executive Altitude 09 After the Interview

10 Interview Day Checklist
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THE EXECUTIVE INTERVIEW PLAYBOOK

01 What the Executive Interview Actually Decides

Senior hiring decisions come down to five judgments. Every question you are asked, however casual it sounds, is

gathering evidence for one of them.

THE JUDGMENT

Mandate fit

Judgment

Leadership at scale

Commercial and
enterprise thinking

Trust and chemistry

WHAT THEY ARE REALLY ASKING

Do you understand what we need fixed, built,
or grown, and have you done it before at this
scale?

When the data is incomplete and the stakes
are high, how do you decide?

Will capable people follow you, and will you
build a team stronger than you?

Do you think like an owner of the whole
business, or only your function?

Do | want this person in the room when
things go wrong?

B The shift that changes everything

EVIDENCE THAT SETTLES IT

A clear read of their situation and two or three
directly comparable results, with numbers.

Stories that show the decision, the trade-off
you weighed, and what you chose not to do.

Talent you hired, developed, or moved out;
teams you turned around; successors you
produced.

Links from your work to revenue, margin, cash,
valuation, risk, or customer outcomes.

Composure, candor, curiosity about them, and
a conversation that feels like two peers solving
a problem.

Most candidates walk in trying to prove they are qualified. Executives who win walk in trying to understand the
problem well enough to start solving it in the room. That single shift changes your posture, your answers, and your

questions. You stop performing and start consulting. Interviewers notice immediately.

The Mistakes That Cost Senior Candidates the

02

Offer

These are the patterns we see most often in strong leaders who do not get the call back. Almost none of them are

about competence.

THE MISTAKE

Re-narrating the resume

icareersolutions.com

WHY IT HURTS YOU

They have read it. Repeating it wastes your
most valuable minutes and signals you have

nothing to add.

WHAT TO DO INSTEAD

Use your history only as evidence for a
point about their needs.
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THE MISTAKE
Answering at the wrong
altitude

No point of view on their

business

Over-rehearsed delivery

Hedging on numbers and
ownership

Being interviewed instead
of conversing
Criticizing a former

employer

Raising compensation too
early

WHY IT HURTS YOU

Operational detail without strategic
framing reads as a strong director, not an
executive.

Signals you have not done the work, or that
you wait to be told what matters.

Polished scripts sound like a pitch.
Committees are looking for thinking, not
recitation.

Vague language (“helped with,” “was
involved in”) makes a large result sound
borrowed.

Passive candidates look like subordinates.
The role needs a peer.

Every interviewer imagines you describing

them the same way later.

It reframes you from strategic hire to
transaction before they are invested.

03 The Preparation Protocol

THE EXECUTIVE INTERVIEW PLAYBOOK
WHAT TO DO INSTEAD

Lead with the business outcome and the
decision, then offer detail if they want it.
Arrive with an informed hypothesis about
their situation and test it openly.

Rehearse the structure and the numbers,

never the sentences.

State your specific role, the scale, and the
measurable result, plainly.

Ask follow-up questions mid-conversation.
Treat it as a working session.

Describe what changed and what you
learned. Keep it factual and forward-
looking.

Defer until they have decided they want
you. See Section 8.

Executive preparation is closer to due diligence than to interview practice. Plan on six to ten focused hours for a

first-round conversation and more for a final round or board meeting. Record everything on the Preparation Sheet.

B Step 1: Decode the mandate

Every executive role exists because something needs to change. Your first job is to work out what that is. Answer

these before the interview, even if only as hypotheses, and confirm them in the conversation:

*

Why is this role open now? New position, planned succession, a departure, a restructure, or a new strategy

that the current team cannot deliver?

What is broken, stalled, or about to scale? Look for the tension in earnings commentary, press coverage,

leadership changes, and the job description itself.

What will success look like in 12 to 18 months? Name it in business terms: revenue, margin, market entry,

integration, turnaround, exit readiness.

icareersolutions.com
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THE EXECUTIVE INTERVIEW PLAYBOOK

¢ Who decides, and who influences? The CEOQ, the board, a private equity sponsor, the peer team, the recruiter.
Each weighs different evidence.

B Step 2: Run a business diagnostic

Know the business the way a new board member would after a first briefing. Sources by company type:

PUBLIC COMPANIES PRIVATE EQUITY OR VENTURE PRIVATE, FAMILY, OR

BACKED NONPROFIT

¢ Annual report and 10-K (strategy, ¢ Sponsor website and the ¢ Website, annual or impact reports
risk factors, segment results) investment thesis for this company + Form 990 for nonprofits (revenue,
¢ Thelast two earnings call ¢ Other portfolio companies and leadership pay, program spend)
transcripts typical hold period ¢ Leadership team LinkedIn histories
¢ Investor day presentation ¢ Funding announcements and & Trade press, awards, and customer
¢ Proxy statement (leadership pay, recent acquisitions reviews
board priorities) ¢ Leadership changes since the + Employee reviews for cultural
¢ Analyst coverage and major press investment signals

¢ Industry reports on the category

From this work, write down three things: their strategic priority, their biggest visible risk, and one question that
the public information does not answer. That question often becomes the best one you ask all day.

B Step 3: Build your value thesis

Your value thesis is three sentences that explain why you, for this mandate, now. It is the spine of every answer you
give. Use this structure:

| am the leader who [the specific kind of problem you solve, at what scale].
| have done it [two or three proof points with numbers, ideally from comparable situations].

For you, that means [the outcome you would expect to deliver against their stated priority].

Example: “| am the operator private equity boards bring in when a founder-led business has outgrown its
infrastructure. At two portfolio companies | built the finance, technology, and commercial functions that took
revenue from $80M to $210M and supported a successful exit. For you, that means a platform ready for the add-

on acquisitions in your plan, without the integration drag that usually follows.”

B Step 4: Assemble your proof portfolio

Prepare six to eight stories. Together they should cover each of the five judgments in Section 1. For every story,
capture the scale (budget, P&L, headcount, geography), the decision you made, and a measurable result. Section 5
shows how to tell them.

Include at least one story about a decision that went wrong and what you changed afterward. Senior interviewers
trust leaders who can discuss failure with candor far more than those who claim to have none.
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B Step 5: Form a first-90-days hypothesis

You will very likely be asked what you would do first. Prepare a short, confident answer framed as a hypothesis, not
aprescription. Prescribing solutions to a business you do not yet know reads as arrogance. Showing how you would
diagnose it reads as judgment.

PHASE FOCUS WHAT TO SAY YOU WOULD DELIVER

Days 1to 30 Listen and diagnose Meetings with the board, peers, team, top customers, and key partners. A
written read-out of what you found.

Days 31 to 60 Decide and align Two or three priorities agreed with the CEO or board. Early talent
decisions. One visible quick win.

Days 61to 90 Mobilize An operating plan with owners and measures, the team structure you
need, and a cadence for reporting progress.

04 Answering at Executive Altitude

B Six rules for every answer

Headline first. Give the answer in one sentence, then the evidence. Interviewers retain your first 20 seconds
far better than your last 20.

Frame the stakes. Say why it mattered to the business before you describe what you did.

Show the decision. The action is less interesting than the choice. What options did you have, and why did

you pick this one?
Quantify the result. Revenue, margin, cost, time, retention, risk reduced, customers won. Approximate
numbers are better than none.

l(I”

Use “I” for decisions and “we” for execution. It shows ownership and generosity at the same time.

Land it on them. Close by connecting the story to their situation: “That is directly relevant to the integration

you are planning.”

Aim for 90 seconds to two minutes per answer. If they want more, they will ask, and a follow-up question is a sign of

engagement, not a failure to be thorough.

B Match the interviewer’s register

People signal how they think through the words they use. When your answer arrives in the same register as the
question, it simply lands better. Listen for these cues and adjust your emphasis (this approach is adapted from the
LAB Profile described in Shelle Rose Charvet’s Words That Change Minds):

icareersolutions.com 6
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THEY ARE LIKELY
MOTIVATED BY...

IF THEY ARE TALKING ABOUT...

SO EMPHASIZE...

Goals, targets, growth, winning Moving toward outcomes What you achieved and built
Risks, problems, what went wrong Moving away from problems What you prevented, fixed, or protected
Strategy, vision, the market The big picture The headline and the business impact; hold

detail in reserve
Specifics, process, how exactly Detail The steps, tools, sequence, and numbers

Consistency, what works, stability Continuity What you kept and strengthened as well as
what you changed

Transformation, innovation, new Change What you reinvented and why the old way
no longer worked

People, culture, the team Impact on others How the team, customers, and partners
experienced the change

You never need to use this language out loud. Stay truthful and choose the example that genuinely fits; simply tell it
in the register that the interviewer is listening for.

B Worked example: “Tell me about yourself”

This is not an invitation to recite your career. It is a request for your value thesis. Use a 90-second Present, Past,

Future structure:

WHAT TO COVER EXAMPLE

Present Who you are professionally, at what “| lead global supply chain operations for a $2B industrial
scale manufacturer, with 1,400 people across nine plants.”

Past Two or three proof points that “I was brought in after a failed ERP rollout, stabilized operations
explain how you got here within two quarters, and took $38M out of the cost base over three

years.
Future Why this role, why now “The work | find most energizing is building resilience before a

company scales, which is exactly where your nearshoring strategy
sits”

icareersolutions.com 7
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B Worked example: “Why this role?”

TYPICAL ANSWER EXECUTIVE ANSWER

“I am looking for a new challenge, and “Your last two earnings calls made it clear that margin recovery in the services
your company has a great reputation. | business is the priority for the next 18 months. That is the exact problem |
think my experience would be a good fit solved at [Company], where we moved services margin from 11 percent to 19
for therole” percent in two years without losing our top accounts. | want to do that againin

a business with your growth profile, and | would want to understand how much
of the recovery planis already set and how much the new leader would shape.”

The second answer works because it references their business specifically, offers proof, connects past to future,

and ends with a question that turns the moment into a conversation.

05 Telling Stories That Prove Judgment

The familiar STAR method (Situation, Task, Action, Result) is built for individual contributors. It spends too long on
the setup and too little on judgment. For senior roles, use SCALE:

SHARE OF
TIME

ELEMENT WHAT IT COVERS

S Stakes The business context and why it mattered. One or two sentences. 10 percent
C Choice The options you had and the decision you made, including the trade-off. 25 percent
A Action How you mobilized people, capital, and stakeholders to execute. 25 percent
L Leverage The measurable result and what it enabled for the wider business. 25 percent
E Echo The lesson, and how it applies to the organization you are speaking with. 15 percent

icareersolutions.com 8
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A SCALE STORY IN ABOUT 90 SECONDS
Stakes: “Our largest customer, 22 percent of revenue, told us they were going to dual-source.”

Choice: “The team wanted to cut price. | chose instead to offer a joint cost-reduction program, which

meant opening our books to them. It was a real risk.

Action: “| led the negotiation personally, put our best engineers on site, and agreed shared targets with
their procurement lead”

Leverage: “We kept 100 percent of the volume, signed a five-year agreement, and the program reduced
their cost by 9 percent while our margin held.”

Echo: “| see the same concentration risk in your top-five customer list, and | would want to understand how
those relationships are managed today.”

06 The Executive Question Bank

These are the questions senior candidates are most often asked, grouped by the judgment they test. Draft a SCALE
outline for at least two in every group.

STRATEGY AND VISION

QUESTION WHAT THEY ARE TESTING HOW TO ANSWER
Where do you see this industry in five Whether you think beyond your Take a clear position, name two forces
years, and what does that mean for us? function and beyond the behind it, and translate it into one
current cycle. implication for them.
Tell me about a strategy you set that the Conviction balanced with the Show the data behind your view, how you
organization initially resisted. ability to bring people along. built a coalition, and the result that proved
it out.
What would you stop doing here? Courage and discipline in Answer as a hypothesis from your
allocating resources. research, and acknowledge what you

would need to validate.

How do you decide where to invest Your prioritization and capital Name your criteria (return, strategic fit,
when everything looks important? allocation logic. reversibility, capacity) and give areal
example.

icareersolutions.com 9
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EXECUTION AND RESULTS

QUESTION

Tell me about the most significant result
you have delivered.

Describe a time you had to deliver a
result the organization did not believe
was achievable.

Tell me about an initiative that failed.

What did you do?

How do you measure the impact of your
organization?

LEADERSHIP AND TALENT

QUESTION

Tell me about a leadership team you built
or rebuilt.

Tell me about a time you had to remove a
senior leader.

How would your direct reports describe
you?

Tell me about a leader you developed
who now runs something bigger.

WHAT THEY ARE TESTING

Scale, ownership, and relevance

to this mandate.

Drive under pressure and the
ability to lift others’
expectations.

Ownership, candor, and

learning.

Whether you manage by
outcomes or activity.

WHAT THEY ARE TESTING

Your standard for talent and
your willingness to act on it.

Judgment, fairness, and speed
on hard people decisions.

Self-awareness and whether
your view matches reality.

Whether you build successors
or dependency.

BOARD, CEO, AND STAKEHOLDER INFLUENCE

QUESTION

Tell me about a time you disagreed with
your CEO or board.

How have you influenced peers who did

not report to you?

Describe a time you delivered bad news
to a board or investors.

icareersolutions.com

WHAT THEY ARE TESTING

Candor and loyalty in balance.

Enterprise leadership without
formal authority.

Transparency and composure
under scrutiny.

HOW TO ANSWER

Pick the story most comparable to their
problem, not simply the biggest number.

Show how you reset the plan, what you
changed structurally, and the outcome.

Own it plainly, explain the recovery, and
describe the safeguard you built so it could
not recur.

Name the three or four metrics you run
the function on and how they link to
enterprise goals.

HOW TO ANSWER

Describe what you inherited, the decisions
you made on people, and how the team
performed after.

Show the evidence, the support you
offered, the decision, and how you
protected the team.

Use real feedback words, including one
area you have worked to improve.

Name the person’s growth, what you did
deliberately, and where they are now.

HOW TO ANSWER

Show you raised it privately with evidence,
and committed fully once the decision was
made.

Show how you found their incentives and
built a shared win.

Lead with the facts, own your part, bring a
recovery plan and a date.

THE EXECUTIVE INTERVIEW PLAYBOOK
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QUESTION

How do you work with private equity
sponsors or investors?

JUDGMENT UNDER PRESSURE

QUESTION

Tell me about a major decision you made
with incomplete information.

Walk me through a crisis you led.

Tell me about an ethical or compliance
concern you escalated.

A key initiative is late and over budget in
your first month. What do you do?

MOTIVATION AND FIT

QUESTION

Why are you leaving your current role?

What would make you turn this role
down?

What kind of CEO or board gets the best
from you?

What will your legacy be at your current
organization?

icareersolutions.com

WHAT THEY ARE TESTING

Comfort with pace, reporting,
and value creation plans.

WHAT THEY ARE TESTING
Rigor and speed under

uncertainty.

Command, communication, and
calm.

Integrity whenit is
inconvenient.

Recovery planning and
stakeholder management.

WHAT THEY ARE TESTING

Whether you are running
toward something or away from
something.

Your standards and self-
knowledge.

Chemistry and working style.

What you value and what
endures after you leave.

THE EXECUTIVE INTERVIEW PLAYBOOK

HOW TO ANSWER

Reference the cadence you ran and how
you tied operating work to the investment
thesis.

HOW TO ANSWER

State your assumptions, how you limited
the downside, and when you revisited the
decision.

Show the first 48 hours: what you
stabilized, who you told, and how you
restored normal operations.

Describe the facts, the channel you used,
and the outcome. Keep it factual and
discreet.

Triage scope, reallocate, reset the timeline
honestly, and communicate before being
asked.

HOW TO ANSWER

Keep it brief and forward-looking. Point
toward what this role offers.

Name one or two genuine conditions
(decision rights, resourcing, values). It
signals seriousness.

Describe the working relationship you
thrive in, and mirror what you have
learned about theirs.

Name something that still works without
you: a team, a system, a culture change.

11
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07 The Questions You Ask

Your questions reveal more about your level than your answers do. Generic questions (“What is the culture like?”)
signal a candidate. Specific, informed questions signal a peer who is already thinking about the work. Prepare two
or three for each interviewer, and tailor them to what that person can actually answer.

THE MANDATE

& Ifwearesitting here 18 months from now and this hire has been an unqualified success, what has changed in

the business?
¢ Whatis the one thing this role must get right in the first year, and what can wait?
& Why s this role open now, and what did you learn from the previous leader’s tenure that is shaping this search?

& Where is there already alignment on the answer, and where will the new leader be expected to form a view?

STRATEGY AND THE BOARD'’S VIEW

@ Your recent results point to [specific priority]. How does the board think about the trade-off between that and
[competing priority]?

¢ What would the board say is the biggest risk to the plan over the next two years?
& Where do you see the company winning against [named competitor], and where are you most exposed?

& How does this function’s contribution show up in the conversations you have with investors?

DECISION RIGHTS AND RESOURCES
& What decisions will this role own outright, and which will require CEO or board approval?
¢ How much of the current team and budget is set, and how much is the new leader expected to reshape?

& What resources have been committed to [the priority], and what would need to be earned?

THE LEADERSHIP TEAM AND HOW IT WORKS
¢ How does the executive team make decisions when there is genuine disagreement?
¢ Which peer relationships will matter most for this role, and how would you describe them today?

& What distinguishes the leaders who have been most successful here from those who have not?

CLOSING WITH STRENGTH

& Based on our conversation, is there anything about my background that gives you pause? | would welcome the

chance to address it.
¢ What would you want the person in this role to have accomplished by the end of the first 90 days?

& What are the next steps, and what timeline are you working to?

icareersolutions.com 12
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B Match the question to the person

THE EXECUTIVE INTERVIEW PLAYBOOK

INTERVIEWER WHAT THEY CAN TELL YOU BEST AREAS TO EXPLORE

CEO or hiring executive The real mandate and how they define Mandate, decision rights, the working
success relationship

Board member or investor Strategy, risk, and the value creation The board’s view, exit horizon, governance
plan expectations

Peer executives How the team actually operates Collaboration, decision-making, where

friction exists
Direct reports What the team needs and what it has Priorities, obstacles, what good leadership

been missing

looks like to them

Recruiter or search partner Process, competition, and compensation Timeline, what has been said about you,

context

A NOTE ON THE SEARCH PARTNER

where you stand

An executive recruiter wants you to win: their fee and reputation depend on a strong placement. Ask them
directly after each round: “What feedback have you heard, and is there anything | should reinforce or
address in the next conversation?” It is one of the most valuable questions in the entire process.

08 Handling the Hard Moments

Prepare for these in advance. A calm, brief, honest answer turns a potential concern into evidence of self-

awareness.
THE MOMENT THE APPROACH
You were let go or your One or two factual sentences, no
role was eliminated blame, then pivot to what you
delivered and what comes next.
A gapinyour State what you did with the time
employment and why you are ready now. Do not

over-explain.

icareersolutions.com

LANGUAGE YOU CAN ADAPT

“After the acquisition, the combined company
consolidated my role into the parent. | stayed
through the transition, delivered the integration plan,
and | am now focused on a role where | can lead a
growth agenda.”

“l took a planned year to care for a family member
and to complete a board governance certificate. | am
now fully focused on my next operating role.”

13



s iCareer
1 Solutions

THE MOMENT THE APPROACH

“You may be
overqualified.”

Address the underlying worry,
which is usually retention or cost,
directly.

No direct industry
experience

Reframe to the problem you solve
and show how quickly you learn
new sectors.

Compensation asked Defer politely until there is mutual

early interest. If pressed, give arange
anchored on the market for the
role.

THE EXECUTIVE INTERVIEW PLAYBOOK

LANGUAGE YOU CAN ADAPT

“l understand the concern. What draws me is [specific
reason]. | have deliberately chosen scope over title at
this stage, and | would expect to be here for the long

»”

run.

“The mandate here is a commercial turnaround,
which | have led twice. On the industry itself, | have
already spoken with three operators in the space, and
here iswhat | learned.”

“I would like to be sure we both see a strong fit first. |
am confident we can reach something fair if we get
there. Can you share the range budgeted for the
role?”

A question you cannot
answer

Say so, show how you would find
out, and offer to follow up.

“l do not know that figure, and | would rather not
guess. Here is how | would approach it, and | am
happy to follow up in writing.”

B Executive presence, in person and on video

Presence is not performance. It is the visible sign of a leader who is calm, prepared, and interested in the other
person. Most of it comes from preparation, and the rest from a few habits:

& Slow down. Senior leaders speak at a measured pace. Pausing before you answer signals thought, not
uncertainty.

& Be comfortable with silence. After you finish, stop. Do not fill the gap with extra detail.

& Stay curious. Follow up on something they said. Genuine interest in their problem is the fastest way to build
trust.

¢ Keep aten-minute routine. Before every interview, review your value thesis and your top three stories, then
do something that settles you: a walk, slow breathing, music.

& Treat nerves as energy. If you lose your thread, say so lightly (“Let me come back to your question”) and carry
on. It makes you more relatable, not less.

¢ Onvideo: camera at eye level, light facing you, a quiet and neutral background, a wired connection where
possible, and notes positioned near the camera so your eyes stay up. Log in five minutes early.

icareersolutions.com 14
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09 After the Interview

B Within two hours: debrief

Complete the debrief section of your Preparation Sheet while it is fresh: what they emphasized, what resonated,
what concerns surfaced, and what you would do differently. These notes are the foundation for the next round.

B Within 24 hours: the follow-up note

A thank-you note at this level is not a courtesy. It is a final piece of positioning. Send an individual note to each

interviewer. Keep it to one short paragraph:
° Thank them for a specific part of the conversation.
e Reinforce one point that connects your experience to a priority they raised.

e Add value where you can: a brief thought on a problem they described, or an article or data point that is

relevant.

° Close with confidence about the next step.

B Before the final round: prepare your references

Choose references who can speak to the specific judgments this role requires. Brief each one on the company, the
mandate, and the two or three stories you most want them to reinforce. Tell them who is likely to call and when. At

the executive level, references are often the deciding vote.

B When the offer arrives

Express enthusiasm, ask for the offer in writing, and request time to review it. Do not negotiate on the call. Contact
iCareerSolutions before you respond, so we can help you evaluate the full package, including equity, bonus

structure, severance, and change-of-control terms.

icareersolutions.com 15
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10 Interview Day Checklist

BEFORE YOU WALK IN

(] Ican state the mandate in one sentence and my value thesis in three.

() 1know their strategic priority, their biggest visible risk, and one open question.

| have six to eight SCALE stories, each with a number, covering all five judgments.

I have a first-90-days hypothesis and can explain how | would test it.

I know who | am meeting, their background, and two or three questions tailored to each of them.
| have a calm, brief answer ready for the hardest question | could be asked.

I have my ten-minute pre-interview routine planned.

UO00Qoad

Logistics confirmed: location or link, time zone, names, and a backup phone number.

IN THE ROOM

D Headline first. Stakes, choice, result. Land every answer on their business.

(] “I”for decisions, “we” for execution.

E] Listen for their register and answer in it.

() Askatleastone follow-up question during the conversation, not only at the end.

() Closeby asking whether anything gives them pause, and confirm the next steps.

AFTERWARD

(] Debrief notes completed within two hours.
D Individual follow-up notes sent within 24 hours.

(] iCareerSolutions updated on how it went and what comes next.

We are here for every stage. If you would like a mock interview, help shaping your stories, or a second
opinion on an offer, contact your iCareerSolutions advisor. The best time to prepare is before the first call is

scheduled.
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YOUR NEXT CONVERSATION DESERVES PREPARATION

Mock interviews, story development, board and investor interview
preparation, and offer strategy for senior leaders.

Speak with your iCareerSolutions advisor, or visit
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