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A Discreet, Role-Specific Playbook for HVAC & BAS Professionals 
Editor’s Note: This guide is inspired by Poozle’s “Passive Job Seeker Guide” and adapted for the 
specialized realities of the HVAC and BAS industries. It incorporates research on "skills-first" hiring 
and passive candidate behavior from LinkedIn, HR Brew, and SHRM. 
 
Most passive candidates are discovered through recruiter outreach, referrals, reputation, and 
industry presence, not job boards so making your value discoverable (without broadcasting a job 
search) is the key.  

 
Why “passively open” is a smart stance 

• Many professionals aren’t unhappy; they’re just selective and open to the right move if it 
aligns with growth, culture, and stability.  

• Skills-first hiring trend means your capabilities (not just titles) drive inbound interest; if your 
digital footprint reflects what you can do, opportunities will find you without running a full 
job search.  

• What draws passive candidates in? Clear career progression, trusted leadership, and an 
employer brand that signals development and balance which signals that organizations 
work hard to broadcast to passive talent.  

 
1) Discreetly activate your digital footprint 
Passive candidates are often discovered when a recruiter or peer recognizes your work online (or 
hears your name). Make it easy but quietly.  
What to do (big picture): 

• Make your public professional profile emphasize recent impact (metrics, outcomes, scope) 
and specific technologies/markets you touch; this helps recruiters map you to precise roles 
without you “announcing” that you’re looking.  

• Surface skills and portfolio artifacts first (screenshots, sanitized sequence snippets, project 
photos, talks), because a skills-first market rewards clarity over job titles.  

 
2) Tell a skills-first story 
Companies increasingly tune their sourcing to skills, outcomes, and domain proof. Make “what you 
do well” unmistakable even if you’re not applying to anything.  

• Organize achievements around capability clusters (e.g., programming frameworks used, 
verticals served, commissioning hours reduced, schedule recoveries, safety streaks).  

• Tie skills to business results; passive candidates move when the fit is obvious and the 
upside is tangible.  

 
3) How to respond when someone reaches out 
You can be curious without committing. The best passive candidates treat outreach as market intel 
and a chance to test alignment.  
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• Ask for context first: scope, success metrics, team caliber, leadership style, and why your 
background stood out.  

• Share just enough of your goals and guardrails to see if the role is worth a second call (comp 
range bands, travel, territory/vertical, sequencing standards, delivery model).  

• Keep it confidential; passive candidates value discretion and tend to move more slowly and 
good partners respect that.  

 
4) Calibration, not “search”: use outreach to stay market-smart 
Treat the conversation as benchmarking: org maturity, compensation signals, and where your skills 
are most prized and then decide if it’s worth advancing.  
Strong employers work to broadcast culture and growth; you’re evaluating signals as much as any 
offer.  

 
Role-Specific Playbooks (HVAC & BAS) 
Below are practical, discreet actions you can take now without “going on the market.” These help 
others find you and help you evaluate fit on your terms. 

 
BAS Technicians, Programmers & Engineers 
Make your value discoverable (quietly): 

• Highlight platforms and tools (e.g., Niagara, BACnet/IP, Modbus, proprietary systems), 
commissioning wins, and first-time-fix or callback reduction. Skills-first profiles attract 
precise outreach.  

• Post sanitized screenshots or photos of HMIs/graphics layouts and briefly note your role 
(logic blocks, sequence tuning, alarming standards). Skills proof beats title lists.  

When someone contacts you, ask: 
• “Which sequences and integration points drive most complexity?” (maps to your real 

strengths)  
• “How do you measure commissioning success—hours, defects escaped, handover 

quality?” (tests org maturity)  

 
Sales Professionals & Sales Leaders (HVAC & BAS) 
Make your value discoverable: 

• Publish anonymized mini-wins: vertical, problem, solution outline, business outcome 
(energy/comfort/uptime) and your role (sourcing, deal strategy, partners). Skills-first 
storytelling invites targeted outreach.  

• Surface account-based strengths (contractor networks, owner relationships, design-assist 
experience) so recruiters can see fit quickly.  

Ask on first contact: 
• “What’s the go-to-market motion: direct, through MCs/GCs, or hybrid?” (fit + relationship 

capital)  
• “How are quotas set, and where did top performers land last year?” (benchmarking)  
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Project Managers & Estimators (HVAC & BAS) 
Make your value discoverable: 

• Lead with schedule control (PPC, critical path recoveries), buy-out deltas vs. estimate, 
approved COs, safety and cash flow control. Skills + outcomes = compelling passive profile.  

• Share a short “playbook snapshot” (change-order discipline, RFI cadence, vendor strategy) 
to signal operational maturity.  

Ask on first contact: 
• “What’s the RFI/decision cadence and how are blockers escalated?” (tests delivery culture)  
• “How are PMs supported by pre-construction, estimating and field ops?” (org shape)  

 
Engineers & Designers (HVAC & BAS) 
Make your value discoverable: 

• Surface sequences authored, energy deltas vs. baseline, commissioning hours eliminated 
through design clarity, and vertical experience (healthcare, pharma, higher ed). Skills-first 
details attract right-fit roles.  

Ask on first contact: 
• “How tight is the feedback loop with programming/commissioning?” (integration maturity)  
• “What’s the philosophy on alternates and value engineering?” (decision culture)  

 
Service Coordinators & Dispatchers (HVAC & BAS) 
Make your value discoverable: 

• Publish metrics like FTFR, SLA compliance, schedule collapse recovery, and customer 
kudos.  All of which are concrete signals that operations run smoothly through you.  

Ask on first contact: 
• “Which tools do you use for routing/visibility, and what’s the exception process?” (systems 

maturity)  
• “How are escalations handled between dispatch, service ops, and sales?” (org alignment)  

 
Service Operations Leaders (HVAC & BAS) 
Make your value discoverable: 

• Share succinct case studies: KPI turnarounds (callbacks down, labor productivity up), 
safety streaks, customer retention, and systemization you installed (playbooks, cadences, 
dashboards).  

Ask on first contact: 
• “What operating cadence (huddles, KPIs, decision windows) is in place today?” (fit for your 

management style)  
• “What latitude do leaders have to change process and tools?” (change authority)  
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Construction Operations Leaders (HVAC & BAS) 
Make your value discoverable: 

• Lead with schedule variance reductions, claim prevention/mitigation, RFI/decision log 
discipline, and cross-trade coordination wins. These outcomes are the language of strong 
GCs and strong recruiters.  

Ask on first contact: 
• “How does leadership measure project health beyond ‘on time/on budget’?” (maturity 

check)  
• “What’s the GC relationship model and historical performance?” (market positioning)  

 
Executive Leaders & General Managers (HVAC & BAS) 
Make your value discoverable: 

• Showcase P&L outcomes, org design improvements, cross-training programs, bench 
strength, and market expansion stories. Employers proactively court leaders who’ve built 
durable systems.  

Ask on first contact: 
• “What’s the strategic horizon (3–5 years) and where is the business investing?” (alignment)  
• “How does the board/ownership define success for this role in year one vs. year three?” 

(scorecard clarity)  

 
A discreet 30-day plan (no “job search” required) 
Week 1 — Quiet refresh 

• Update your public profile with skills-first wins (3–5 bullets) and sanitize one proof point 
(photo, graphic, process). You’re increasing discoverability, not advertising availability.  

Week 2 — Light signal 
• Reconnect with two peers or vendors; share a brief “what I’m building lately” note. Passive 

opportunities often start with referrals and reputation.  
Week 3 — Market check 

• Accept one exploratory call; bring your questions list (scope, metrics, leadership). Treat it as 
benchmarking, not a decision.  

Week 4 — Debrief 
• Capture salary/market signals, org maturity clues, and role fit. Decide if you’d take a deeper 

second call or simply update your “north star” for the next approach. 
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Sources & Attribution 
This playbook adapts core concepts from the following industry resources: 

• Poozle: "Passive Job Seeker Guide" (Skills-first positioning). 
• HR Brew: Research on skills-based hiring trends and digital footprints. 
• LinkedIn Talent Solutions: Data on passive candidate motivations and discovery. 
• SHRM / LinkedIn Business: Frameworks for how employers broadcast culture to selective 

talent. 
 

https://www.hr-brew.com/stories/2024/11/07/linkedin-vp-recruiting-evolution-profile
https://business.linkedin.com/hire/resources/future-of-recruiting

