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Discovery Questions
Consultative Candidate / Prospect Probes


[bookmark: _Hlk89931761]5 Objectives: qualifying candidates
Your Objectives in qualifying the candidate:  
· Develop a complete understanding of what the candidate is seeking in an opportunity. 
· Have a strong compelling story to present to the client about this candidate. 
· Confirm that your candidate provides 85% of the skills your client has requested. 
· Ensure that Candidate compensation needs are IN RANGE with client opportunity.
· Confirm that candidate motivation is about something more important than money. 

THE DISCOVERY MAP: “To move or not to move?”
That is the question! In order to help candidates evaluate the almost endless amount of data required to answer that question, we need to understand (and help them work through) what is really behind any decision to change their current circumstance.  To do that effectively, we must be armed with great questions to help our candidates explore their true aspirations, motivations, and desires.   
Remember that most candidates get entrenched in the day-to-day routine of work, family, and life – they go through most days on autopilot knowing what is expected of them and performing to that expectation.
The Discovery Map will help candidates get beyond the usual surface answers they give most recruiters; there is a story behind every move, and it’s your responsibility to figure out what that story is.  Take these questions as a starting point and create your own discovery questions that will allow a candidate to understand why now and why you!
Discovery Map Step #1:  What have they done in the past? (duties and responsibilities)  
We need to truly get to know the person you are representing before you begin this journey.  You are not simply an individual offering an open position, your role is to find strong connectivity to engender trust and confidence (and make a strong match). Following are some questions that can start the process of getting beyond the surface:     
· What are your primary duties and responsibilities?  How are you measured in your role, or in each of those duties and responsibilities?  
· What types of critical decisions are you involved with? What gets you excited and what keeps you up at night? 
· How have your responsibilities changed and evolved as you’ve grown in this past year, as opposed to two years ago?  What are you taking on now, that you weren’t able to previously?
· What are your two or three primary initiatives for the coming year? 
· [bookmark: _Hlk89756212]How much of your time is spent doing paperwork or administrative tasks, as opposed to forward motion activities? 
· What are the differences in responsibilities between yourself and the person you report to?
· How are the responsibilities divided up amongst the team?  It’s been said that if you need something done well, give it to the busiest person – do you feel like that’s always you?

Discovery Map Step #2:  What can they do? (ability and potential) 
The questions we ask in this step of the Discover Map address areas of education not currently applied in the workplace or special interest and training received but not currently utilized.
· [bookmark: _Hlk89757111]What is NOT on your resume that I need to aware of regarding your past, whether it be skills or previous unrelated experiences? 
· Tell me about any specialty training of sorts through your university time, military, or other professional pursuits?
· Are there any types of projects, clients, or opportunities that you haven’t yet experienced and would like to have that experience? 
· Most roles are created to solve problems; what problems are you most inspired to solve? 
· At what point in your career were you most challenged? What circumstances were at play at that time to challenge you?
· Do you feel you're where you're meant to be? Are you as far along in your career as you thought you'd be?
· How long do you see yourself being content in your current role? 
· What is your company doing proactively to get you there, or to train and equip you to with the skills necessary to succeed in your current role?
· Has the company outlined exactly what you need to do in order to take that next step? Do you think those are realistic milestones? 
· If the promotion doesn’t happen in the time frame you expect, what are you prepared to do at that time?
· Where do you see yourself in 2 years? 4 years?

Discovery Map Step #3:  What could be better in a career? (Uncovering pain and frustration)   
These answers will either provide you with some great sound bites to share with prospective clients if you ultimately present this candidate.  It can also help a candidate begin to process those things that they could be doing to add value to the organization. Remember - most candidates get stuck in the routine of performing a role – help your candidate step back and look at the big picture of how to remain a viable asset to his or her organization.
· Every profession and specifically a particular job has their share of “trade off’s” which can easily be seen as a compromise; what would you say is the major compromise you would be willing to explore if the rest of the opportunity met your career goals?
· What’s a 7 that could be a 10? Every company does certain things well, but what is good that could be even better? 
· When you are venting to your friend or significant other after work, what are you typically frustrated with? Are there reoccurring vents that never seem to change? 
· Are there any types of projects, clients, or areas that you haven’t been involved with yet that you would like to be? Does your company work in those areas? 
· Wave a wand – what would you love to fix or change about your department? Boss? Team? Company? 
· What would you replicate from previous companies or departments in which you’ve worked? 
· How do you feel your company stacks up in terms of using technology or leading-edge systems? 
· When you lose business or clients, what key factors caused that to happen? 

[bookmark: _Hlk89700385]

Discovery Map Step #4:  What are they willing to do? (flexible and open to change)  
All positions have trade-offs and there are areas where compromise is made to support the position in totality. No matter what the trade-off is, it will require someone to step outside of their comfort zone – which is a scary place.  Understand how open they are to something new and unknown.
· Every profession and specifically a particular job has their share of “trade off’s” which can easily be seen as a compromise; what would you say is the major compromise you have made in your current position? 
· As you look toward your next career step up, it too will have some elements that are simply part of the overall position. Can you illuminate what you would be willing to do in order to move your career forward now? 
· In terms of career advancement, are there any short-term sacrifices you are willing to make in service of long-term gain?  
· Do you know anyone throughout your career who has taken a risk and received a significant reward in terms of compensation, responsibility, ownership, etc?
· Could you see yourself taking similar risks if the reward was worth the effort?

Discovery Map Step #5:  What are realistic compensation expectations? (current vs. future)   
While compensation should never be the only factor in considering a career move, it is always a significant one. It is also essential that you have a complete understanding of compensation beyond the obvious salary and bonus if applicable.    
· “I know that compensation is just piece of the puzzle as there is so much to think about in regard to a career change (culture, product, the people you will work with, career growth, etc.), but is there any general range of compensation you are targeting at this point in your career?”

· How did you arrive at that number?

· “I would never want to pigeonhole anyone based on compensation alone, but it can be helpful to at least see if we are in the same ballpark and ensure that I approach you with appropriate opportunities.” That said, what is your current base salary? What is the last raise and amount?

· What is your previous year’s W2? 

· Is there profit sharing, stock option plan, or employee ownership • % match of 401K, and any current loans against the 401K?
· Are there any provisions for vehicle allowance, mileage reimbursement, cell phone, laptop, gas, etc.? 
· If you did decide to leave, is there anything that you would need to reimburse the company for? (relocation or tuition reimbursement) 
[bookmark: _Hlk89965292]Discovery Map Step #6:  How is the relationship with the boss? (authority / management)  
Keep in mind that people work for people, and one of the primary factors that cause an individual to leave an organization is because of a disconnect with the boss. Be able to frame a candidate’s current circumstances and get an understanding of what kind of working relationship this candidate has with the manager - it is a great way to uncover hot buttons and motivating factors.   
· Describe your relationship with your boss. If the answer is “good” – would you say it’s good as in you go golfing together every Friday, he/she has you over on the weekends for dinner, and took you on a fun trip to celebrate your accomplishments this year? Or, good as in they don’t yell at you and typically let you do your thing? 
· How would your boss, describe your strengths and weaknesses? How are they invested in turning those weaknesses into strengths? 
· How long have you been in the role you are in? Is that your decision? 
· When was the last time you received a review? Did you agree or disagree with the feedback your boss gave you? 
· Is this the best boss you’ve ever had? If not, what did a previous leader do or say that this one doesn’t? 
· Would you describe your boss as more of a leader or more of a manager? Why? 

Discovery Map Step #7:  How important is work/life balance? (quality of life / perspective)  
This is about paradigms and personal perspective and should be asked without judgment. It does potentially uncover important priorities for the candidate that can be critical in ensuring they are walking into an environment in alignment with their personal and professional needs.  
· How satisfied are you with your balance in life? Why?
· How much vacation time do you receive? Do you take all of it each year? If you don’t, why? 
· How many hours a week do you have to work to get your job done well? How could that improve? 
· Where are you from originally? Do your parents still live there? Where is your spouse from? Would you consider, or have you ever talked about, relocating back to any of those areas? 
· Have you and your spouse ever talked about retiring anywhere? Ever talked about where you would live if it wasn’t in (current city)? • What do you do when you aren’t a (title) for (current company)? 
· Do you feel comfortable bringing your family to work functions? Does your company make special attempts to accommodate family activities? 
· At what times, or in what situations, have you had to prioritize work over family?  Why? 
· When you come home at the end of the day, do you feel charged up from the day and excited to see your family, or somewhat drained and exhausted from the craziness of your day? How could that improve?
· How much of your time is spent in the car, commuting? How much time is spent doing work after-hours, once the kids are in bed? How much time is spent working on the weekends? 
[bookmark: _Hlk89702544][bookmark: _Hlk89701467]
Discovery Map Step #8:  What do they want to do? (dreams and aspirations) 
This is perhaps the most important of all questions! Just because someone could train to run a marathon does not mean they want to pursue it. Connecting what a candidate can do to what they are willing and motivated to do is a critical link. This element is the primary driver for the most satisfying and successful career changes. 
These answers will either provide you with some great sound bites to share with prospective clients if you ultimately present this candidate, or it will help a candidate begin to process those things that they could be doing that they aren’t currently to add value to the organization. Remember - most candidates get stuck in the routine of performing a role – help your candidate step back and look at the big picture of how to remain a viable asset to his or her organization. 
· Have you ever simply taken the time to design the “ideal” job for you - the one that would make a remarkable contribution to the company and truly fulfill your professional goal? 
· Is there any aspect of your professional life that you would want to enhance and expand to better meet your long-term objectives? 
· When you were first drawn to this industry, what compelled you?  Why did this industry or vocation strike you as being the calling for your career?
· At what point in your career were you most challenged and satisfied? What circumstances were at play at that time to challenge you? 
· Who is your mentor? Who pushes you to be more, learn more, accomplish more, take on more, and grow more? 
· What do people typically compliment you on professionally?
· Given your talents and passions, how could you use those to advance others or to help your organization?
· When you retire, what do you want to be remembered for? What legacy do you want to leave to the next generation of leader in your firm? 
· What do you want to be when you grow up? (This one can make candidates laugh a little bit and then they usually open up quite a bit) 

· What gets you out of bed every day in the morning? (used to search for what motivates them or keeps them going every day) 
YOUR Discovery Map
Your turn!  If we are going to help a candidate understand their own Discovery Map, isn’t it only fair that we reciprocate and share with them what our own Discovery Map is as it relates to them?  Take a few more minutes and put some thought into your unique perspective to each of the elements below.
Step #1: What have you done?
· I have experience gathering all the pertinent background info and relevant information that tells your story.
· I have spent hours, weeks, months or years understanding the culture of our clients, their organizational structures, their goals, and their leadership all in order to make an appropriate alignment with the individuals I bring to them.
Step #2:  What can you do?  
· I can share insights that give you a competitive advantage and helps you make a much more informed decision.  
· I can thoroughly prepare you for professional interviewing; you may be great at your vocation, but the interview is a combination of art and communication.
Step #3:  What will you do?  
· I will be your advocate and agent; I can introduce your background in specific ways to marry need to capabilities.
· I will be your shepherd to help secure ongoing feedback and direction to maximize your chances of securing the offer.
· Realistically, I can say so much about you that you otherwise would generally not be able to share...think of me as your flag waver! 
Step #4:  What do you want to do?  
· I want a trusting and candid relationship so we can truly collaborate on this career move
· I want this experience to be one that you feel was productive, focused on important aspects for you professional and personally and lastly fulfilled our agreed goals.
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