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Discovery Questions
Consultative Client / Prospect Probes


Goals / Objectives
How are you measured in your current role?
What are your primary initiatives for the next quarter (or two or three quarters)?
How do your business goals this year differ from your goals last year?
What do your clients look for from your company?  How do they define the value that you create?
When you lose business, what key factors cause that to happen?
What do you look at every day to see if you are on track?
How will you measure the success of your program over time?  How would you identify that the objectives have been met?  What would be the specific metrics?
In what areas do you plan to focus your resources? What would increase shareholder value?
What can you tell me about your planning priorities?
How does your company’s mission statement /  strategic goals translate to your performance? 
Challenges / Problems
What is keeping you from meeting your goals right now?
What is the most pressing obstacle that is keeping you from being most effective?
What do you personally see as the most challenging part of achieving these goals?
If your current business approach is described as ‘not working,’ what is not working and why is it not working?
With the challenges you now face, what different provisions have you put in place to help you accomplish your goals?
What external pressures are you under to increase productivity/efficiency?
What are the specific challenges or barriers that might be restraining the impact of your program?  
What hurdles do your shareholders see that are impacting your ability to meet corporate earning initiatives?
What is preventing you from achieving your goals?
Needs Analysis
Considering your goals and challenges, what are your growth expectations and time frames?
What do you believe to be the optimal solution for this situation?
What key resources need to be in place that are currently lacking in your organization?
What is holding your organization back from being a leader in its field?
What specifications will your system/program require to meet your plan for this year?
What tools do you need to put in place to stay ahead of the competition?
What would be the worst-case scenario if these goals weren’t achieved?
What key personnel must be in place to meet your goals for this year?
What are the most critical positions that you need to fill now?
Decision Process
What is your process for making decisions?
Where are you in the decision-making process?
What is your timing on making the decision?  What key things are driving your deadline?
Who in addition to you is a part of this process?  What is the extent of their involvement?  What are their roles?
What criteria will you use in making a decision?  Would you please list those criteria?
What else do I need to know about how decisions are made?
Who is the final decision maker? At what point will they enter the process?
How will you measure the success of the decision?
What are the corporate objectives during the project?
Are there corporate objectives/factors that could negatively affect your decision?
Financial Factors / Budget
How can we aid you in justifying your budget?
Are you willing to pay for the right solution?
What would be the consequence of not paying for this solution?
Are you incented to come in under the budget?
Are there time constraints on your budget?
What are the criteria you use to evaluate the investments you choose?
Do you have a line item in your budget for this solution/service?
Use it or lose it?
Is there a possibility of expanding the budget for the right solution?
What is the process for approving over budget?
When does your budget cycle begin?
Competition / Options
Who have you worked with in the past?
What other potential options are you considering?
Are you considering alternative sources?
How many proposals are you soliciting?
How do we compare with your other options?  (Probe for strengths and weaknesses.)
What additional avenues have you explored?
Will your company work with a single supplier or multiple suppliers to create an effective program?
What suppliers currently participate in creating and delivering the existing program?
I’d like to plan on allocating our resources for the XYZ project.  When will we move forward?  
How would you prioritize the top three goals to stay ahead of your competition?
What differentiates you from your competition?
[bookmark: _Hlk34722598]Knowledge / Industry Insight
What are the two most important trends in your industry?
In the next six months, what single factor will have the greatest impact on your market?  (New products, new competitor, new legislation?)
Which companies in your market are moving most quickly and in which directions are they moving?
What seems to be working well and why?
What aspects do you feel need to change (in addition to length of time)?
What aspects would you consider necessary to add to improve your program/process?
What criteria do you use to determine what company  could best represent you in the market?
What kind of growth does your company anticipate in the next few years?
What are the biggest human resource challenges you expect to face in the next six months?
How many new products do you plan to introduce this year?  How will this position affect that outcome?
Which is more important, the specific person or a particular set of skills?
5 Objectives: Qualifying a Search Assignment 
1. Have a complete understanding of what the client is looking for in a candidate 
2. Have a complete understanding of the compelling story needed to sell this opportunity
3. Have a complete picture of the search strategy your client wants you to employ
4. Have a complete outline of the client’s interview process and established timeline
5. Set expectations for communication between the client and our firm
[bookmark: _Hlk89757405]Title / Role / Experience
Context for Questions: 
“Let’s start by putting together a picture of the ideal candidate you seek. Obviously, not all candidates who are interested in talking with you will get through the screen, but I need to make sure that when you receive a resume from us, there is a one-to-one ratio of submittals to first time interviews. I can only do that if I truly understand not only what you need to see in someone, but what you want to see in someone.”

What are the most critical / urgent issues to fill currently?
What is the candidates official title / position?
Why is this position open? How long has it been open?
What is the main focus for this position / their role day to day?
What problems do they have to solve?
What is the experience level or tenure for this role? (Essential vs. preferred skills)
What all does the experience include? (Years in the industry, project types, project size, software, etc.)
What will this hire accomplish in 3-6-9-months that one year from now will let you know you made a great hire? 
If we surface a candidate who has the background, experience, and track record that indicates they ready to take on additional responsibilities, should we pursue them? 
Urgency / Cooperation / Time Frame 
[bookmark: _Hlk89171213]Context for Questions: 
“It would be helpful to get an understanding of the urgency of this position. There is nothing wrong with us having the luxury of time on our side if this isn’t a critically urgent position – 
but if that isn’t the case, I want to make sure that I’m operating from the same timeframe that you are.”  

When do you want this position to be filled? Is there a “hard deadline” to fill?
When do you realistically expect to have the position filled by?
What are some of the long term, lasting effects of not having this position filled by your desired timeline?
Who is currently doing the workload created from this position being unfilled?
If I sent you someone this afternoon (if no pre-set interview dates), what is the first available time you have to meet with him or her?
Under any circumstances, could you see this position being eliminated during our search? 
What type of milestones in the search process give you comfort that the search is progressing as anticipated? 
Search History / Efforts To Date 
[bookmark: _Hlk89171299]Context for Questions: 
“Before we get started on this search, we don’t want to duplicate any efforts that have been done thus far. To know how to proceed with the search process, we need to know where you are currently in your hiring process.”  
  
How long has the position been open?
How have you attempted to fill this position? 
How many sources are you utilizing to attempt to fill this position?
Have you worked with other search firms in the past? What worked and what could have been better about the experience?
How many interviews have been conducted for this position?
What candidates are currently in process?
How many offers were extended that were turned down? Why?
Are there any specific companies or types of companies you would like us to target when looking for candidates for this search?
Are there specific companies you would prefer we stay away from?
Any internal candidates you’re considering for this role?
If yes – how far are they through the process? 
Compensation / Benefits
[bookmark: _Hlk89174392]Context for Questions: 
“In my experience, there is so much more to the financial offer than simply the base salary. 
We can pinpoint so many great hires that have happened, not because the base was higher,
but because we were informed enough to be able to walk that candidate through the components of the entire offer.  I’d like to get a copy of the benefits summary that you might give a new hire, and also spend time on the additional components of a financial decision.”

What is the base pay for this position? What is the range on the base?
What would you prefer to pay on the base salary? 
Has your organization recently done salary survey / research to ensure that your base is competitive?
Is there a bonus offered? What is bonus potential and what is it based on? 
How is it paid now (monthly, quarterly, annually) and how has it been paid in last 3 years?
Are there any benefits that you offer that are, in your opinion, above and beyond those of your competitors?
Are you open to relocation for candidates? 
What expenses do you cover when relocating a candidate?  (Examples: packing, moving, unpacking, trip(s) to see the area for candidate/spouse, house hunting trip(s), temporary living expenses, in route expenses, closing costs, etc.)  

The Compelling Story / Selling the Opportunity
[bookmark: _Hlk89176093]Context for Questions: 
“One of the most important things required to attract passive candidates is the ability to have a compelling story, and that is the story of your company.  People like to hear where you’ve been, where you are today, and most important, where you are going. It is only natural for a candidate to envision themselves as a central character in chapters that have yet to be created.”

When was your company founded and why? Can you share a little about the history size and structure? 
Where do you focus geographically? Do you anticipate expanding in either offices or product lines? 
What was your previous year’s (sales) revenue volume?  What is your current year expected volume? How does that compare with 5 years ago?
Every company has people who have left, and true or not, they talk about their past employer. What objections, rumors, or negative perceptions am I going to hear that I need to anticipate, and how should I best respond to navigate through those? 
What can you share about the people and the culture of your work environment? 
If this person turns out to be a superior performer, what does the career path look like for the next 3-5 years? 
Tell me about the last two people who had this position and where did they go? Can you share with me a success story of someone in your organization in a similar role? 
What is driving people to your company? What brought you there, and what keeps you there?
If you were having dinner tonight with a close friend and share with them why your company is the very best place to work…. what would you tell them?
Leadership / People 
Context for Questions: 
“The number one reason that people leave a company isn’t because of money, or location,
 or anything else – the number one reason is because of a disconnect with the boss.  
People work for people – and it’s key for me to be able to paint a picture about your leadership.”   

Who will this candidate report to? 
How many others report to this same manager?
Who does that person report to? (who is the boss of the boss)
What is that person’s professional background? (years in industry, with company, etc.)
What prior companies did he/she work with?  What attracted them to the company?
How is the manager measured? What parameters determine success in their role?
[bookmark: _Hlk89176051]The Interview / Decision / Hiring Process
[bookmark: _Hlk89178769]Context for Questions: 
“Let’s talk about your usual interviewing / hiring process – I’d like to determine how we jointly marry  your ‘best practices’ with those that have worked well from our experience in this market. One thing I’ve found that really helps move this process along is to pre-arrange times for interviews. Can you look at your calendar for about two weeks from now so that we can block out three one-hour blocks?  I’ll make sure you have the qualified candidates to fill those times.”  

What information are you accustomed to receiving regarding a particular candidate in addition to the resume?  What other information is important to you?  (Family status, salary, motivation, etc.) 
How do you evaluate personality traits while interviewing (profiling system)?
Do you have any other types of tests that you administer at any time in the process?
Let’s discuss each interviewer: What kinds of questions does he/she ask?
What kinds of answers does he/she like to hear? Who does most of the talking?
Will I have access to him/her for direct feedback?
Please share the typical timeline of your interviewing process. 
What is the first step in your interview process? 
How much time is required from the first step to the second step? The third step?
When do you do reference checks?  Do you prefer to do them, or have me?
When do you extend the offer?  Do you prefer to extend it, or have me?
Who are the key decision makers involved with getting this position filled? 
Are any of those decision makers not involved in the interviewing process?
What is the process by which you will decide who to hire and why you will hire them over the others you interview?
Who is responsible for the final formulation of the offer?  


Top 5 Candidate Screening Questions
Context for Questions: 
“In closing, I’d like to get five questions that you ask immediately upon reviewing someone’s information to determine fit and qualification.  I will ask those same screening questions, which is why I need to know the answers you seek. I will ask all candidates these questions and present only those who give me comfort with the answers. “ 

1.  


2.    


3.  


4.  


5.
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