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CLIENT OBJECTIONS
No Opening Concern
· Why is that?
· Is that just in your division, or is it companywide?
· I didn’t call because I thought you had an opening. I called to tell you about one of the best performers in your industry.

· My clients work with me because I find candidates with special skills and experience that are not normally available. Oftentimes, they are for positions that are tough, critical positions that need to be filled immediately. What is the most critical position your company has today?
· You'll create an opening for this person.
· How do you fulfill your hiring needs?
· If you were hiring, what type of candidate would you be interested in?
· When you say you have no openings, do you mean for this candidate or none at all?
· Although you are not actively hiring, would you consider making a spot for someone with this type of experience?
· There is absolutely no cost for you to meet with my candidate.
· Is there any type of candidate you would like to hear about? Are there any specific skills that are in demand by you or your company?
· The person I've told you about will contribute to the growth of your company and create new openings.
· I hear you say you're not hiring, does that mean you're not interested in hiring this type of candidate, or anyone at all?
· My candidate is available to speak with you on an exploratory basis. I'll tell him/her you do not have any openings, but would like to meet them. Someone of this caliber can be used as a benchmark to compare the quality of your existing staff.
· Yes, business is slow for some companies in our industry, but a lot of them are doing very well. They tell me that their (quality, production efficiency, sales people) is/are making the difference for them.
· That's a shame. I know you've been responsible for hiring some great people. Many of your competitors are still hiring and I know you want to help those you've let go. Would you supply me with a list of names of the better people you've had to lay off?
· This person does not fill an opening--he/she creates it.
· If you really don't want to see him/her, who in your industry do you think would want to see this candidate?
· Perhaps the reason you have no openings is that you've never met a candidate you would create an opening for, you will for this person!
· I've never met a manager completely satisfied with their current staff. This is an opportunity to compare this candidate with your current staff.
· I know you realize that hiring the right person is vital for companies to get the biggest return for their investment. Have you compared your current talent with what is available in the market?
· I've just interviewed one of the finest candidates in my career. If you were in my shoes, whom would you recommend I call?
· Why not hold him/her in reserve for when you're faced with that unexpected turnover, employees do resign unexpectedly, don't you agree?
· I understand that your company has not been hiring. Have you formulated your plans for staffing once you are able to? In what areas will your most critical needs be? Who in your company will make the decision to begin hiring? When you begin hiring, how will you set your priorities?
· New people tend to bring a different perspective to situations. Does your company have a critical area that needs a new solution?
· One of the reasons is that they have hired a few key performers who are setting the pace in critical areas. This means some marginal performers were eliminated, but it made the difference. Is there an area that you can think of that would excel based on the abilities of one or two high performers?
Fee Concerns

· Why?

· Have you ever paid a fee?

· Our fee is only due if the candidate is made an offer and then accepts it.

· Perhaps the reason you don't pay fees is that you have never felt the service was worth paying for. I want you to see this candidate and compare him/her to candidates you interview through other means. Are you available to meet (day) at 2:00 or (day) at 10:00?
· Cost is a relative thing. Do you have the cheapest price for the product/service that you sell? You're doing well, and the consumer/customer is purchasing your product over your competitors, aren't they? I know that you would agree that it is wiser for the customer to pay a little more in order to get a great deal more. Therefore, I am going to arrange for (name) to meet with you either (day) or (day), whichever fits your schedule best.
Do you understand the reasons for paying the fee?

They are:
· We attract only top caliber people.

· Top talents use professional search consultants such as Management Recruiters/Sales Consultants.

· We guarantee the employee for 30 days.

· Our fee is tax deductible as a business expense.

· We thoroughly screen and reference check our candidates.

· We conduct a search for the candidate based on your specifications and organizational culture.

· Most of our clients say that the fee actually saves them money.

· We are able to administer all your VALIDATED tests for you.

· We take the time to find out as much as we can about the opportunity, the company, and the people they will work with. This in turn will save you time because you’ll only hear about those candidates who we feel are a strong fit.

· We have private interviewing facilities here in our office. 
· Is it because of company policy?

· If I have the right candidate, are you saying that a difference of (amount) will prevent us from working together?
· Every company needs a good accountant, a good lawyer, and a good search consultant.  You pay accountants and lawyers, why shouldn't you pay for a search consultant?  After all, competitive employees are your most valuable asset.
· I agree. There should be no reason to pay a fee for a candidate when your method of locating candidates is serving your needs. The only reason any client needs me is to find candidates with special skills or experience that is normally not available. What is your most difficult to fill position?
· Well, rather than ask yourself why we won't cut fees, ask yourself why others will. In your organization are your sales people willing to lower the price on your products? Why not?
· We have no quarrel with those who sell their services for less because they know what their services are worth.
· O.K., which part of our services would you like us to ignore/leave out?
· Did your company retain its legal counsel or its outside auditing firm based on price alone?  Then how can you expect a search consultant to attract top professionals in your industry if they cut corners?
· I'm sure you'll find that the truly successful search consultants in our business won't bargain for their services.  Do you really want to entrust so important a function to those who will?
· It is my understanding from this discussion that you are having difficulty in locating a (title), and it has now become a critical need.  We've found from our experience that additional time is usually needed to locate a candidate that will exceed your expectations. I would not be able to work with you for a reduced fee for this type of critical need.
· Most search consultants will send out second best candidates in reduced fee situations because they are protective of their candidates and want to place them in positions that are most beneficial to them. Frankly, I refuse to compromise my work ethic and refuse to become involved in that type of activity if/when I undertake a search assignment. I hope that makes some sense to you?
· A second-best candidate's performance and abilities may not be obvious immediately. It may take a while, but eventually sub-standard performance will affect the entire organization or group--depending on the responsibilities of the candidate.
· Cost is a relative thing. If our fee were 90% it would really make no difference until I successfully filled the opening, right? Let's go ahead with the assignment on our fee schedule. If we produce the right person, you can evaluate their contribution based upon our regular fee. If you think they're worth it then pay the fee. If you don't think the candidate is worth the extra percentage points, don't hire him/her. Don't you think that's a fair proposal?
· I’m sure that your company retained its legal counsel and CPA firm because of their reputation and your confidence in them, not because of price alone. Likewise, I'm sure that you won't see the true professional in our business bargain for their services. I refuse to compromise our professional standards.
We Use Job Boards

· So do we. I can sympathize with the aggravation I'm sure that policy causes. I'm sure your response is not better than ours. Advertising, even in today's economy, draws a great deal of response, but I'm sure you'll agree that for the most part, the quality just doesn't measure up. Don't you think your time is more valuable than that?
· I'd sure hate to have my company's future dependent upon respondents to employment advertising. How many resumes do you receive when you place an ad? How many candidates do you then interview?
· Advertising can be a viable and low-cost method for filling low-level and non-critical openings within any company. However, research has shown that the top candidates rarely read the classified ads. The rude fact is that the best person for your job is probably happily employed and for a number of solid reasons, probably won't respond to your ad, even if made aware of it.
· Is it the top 10%, or the bottom 10%, of your associates who are looking at the employment ads?
· The unemployed are comprised of two groups: those that are not working; and those that have a job but are dissatisfied and doing just enough to keep their job until they find another. Let’s call them the mentally unemployed.
· What is your cost to hire a new employee these days?
· How much is it to advertise a position on the web?
· Did you know that the practice of running help wanted ads has been found to be a potential public relations nightmare? Ads can demoralize employees who may have thought they were in line for the advertised job. Aside from that, the public perception (including potential candidates) is that companies that continuously advertise openings must have a management or turnover problem. In addition, if the ads draw 250 responses and you are successful in hiring one of them, you have created ill will on the part of 249 unsuccessful candidates.
· Has your firm ever done any cost studies on the effectiveness of the method you use or is this a policy dictated by someone know one remembers?
· I have been able to attract candidates whose skills and expertise are far above that of candidates acquired through other methods, like ads. Don't you agree that we must be doing something right?
· What you need is someone who is strategic, and has the ability to perform as a business partner to the different managers within your organization.
· We're fully aware that every well-managed business controls its expenditures with a carefully planned budget and policies. Am I also correct in assuming that the chief executive of a productive, trend-setting, success-oriented company such as yours uses that budget and those policies as a guideline? Now may very well be the right time to review your policies and procedures with an eye towards streamlining your hiring practices and lowering your overall costs.
· Why don't you put me to the test? As you know, you are not obligated to pay me my fee unless you hire one of my candidates. Why not let me submit three candidates for the position and you compare my candidates against the responses from your ad?
· Tell me, if your company relied on ads instead of sales people to sell your products, what would your gross sales be? We want to be your sales team for your department. We go directly to the best candidates to sell your opportunity. If it works to sell your product to your best prospective customer, why not sell to your best prospective employee?
· Running an ad is like going to a flea market. You have to rummage through an awful lot of useless junk on the slim chance you'll find something of value.
· So...your company is relying on its name recognition to attract quality candidates who read the classified ads?
· Are you interested in the candidates that are in the market who read the employment ads, or the best candidates that can be recruited for you?
· Oh ... I see. So for this particular opening, it's not essential that you find the best candidate available to you?
· I can appreciate your frustration with your company's policy. I will confess I have been in the same situation myself. You give the information to your Human Resources department and then wait for them to get back with you with a couple of resumes. Then you find they don’t really have the type of background and experience you feel is necessary to do the job. When was the last time you talked to your Manager about the policy? Does he/she realize how long it takes for you to find the right candidate using the methods that are in place?
· There are two categories of candidates for your opportunity: those that are employed and those that are unemployed. Wouldn't you agree?
Talk to Human Resources
· In most cases the reason I can’t find the right candidate for my client is because of poor communication. It’s my job to make sure I understand your requirements, that I receive immediate feedback from you about any candidate I present, and that the hiring process has been well planned so you don't lose a candidate you want.

Does human resources hire people for you? (If answer is yes, proceed with…

· How successful have they been in the past?
· How successful have they been up to this point in solving your problems?
· Do they always meet your time frame?

· Do they always satisfy your qualification requirements?
· Have you ever had to accept something less than what you wanted? If so, why?
· Have you ever learned later that human resources failed to refer a qualified candidate you would have liked to talk to, or even hire?
· If a candidate selected by personnel does not work out, does human resources stand accountable alongside you?
Does human resources hire people for you? (If answer is no, proceed with…

· What is their function in the hiring process?
· What is their function as it relates to this position?
· What has your past experience been?

· Does human resources run ads? In newspapers, trade journals, etc.? How successful are those ads?
· Does human resources conduct telephone interviews? How successfully?
· Do they require resumes? If so, why?
· Who screens the resumes once the company receives them?
· How well does the person screening the resumes know your department? The people who work in your department?
· Do you get to see all resumes before judgment is passed? If no, why not?
· How timely is the process? How long does it take from the time the ad is run until you have candidate resumes to review?
· Are you excited about the candidates your Human Resources department provides
Send Me a Resume

· I can do better than that. I can make her available for you to spend 10 to 20 minutes on the phone so you can explore her credentials and, better yet, her personality and communication skills.  You do agree that this would be the best way to fully gauge her true worth, don't you?
· I represent our candidates in the strictest of confidence. The only way we can get the top people in our industry is to assure them of this. As a result, I can tell you anything you want to know about him/her, but I cannot jeopardize their current position by sending out the resume.
· I'm sure you wouldn't ask me to send you a resume unless you were interested in him/her. I can arrange to put you on the telephone with my candidate, have him/her answer any job-related questions, and in turn allow you to make a decision as to a face-to-face meeting. Would it be more convenient to speak with (name) on (day/date), or would (day/date) best fit your schedule?
· Why?

· Over a third, in a batch of 1,000 resumes, are fraudulent, and we’re not talking about slight exaggeration or a bit of creative writing.
· What interests you most about my candidate?
· I respect your time too much to send you a resume.
· May I assume you wouldn't request a resume unless you were truly interested in this candidate?
· I will see if he/she has a resume available.  If he/she does, I will have him/her bring it along and be there 15 minutes early. What time are you available on (day)?
· Perhaps the reason you want a resume is that you've never met a firm that represented their candidate accurately. I want you to see this candidate and if he/she is not exactly as I presented I will never call you again.
· If I recruited you, would you want your resume circulated?
· My reputation as a search consultant is only as good as the candidates that I recommend to my clients. Before I contact you about one of my candidates I have had in-depth conversations with them to assess their personality, goals, and accomplishments. I can't guarantee that you'll hire every individual I send you, but I can guarantee that they will be excellent candidates that exceed expectations at their current companies. Now, won't you let me put my professional reputation on the line?
· As soon as I'm done, I'll drop it off personally and we can further discuss any questions you may have about him/her.
· It's obvious to me that you have reservations or questions about this candidate.  Odds are, even a resume wouldn't answer them for you.  Why don't I arrange for this candidate to call you on (day) at (time), then you can clear up any questions that you have and arrange for a personal interview at a time mutually convenient to you both.
· Let me run something by you. You must feel relatively comfortable with what I've told you. My guess is that you're trying to determine if there's anything else that would make you want to meet my candidate face-to-face. What you're missing right now is the chemistry of the individual, the flavor of their personality. I can arrange to put you on the telephone with my candidate, have him/her answer any job-related questions, and in turn allow you to make a decision as to a face-to-face meeting. Would it be more convenient to speak with (name) on (day/date) or would (day/date) best fit your schedule?
· This candidate is a recruit.  As such, we have no resume since he/she was not actively on the market until we recruited him/her.  Obviously, since he is not actively seeking a new job, but is interested in exploring other opportunities, no resume exists.
· This applicant has no resume.  He/she will be happy to come in a few minutes early to complete your application form.
· A number of firms are interested in this candidate and I know you don't want to risk losing him/her because of the delay in sending you a resume.
· Have I failed to give you the information you need?  If so, let me go over the background again for you.
· Fine.  What are the primary duties and responsibilities you see this person doing?
Information not on a resume:

· Real reasons for making a change

· Technical proficiency

· Salary history or expectations

· Image

· Verbal presentation

· Ability to handle people

· Accurate accounting of employment dates

· Thought processing speed

· Management style

· Driving Record

· Criminal Record

· Credit Record
Hiring is Done Elsewhere

· Great! Who do I talk to? Thanks very much. I'd like to make one suggestion that might make you look really good at H.Q. Why don't you telephone screen this candidate, see if she really fits, then we can take her to H.Q. with your comments, O.K.?
· Get the local person to be your ally and run interference with "elsewhere."
· Why don't you arrange a brief meeting with the candidate so you can determine if he/she is superior enough to refer him/her to        ? If he/she isn't, you will have saved your company the time and expense of sending the candidate to  ______ . If he/she is superior, you will certainly want the credit for bringing a superior producer to your team.
Exclusive Elsewhere

· If you had an extremely difficult and critical opening to fill and I presented the perfect candidate for that opening, would you make an exception? 
· Every manager that I talk to wants to hire the best person available. What specific requirements do you have for this perfect candidate.......?
· How often do you review this group?
· What areas do you review to determine qualifications?
· Who makes the final decision on adding a firm to your list?
· What value do you expect from your vendors?
· What criteria do you use to exclude firms?
We Don’t Use Recruiters/Policy

· You need to select someone who can perform and get up to speed quickly. Am I describing the person you have in the process?
· Can you think of any situation where your company might make an exception to this policy?

· Why is that?
· Policy? When are exceptions made?
· Do you feel confident in the effort your company is exerting to find and hire top talent?
· Companies use recruiters when they need to find the best talent in the market. Over 66% of hiring decisions prove to be mistakes with the first 12 months (Peter Drucker). If you cannot afford a hiring mistake, and want to choose the best of the best, then you need to work with us. Is this one of those times?
· Who sets company policy? Do you agree with it?
· Are you willing to do anything to try to change the policy? If so, what? If not, why not?
· O.K., who do I ask for? Apparently, I've said something about the candidate that interests you. What are you looking for? Would it save everyone's time if you prescreened this person with a telephone interview?
· Is that a policy?
· Do you agree with that policy?
· Did you make that policy? Who did?
· Who has the power to change that policy?
· Are you aware that this policy is inconsistent with the competitive thinking of the majority of employers in your industry?
· Do you feel that your competitors have made a mistake by abandoning a policy such as yours?
· If your company discovered a policy that consistently cost them money, would they change the policy or continue to lose money because they have always done it that way?
· Since you probably didn't make such a policy, you probably don't have the authority to change it.  Is that correct?  What is the extension number of your (president, chairman, etc.)?
· When is the last time you identified your employees’ strengths and weaknesses?
· I find this is a great way to recognize talent. Have you determined the competency level of your current staff? My candidate will help you save time and money in that respect because he/she can help you to determine what that competency level should be. When is the last time you determined what competency level is necessary to perform this position?
· When you work with me you will have access to talented candidates who are already employed in similar positions, limit your interviews to those candidates who are interested and qualified, and target specific industries or geography. An extra bonus is that you can learn quite a bit from me about what is actually happening in the industry because I talk to so many people each day.
· I find the major concern my clients have with using Search Consultants is that they feel they give up the ability to sell the company, the culture, and history of the organization. That doesn’t happen when you work with me because…
· I think as an astute manager the only way you can make an informed decision is to take the time to meet with this individual. That way, you can evaluate whether or not this person is an exception. The reason I suggest this is we both know if you hang up now and go to your boss asking for an exception to company policy, the answer will be "no." Whereas, if you talk to your boss after you have met the candidate and he/she has impressed you with the contribution that he/she can make to your company, the odds are going to be much better that your boss will agree to make an exception. The reason is very simple, as I'm sure you will agree -- you are selling a specific instead of a general concept. How do you feel about that?
Bad Reputation/Experience
I can certainly agree with that! It seems that every industry has a few bad apples. We at _____ have the answer to the problem of credibility -- we offer quality candidates and if I can’t build a relationship with you where I’m able to do that, you won’t have to worry about me calling you again. Give me 15 minutes of your time to gather information about your opening. If I don't prove my competence or inspire confidence in my process I will hang up.
Candidate Name
· You jump right to it, don't you? Let's clear the fee agreement first and then see how he/she fits in with the duties and responsibilities of the position. This person is earning in the range of ___________.
· I’m sure you can understand that I’m working with my candidates on a confidential basis. Since they are the best in the industry, they are well known as well. I’ve promised them that I would not reveal their name to a company unless that company is interested enough to bring them in for an interview. Let’s discuss what you’re looking for in this position, and if the candidate meets your needs we’ll schedule an interview for next week, when do you have available time for a phone interview ________?
More Information
· Companies can achieve a 10% increase in their market value by improving their ability to recruit new talent. What is your current turnover rate for this position?
The cost of turnover includes:

· Costs of initial hiring and training

· Cost of temporary replacement or adding to another employee’s workload

· Cost of lost productivity

· Cost of exit interview and administrative costs of stopping payroll, benefit deductions, benefit enrollments, notification and administration, and other assorted forms

· Cost of severance and benefits

· Cost of loss of sales or productivity

· Cost of new hire
· In general, turnover costs for exempt employees are about 1/2 to 2 times the annual salary and it takes an average of 13 months for a new employee to reach maximum efficiency.
· Does the money for this hire come out of human resources budget? If not, why must human resources be involved? (If the answer is company policy, proceed with)
· Do you or have you ever found company policy hindering your efforts to hire the right candidate or the candidate of your choice?
Wants More Candidates

· What’s missing from my candidate’s qualifications?

· If we start the process with another candidate we take the chance of losing this candidate to another opportunity. Will that be a problem?
· What will you want in the next candidate that you don’t see in this candidate?
· If this candidate had _____________ would you have been ready to move them forward in the process?
· When you proposed to your wife, suppose she had said she loved you and she would probably marry you, but she wanted to go out with a few more people before she gave you her decision? Tell me; how good would you have felt--even if she later accepted? The candidate will feel the same way. Even if you do offer him/her the position later, there will always be a lingering doubt in his/her mind about your relationship.
Working With Another MRI Office

· Let me ask, what has your experience been when working with (office name)?
· If positive response: Great, you understand how we work.  Realize that we are individually owned and operated, which means that we have separate networks of information and influence. By working with me, you will increase the probability of identifying A-talent by 100%.  All I am asking for is the opportunity to compete. 
· If negative or indifferent response: I cannot control how other offices work. Realize that we are individually owned and operated, which means that we have separate networks of information and influence.  I am asking for the opportunity to prove my capabilities as an executive recruiter. Keep in mind that you only pay a fee if I succeed in identifying A-talent.
CANDIDATE OBJECTIONS
I Don’t Know Anyone Who is Qualified/Looking

· What about the people you have worked with previously?
· Can you think of anyone in a competitor’s company?
· Who else do you know in the industry I could network with?
Not Comfortable Giving Out Names/Let Me Pass Along the Information

· Let me assure you, I treat my clients and candidates with complete professionalism and confidentiality.
· It would be best if I could talk to them directly about this opportunity.
· We value professional relationships too much to jeopardize them through carelessness. Over 80% of our business is repeat business.
Who is the Company?

· It is important that you understand I work with both companies and candidates on a confidential basis.
What is the Salary/Compensation?

· That’s one of the reasons they’ve hired me, to determine what the salary should be for this position. Where do we need to be?
· Our client will be flexible and base the salary upon the merits of the candidate. Where do we need to be?
Not Looking, I am Completely Happy Where I Am

· That’s great. I respect that. I’m actually trying to do some networking within the industry and that’s why I wanted to speak with you.
· Do you know of anyone out there who would be qualified for this position?
· What would prompt you to consider another opportunity? 

