Candidate Offer Check List


DISCLAIMER: These questions are purely for informational purposes only!

We need to address all of these issues so we can thoroughly address all the points of negotiation. 

What you have now, of have gotten in the past, does not necessarily equate APPLES to APPLES with what you might get for our client. PLEASE remember to focus on TOTAL compensation.

Candidates Name:      Date:     
Salary

· What is the candidate’s current salary - exactly?

     
· Can the candidate support this number with a W2 - should the client ask for it?

     
When does the candidate’s next salary review with his/her current employer take place and what % increase does the candidate expect?

     
· What does the candidate want and why in a salary from our client? 

     
What number can we accept on his behalf and tell the client to set the start date?

     
· What’s the minimum number he’d consider – before the client should go to next candidate 
with an offer?

     
What has been the candidates past experiences when making job changes as it relates to an increase in compensation? How big of a percent increase has he seen in the past? 
Why and where?

     
Bonus

· How much has the candidate been getting for a bonus? Last years? Average over last three years?

     
What is the bonus payout based on? How’s the bonus program work?

     
· When does the bonus actually get paid? When’s the next one due?

     
· How much bonus money will the candidate lose if he/she leaves his company in the next few weeks?

     
· If our client’s salary offer is low would a guarantee of all or part of the first year bonus be a bridge?

     
· If our client’s salary offer is low would a sign on bonus be a bridge?

     
Vacation

How many weeks of vacation does the candidate get from his current employer?

     
· When would he/she have been eligible for an additional week of vacation time? 

     
If the client can't match the candidate’s current vacation situation, how long will it take the candidate to catch back up to his current situation based on the client company’s vacation schedule? Is this acceptable to the candidate?

     
If the client can't match the candidate’s current vacation situation because of "corporate policy", can they work out the difference in some “under the table” creative way? Is this acceptable 
to the candidate?

     
Standard Benefits

· What is the candidate paying for health coverage with his/her current employer?

     
· Does this cost cover him/her only or does it cover the family as well?

     
· How does this coverage and cost compare to our clients benefits program and its expense 
to the candidate?

     
Does the candidate’s current company provide Life Insurance? How much and who pays?

     
· Does the candidate’s current company provide Disability Insurance? How much and who pays? 

     
How does this compare to what the client company is offering for life and disability? 

     
Special Benefits

· Does this candidate know if the position he’s/she’s interviewing for qualify for a company car or 
car allowance?

     
Does the candidate have a company car now? If yes… exactly what is he driving?

     
· If car allowance how much per month and what’s it supposed to cover? (Insurance, Maintenance, Gas, Tolls)

     
Does the candidates company offer any health club benefits and/or a corporate membership to a Country Club?

     
· Does candidates company own or have access to a corporate Jet?

     
· Does candidates company offer any other special benefits we should be aware of?

     
How do these current benefits compare to those of the client company?

     
Employee Savings Plan

· What is the candidate currently receiving in the way of 401k benefits – what’s the company contribution?

     
Are there any other savings plans that the candidate currently benefits from? 

     
· How does this compare to the client companies 401K and/or other savings plans? 

     
Pension Plan

· What are the pension plan details from the candidate’s current company? 

     
Is the candidate fully vested or partially vested? What are the details?

     
· How much will the candidate loose by leaving now? (GOLDEN HANDCUFFS)

     
· How does this compare to the pension plan of the client company? 

     
Stock Options

· Does the candidate currently receive any stock options? If yes when and how many did he/she get?

     
· Are the Stock Options fully vested or partially vested? What are the details?

     
How much will the candidate lose by leaving now? (GOLDEN HANDCUFFS)

     
· If candidate’s company is privately owned, how does he/she “value” the “Phantom Stocks”? Black Sholes?

     
Relocation Program

What has been the candidates past experiences getting relocation benefits? For what position and what did he get?

     
· Does the candidate need a house hunting trip up front before he/she makes a decision on accepting an offer?

     
How much does the candidate think it will cost to move household goods? This link will help: http://www.homefair.com/homefair/calc/movecalcin.html?
     
Has the candidate called a realtor to get a value and target selling price for his/her house? If yes what are the details?

     
· What’s the real estate market like and how fast does the candidate think his/her house will sell? 

     
How much will it cost for realtors fees and closing costs on the selling end? 

     
· Will the candidate need help with temporary living expenses?

     
· Will the candidate need help with temporary storage expenses? 

     
Will the candidate need any help with a home buyout program if his house doesn’t sell in x number of days?

     
· Will the candidate need help with a bridge loan to help cover the second mortgage until his/her home sells?

     
Does the candidate need the assistance of a relocation coordinator and/or realtor on the buying end? 

     
· Does the candidate need any help with a cash sum to cover unexpected items needed for the new home?

     
How much will it cost for points and closing costs on the buying end? (use selling price of house for sample)

     
· Have you considered keeping your home as a second home or rental – investment property?

     
Employment Contracts & Severance Plans

Did the candidate’s current company ask the candidate to sign an employment contract?

     
· Did the candidate’s current company require a Non-Compete Agreement to be signed?

     
Did the candidate’s current company require a Confidentiality or Non Disclosure Agreement to be signed?

     
· Did the candidate’s current company offer a severance package in the original offer?

     
· Are any of the above employee contract items barriers to getting the candidate to accept an offer from our client? 

     
Start Date & Contingencies

· Does the client have a specific start date target? If so why? Does this date work for candidate? If not, why?

     
Does the candidate have any special upcoming meetings or events they’d like to attend that would get in the way of the start date or that the candidate would like our client to pay for?

     
Does your spouse or children have any timing issues we should be aware of that could affect the selected start date or relocation timing? (i.e. vacation, school issues, job issues etc…)

     
· Has the degree confirmation and reference checks been satisfactorily completed?

     
Does the candidate know if the client company requires a Physical and Drug Screen before start date?

     
· If so where does the candidate have to go to get the Physical and Drug Screen completed?

     
· Is there any paper work the candidate needs to take to the doctor’s appointment?

     
Who coordinates the scheduling of the Physical and Drug Screen and how soon can it be scheduled?

     
· Has the candidate written an acceptance letter?

     
· Has the candidate written a resignation letter?

     
Has the candidate been prepped for and done his own reading to reject counter offer proposals?

     
· If there’s a relocation involved… have we spoken to the spouse yet? If not, why ? 

     
Sign On Bonus

Is their a good reason for the consideration of a sign on bonus? If yes why?

     
· What do you think the candidate would want in a sign on bonus? 
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