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Ambition is a powerful thing. I have the privilege 

of working with industry leaders at the very top of 

their game — CEOs, CFOs, COOs, CMOs and more 

who are leading the human capital management 

industry. Here’s one important thing they all have 

in common: The same visionary skills they apply to 

leading businesses are also used to map their own 

rise to leadership. Are you planning your rise to  

the top?

If you see senior leadership in your 

future, I have good news for you. This 

is an exciting, transformative time for 

the staffing industry. New models 

are emerging and disrupting the 

old — from online staffing to 

social recruiting. All this change 

offers ambitious professionals 

opportunities to stretch skills, 

learn, take on new challenges and 

embrace leadership roles. For years, 

Have you ever wondered how the potential candidates 

you reach out to on a regular basis actually prefer to 

be initially contacted? Would you like to know how 

they really feel about receiving emails, InMails, phone 

calls, Twitter replies, Facebook messages/comments, 

and text messages from recruiters?

I’ve compiled a number of surveys that provide 

significant insight into how people like to be contacted 

by recruiters, and the results might surprise you.

Stack Overflow’s annual Developer Hiring 

Landscape survey  is quite powerful 

because it is backed by an impressive 

sample size of 26,086 responses 

with global representation from 157 

countries. I know, I know   — some 

of you don’t recruit software 

engineers, but I think the results 

of Stack Overflow’s survey are likely 

representative of any in-demand 

talent pool, IT or otherwise.
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Every month the U.S. government’s Bureau of Labor Statistics 
issues a report on the nation’s “employment situation” of the 
month before. That’s where the job growth and unemployment 
rate news comes from.

A day or two before that report comes out, ADP issues the 
National Employment Report. It deals only with employment 
numbers. Almost invariably, ADP’s job growth number differs 
from the one the BLS issues. Often enough, as in August and 

September, it’s a big difference.

Which one is “right?” Probably neither. Both have data collection and analysis 
challenges. The BLS relies on surveys of some 143,000 businesses and 
governments every month. ADP uses the information it gets from the 410,000 
companies using its payroll services. Something like 24 million workers  
are covered.

The BLS surveys are voluntary, rely on enrolled companies, and are subject to 
the kinds of collection problems you might expect — tardiness (which is why 
the initial report changes over the subsequent two months), guesswork by the 
submitter, errors (also subject to later correction), company births and deaths, 
and timing. The BLS attempts to account for these by using statistical models 
to make adjustments.

ADP has a much larger and, arguably, more accurate data set to start with – the 
actual wages and people each company pays. So that makes the monthly ADP 
jobs numbers better? Not necessarily. Unlike the BLS, ADP’s data set is not a 
random sample. Additionally, most very large and many mid-size employers 
aren’t ADP customers. Nor is the government. So ADP partners with Moody’s 
Analytics to use its statistical models to account for the shortcomings and make 
other adjustments.

Why am I explaining this? Because most of the labor market forecasts take 
into account multiple factors, including past growth, then they apply their own 
statistical magic to predict the future.

Instead of taking any one forecast at face value, watch the trends. The Palmer 
Forecast predicts a slowing quarter for temp and contract staffing. The trend 
supports that.

When you review a forecast, or read a survey, consider them as guidance, but 
look back to see the trend.

John Zappe, Editor – The Fordyce Letter
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MRINetwork Celebrates 50th Anniversary

This year marks the 50th anniversary of the founding of Management Recruiters 

International, Inc. Founded in 1965 by the late Alan R. Schonberg, under him the company 

implemented the then still-novel practice of employer-paid placement fees and, some years 

later, introduced contingency fees. Other practices that are common today — including 

franchise offices — were either innovated by MRI or were nurtured by the organization.

In 1972, four years after first going public, MRI was acquired by CDI, Corp., which still owns 

the firm. Schonberg led MRI for 35 years as CEO. He left the job in 2000 when he was named 

chairman, and, three years later, chairman emeritus. Schonberg died in November 2013.

Today, MRINetwork as it is now named, has 600 offices and 2,500 recruiters in over 40 countries. 

The company will officially celebrate its anniversary at its annual franchisee meeting Nov. 4-7 

in Chicago.

Global IT Agency Reports Improved First Half-Year

The global IT outsourcing and recruitment company Harvey Nash 

reported improved half-year profit for the 6 months ending July 31, 

earning a gross profit of $69.9 million on revenue of $508.9 million. 

That compares to the same six months a year before, when the 

company reported gross profit of $65.8 million on $537.4 million 

in revenue.

The firm’s US growth was particularly strong. Revenue increased 21.3% over the previous year, while operating 

went from $700,000 to $1.1 million. “Our strong USA top line and bottom line results were driven by the 

demand for technology talent outstripping supply,” said Bob Miano, President and CEO, Harvey Nash USAPAC.

PEOPLE

Nina Vaca, chairman and CEO of Pinnacle Group, has been named to the “Global Power 

100 – Women in Staffing,” the Staffing Industry Analysts’ (SIA) inaugural list showcasing an 

international group of women at the forefront of the staffing world. The list includes 50 women 

from North America; 50 others are from all other parts of the globe. All those on the list are 

founder, CEOs, presidents or other senior leaders.

Lynn Ogden has been named a partner in the San Francisco office of Boyden, an international 

search firm with more than 70 offices in over 40 countries. Ogden most recently was Vice 

President and Engagement Leader at Senn Delaney, a Heidrick & Struggles company. From 2008 

to 2014, she also led Essential Mastery, a sustainable leadership firm focusing on executive 

recruiting, coaching and leadership assessment, and development in the US and Hong Kong. 

She joins Boyden’s Consumer Practice Group.

Ryan Search & Consulting, based in Nashville, Tenn, has appointed Michele Christy operations 

manager. She will direct and oversee the day-to-day efforts of the five-year-old firm, including 

client interface, service delivery, process management and improvement, quality assurance 

and employee relations and training. Christy joined the firm in 2011 as a retained search 

manager. Previously, she was a recruiter with The Human Capital Group, an executive search 

and leadership firm.

NEWS NOTESand

Alan R.  
Schonberg
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Just Don’t Call It Prep

Dear Barbara:

I know you believe in prepping candidates for 

interviews, but what if your candidates don’t want to 

be prepped? That is what I’m facing with the engineers 

I’m representing. They are not sales people, don’t see 

the value of a prep and even when I set up a specific 

time, they no show. Engineers are in high demand, do 

I just stop trying to prep them?

Mary Kay Z. – St. Louis, MO

Dear Mary Kay:

I think you answered your own question. The reason 

your candidates don’t want to be prepped is they don’t 

see the value, which means you are not presenting 

how they will benefit by your prep. If you use the 

word “prep” they will no show. If you say there is 

competition for this position and you have “inside 

information that will provide them with a competitive 

edge” they will welcome the information.

When you talk to your candidates, always address 

their WIIFM (What’s In It For Me). Utilize information 

from your prior debrief forms to truly have them stand 

out from their competition.

If you are placing 100% of the candidates you send 

out, maybe you don’t need to prep. If that’s not the 

case, your prep is your competitive edge. It’s not 

necessarily the most qualified candidate who gets 

hired; it’s the candidate who aces the interview and a 

proper prep will help your candidates do that. Never 

shortchange this process and prep your candidate 

who are able to talk openly.

Barbara J. 

Bruno, 

CPC, CTS

Full or Part Desk?

Dear Barbara:

After talking with other owners of permanent 

placement firms I realize my job descriptions may be 

dated. What are your thoughts on recruiters working a 

full desk vs. being split up between client development 

and recruiting. Everyone in my office works a full 

desk and very rarely are there any splits between my 

employees, even though they all place engineers in 

Texas. My highest producer is on target to hit $250,000 

this year. Our average fee is $27,200 so basically my 

top guy is not even closing one placement a month. 

What are you seeing out there when it comes to splitting 

up responsibilities?

Jerry P. – Austin, TX

Dear Jerry:

Many firms are splitting up recruiting and client 

development because many individuals excel in one 

area vs. another. Often your big billers are great at 

client development. When they have specific recruiters 

working only on their orders, they end up filling more 

business, have additional time to develop additional 

clients and earn more money.

If you have someone working a full desk with no 

splits, if that person leaves, their desk and business 

basically die. The clients are loyal to this individual, 

not your business. When you assign recruiters to 

specific clients, they learn the nuances of each client 

and also form relationships with your clients. This 

protects you in the case of someone leaving. That is 

another reason to have at least two or three other 

individuals working in the same niche in your office.

Top producers in our profession are producing 

$350,000+ in either direct placements or GMP (gross 

margin of profit) in temp or contract. There are few 

other professions that would consider someone who is 

closing less than one sale per month a top producer.

Ask Barb
with

Barbara Bruno

(cont’d on page 5)
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Review the stats and individual ratios of all your 

employees (especially their sendout to fill ratio). Often 

two or three more sendouts monthly can result in an 

additional close. If you do not know stats or individual 

ratios go to www.salesperformanceindicator.com 

which will show you how to track metrics.

If you decide to change your business model, your 

employees must understand how this will benefit them 

and how they will all be more successful. Before you 

announce your intended change, ask your team what 

they enjoy most, client development or recruiting. Also 

identify the 20% of their actions that provide 80% of 

their results. This makes it much easier for you to 

determine who will focus on recruiting and who will 

focus on client development. The trend to separate the 

functions vs. working a full desk continues to escalate 

because the result is increased sales and profits. 

Just remember to identify the strengths of your team 

members and stress how the change will benefit them. 

Change is often not easy, but it helps you remain 

competitive and can help your business grow.

Barbara J. Bruno, CPC, CTS

My Niche is Shrinking.  
Do I Switch?
Dear Barbara:

I’ve been placing in the legal niche for 15 years. We 

place everything from legal secretaries and paralegals 

to attorneys. The problem is my niche is shrinking not 

growing, and law firms are all starting to negotiate 

very low fees. My average fees keep reducing and 

our margins on temp placements are just above break 

even. My production and income has decreased over 

25% the last three years. I was our top producer for the 

first 12 years of my career but not now.

I hate to give up my contacts, but I think I need to 

consider a new niche. Many of my co-workers and 

some of my biggest competitors have also diversified. 

In your opinion, should I stay in my niche because 

there is less competition or do I try a new niche where 

I have no knowledge or contacts?

Eva B. – Alexandria, VA

Dear Eva:

Your fees and margins have decreased and your 

production and income has reduced over 25% the 

past three years. Those two facts are very revealing 

about your niche. Temp and contract business that is 

almost break even often ends up generating no profit 

or can even end up as a loss.

You have a strong history of top production so it 

won’t take you that long to establish yourself in a 

new niche. Select a growing niche like engineering, IT, 

accounting or finance to name a few, and then pick no 

more than six titles. Once you interview 10 candidates 

in each title you select, you now know what individuals 

with that title do, you’ve got inside information on all 

their past employers and the candidates can help you 

identify the best companies to represent.

I have a program that presents a 15 step process 

that I’d be glad to share if you send a request to 

support@staffingandrecruiting.com. This program 

will show you how to sound like an expert in a new 

niche and with your track record; I think you’ll soon 

return to the ranks of a top producer.

Barbara J. Bruno, CPC, CTS
(cont’d on page 6)
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(cont’d from page 4)
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The Recession Proof Formula

Dear Barbara:

I have a very unusual problem to discuss. Business 

is great, we are having a record year and my people 

are breaking sales records consistently every month. 

I’m worried that business is pouring in right now and 

as a result my employees are skipping steps but still 

closing deals.

I don’t know that we are recession proof. As you 

and I both know this business is cyclical and there 

will be a downturn in the future. I don’t want us to 

go from setting records to getting caught behind the 

8-ball because we took our eye off the ball, because 

we were just too busy. Do you have any formula that 

I can use to recession proof my business? It’s just too 

easy right now.

Greg P. – Atlanta, GA

Dear Greg:

You are right when you stated our business is 

cyclical. That is why it is imperative right now that 

your team develop very solid lifetime relationships 

with both clients and candidates.

My Recession Proof Formula is 10 + 20 + 170 + 20 

+ 5.5 + 1 + 1 = Recession Proof. 

Let me explain this further:

Too often, when business is good, we stop identifying 

new clients, and current clients may represent 

more than 10% of your sales. That is not recession 

proof. You want to protect yourself in case your top 

client stops hiring by having 10 key accounts who 

hire multiple candidates annually and 20 back-up 

accounts who hire at least 1 or 2 candidates annually.

If your team talks to 20 new people daily, they can’t 

fail. Marketing a candidate daily and planning their 

outgoing calls for the following day before leaving the 

office are also habits of consistent big billers.

I’ve seen many individuals in our profession rest on 

their laurels only to get clobbered during a downturn. 

It’s also vitally important that you know stats and 

individual ratios. Increased ratios are the first 

indicator of a change in the job market or economy. I 

commend you as a business owner for taking a very 

proactive stance and trying to do what is best for your 

employees as well as your business.

Barbara J. Bruno, CPC, CTS   TFL (back to TOC)

Barb Bruno, CPC, CTS, is one of the most trusted experts, speakers, and trainers in the staffing and 

recruiting professions. If you want to receive free training articles from Barb, sign up for her NO BS Newsletter! 

Barb has spent the last 20 years helping owners, managers, and recruiters increase their sales, profits, and 

income. Her Top Producer Tutor web-based training program jumpstarts new hires and takes experienced 

recruiters to their next level of production. If you’d like to contact Barb, call 219-663-9609 or email her at 

support@staffingandrecruiting.com. If you enjoy Barb’s training, join her Premiere Coaching Club.

(cont’d from page 5)

10   Key Accounts

20   Back Up Accounts

170   Companies

20   New Contacts

5.5   Hours of Phone Time

1   MPC Marketed Daily

1   Hour of Planning
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4 Trends Affecting Recruiters 
During the Next 5 Years

It goes without saying that everybody would like to have a crystal ball. Although 

predicting the future can be a dicey proposition, especially in the world of business 

and employment, some trends are so easy to identify that it’s almost as if you can 

possess an all-knowing orb of precognition.

There are more of these trends than you realize. In fact, they’ve been espoused and 

supported by so many different sources, as well as backed up with data from those 

same sources (and others), that they’re almost considered a foregone conclusion. 

These sources include the Bureau of Labor Statistics, CareerBuilder, the Pew 

Research Center, Oxford Economics Workforce, and Staffing Industry Analysts.

The good news is that you, as a recruiter, can identify these trends, prepare for 

them within your recruiting firm, and take advantage of them in the future. How 

far into the future are we talking? Only five years — the year 2020.

More than likely, you’ll still be a recruiter and you’ll still be looking for ways to 

generate ever-growing amounts of revenue for your firm. That’s why it’s important 

to identify these trends now so that you can take advantage of them later.

Below are four trends affecting recruiters during the 

next five years:

TREND 1: An increase in 
contingent workers

Right now, as you read this, about three out of every 

10 workers are contingent workers. That means they 

work on a temporary or contract basis. According 

to a number of sources, including Staffing Industry 

Analysts, that number will swell to five out of every 

10 workers by the year 2020. That represents a 67% 

increase in the span of only five years.

What will contribute to this increase? Hiring workers 

on a contingent basis is easier for organizations. 

There’s less cost and less risk involved, but there’s 

also more flexibility, which is a crucial component. 

In a dynamic, fast-moving, competitive environment, 

companies need to be flexible and nimble to adequately 

adapt. Hiring workers on a contingent (contract) basis 

affords companies more flexibility to do just that.

TREND 2: The (almost complete) 
retirement of the Baby Boomers

Sure, you’ve been hearing about the retirement of 

the Baby Boom Generation for roughly forever. But 

when are they actually going to retire? Right now, 

Baby Boomers are teetering on the edge of retirement. 

There are a couple of reasons for this.

First, many of them have not retired due to the 

economic hardship caused by the Great Recession. As 

a result, they’ve continued working beyond retirement 

age. Second, some Baby Boomers enjoy working. The 

idea of retirement might be alluring to them, but the 

reality of retirement is something else entirely.

However, here’s the reality: by the year 2020, most of 

the Baby Boom Generation will be 65 years old. All of 

them will be past, at or within a decade of retirement 

age. Now, of course, that doesn’t mean all of them 

are going to retire, but it does mean that significantly 

more of them will retire and those that don’t retire are 

more likely to keep working on a contingent basis.

By Debbie Fledderjohann

(cont’d on page 8)
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(cont’d from page 7)

TREND 3: Emergence of the 
flexible workforce model

Right now, about 46% of all employers are utilizing 

a flexible workforce model. That means they employ 

both direct employees and contract workers. This 

percentage is an increase over the last several years, 

and it has continued to travel in an upward direction 

on a year-over-year basis. In as little as five years 

from now, as much as 80% of large corporations are 

expected to move to a flexible workforce model.

But it goes beyond even that. As I explained in trend 

2, companies are seeking more flexibility to adapt to 

ever-changing market conditions. That’s why they’re 

hiring more and more contingent workers. Even 

companies that traditionally have not employed such 

workers in the past are starting to on a contract basis.

After previous recessions, companies would hire on 

contract more than direct due to prevailing economic 

conditions and then go back to direct once the economy 

improved. After the Great Recession, however, this 

has not been the case. Companies continued to utilize 

contingent workers on a regular basis as part of their 

workforce strategy.

There’s something else to consider: the Millennial 

generation of workers, which leads us to the next 

trend on our list.

TREND 4: Increase in the 
number of Millennial workers

Like the retirement of the Baby Boom generation, 

this is simply a case of numbers and a matter of 

time. As the Baby Boomers retire (almost) completely, 

Millennials will be the generation filling a big part 

of the void. As most recruiters are well aware, the 

Millennial generation is much different than the Baby 

Boomers. (Notice that I didn’t say “better” or “worse,” 

but “different.”)

One of the ways Millennials are different is that they 

enjoy more flexibility in their work schedule. Work-

life balance is more important to them, and thus, 

they gravitate toward the flexibility that working on a 

contract basis can provide. So if companies want more 

flexibility and workers want more flexibility, then the 

logical conclusion is that there will be more flexibility 

in the workforce within the next five years!

Millennials are currently the largest generation 

in the workforce at 35%. That percentage is only 

going to increase between now and 2020, and these 

workers crave flexibility. More employers are going 

to offer that flexibility, many cases in the form of  

contract positions.

So what conclusion can be drawn from these four 

trends, at least as far as recruiters are concerned?

• Employers, namely your clients, want more 

contract workers.

• More candidates, namely Millennials, want  

to work on a contract basis for the flexibility  

it provides.

• This all means that you should be able to offer 

contract candidates to your clients.

If you only offer direct-hire candidates, then 

consider adding contract staffing to your business 

model. This will allow you to take advantage of the 

four trends discussed here and position yourself to 

generate more revenue for your firm during the next 

five years. Don’t miss out on the opportunities that 

these trends present to those in the industry who can 

identify them and are willing to prepare for them.

The year 2020 will be here before you know it. 

Take advantage of these trends to reap the benefits!   

TFL (back to TOC)

Debbie Fledderjohann is president of Top Echelon Contracting, Inc., the recruiter’s back-office 

solution. The company was founded in 1992 and places technical, professional, and healthcare 

contractors in 49 states. Top Echelon Contracting helps recruiters make contract placements and 

handles all of the legal, financial, and administrative details. They become the legal employer and 

take care of the employee paperwork, legal contracts, time sheet collection, payroll processing, payroll 

funding, tax withholding, benefits, workers’ compensation coverage, invoicing, collections, background checks, etc.
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Job Orders, Discounts, 
and Cell Calls

Every month I send, “2 Minute Coaching” emails 

to the members of my Roundtable program. These 

emails are easy to implement, bite sized nuggets of 

advice on various subjects. Below are three topics that 

I’ve recently sent to them.

Topic #1: Using Your Cell Phone Effectively
Do you give out your cell phone number to clients 

and candidates? If so, how do you create boundaries 

between work time and personal time? Here are some 

ideas to use your cell phone more effectively.

Get a phone number from Skype (there is a charge). 

and forward this number to your cell. This is the only 

“cell” number you ever give to clients.

On your business (landline) voicemail, let people 

know that for an emergency, they can try to reach 

you on your business cell number (by saying it’s your 

“business cell” it implies that it may be turned off after 

hours). Use your Skype number on your voicemail for 

this purpose (rather than your actual cell number).

Set up your greeting and include a special message 

that directs urgent calls to your Skype number. For 

example, after the usual introductory message, add 

something like this: “If this call IS time sensitive, and 

you are currently working with me on a project, please 

call my cell phone at (xxx) xxx-xxxx.”

This kind of greeting allows you to ignore unknown 

incoming calls on your landline during an outgoing 

calling batch as people will have been notified (via 

your voicemail) that they can call your cell if there’s 

something time-sensitive to speak to you about.

When you’re “off duty” simply program the Skype 

number to point to your business landline. Have an 

alternate message on your business landline that 

does not refer people to your cell when you’re off duty. 

This allows your cell to be totally work-free when you 

decide and at the same time gives clients the feeling 

that you’re available to them much of the time.

Topic #2: When Clients Wants a Discount
In general, if you were ever going to negotiate your 

fees, you’d want it to be with high quality, long-term 

clients (as opposed to brand new prospects). You may 

also negotiate with a client who has multiple openings. 

Remember the phrase, “Squeeze your prospects, and 

hug your clients.” Some options:

• You could offer a discount for each additional 

hire above a certain amount within a calendar 

year. This way it’s not a blanket discount.  

It only applies to multiple hires.

• Another option is to ask for something in 

return: in-office interviews; meetings with  

new hiring authorities; working directly with 

hiring authorities; shrink guarantee; or  

exclusives/retainers.

• Finally, you could ask for a rolling retainer of 

$ 5-20K/ month if they have multiple hires and 

want a discount.

Topic #3: 3 Quick Tips for Getting  
More Job Orders
1. Form strategic alliances with well-connected 

people: Offer to pay them 5-15% of first year’s 

billings from the client they connect you with.

2. Get client referrals: Offer to donate $500 to the 

client’s favorite charity. Ask after you’ve done a 

good job on a search.

3. Get your candidates to dig up jobs for you: 

Work with 3 MPC’s per month and ask them to 

come up with 20 companies that they’d like you 

to market them to. Ask them to email you this 

info, preferably with a contact name, and the 

reasons they think they’d be a fit. TFL (back to TOC)

Gary Stauble believes you should work hard and play harder. He assists owners and their teams in implementing 

leading edge strategies that create the biggest impact with the minimum effective dose of effort. You can download 

his complimentary report entitled “$1 Million Time Management” on his website. In the report, you’ll learn 9 time 

management secrets of a $1 million producer. Get your complimentary copy now at www.TheRecruitingLab.com.

Gary Stauble’s
2-MINUTE 

RECRUITING
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 Sales people in general and many staffing industry 

practitioners in particular seem to always be looking 

for the “phrase that pays,” or as one recruiter said 

to me recently, a “sure fire way” for overcoming 

objections. For the most part they are seeking fresh 

scripts and rebuttals to use in overcoming the 

standard objections they encounter daily.

Although possessing a command of scripts and 

rebuttals is important for achieving success in this 

business, you have to remember they represent 

nothing more than tools of your trade. And like all 

tools, if they are not used properly, they won’t produce 

the desired results.

This article will present a four step process for 

dealing with objections that, when properly followed, 

sets the stage for the use of creative rebuttals that are 

customized to match each individual situation.

Remember: Most rebuttals are so time worn and 

overused they border on being insulting. Compounding 

the problem is the tendency of many practitioners to 

move too fast and sell too hard. Once this occurs, the 

prospective client or the recruit moves 

quickly to an entrenched defensive position 

thereby all but ending the possibilities for 

meaningful dialogue.

Over forty years ago I heard a sales trainer state this 

simple truth about selling: “If you want to sell John 

Brown what John Brown buys, you have to sell John 

Brown through John Brown’s eyes.”

Knowing how to do this is the key to dealing 

effectively with objections.

Recognize the Objection
Obviously, if you do not recognize you’re up against 

an objection, you have little likelihood of being able 

to deal with it. This is a function of listening, and 

listening is an activity of the mind not of the ear. You 

have to “keep your head in the game” and not jump 

ahead with your thinking. Listen for the period. Stay 

in the “now” with your prospect and you will recognize 

most objections when you encounter them. Don’t 

assume you know where the prospect is headed with 

their comments.

Understand the Objection
Just because you’ve heard the objection before, does 

not mean you understand the context in which it is 

presented this time. One of the biggest mistakes you 

can make is to jump from recognizing the objection 

to the presentation of your rebuttal. Remember “John 

Brown’s eyes.” Ask questions, the answers to which 

will clearly define the context in which the prospect 

is making their objection.

Need some new scripts to convert prospects into clients? 
See Terry Petra’s article “7 Starter Scripts To Make 
Clients Out of Prospects” in last month’s issue of The 
Fordyce Letter. Click here to access it from the Fordyce 
archive. Use the password MyNovemberFordyce.

Scripts That Make Sales

Step 
Two:

Step 
One:

Overcome Any Objection 
With This 4-Step Process

By Terry Petra

(cont’d on page 11)
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Acknowledge the Objection
It’s one thing to understand an objection. However, 

it’s just as important to ensure your prospect knows 

you understand the objection. This can best be 

accomplished by restating the objection using the 

prospect’s words and within the context of the answers 

you obtained from your questioning. Generally 

speaking, most prospects will not give credibility 

to your rebuttal (response) if they feel you haven’t 

listened to them or do not understand their point.

Respond to the Objection
Successfully accomplishing the first three steps in 

the process prepares you to customize a response 

(rebuttal). You not only understand the objection 

but you understand the prospect’s reasoning behind 

it. And very importantly, the prospect knows you’ve 

listened and understand. Therefore, you should be 

equipped to customize a standard rebuttal to match 

the specific circumstances presented by this prospect. 

Most importantly, you have prepared your prospect to 

listen to your response.

Don’t Jump Ahead
The best rebuttal in the world is useless if your 

prospect doesn’t listen to it, or worse yet, cuts you off 

without an opportunity to respond. This happens to 

many practitioners because they jump from step one 

(recognize) to step four (respond).

Think about how you handle objections. Do you 

jump ahead and start planning your response before 

you’ve taken the time to understand and acknowledge 

it? Consider it in the context of your personal life. How 

often do you jump to conclusions with those who are 

closest to you? And how often does that result in an 

argument or a closed mind. The same is true when 

dealing with prospects, candidates and recruits.

If you discipline yourself to follow this four step 

process, not only will you set the stage for dealing 

effectively with the objection but you may be surprised 

how often you will discover an alternative approach 

that is more appropriate than your standard rebuttal. 

As an added bonus, by following this process, many 

objections will disappear before you even have  

to respond.

The key to this process is the simple truth that 

everyone wants to be heard and understood. Project 

yourself into the role of your prospect and this “truth” 

will be evident. Nevertheless, being successful with 

this process requires both practice and discipline. 

However, the payoff is dramatic and substantial.

Using this four step process for dealing with 

objections helps eliminate confrontation. You need 

not find yourself in a contest with your prospect 

over whether or not they can come up with more 

objections than you can rebuttals. That’s a contest you  

cannot win.

As always, if you have questions or comments about 

this article or wish to receive my input on any other 

topic related to this business, just let me know. Your 

calls and emails are most welcome.  TFL (back to TOC)

Terry has successfully conducted seminars for state, national, and international associations as 

well as in-house consulting and training programs for hundreds of staffing/recruiting firms in the U.S., 

Canada, Mexico, Australia, New Zealand, England, South Africa, Russia, and the independent states 

of the former Soviet Union.

Recipient of the “Harold B. Nelson Award” in recognition of his untiring efforts in the continuing 

fight for the preservation of our free enterprise system, Terry is President of Professional Services Consultants, a 

Minnesota-based search, contract staffing, consulting and training company.

Terry provides a full range of training and consulting services focused on the needs of the staffing/recruiting 

industry. Training products include the updated “Petra Training System” and a newly revised advanced CD 

Training Program entitled, “Just Do It Right! A Client Centered Process That Works.” For a full review of his products 

and services, visit his web site at www.tpetra.com.

Step 
Four:

Step 
Three:

(cont’d from page 10)
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Loyalty 
Is A 

Two-Way    Street

By Joe Ankus
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For this month’s column, we have to go way back 

in time to the early 1990’s when there were only 

old-fashioned telephones, no emails, no Internet, no 

cellphones, no Twitter, no Facebook, no LinkedIn, no 

Kardashians and no effective recruiting databases. It 

was a special time and we worked really, really hard 

to find candidates “the old-fashioned way” —  as in 

actually making phone calls and speaking to people. 

There were no electronic shortcuts as we have today.

It was an era of “in the trenches” recruiting. We were 

armed with paper company employee directories, 

index cards and a clunky desk phone. It was during 

this time, which was relatively early in my career, that 

I had a memorable and contentious exchange with an 

employer. As you read on, I hope that my experience 

inspires you to stand tall against those who attack 

the manner in which you run your desk. As you will 

shortly see, loyalty is a two-way street.

In November 1993 I just was ending my third year 

as a recruiter. Rather than bog you down with all 

the details, I have recreated a letter I wrote to Terry 

Johnston, a contingency “client” after he harshly 

scolded me for calling some of his 

company’s employees. Other than 

changing the names and dates, 

most of what you will 

read reflects my original 

letter to him.

Dear Terry:

After we concluded our conversation yesterday, I still felt uncomfortable. I appreciated being able to 

discuss your concerns and I appreciated you listening to me as well. For this, I thank you.

Despite our discussion, however, I am still upset by your comment that my conduct does not go unnoticed. 

Although I fully understand how my networking might “irritate the hell” out of you (using your own words), 

I was personally offended by your aggressive tone and hostile posture toward me as a recruiter.

When you called us to conduct a search for your company, we immediately began working diligently to 

identify and introduce you to qualified candidates. During this time, I would have NEVER called you and 

been “irritated as hell” if you hired another candidate on your own, from our competitor, or if you simply 

decided to cancel the search.
(cont’d on page 13)
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Although you may be unaware that I spent many, many uncompensated and thankless hours trying to 

service your needs, I would NEVER begrudge you for doing what was in your company’s best interest if it 

meant hiring the right person, irrespective of the source of the introduction.

It is conceivable, that in the competitive industry I am in, another recruiter could present a resume he or 

she obtained after a five minute phone call (which could be the “winning candidate”) and my two months of 

hard work on your behalf would be worthless. This is a business reality and risk I assume when I embark 

on a search. In no event, so long as you keep me apprised of the search, would I get angry with you if you 

hired a candidate by other means.

Despite this, when you imply that I have breached an ethical responsibility in my business generation 

techniques by calling people at your company, I take issue with it because loyalty is a two-way street. 

While we may be friendly and accommodating with each other, I don’t think you would consult with me 

before hiring a candidate who was not submitted by our firm in order to “give me one more chance” to earn 

a fee. Frankly, your goal is a hire, and not whether I am the source of same.

When we place a candidate in a company, that company then becomes our client and they are treated as 

such. When a company gives us a contingency search, or we market a candidate to them, they are not, and 

do not, become a client until and unless a hire is made and a fee is paid. Without mutual commitment (an 

actual placement, a retained search or an exclusive search), how can you fairly expect loyalty to run from 

our company to yours without you being held to the same set of rules? Over the years, your company has 

resisted cultivating an exclusive relationship with us and now I am made to feel as if I have betrayed your 

trust. It simply doesn’t work that way in contingency recruiting.

Although I have friendly relationships with lots of companies and hiring authorities, the ones I work best 

with fully understand that they are not our client until a hire is made and a fee is paid. As such, it is 

possible that I may approach their employees if another client engages us to do a search. While it can be 

uncomfortable to do it, I am OBLIGATED to use my best efforts to reach all qualified candidates for either 

recruitment or networking. Since we are both in a service industry, I would expect that your company also 

always uses its best efforts to service its customers.

In addition, and most importantly, no matter how persuasive I may be in my recruiting efforts, we NEVER 

try and force people to leave their jobs. People make their OWN decision to leave companies because they 

feel that another opportunity is better for them either personally or professionally. If they want to leave 

your company, don’t look to me as the reason; listen carefully to their concerns and complaints. That is 

where the real answers are to be found.

As such, when we place someone successfully, our client benefits, our candidate benefits and we benefit. 

Since you have always “known the rules” about contingency recruiting, and since you have always told 

us to introduce you to talent when we identify it, I find it a double standard for you to be “irritated as hell” 

at me for supposedly doing to you what you know we do to your competitors. Recruiting is a contact sport 

and the best candidates are almost never found by advertisements in the paper. It takes phone calls and 

networking among our contacts to deliver the talent you expect and deserve.

Terry, I know this letter is pointed. I appreciate and understand why you were frustrated with me and also 

hope that you can also understand what I do and how I do it. Recruiting is a challenge that I enjoy and I 

hope that we can consider working together in the future. If not, I understand and wish you well.

With my regards, 

Joe

(cont’d on page 14)

(cont’d from page 12)
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ATTENTION

Independent
Recruiters

• Employer
 of record
• Payroll  
 funding 
•	Back	office	 
 services

TFI Resources / 1616 S. Voss, Suite 700 / Houston, TX 77057 / 800.701.4014 / 713.975.7576

www.TFIresources.com

The Independent Recruiter’s Resource
for Temporary and Contract Placements®

For the record, Terry never 

called me to discuss my letter 

and we actually spoke only 

once or twice again in my 

career. I was proud of my decision to stand up for 

myself and not be cowed into silence. To this day, 

over 20 years later, I still refer back to this letter as a 

reaffirmation of why I do what 

I do and how I do it. Whether 

you agree or disagree with my 

letter, I hope that you continue 

to move forward as a recruiter and not be intimidated 

by someone who unfairly criticizes “the whys and 

hows” of your practice. TFL (back to TOC)

Joe Ankus is the President of Ankus Consulting, Inc., a Florida based legal recruiting firm 

near the fish filled waters of Fort Lauderdale and the Florida Everglades. After practicing 

law in two of the nation’s largest law firms, Joe entered the recruiting field in 1991. Joe has 25 

years of professional experience and has successfully assisted in the placement of over 500+ 

attorneys in some of the nation’s most prestigious law firms and corporations. In addition, 

Joe has been a featured public speaker, author, conference panelist, and personal recruiting trainer to 

hundreds of recruiters on a nationwide basis. His website is www.ankusconsulting.com and his email is 

info@ankusconsulting.com.

Stand tall 
against those 
who attack

(cont’d from page 13)
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(cont’d on page 16)

IT Pros Prefer Email, InMail’s OK But They HATE Phone Calls

Unsurprisingly, email tops the charts for “great” as 

a way to hear about new job opportunities.

However, what many might find surprising is that 

LinkedIn InMails aren’t as some would have you 

believe, and actually have as pretty strong ratings for 

“great” and “tolerate.”

Stack Overflow didn’t publish the percentages, but 

I’d guess that less than 30% of the 26,086 survey 

respondents claimed they didn’t have a LinkedIn 

account — this means that over 70% do. Keep in 

mind these are software engineers from over 150 

countries.  I often hear from the LinkedIn-bashing 

bandwagon riders that software engineers aren’t 

on LinkedIn. Stack Overflow’s survey data tells an 

entirely different story.

Also of interest is that the number of people claiming 

to have a Facebook account was only slightly higher 

than the number of people who claim to have a 

LinkedIn account — they’re almost equal.

Phone, Facebook and Twitter Hated Most
I have to admit I was surprised by the fact that 

developers hated being called about as much as 

they hate being pinged on Facebook about new job 

opportunities. However, it still looks as if about 25% of 

the respondents said the phone was “great,” and over 

50% claim that receiving a phone call from a recruiter 

was either “great” or tolerated.

As you can see, it appears that about 33% of 

developers claim they don’t have a Twitter account, 

which is still pretty strong representation on Twitter 

in my opinion, considering the sample size and the 

massively global reach of the survey.

While the survey results clearly 

show that a large percentage 

of people hate being contacted 

through Facebook about new job 

opportunities, I know many people 

who successfully leverage Facebook 

to reach out to potential candidates. 

If I had to guess, I would say most 

people using Facebook to contact 

people in their target talent pool are 

probably not doing a very good job in their initial 

approach and messaging which produces not only 

a lack of response, but also a negative sentiment 

towards being approached unsolicited on Facebook.

I am not sure why so many developers would hate 

being contacted by recruiters on Twitter given that 

Twitter is a very public/open platform, and I would not 

think many people would view Twitter as a “private” 

place like many people likely view Facebook. 

What about Text Messaging?
We all know that text messages have a ridiculously 

high open rate, and I’ve been in some spirited online 

debates over texting people as a first point of contact 

from sourcers/recruiters. What better way to bolster 

my opinions than provide some data to back it up?

SIA’s 2015 Temporary Worker Survey asked 

participants to compare how they feel about text 

messaging vs. email and phone calls as a preferred 

method of communication about jobs. Less than 10% 

of respondents said text messaging was their preferred 

method of communication, and that percentage 

steadily decreased as compensation increased, to a 

mere 1% for people making over $60/hour.

Okay, but surely younger generations prefer text 

messaging, right? Wrong.

SIA found that less than 10% of people aged 25 to 

65 preferred text messaging, with a variance of only 

2% between the <25 and 55-65 age groups. Surprised?

Okay, so maybe people aren’t crazy about receiving 

text messages as an initial outreach from recruiters. 

What about using text messaging for following up?

(cont’d from page 1)
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Software Advice’s 2015 text messaging report found 

that people prefer emails and phone calls to text 

messaging, even for scheduling interviews and 

following up. Similar to SIA, they also found that 

only 7% of people surveyed preferred text messaging 

for initial outreach from a recruiter. This is especially 

telling given that Software Advice’s methodology 

involved screening their sample to only include 

respondents who were currently looking for a job. 

I feel it’s safe to assume that for those who aren’t 

currently looking for a job, fewer than 7% would prefer 

receiving an unsolicited text message from a recruiter.

Also of interest is that 32–37% of the survey 

respondents aged 18–54 felt that using text messaging 

in recruitment was unprofessional.

Final Thoughts
LinkedIn’s 2015 Global Recruiting Trends 

Survey  found that 75% of people aren’t looking to 

make a change from their current employer, but most 

of these folks are open to talking to a recruiter and 

would consider moving jobs.

Even if you don’t recruit software engineers, you’re 

probably aware that they are very difficult to recruit 

because they are so highly in demand. However, you 

might be surprised to know that Stack Overflow’s 

survey of over 26,000 software engineers around 

the world found that 59% are open to new job 

opportunities, and 69% would consider moving jobs.

This means that the majority of some of the most 

in-demand talent in the world is open to change.

So why are they so hard to engage?

First, you may be using methods to contact them 

that they hate. See above.

Second, your messaging may not be as good as 

you think. If a highly in-demand person who isn’t 

actively looking for a new job receives 10-20 (or more!) 

messages from recruiters every day, why would they 

respond 1) at all, and 2) to you specifically out of 

all the others? If your messaging strategy effectively 

addresses and answers both of those questions, you’re 

in good shape.

Lastly, I would not use the above data to suggest 

you should never call someone because the surveys 

show most people prefer email, or that you should 

not use Facebook or Twitter to reach out to potential 

candidates. The reality is, beyond the safety net of 

email, you never know what any particular person’s 

preferences are for being contacted, and using 

the phone and social media can be a great way to 

humanize you, allowing you to stand out from faceless 

“just another recruiter” status to a real person who 

has earned a response. TFL (back to TOC)

Glen Cathey is SVP Talent Strategy and Innovation at Kforce, and a much in demand speaker 

on sourcing and sourcing techniques. Author of the sourcing blog BooleanBlackbelt.com, he loves to 

work on solutions that are powered by workforce/data science, big data, and predictive/prescriptive 

analytics on a global scale. Glen has served as the thought leader for sourcing/social/recruiting 

strategies, technologies, and processes for firms with over 70,000 hires annually. He’s hired, trained, 

developed, and managed large local, national, and centralized sourcing and recruiting teams, including a national 

recruiting center that now has over 300 associates. When not working a recruiting desk, he has recruited, trained, 

and managed highly productive teams of up to 24 recruiters responsible for 700–900 hires per year.

In his current role, Glen trains hundreds of information technology, finance and accounting, clinical research, and 

health information management recruiters nationally who are responsible for over 10,000 hires annually. He is 

extremely passionate about leveraging technology (applicant tracking systems, social networks, job board resume 

databases, and the Internet) for talent identification and acquisition and is considered a thought leader in Boolean 

and semantic search techniques.

(cont’d from page 15)
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(cont’d on page 18)

Like any successful relationship with a consultant, 

working with a recruiter will be more productive when 

each party understands how the other side works.

When choosing a recruiter, look for someone with a 

proven track record within your industry. This person 

will possess qualities such as intelligence, creativity, 

honesty, persistence, organizational skills and a 

sense of corporate maturity. They should also be good 

listeners and have an innate ability to “read” people.

When to Call a Recruiter
You have a tremendous urgency to fill a position. 

Recruiters are often paid to circumvent the time factor.

You have a difficult position to fill. You have run 

ads, offered referral bonuses to employees, checked 

with competitors, consulted with colleagues and 

extensively interviewed with no success. In this 

scenario, the recruiter offers the company a window 

of opportunity — a “court of last resort”, if you will.

You wish to be kept apprised of top-notch talent as 

those talented people surface, regardless of whether 

there is an opening.

Contrary to popular belief, or myth, recruiters do 

not “steal” people. That would be impossible. Also, 

recruiters do not actively recruit from their client 

companies. That would be unethical. I am reminded 

of the CEO of a Fortune 500 corporation who 

related the following story when I asked his feelings  

regarding recruiters:

“We want our people to use recruiters if they 

are considering potential outside opportunities 

because two results are then possible. The 

employee will find a ‘perceived’ better job and 

we will be rid of a discontented person who 

was obviously not singing our praises to fellow 

employees. Or they will find that nothing is as 

good as our company and they come back to 

us as a more positive and committed employee. 

Either of these outcomes benefit our company.”

What the Recruiter Needs  
From You

To help ensure a successful search, recruiters need 

complete position description information:

1. Contact Information. This should include 

the hiring manager’s cell phone number in the 

event of an emergency arising regarding time-

sensitive information or requests. It is also 

important to return the recruiter’s phone calls 

in a timely manner.

2. Duties and Responsibilities. This can be a 

“day, week or month in the life” of the position. 

Include a basic description of what you are 

looking for. The recruiter may ask you to divide 

the time into percentages for what is required 

in terms of administrative, technical and 

supervisory types of tasks.

3. Salary and Fee. The last thing a recruiter 

wants to happen is any misunderstanding 

at the eleventh hour. That is why recruiters 

are trained to call in at the highest levels in a 

company and make sure that someone who 

How Clients Can 
Work Best With 

Their Search Firm
By Bob Marshall

This article speaks directly to clients, explaining 
how they can get the most out of their relationship 
with a search firm. You can copy this and send it 
to your clients or use the ideas and suggestions to 
create your own helpful tips for your clients.
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can approve the fee does so. It also explains 

why the fee is cleared in both percentage and 

dollar amounts.

4. Hiring Process. Determine who interviews, 

where the interview takes place and within 

what time parameters. Provide a “drop-dead 

date” that you cannot go beyond and then 

allocate time as needed to ensure that the 

recruiter has enough time to find the  

ideal candidate.

5. Recruitment Information. A recruiter will 

ask whom the hiring manager wants for this 

position; in other words, a prospect’s name. If 

this is unknown, consider which companies 

you respect, including your competitors, that 

you may want someone from. This, then, 

becomes the recruiter’s target ‘extraction’ 

marketplace. This is also where we get the 

“headhunter” moniker.

6. Chemistry Matching Information. This may 

be the most critical of the six pieces of job 

order information because all good hires are 

based on strong chemistry matches. People 

hire those people with whom they develop 

rapport, i.e., people they like, believe, trust 

and understand. Provide opportunities for the 

recruiter to speak to key corporate people and 

conduct site visits where possible.

How a Recruiter “Sells”  
Your Opportunity

The recruiter then takes this position description 

information and packages it in what is commonly 

referred to as the FAB (Feature-Accomplishment-

Benefit) sales presentation. This is necessary 

because their candidate base has to be motivated to 

consider new career opportunities. The recruiter must 

constantly be prepared to answer the prospect’s often 

non-verbalized question, “What’s in it for me?” In this 

regard, recruiters find that candidates will move for 

a combination of five major reasons. These can be 

remembered by using the acronym “CLAMS”:

Challenge of the new position; 

Location of the position; 

Advancement potential; 

Money; 

Stability of the company.

Remember that recruiters do not work in the 

marketplace of applicants who we consider job 

hoppers, job shoppers or rejects, i.e., those who are 

looking at want ads. A recruiter’s marketplace consists 

of the 80% of the working population who are happy, 

well appreciated, making good money and not reading 

want ads. Experienced recruiters, through their talent, 

skill and training, motivate them to move for better 

opportunities. These are what recruiters refer to as 

candidates. Since they are currently working, and not 

actively on the job market, they will not have current 

resumes or CVs. Asking a professional recruiter for a 

resume for this type of individual will often only slow 

down the process and possibly cause you to lose the 

opportunity of visiting with a top caliber individual. 

Resumes can always be secured at a later date.

Trust that quality recruiters are doing everything 

possible to cement a strong working relationship with 

you. They work mainly by word-of-mouth advertising. 

And if you are not happy with their results, they will 

soon be out of business. The good ones are always in 

demand; always profitable and always ready to help 

you achieve your competitive edge.  TFL (back to TOC)

Bob Marshall began his recruiting career in 1980 when he joined MR Reno, NV. In 1986 he founded 

The Bob Marshall Group, International, training recruiters across the nation as well as in the United 

Kingdom, Malta and Cyprus. In 1996, he returned to working a desk full-time, while continuing to train 

recruiters. In 2015, Bob will begin offering his one-year TBMG Consulting Partnership proven training 

system in selected US and international territories. To learn more about his activities and descriptions 

of his products and services, contact him directly @ 770-898-5550; bob@themarshallplan.org; or visit his website 

@ www.TheMarshallPlan.org.

(cont’d from page 17)
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Is It a Slump 
or a ‘Reversal’?

What’s the Difference and How to Tell If You’re In One

“The highs are really high, but the lows are really 

low.” That’s the way one high (and low) biller explained 

working a desk recently. He wasn’t referring to 

billing — he meant his state of mind. But his billings 

reflected it. We covered this briefly in Chapters 39 

and 45 of Placement Management entitled “Riding 

the Recruiting Rollercoaster” and “Controlling the 

Consultant Slump.”

This PTL will focus on overcoming the “recruiting 

reversal” that invariably affects every placer on the 

placement planet.

1. Recognize a Recruiting Reversal
Unlike the mild depression most recruiters 

occasionally feel, or “slump,” a recruiting reversal:

• Is more intense.

• Lasts longer.

• Prevents placements.

It’s a syndrome that accelerates a billing drop. 

It always begins with one or more devastating 

experiences like:

• Devoting time to an “exclusive” search only to 

find the “client” hired from another recruiter.

• Realizing there’s a deepening “red figure” in the 

draw account for no apparent reason.

• Arguing constantly with an overbearing 

manager or annoying coworkers.

Recruiting is such a subjective way to earn a living 

that events like this don’t trip the victim — they push 

him down a cliff. He drops straight down, falling fast.

It’s not like selling goods or providing professional 

services — you can go through the motions and still 

survive in those activities. But how can you motivate 

some cloistered candidate or engaged employer when 

you’re on the ground? You hardly have the confidence 

to dial the phone.

Victor Kiam’s observation in Going For It applies:

You’re dealing one-on-one with the person, 

and you’re trying to motivate him to become as 

enthusiastic about your...service as you are. You 

have no help in this endeavor. You are in very 

much the same situation as the boxer, standing 

alone in the naked questioning glare of the klieg 

lights, as he waits to face the vindication or 

repudiation of the career he’s chosen.

[N]o matter what you do to inspire motivation, it 

will fail if you can’t motivate yourself.

So the syndrome becomes a downward spiral. 

Understanding its components can help you break 

the fall:

a. Dysphoria: This is an “unhappy feeling.” It’s 

the opposite of euphoria. Recruiters who feel 

like this say they’re “down,” “unmotivated,” 

or “burned out.” They describe themselves as 

“failure,” “useless,” or “unsuccessful.”

Interestingly, their job order, sendout, offer and 

even placement activity may be adequate. It’s 

just not adequate to them.

So the dysphoria is both a cause and an effect.

b. Reduced Activity: Dysphoria causes recruiters 

to be recliners. They just sit at their desks 

commiserating on the phone with their friends, 

or wasting time calling employers on filled JO’s.

Their subconscious whispers negative things 

like, “It’s a bad time to call him.” “He won’t 

see this candidate,” or “He’ll never accept their 

offer.” That’s all they hear, and it makes sense 

to them.
(cont’d on page 20)
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The result is that their overall activity 

is reduced — by as much as 75%. That 

which occurs is nonproductive or even 

counterproductive.

c. Difficulty Interacting With Others: Recliners 

can withdraw from co-workers, annoy them, 

or even anger them. Often, they bring personal 

problems to the office, since recruiting is largely 

an after-hours endeavor.

In a small, interactive office, morale can be as 

high as success or as low as failure.

d. Guilt: It’s impossible for any biller to suffer a 

reversal in billings and not feel guilty. That’s 

because billing is a natural reward — natural 

enough to make the recruiter blame himself 

when it doesn’t occur.

e. Rebellion: Since a reversal gets the attention 

of everyone dependent on the recruiter for 

support, bosses, co-workers and families start 

pressuring her. She becomes overwhelmed, 

and reacts by rebelling against all of them. 

Everything from absenteeism to egotism is  

the result.

2. Know Whether You Are Being Victimized By a Recruiting Reversal

Now that you’ve seen the symptoms, take this test. Circle the answer that best describes how you feel right now:

1. Happiness

A. I am happy all the time.

B. I am unhappy now.

C. I am unhappy all the time.

D. I can’t bear this constant unhappiness.

2. Optimism

A. I am optimistic about my future in search.

B. I am pessimistic about my future in search.

C. I won’t be able to overcome my reversal.

D. My future in search is hopeless.

3. Decisiveness

A. I make decisions quickly.

B. I put off making decisions.

C. I find making decisions difficult.

D. I am unable to make decisions.

4. Motivation

A. I recruit and place as effectively as before.

B. It takes extra effort for me to recruit  

and place.

C. I don’t recruit and place as well as I  

did before.

D. I can’t recruit and place any more.

5. Energy

A. I am no more tired than usual.

B. I get tired more easily than before.

C. I get tired even before I start “cold calling.”

D. I am too tired to accomplish anything.

6. Self-Acceptance

A. I don’t feel particularly worthless.

B. I feel worthless more than usual.

C. I feel worthless practically all the time.

D. I am worthless.

7. Success

A. I am about as successful as before.

B. I have failed more than the average recruiter.

C. I won’t be able to recover from this reversal.

D. I feel like a failure.

8. Self-Esteem

A. I like myself.

B. I have an average number of faults.

C. I have many faults.

D. I hate myself.

9. Satisfaction

A. I am satisfied with myself.

B. I am unsatisfied with my placement 

performance, but satisfied with my effort.

C. I am unsatisfied with my placement 

performance, and my effort.

D. I am unsatisfied with myself.

10. Irritability

A. I am no more irritable than usual.

B. I am not usually this irritable.

C. I am angry at everything my boss,  

coworkers, and family members do.

D. I fight with everyone around me.

(cont’d from page 19)

(cont’d on page 21)
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(cont’d on page 22)

Score yourself: 0 points for every A; 1 point for every B; 2 points for C; and, 3 points for D. 

You can see where we’re going with this: If you average a score of “2” or higher, you’re probably being 

victimized by a recruiting reversal.

3. Listen to Your Coaches
Recognizing self-defeating behavior is important to overcoming it. But you must also recognize how your head 

hops. It’s through a continuous babbling that either affirms or denies that behavior. Psychologists call this “self-

talk” and it’s either positive or negative.

In The Inner Enemy, supershrink George Bach identified “enemy” and “ally” voices within all of us. Since you’ve 

dropped, let’s discuss the devastating dozen first, along with their typical dialogue:

ENEMY VOICES
a. The Spoiler: “Making that big placement was 

just luck,” or “You only won the contest because 

pending placements were included.”

b. The Goof-Off: “Don’t worry about making 

your ‘cold-calls’ today; you work better under 

pressure,” or “You need a rest from working a 

desk.”

c. The Doubter: “You won’t be able to find a 

candidate they’ll hire,” or “You’d better not ask for 

a higher commission or you’ll be fired.”

d. The Pessimist: The economy is heading into a 

recession, so nobody is hiring,” or “I’m sure that 

candidate won’t show up for the interview.”

e. The Overindulger: “Have another cigarette before 

you call that hiring authority — it will relax you,” 

or “Get a car phone — your ‘clients’ will  

be impressed.”

f. The Bumbler: This just isn’t your day to solicit 

JO’s,” or “You just can’t do anything to satisfy 

these hiring authorities.”

g. The Knife-Twister: “How could you say you 

were ‘retained’?” or “You should be ashamed for 

inflating the job specs.”

h. The Nurse: “Don’t call candidates after hours — 

you’ll burn yourself out,” or “You must be getting 

that flu bug — better not take chances by going 

to the office.”

i. The Belittler: “So you finally got the nerve to tell 

off that ‘client’. Big deal,” or “Why do you want to 

recruit anymore? You’ll starve.”

j. The Scaredy Cat: “Don’t talk to the owner 

— you’ll never survive in his office,” or “That 

candidate will probably tell you off.”

k. The Love-Crusher: “If you never did another 

search, nobody would miss you,” or “Supervisors 

only care about you when they need a hire.”

l. The Procrastinator: “You’re in a slump, so don’t 

fight it,” or “Since they say there’ll be openings 

next month, I’ll just rest up.”

A devastating dozen enemies and only eight great 

allies. Here they are:

ALLY VOICES
a. The Adventurer: “It’s a great opportunity to 

fill a CEO slot. Go for it!” or “I’ll hold out for a 

retainer.”

b. The Comforter: “Hey, it happens to everybody. 

Just tell your boss to give them a refund and get 

on to something productive,” or “The chemistry 

just wasn’t right — now you know the type of 

candidate they don’t want.”

c. The Reasoner: “You can’t fully control the hiring 

process, so why beat your head against the 

desk?” or “Let them decide on the 23 ‘perfect’ 

candidates presented before sending another.”

d. The Good Buddy: “Don’t let the rookie tell you 

how to recruit,” or “Let the law of averages 

continue working for you.”

e. The Optimist: “There’s thousands of new jobs 

open every day you just need to fill one,” or 

“Every time you pick up the phone, a placement 

can happen.”

(cont’d from page 20)
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(cont’d from page 21)

f. The Fan: “You have incredible recall for the 

names of candidates,” or “That employer is going 

to really be impressed with your professionalism.”

g. The Go-Getter: “Get to that candidate no matter 

what — he’s a hire,” or “Now’s the time to insist 

on exclusive assignments.”

h. The Dreamer: “What if I called the candidate’s 

boss and recruited him for the ‘client’ too?” or 

“Conducting a workshop would be the perfect 

opportunity to establish you as an industry 

expert.”

Do you recognize the enemies and allies? This chart 

should help. Then write in the comments they’re 

making to you right now. Use those I gave if you like, 

as long as they reflect your thinking:

ENEMY VOICES

a. The Spoiler:

b. The Goof-Off:

c. The Doubter:

d. The Pessimist:

e. The Overindulger:

f. The Bumbler:

g. The Knife-Twister:

h. The Nurse:

i. The Belittler:

j. The Scaredy Cat:

k. The Love-Crusher:

l. The Procrastinator:

ALLY VOICES

a. The Adventurer:

b. The Comforter:

c. The Reasoner:

d. The Good Buddy:

e. The Optimist:

f. The Fan:

g. The Go-Getter:

h. The Dreamer:

Bach advises:

When you’re thinking something over, or when 

your mind is wandering, is there an orderly 

presentation of thoughts? Do the voices seem 

to speak in turn, or is there chaos? Is there a 

balance of positive and negative opinions? Sad 

and happy thoughts? Fearful or brave ones? Does 

it seem to be a democratic process, or is there a 

little dictator who shouts everyone down? Does 

there seem to be open discussion and fair debate?

Do you have the ability — at some times or all the 

time — to tune into whichever inner consultants 

are most useful at the moment, or do the voices 

control you?

4. Decide Where to Land
In How to Turn an Interview into a Job I noted:

One of the first things I learned in my 

personnel career was that people don’t change, 

circumstances change. A typical example is the 

employee who is eased out of one company for 

poor work performance, then goes to another and 

becomes a superstar. Out of a bad marriage into 

a good one. Failing at one school and becoming 

an honor student at another; the has-been actor 

who wins an Oscar. The opposite also occurs just 

as often.

Sounds familiar, doesn’t it? What is really 

happening? Nobody is changing, but different 

circumstances are bringing out different 

attributes. That is why internalizing failure is 

such an illogical, fallacious thing to do.

Forget it — don’t fight it. The face in the mirror will 

always be essentially the same. It’s a lot easier to 

change your circumstances. Life is too short to be 

slaving away at some dead-end job or knocking 

on doors. You’ll never really know whether you 

like a job until several weeks after you find the 

restroom anyway. Plan carefully, get hired, and if 

you don’t like it go out and get hired again!

It should be one of the first things you noticed in 

your personnel career too. This is so obvious to a 

recruiter — but too often only as to candidates.
(cont’d on page 23)
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Answer these 20 questions for yourself. Be brutally 

honest and quick about it:

1. Are your responsibilities clearly defined at 
the office?

2. Does your manager allow you to participate 
in making decisions?

3. Is there continuous, positive communication 
between your manager and yourself?

4. Is there continuous, positive communication 
between your co-workers and yourself?

5. Does your manager praise you when you 
perform well?

6. Are the recruiters compensated adequately 
for their effort and results?

7. Do you have sufficient freedom to determine 
how to search effectively?

8. Is your participation important to the 
organization?

9. When you obtain a job order, are you allowed 
to work the search and interface with the  
employer?

10. Do you receive adequate feedback about 
your work performance?

11. Does working a desk permit you to exercise 
independent judgement?

12. Are the searches you perform challenging 
enough to keep you interested?

13. Do you enjoy working with the employers 
and candidates you contact?

14. Are the overall working conditions in your 
office (including the arrangement and  
support) conducive to maximum billing?

15. Are you satisfied that you have accomplished 
something at the end of the work day?

16. Are you confident that your career in 
placement will be a lifetime pursuit?

17. Do you regret when weekends and holidays 
arrive so you can’t be at your desk?

18. Is search and placement the most important 
part of your life?

19. Do you typically work at least 56 hours  
a week?

20. Do you think you get the respect from 
employers and candidates you deserve?

5. Develop a Sense Of Humor
Placements are occult occurrences. No two are the 

same, and taking them too seriously can actually 

cause a reversal. You can become too “up tight” and 

turn sendouts into turndowns.

Bach noted:

Artist’s block and writer’s block are classic 

examples — and illustrative of a typical human 

paradox. Who works more intensely to create — 

to forge something new — than the artist? And 

who therefore is most beset by the inner enemy, 

furious and frightened at such attempts to grow 

beyond the limitations it tries to impose?

The [enemy] employs all kind of insidious tactics 

from sidetracking you with unimportant concerns 

and tasks, to putting you through the agony of 

sitting and staring at your work for hours or days 

on end — anxious, practically paralyzed, unable 

to do a thing.

Are you creative? Of course — there’s not a placement 

on your plaque that occurred without creativity.

George Burns had words suitable for framing 

beside your plaque as he began How to Live to Be 100  

or More:

Well, I’m going to write another book. This is 

my fourth one, and I’ve learned that the most 

important thing about writing a book is to have a 

great first chapter to grab your readers. If you’ve 

got that, from then on everything flows. I’ve 

also learned that writing a first chapter is not 

easy. I’ve been sitting here for three hours and 

nothing happened. So I’m going to make this my  

second chapter.

The way I’m going, I may finish this book before 

I get to the end of the page.

Then, he told how to take a job order:

[H]ere’s how it started. My publisher called and 

said “George, we want you to write a book, and 

we’ve got a great title for it: “How to Live to Be 

100 or More.”

I said “I don’t like that title. How about “If I Can 

Do It, You Can Do It?”
(cont’d on page 24)
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She said “Too vague. What’s wrong with “How to 

Live to Be 100 or More?”

“How about “The George Burns Health and 

Exercise Book?”

“Dull.”

“Then how about “Long Life Is a Many-Splendored 

Thing?”

“You’ve got to be kidding.”

Then I said “How about —”

Interrupting, she said “Look, George, you’re 

getting a very big advance — do you want to  

write this book or don’t you?”

“How about How to Live to Be 100 or More?”  

I asked.

“George, you just came up with a great title!”

“Thank you.” I said.

There’s nothing like having a publisher with an  

open mind.

So laugh at yourself. The most successful recruiters 

are a riot. It’s not that their placements don’t drop. 

They’re just not shattered and splattered all over the 

countryside when they do.

6. Navigate a Soft Landing
Do a “number number” on yourself. You’ll financially 

feel like a high flyer.

If you could increase your billings, your fear of flying 

would subside. You would be searching because you 

enjoy it. Then again, you probably wouldn’t be this 

far into this PTL.

We’ll just have to find a substitute. What we need 

is something that gives the feeling of having available 

cash and doesn’t cost you anything.

If you don’t have a large life insurance policy cash 

value, the answer is to arrange at least one loan solely 

for this purpose. It should be with a commercial 

bank, savings and loan association, or other 

financial institution. Don’t use any connected with 

your employer (it will make you feel too dependent). 

Remember: Arrange the loan, don’t use the money! 

Now is the time, since you’re still employed.

This takes a little time and effort, but you’ll be 

amazed at how much better you feel and act when 

it’s done.

There are three basic types of arrangements:

a. Passbook Loans: If you have a certificate of 

deposit or other savings account, these are the 

best for this purpose.

The lender simply uses the account as 

security, and theoretically “loans” you your 

own money, while charging two or three 

“points” as interest. There are virtually no 

underwriting standards and a phone call will 

start the process. A simple form can be mailed 

to you for your signature and return.

While agreeing to pay interest for the use of 

your own money doesn’t promise to be one of 

your swiftest financial maneuvers, it’s a way to 

shoot your attitude and billing straight up. It’s 

a game, but so is life — don’t use it; just think 

about it a lot.

If you have no money to do this number on 

yourself, read on.

(cont’d from page 23)
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b. Overdraft Protection: These consumer loans 

are a popular variation of credit card financing. 

They may be marketed through the issuer of 

the card, or the institution where you have 

your checking account. When you go above 

your charge limit or below your account 

balance, the loan is automatically extended.

They’re expensive (currently around 18% 

plus service charges for each transaction), 

extremely confusing, and too tempting for 

many. However, they’re readily available and 

usually don’t require collateral or  

committee comedy.

They do require a good credit rating and steady 

work history. Unfortunately, so does the 

following financial foolery.

c. Lines of Credit: With these loans, the lender 

places a certain amount in an account, and 

you can draw on it.

The rates, terms and collateral vary widely. 

They depend on your banking relationship, 

showing that you don’t need the money, and 

your credit rating. Security in the form of real 

property, stock certificates or bonds may  

be required.

This is the least desirable way to make yourself 

feel better, since filling out the loan application 

could depress a millionaire.

We’ve Reached the End
That’s how recruiting reversals arise and how to 

overcome them.

Your placement drop can stop.

What more appropriate way to end this report than 

the words of Zig Ziglar from See You at the Top?

[S]uccess is not a destination, it’s a journey; it’s 

the direction in which you are travelling. Not 

only have you started, but you’re headed in the  

right direction.

[I]t’s what’s inside you that will make you go up.

Rise to the sky!

TFL (back to TOC)

Jeffrey G. Allen, J.D., C.P.C., is the world’s leading placement lawyer. More than 35 years ago, Jeff turned a 

decade of recruiting and human resources management into the legal specialty of placement law. Since 1975, Jeff 

has collected more placement fees, litigated more trade secrets cases, and assisted more placement practitioners 

than anyone else.

Jeff holds four certifications in placement and is the author of 24 popular books in the career field. Jeff’s 

experience includes: Author of “The Allen Law” — the only placement information trade secrets law in the United 

States; Expert witness on employment and placement matters; Recruiter and staffing service office manager; 

Human resources manager for major employers; Certified Personnel Consultant, Certified Placement Counselor, 

Certified Employment Specialist and Certified Search Specialist designations; Cofounder of the national 

Certified Search Specialist program; Special Advisor to the American Employment Association; General Counsel 

to the California Association of Personnel Consultants (honorary lifetime membership conferred); Founder and 

Director of the National Placement Law Center; Recipient of the Staffing Industry Lifetime Achievement Award; 

Author of The Placement Strategy Handbook, Placement Management, The National Placement Law Center 

Fee Collection Guide and The Best of Jeff Allen, published by Search Research Institute exclusively for the 

staffing industry; and Producer of the EMPLAW Audio Series on employment law matters. You can email him at 

Jeff@placementlaw.com.

(cont’d from page 24)
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I have helped determined professionals map their 

paths to staffing leadership, and in this blog post I 

will share a few of the insights I have gathered on 

what it takes to make it to the top.

Many Paths, Several Key Steps
Anyone who studies the bios of Fortune 500 CEOs 

will quickly tell you that there is not one proven 

path to executive leadership. That said, the staffing 

industry is its very own animal with qualities and 

processes that make it unique. To lead successfully 

in staffing, there are several unique qualities and 

experiences that are critical for aspiring executives:

Substantial P&L Responsibility —  In business, 

just as in sports, to play in the big leagues you need 

the numbers to prove you’re a big hitter. Managing 

a substantial P&L is how you do it, and it is very 

important experience in the staffing industry where 

margins can be famously low and the cyclical nature 

of the business requires keen financial sense. 

Successful P&L management for a substantial 

segment of business requires effective supervision 

and collaboration across business units—from sales 

and recruiting to finance, operations, etc. If you can 

demonstrate steady P&L growth and management, 

you are heading in the CEO direction.

P&L size should reflect your future aims. A $200M 

staffing firm is likely to seek out an executive 

who has managed a large P&L. It’s important 

to note that a $200M business in commercial 

staffing may be considered equivalent to a $100M 

business professional staffing when it comes to 

P&L management. The revenue may be higher in 

commercial, but the bottom line is EBITDA and 

growth over time. Leading staffing organizations want 

to hire CEOs who have demonstrated their ability to 

grow a business to the next level.

If managing a smaller, regional staffing firm is where 

you want to start in executive leadership, your P&L 

experience can be smaller yet still demonstrate the 

financial, strategic and collaborative skills required 

to lead.

If You Want to Run 
a Staffing Firm, 
Here’s What You 
Need to Know

(cont’d from page 1)
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Client-Centric Mindset — All successful staffing 

CEOs spend significant time with clients, whether 

dealing with the complexities of delivering client 

solutions or selling and driving major account 

initiatives as the company’s senior ambassador. A 

strong willingness to be out in the market, face-to-

face educating and supporting clients is an important 

trait in a staffing industry CEO. Senior leaders who 

lose touch with clients and step back from building 

those relationships will limit their advancement 

opportunities. A CEO must always understand the 

client perspective, always know how to sell staffing 

accounts (no matter how large or complex) and always 

be the most talented, informed person in the room.

A Readiness to Embrace Change & Challenge — 

The path to CEO is not always direct or straight up the 

same ladder. Take for example recent cases in which 

Gerard Stewart placed two first-time CEOs. Both 

executives had previously served as highly successful 

SVPs with large, global staffing firms. To advance to 

where they wanted to go — the CEO level — both 

realized they would need to take a step back in terms 

of P&L. However, a step back in terms of revenue is 

often a step forward in terms of entrepreneurialism, 

experience and opportunity.

While the new CEO roles put the two executives 

in organizations where the P&Ls they managed were 

smaller than at their previous staffing divisions, the 

work they were doing was much broader and the 

responsibilities much bigger. Now all business units — 

from finance and HR to marketing and legal — report 

into them and rely on their vision and leadership. 

The management responsibility is more sophisticated 

as is the reporting. As CEOs, they now report into a 

board of directors where before they answered to only 

one boss.

Another valuable difference is equity. As SVP of 

a large firm, you earn a salary, a bonus and stock 

options but, generally, there is no opportunity for 

equity. As a CEO, you often become an equity owner 

in the business and the advantage of a substantial 

financial payout.

Diversity of Experience — Healthcare recruiting 

challenges are far different from those in commercial 

staffing, just as MSP solutions are far different 

from RPO solutions. Leaders with experience across 

multiple vertical markets and various types of 

engagements and industry technologies have a greater 

understanding of the marketplace and client needs. 

Demonstrating the ability to learn, stretch and adapt 

to new environments and challenges, diverse market 

and engagement experience is a highly attractive 

quality in a CEO candidate.

Entrepreneurial or Corporate: 
What’s Your Style?

As you build your portfolio of CEO skills, you also 

need to think of the path you want to take to the C-suite. 

In staffing, there tends to be two paths: corporate 

or entrepreneurial. For the vast majority of staffing 

executives, being a CEO at one of today’s largest 

staffing firms — Kelly Services, Manpower, Adecco, 

Randstad — is a long shot. The world’s biggest staffing 

companies, just like the world’s biggest companies, 

tend to groom talent for the executive suite from the 

inside. It’s a process that takes decades.

That said, there are significant CEO opportunities 

at the small, mid-size and growing enterprise levels 

where it’s harder to groom and track leadership talent 

over decades. You need to make a decision about your 

path. Do you want to work your way up through an 

existing firm or do you see yourself striking out on 

your own one day? The key is knowing yourself and 

deciding which track suits your skills and goals.

The Entrepreneurial Track
The barriers to entry are pretty low for those 

wanting to open a staffing firm and strike out as 

an entrepreneur. That said, there is a window of 

opportunity in everyone’s life where starting your 

business is easier. You will want to launch your start-

up before you have significant personal overhead — 

such as dependents and location requirements.

In my experience, staffing entrepreneurs who have 

gained valuable corporate experience in their 20s and 

strike out on their own between their early and late 

30s have a timing advantage. It seems to be a sweet 

spot where knowledge, confidence and experience 

are strong while the flexibility and freedom to invest 

wholly and passionately into a new business is still 

there. Of course, there are plenty of entrepreneurs 
(cont’d on page 28)
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who have started up outside this window and have 

gone on to lead wildly successful businesses. Age is 

only a number after all.

Experience — also measured in numbers — is still 

essential for building your own staffing empire. It’s 

good to get a solid 5 to 10 years at a strong staffing 

firm to gain a fundamental base of staffing and 

management skills. During this training period, 

leverage opportunities to learn new verticals, lead 

different organizations and get a 360 degree business 

and industry perspective. And remember: Don’t get 

too comfortable. When you have mastered an area of 

management, look for ways to advance or increase 

responsibilities. Soon enough, your resources and 

knowledge will be ripe for business building and you 

will know it’s time to strike out on your own.

The Corporate Track
While getting to the very top is challenging at a highly 

established firm, the opportunities to learn, grow and 

advance are rich and can lead to great places. Today’s 

leading global firms offer senior leadership positions 

where an executive can manage a multi-million dollar 

segment of business (professional services, executive 

recruiting, commercial staffing, outsourcing, etc.) that 

is bigger than five mid-size staffing firms combined. 

This path allows you to rise very high at a large staffing 

firm, have broad leadership reach and autonomy 

while enjoying great career and fiscal success.

This path is also one that can lead to the CEO chair. 

As I discussed in a recent post on the high demand 

for staffing leadership skills, more businesses are 

searching for veteran leaders with human capital, 

recruitment and staffing expertise. Private equity 

firms want to bring in the staffing industry knowledge 

and tools to lead and grow smaller firms. This can be 

a tremendous and lucrative leadership opportunity 

for experienced industry executives who came up 

the corporate ladder and have gained the leadership 

experience and perspective needed to optimize and 

grow a smaller staffing firm.

Know Yourself, Map Your Path
There are many roads to leadership success, but you 

have to plan and persevere, whether destination is the 

C-suite, your own staffing firm or any senior executive 

rank across the industry. Knowing yourself — your 

career ambitions and hopes — is essential to creating 

your career plan. The earlier you can identify where 

you want to go, the more prepared you will be for the 

opportunities, setbacks, trials, accomplishments and 

leaps of faith that come with a dynamic and successful 

executive management career.  TFL (back to TOC)

This article was originally published by Staffing 

Industry Analysts.

Lisa Maxwell is a founding partner of Gerard Stewart, and considered one of the top 100 most 

influential people in staffing. She’s a 20-year veteran of the human capital industry placing CEOs, 
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cultural fit. She is also credited with building executive teams for several of the largest staffing firms 

globally, which is why global executives insist on her expertise.

At Gerard Stewart, she manages multi-country assignments that range from emerging growth enterprises to global 

leaders in executive search and recruitment, and span multiple industries, including: staffing services, recruitment 

process outsourcing, human resource outsourcing, information technology services and professional services.

Before founding Gerard Stewart in 2005, Lisa was a senior partner with the Lucas Group where she was one of 
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Purdue University with a BA in International Business and Spanish.
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