October 2013

Vol. 6 Issue 63

EMinfo.com

Features trends & “hot topics” for staffing and recruiting professionals.

Contents
7

Heartbreak & Solutions! by Steve Finkel

9

Post-NAPS Conference Laundry By Diane Skullr

11

How to Take Your Business Up a Notch By Michael Gionta

14

Professional Growth and Development By Frank Burtnett

16

Q&A with Bethany Perkins, HR Manager at Software Advice

In Every Issue

Letter from the Editor

Check out the New EMinfo.com website

2

Spotlight

4

Tech Line

5

Owner’s Outlook

20

News Releases

H

ard to believe we are entering the
last quarter of this year. On a personal
note, my husband and I undertook
the enormous project this past year to
build a home on our farm. Anyone who
has ever built a house knows it has
many ups and downs. Overall it feels
like an accomplishment when you are
able to move in. Now I’m able to reap
the reward of all our hard work and
watch the sun rise over the fields every
morning. In this hectic fast paced world
of technology, it’s nice to slow down and
enjoy the quiet moments.
Having recently returned from the
exciting and high energy NAPS
conference in Las Vegas, I like to step
back to absorb the golden nuggets
given by all the outstanding speakers.
The networking and conversations were
stimulating. If you were lucky enough
to be in attendance, we would love to
know what nuggets you took back to
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Like us on Facebook!
your office to implement? Email those tidbits you
learned to turner@eminfo.com and we’ll share
your nuggets in next month’s EMinfo. We also
invite you to check out the videos that we took at
the conference. You can find them on our website
www.eminfo.com.
Within this issue, experts share more insights to
help keep you motivated. In a candidate driven
market, counter offers happen more frequently.
How are you preparing your candidates to handle
them? Trainer Steve Finkel offers a road map to
follow in his article “Heartbreak & Solutions!” Barb
Bruno shares seven tips to attract new clients. And
Mike Gionta tells you how to take your business up
a notch.
Happy Recruiting...

Pat Turner
Editor
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With a career spanning nearly 20 years, Tom Erb has established himself as
one of the staffing and recruiting industry’s top subject matter experts. As an
executive for two of the largest staffing and recruiting companies in the world, Tom
worked with some of the most recognizable and well-respected companies in the
United States to help optimize their workforce strategy. As a consultant, trainer,
and speaker to the staffing and recruiting industry, Tom has helped hundreds of
firms create and execute sales and recruiting strategies to grow their business.

Tom Erb

Tom entered the staffing industry as a recruiter with Olsten Staffing Services,
where he quickly rose through the ranks to the position of area director. Tom then
began a 10-year career with Spherion, one of the largest staffing companies in the U.S. During his tenure,
he excelled in several roles including business development director, where he grew the Northeast regional
sales team into the Spherion’s largest. As Regional Vice President, Tom propelled the Mideast market to the
largest in the company with over $90 million in annual revenue.
Tom left Spherion in early 2010 to form Tallann Resources, a consulting firm specializing in the Staffing and
Recruiting Industry. Tom has helped staffing and recruiting companies of all sizes and verticals transform
their sales structure, create and implement their strategic plans, and optimize their recruiting process.
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Do you know someone who deserved to be spotlighted? Proud of your company’s accomplishments? Tell us about
it! We love promoting people and companies.

Our payroll services include:
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As one of the top national speakers in the
staffing industry, Tom has presented to
a variety of organizations including the
American Staffing Association, National
Association of Personnel Services, TechServe
Alliance, New York Staffing Association,
Capital Area Staffing Association, Midwest
Staffing Conference, New England
Association of Personnel Services, and many
others.
A variety of national and regional media
outlets including The Wall Street Journal,
Monster.com, Columbus CEO, and multiple
city business journals have interviewed Tom.
His article on negotiating skills for staffing
professionals was published in ASA’s Staffing
Success magazine in April 2012. In 2012,
HR Examiner named Tom one of the Top 25
Online Influencers in Staffing.

Did You know?
*Less than 3% of all new business owners followup with prospects after three months. pg 5
*Effective learners do their best to maximize “quiet”
and less-busy times for professional reading and
study, a perfect example of a personal discipline and
time management skill that will pay huge benefits
across your business role. pg 14
*The “it” factor is a combination of natural talents
that go beyond past experience. These are talents
that can’t be taught. pg 17
*As home values continue to escalate, it will make
it easier to attract candidates that need to relocate.
pg 19

Tom is immediate past president of the
Ohio Staffing and Search Association and
past president of the Human Resources
Association of Central Ohio, and currently
serves on the board for the National
Association of Personnel Services (NAPS).
He is a Certified Staffing Professional (CSP)
and Senior Professional of Human Resources
(SPHR).

How well do you know
your funding provider?
#16: The Straight Shooter
A funding partner that displays honesty and integrity.
VISIT US AT
STAFFING WORLD,

Funding providers often make promises during the sales cycle
only to have the contract reveal a different story: rates with unclear terms,
clearance delays, numerous unexpected (and expensive!) fees and more.

BOOTH 311!

At Tricom, we’re upfront about the services, rates and resources we provide.
“Honesty and integrity ... trustworthiness, reliability, timeliness — these are
the reasons we stay with Tricom.” — Karl McCoy, President & Founder, ProTech Search

Contact us for straightforward, reliable funding.
FRONT-END SOFTWARE |
PAYROLL FUNDING | PAYROLL PROCESSING
| INVOICING | RECEIVABLES MANAGEMENT | MONTHLY FINANCIAL STATEMENTS

1-888-4-TRICOM (487-4266) www.tricom.com
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John Sacerdote, CPC/
CTS, has been involved
with computers in the
personnel industry for over
35 years. He is considered
a leading authority in
the computerization of
employment agencies.
You can contacted John at

I have been getting many “search” related
John Sacerdote
questions lately, so let’s talk searching. Here
jsacerdote@recruitinglife.com.
is the first question: Are there different types
of searches on the same ATS?
Actually, there are and, in fact, there should be….here’s the
scoop: I can give you something to check on first and based
upon that, you can learn a couple of tricks. First, find out
if your system searches names using the correct method of
what is called a “STARTS WITH” search. Most all other fields
(such as city or title) should perform what’s commonly called a
“CONTAINS” type of search. The “starts with” search actually
looks at data in a field that begins that way….for example,
name searches should be a “starts with” type search – this allows the user to not worry about the complete
spelling of a person’s name when they are looking for them in the database. Example: When looking for
John Sacerdote, at the time of the search, you may not know or remember how to spell that person’s name.
By just looking for “JO SA,” that will find anyone whose first name starts with JO and last name starts with
SA. This way you do not have to guess as to how a name is spelled and also, you do not have to type in the
entire name, a HUGE time saver. A “contains” search actually looks for the phrase that you typed in anywhere
on that line (or in that paragraph) in the database. Example: Look in the current title field for the word
“manager” or “director.” Contains searches will find the “Director of IT” or the “IT Director” because it will find
the word anywhere in that field. A great system allows for both, and it will use the correct type of search for
field that you are using.
I hear people talk about “overlaid searches” or “multi-level searches.” Can you explain that
please?
This usually involves searching multiple areas of records simultaneously…here’s a great example that power
searching folks use all the time: I need an active person who is making a certain amount of money; that
lives in a certain area, that will not relocate, that has a particular title and certain skills. And, they must have
worked at two particular companies and attended a very specific university. Most of the known values, like
city, relo, status, salary title and skills, I will search the database record as I know I have classified people in
that manner. However, I will need to search the resume or CV for the university and other companies worked
at….can your system do that? Ah, but add in the fact that the person needs to be already in a list of my top
java developers that I stay in contact with on a regular basis….can you search all three of those “areas” of the
database, including that saved list of favs? If you can, you are ahead of the curve!!!

How do I do a search on items that are NOT in the records? For example, how do I search on people
that I have not spoken to in a few weeks?
This is an important search, and I am sure that your system supports it…most do. Almost every system has
a mechanism for tracking the last time you spoke to someone. For this to work, you must be following the
“ultimate best practice” of any system: adding a note to a record every time you speak to a person. This
allows you to remember everything and also let’s the office know that this person was just spoken to a couple
of minutes, hours, days ago. This also allows you to see the folks that you have NOT spoken to…here’s how:
Most systems allow you to search dates on three variables: the exact date (equal to), before a date or after a
date. If you have been really good at adding notes every time you speak to someone, you can actually search
on all my new leads (for example) that I have not spoken to in 3 weeks. Search on the status equal to new
lead and search on the date of last contact “BEFORE” XXX (where XXX is the date 3 weeks ago). This will
only find new leads where the date of last contact was 3 weeks or older. The results: a list of people that you
should check in with because 3 weeks has gone by without you talking to them!
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Owner’s
Outlook

SEVEN OF THE MOST
OVERLOOKED TIPS FOR
ATTRACTING NEW
CLIENTS RAPIDLY

By Barbara J. Bruno

It is important for you to continually upgrade and attract new clients. Most
individuals in our profession generate 75% of their sales from less than five
clients. That is not recession proof and could lead to inconsistent sales and
profits.
Before you implement the seven most overlooked tips, conduct revenue
modeling so your marketing efforts target your best business. Study
where your firm has successfully made placements and fills; not where you
are writing job orders, temp assignments or contracts. 85% of marketing
efforts should target your best business.
SEVEN OVERLOOKED TIPS:
1. Target 30 companies or people you have identified as the best
prospects for your business. Research these targets, as well as their
top competitors. You must now figure out what problems they are
currently facing that you will solve.
2. Develop a follow-up process for your prospective clients. Remember,
it takes six contacts to gain name recognition.
Begin with your
top ten target companies and contact them six times in the first
nine weeks to gain name recognition. Then follow-up with a unique
marketing presentation at least once a month.
3. Less than 3% of all new business owners follow-up with prospects
after three months. In business, persistence does result in more
business. Each quarter target 10 additional companies until you have
contacted all thirty targeted companies.

Barb Bruno, CPC, CTS
is recognized as a guru
in our Profession who
stands for “responsible
recruiting.”
Obtain a bi-weekly
FREE training
article from Barb
by going to www.
goodasgoldtraining.
com and signing
up for her NO BS
Newsletter today!
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4. Write a list of your “sphere of influence”… people you know well that
have influence within your community or specifically within the area
of specialization or niche you are targeting as prospective customers.
Call each one of them personally, and ask them to provide you with
leads for building your business. Referred business is the best
business.
5. Personalize everything you do from this point on. Technology has
taken the personal element out of daily activities of many businesses.
Make it a practice to have at least every third contact a conversation,
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not an email. The day of the personalized note cards is back and will help you stand out in the
crowd. Direct mail is actually working because your prospects are getting less mail. Send your
sales pieces in unique containers and envelopes to draw attention to your marketing pieces and
show your personality.
6. Ask, ask, ask your current client base for more business, and referrals to other businesses
who could utilize your services. Then immediately enter them in your follow-up process. Offer
some type of referral bonus if their referral hires from you.
7. Remember, people do things for their own reasons not yours. If your current clients cannot
receive payment for a referral, offer to donate to their favorite charity in their name for referred
business.

Your Toughest Competition

Uses JobDiva.

Do You Belong?

contact@jobdiva.com
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1-866-Job-Diva www.jobdiva.com

www.jobdiva.com
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Heartbreak & Solutions!
Reducing Turndowns and Counteroffers by Steve Finkel
Several months ago, EMinfo featured an article indicating many readers were encountering a higher number
of lost fees due to turndowns and counteroffers.
Recruiting is a terrific business. At its best, which is most of the time, it is challenging, exciting, interesting
and highly profitable. But at its worst, it can be heartbreaking.
What is the worst? This is it. When you’ve done everything from search to offer to acceptance -- and a
successful counteroffer, turndown, or falloff steals it all away.
How Often?
It is worth noting that if you never have to deal
with counteroffers (or turndowns), it’s a bad
sign, too. It means you’re simply working with
unhappy or unemployed candidates rather than
the high-quality people you might obtain through
genuine and correct recruiting. Nevertheless,
knowing this doesn’t mean it’s much fun when it
happens.
Depending on your field and various factors we’ll
address shortly, it can be overwhelming. I have
seen experienced successful recruiters lose as
much as 50% of their potential production to
counteroffers or turndowns.
The good news is… this is fixable.

The Solution
The natural tendency under such circumstances
is to rely on perceived selling skills -- saying the
right words to the candidates. It is true that
all problems in our business eventually yield
to superior selling skills. The best verbiage,
however, will not serve if major systemic flaws
in the search and placement process exist. A
major part of correct selling skills is the ability to
coolly analyze that process -- and then to make
appropriate changes.
Following are the questions to be asked to
enable you to do so.

1) Are you selecting the right search
assignments?
Working on the wrong assignment leads
inevitably to placements that disintegrate. A
poor offer, a slow-growth client, an unmotivated
hiring authority, any of the 21 keys to selecting
the search, if ignored, leads to doom. The first
principle of “Making the Sale” is selling the Best
Product.  Motivating the Hiring Authority -- not
Oct13

HR -- to work with you properly, which means
moving quickly, extending a good offer and selling
the benefits of his opportunity, is critical. Selecting
the search is where it all starts.
In a strong market where it is easier to get search
assignments, it is also easier to work on the wrong
assignment. In a not-so-strong market, the
tendency is to leap at the wrong one.

2) How are you obtaining candidates?
“Recruiters” whose main sources of candidates
come from means whereby all others have easy
access -- ads, job boards, or the Internet, for
example -- will always lose a high percentage at
the end. When scores of others (including clients)
have access to the identical candidate, how can
all this competition not result in turndowns? If a
candidate has many opportunities from which to
choose, there is a tendency to delay or simply not
to choose yours.
If you are not doing real recruiting as opposed to
overly relying on “social media”, you guarantee
yourself problems. The “Easy Way” is frequently
the hardest. The new book, Real Recruiting!,
effectively addresses a “balanced approach” to
candidate identification.

3) Are you recruiting correctly?
“Target” recruiting on a specific, well-selected
search yields serious motivated candidates who
accept; old-style, “generic” recruiting -- “we have
many opportunities to help your career” -- yields
shoppers, accepted counteroffers, turndowns, and
fall-offs. “Indirect” recruiting also yields reduced
effectiveness. The proper way to recruit in today’s
market is directly, professionally, with a strong
sales-oriented presentation that answers the
prospective candidate’s question, “what will this
specific opportunity do for my career?”

EMinfo
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4) Are you properly obtaining in-depth candidate concerns?
Working with candidates not actively looking to make a change is very
different from doing so with the unhappy, unqualified, or unemployed people
to be found through ads, job boards or the Internet. Beyond the obvious
difference in quality is the change in techniques necessary to obtain candidate
concerns. What does the person not like about his present position? Without
this information, your odds of overcoming a counteroffer or a turndown are
remote.
A recruiting call is inadequate if “softeners” are not utilized to thoroughly elicit
in-depth and total concerns. “Softeners” may be defined as specific scripts
that reduce the feelings of disloyalty about disclosing in-depth concerns.
This complex subject and others addressed in this article are covered
extensively in my new book Real Recruiting!
5) Are you following up effectively after First Interview?
Solid selling skills here will really make a difference. Such techniques as
reinforcing positives and eliciting specifics, overcoming objections and reducing
concerns, will greatly elevate the perceived worth of the opportunity to the
candidate. The foundation of our business is a serious grounding in Classical
Selling Skills. Extensive reading and study combined with role-playing, taping
and evaluation of these calls will yield a major boost in income. Most
recruiters are shallow in this critical area.

6) Are you covering the counteroffer at the right time in the process?
The most appropriate verbiage will not serve if used at the wrong moment.
The time for greatest results is between the offer being accepted and the
candidate turning in his notice. This specific window of time -- which may be
from an hour to two or three days -- is when counteroffers must be addressed,
and as thoroughly and as well as possible. It will thus be freshest in his mind
should this circumstance arise. To do so earlier is not only to blunt the effect
of your script; it can actually put counter-productive thoughts in the mind of
the candidate.

7) Are you utilizing the best tools to assist you?
“Third-party references” -- the judgements of respected outside authorities
--- are a proven and effective sales technique. Written material will serve to
reinforce whatever you might say. Should a candidate mistakenly accept a
counteroffer and then later call with a tale of woe, have him send you a letter
detailing his regrets. Then use it to send to other candidates to warn them
against duplicating the errors of others.
Supporting your case against counteroffers with articles from industry
authorities will also help enormously. Paul Hawkinson, long-time editor of
The Fordyce Letter, has an excellent article entitled “Counteroffer Acceptance:
Road to Career Ruin”. It may be found through a Google search.
Much time and effort is spent in most search and recruiting firms in an
attempt to develop verbiage that deals with the totally predictable problem of
counteroffers and turndowns. A cool and logical analysis of the entire process,
however, will frequently yield major errors that cause these problems. When
these flaws are corrected, a substantial improvement in production will be the
inevitable result.
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EDITOR’S NOTE:
Mr. Finkel’s remarkable
new book, Real
Recruiting! Winning
Search Strategies, was
reviewed in our last issue
by the respected Paul
Hawkinson, a major
industry authority. For
more information or to
order, visit his website
www.stevefinkel.com.
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Post-NAPS Conference Laundry
By Diane Skullr

I stayed an extra night in Vegas after one of the BEST
NAPS conferences that I have ever attended, so I didn’t
get home until Friday evening. I needed the extra time
to unwind. Today, 2 days later, I still have to unpack and
do laundry. Not just unpack my suitcase but unpack my
mind, too.
Conferences like this are amazing. There is SO much
information from the sessions and the keynotes and the
practical information shared from discussions with the
other attendees. That’s a lot to process. Right now,
all that information is still packed in my mind and in my
notes. Yes, I took notes in every session in the cool NAPS
padfolio.
Sometime later today, I will sit down with my notes and
review them. I will extract a list of to-do’s that will help
me advance my skills and knowledge. This industry is no
different than any other in that advanced education and
training is critical to ongoing sustainable success. One of
the great features of a conference such as this NAPS Conference and the upcoming annual CSP Conference (June
2014) is the overall ambiance of success. Everyone there
is a success in their niche and is open and forthcoming in
helping attendees achieve their own success.
While I wash and dry my clothes, I will launder my notes.
Not everything I heard at conference will pertain to my
daily activities. Some of it is for now and some of it helps
with my planning, goal setting and forward thinking.
Some of the information gets tossed out, like my new
brown shirt that I ruined with a spilled drink at the NAPS
party Thursday evening.
Overall, the NAPS Conference was outstanding, and I look
forward to putting all that I learned to good use, and to
re-wearing my new, clean conference clothes.

Diane Skullr is the Executive Director for the California Staffing Professionals Association (CSP) and can be reached at diane@cspnet.org She
owned a staffing & recruiting firm for over 20 years, selling it in 2008.
Diane has served on the Board of Directors for both CSP and NAPS. She
has been recognized for her leadership and out of the box thinking and is
a past recipient of the California Staffing Professional of the Year award.
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Hear what attendees said at
the 2013 NAPS Conference.
See videos on www.eminfo.com

http://youtu.be/7cLwjZ5hFM0
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Business IS Strong! Are You Getting
Complacent? How to Take Your
Business Up a Notch! By Michael Gionta
Our industry has experienced a remarkable turnaround. My recruiting firm owner
clients and other recruiters across the country are experiencing a surge in openings
and regular deposits to their bank accounts again…. And, unfortunately, many are
already getting complacent!
How do I know that you, reading this article, may be getting complacent? Sure, you
are thinking, I want to bill $ “X” more, but you are complacent if you don’t market
aggressively anymore because you “have too much to work on” or after you made
your last placement your activity dropped significantly. See, you THINK you want
more revenue, a bigger business, etc. but you may have pulled back on the throttle
too early.
If this is you (it used to be me too!) I challenge you to be honest with yourself and
address it. Here are three possible scenarios:
1. You got complacent because you are not 100% fixed and obsessed with a
defined revenue target and/or what those revenues will allow for you in your
life.
2. You have a defined revenue target and you are exceeding it.
3. You are not complacent and you feel “behind”.
Let us address all three. In situation one, you are probably paying your bills at home
and at work and at least covering your minimum credit card bill and maybe even
about to take a decent vacation, but something just doesn’t feel right. You feel you
can do more, that you can do better but simply are not sure how to do better or
even why you should.
I find this is the most common scenario with successful people. They have a strong
desire to succeed but simply lack a clear path to get there. While there is only so
much one can address in an article these steps should get you started on creating
focus.
A) Define exactly what you want. Don’t edit here. List all of the material things
as well as personal things you ARDENTLY desire. Ideas my clients have
shared with me include being debt free, putting a defined, specific amount
away for critical things like your children’s college and/or your retirement, a
vacation home, Friday’s off, more involvement in your community, etc.
B) You see, there are financial and non-financial goals built in. Define these
items and define an exact date you will have them or that you will be doing
them.
To do this properly you should invest an hour over a few different days and
really push yourself to dream about what life could look like if you removed
some of your self imposed barriers.
B) After you write each down and commit to having them in your life, define how
much it costs, EXACTLY and PRECISELY. For example if you said “I wish to be
debt free in 2 years” you need to know exactly how much debt you have. If
you said you want to be financially secure in ten years you need to know the
EXACT numerical definition of what financial security means to you in your
investment accounts.
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Scenario 2: You have a defined revenue target and you
are exceeding it. Congratulations!!! My first cautionary
question is have you pulled back on your activity to the
point that your revenue will fall off in the next three
months? If “no”, I challenge you to stretch yourself
here.
Read scenario one again above. Do the same exercises.
If you are ahead of your targets my question to you
would be “Are you settling for less than you are capable
of?” We only get one life, one shot -- is your target set
at “good enough” or is it set at a point where you are
living a life where you have everything in your life the
way you want it. Read that last sentence again… where
you are living a life where you have EVERYTHING in
your life the way YOU WANT IT. Technically, I have just
defined the perfect life for you. However, we all know
there is no such thing, but, hopefully I have inspired the
pursuit of the perfect life where you are not settling for
less than you desire.
Do the exercise outlined in scenario one and I will
“coach” you how to implement it later in the article.
Scenario 3: You are NOT complacent and you feel
“behind”. I have a lot of experience talking with
recruiting firm owner who recognize this statement.
Honestly, in an economy like this, most in this category
simply aren’t doing the work. PERIOD. The worst part
is they THINK they are doing the work but they just are
not.
Some of you in this situation are probably cursing me
out and spitting on this page or burning my picture in
effigy! I understand. That doesn’t change the fact that
if you are in this scenario you simply are not doing what
is necessary to get the job done, because the work is out
there if you go after it.
Now, let me be clear. I am not accusing you of being
lazy or not working. I said not doing THE work. Let
us define THE work. THE work is you are in active
conversations with prospects and candidates to the
tune of fifteen live presentations per day combined. In
twenty years as an owner of a recruiting firm and in
my four years of consulting with owners, I have never
witnessed a failure who executed the this very basic,
doable target. NEVER.
Here is what I see get in the way… email, Linked-In,
research, constant interruptions, allowing your day to
manage you, the snack truck in your office compound,
a flickering fluorescent light bulb above your desk, etc.
Sure research, Linked-In, emails are important, but
they have a place and time. This article isn’t a time
management piece, but I am telling you I get people to
15 presentations a day by cutting out the distractions.
Know it can be done and don’t read this thinking “but
not on MY desk!”
Also, if you are in this scenario, do the exercise in
scenario one and get clear on what you want for yourself
and your family.

12
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Bonus Tip: To enroll for FREE in my 7
part audio series, The 7 Deadly Sins MOST

Recruiting Firm Owners Make That Cost Them Tens
of Thousands in Lost Profits & HIGH Turnover…
& How to Avoid Them! visit www.TheRecruiterU.
com. This will give you more ideas on planning
and running your recruiting firm especially in a
tight economy. You can also visit his blog at www.
TheRecruiterCampus.com for free articles on
managing your recruiting firm.
Your first module will be emailed instantly and
you will learn strategies you can implement
immediately to build a search firm generating
several million in revenue from some of the simple
mistakes made and witnessed by author Michael
Gionta in his 20 years building his own multimillion dollar firm. Additionally, Michael is sought
out by recruiting firm owners who want to grow
their firms but simply the step-by-step process to
vault them to the next level of success.
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Okay! You see all three scenarios can benefit from getting real clear on what you
want and that you can be the captain of the ship to get it. Once you have defined
everything you want and quantified it financially here’s how you get it in your life.
Let me use some specific numbers to make this example real. I am going to use a
fictitious recruiting firm owner named Joey Recruiter. Joey did the above exercise
and developed the following goals:

·

Debt Free in 12 months ...................................................$25,000

·

Invest $5,000 for each of 2 kids into college savings............$10,000

·

Tithing...........................................................................$10,000

·

Personal Overhead (heat, mortgage, food, etc)..................$120,000

·

Family “dream” vacation to Europe.....................................$15,000
TOTAL ......................................................$180,000

Again, the assumption is that Joey is committed! He NEEDS $180,000 this year to
do every thing he wants financially. Here’s his formula to get it:
First, Joey needs net profits of about $250k to keep $180,000 after taxes. Joey
is a billing manager with two recruiters so his profit margins will be higher than
a firm where the manager isn’t in production, but we can assume a ballpark of a
45% profit margin in this scenario.
This means Joey’s company revenues need to be about $560,000 in gross
revenue. His average fee is $20,000 so he needs 28 placements from his office.
His first-time interview to placement ratio is eight to one. This means Joey needs
to manage himself and his recruiters to produce 224 interviews over the next 12
months or 4.3 on average every week.
The mistake we make as owners is we try to manage the 28 placements. We
have little control over those as we don’t decide who gets offers and/or if they are
accepted. We CAN and DO manage the activity (first time interview flow) that
makes placements happen.
All Joey needs to do is manage his recruiters and himself to generate an average
of 4.3 interviews per week and he has EVERYTHING he outlined above. Focus on
what you as the leader can control within your office and that is activity.
I know this is a pretty simplistic example but you can take this same logic and
apply it to a $2,000,000 firm or a $200,000 firm, simply change the numbers.
This business is an emotional roller coaster. You can provide some sanity and
strong leadership by managing what you control on a daily and weekly basis.
It is really that simple. When I realized this about 16 years ago, I did this exact
exercise and used it to grow a firm to several million in revenue. I also knew
where EVERY dollar in profit was going, whether it was back into the business,
college planning for my kids, or a financially secure future.
The utterly fantastic news about this industry is that you get to CHOOSE how
much you make. Your choice is not just made in the declaration of the amount
you want, but the choice is also made in your ability and discipline to implement
and pay the price for it. But, let’s not confuse that the choice is utterly and
completely yours.
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Professional Growth and Development ~
If Not Now….When?
NAPS Certification and Education Consultant

When the National Association of Personnel Services overhauled its
professional certification program a number of years ago, the importance
of continuing education was addressed and eventually structured into
the maintenance requirements for the Certified Personnel Consultant
(CPC) and Certified Temporary Staffing-Specialist (CTS) credentials. Each
year certificate holders must engage in and report 17 contact hours (1.7
continuing education units or CEUs) of educational experiences in order to
keep their certification active.
Continuing education is viewed by NAPS as a vital ingredient in the
professional renewal experiences of all who work in the industry. NAPS
affords CPCs and CTSs a number of venues to complete this obligation with
the basic requirement being that the educational experience add to the
personal development of the certificant and make her or him a stronger
professional.

Fitting Learning and Professional Development into the Clock or Calendar
Unlike the bygone days of formal education when you had a class on
Thursday morning from 8:30 until 10:00 am and another that afternoon,
most of your professional development and continuing education has to be
scheduled into your busy professional and personal lives. Often that is easier
said than done as one attempts to balance work, family, home and all the
other forces that want a piece of your day.
Effective learners do their best to maximize “quiet” and less-busy times for
professional reading and study, a perfect example of a personal discipline
and time management skill that will pay huge benefits across your business
role. Keeping abreast of techniques, trends, information and tools are a vital
part of growing as a staffing professional and making time for those things is
a necessity---not a luxury.

Venues that Help CPCs and CTSs Meet Continuing Education Responsibilities
NAPS has taken the position that different people learn in different ways and
has been relatively flexible in how CPCs and CTSs can meet their continuing
education obligations. Most utilize a mix of the following educational
opportunities to earn the 17 hours of contact time over each year in order to
avoid the anxiety associated with postponement and procrastination:
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·

NAPS annual conference

·

State and regional conferences

·

Chapter education programs

·

Formal, structured in-house training initiatives

·

Webinars, DVDs and other online learning experiences
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·

Professional reading*

·

Relevant college classes, seminars and workshops

*Note: By reading any three of the professional articles presented in the
bimonthly NAPS Credential (posted at www.recruitinglife.com) a certificant
can earn one hour of continuing education or six annually)

Opportunity to Learn and Grow
Continuing education represents the NAPS’ commitment to ensuring that
the strongest staffing professionals will be available to both candidates
and clients alike. Rather than a tedious obligation, it represents a unique
opportunity for each individual to chart a course of professional growth and
development, one they can manage personally. It is an objective that should
receive the unqualified support of owners and managers and one that CPCs
and CTSs will welcome as taking their staffing careers to a higher level.
Knowledge growth and skill enhancement will keep staffing professionals
current and competitive and most of all---successful. If not now…when?

Missouri on NAPS 2013 Fall Certification Immersion Class Schedule
NAPS Certification Immersion Classes will be offered to candidates for the
CPC and CTS credentials in St. Louis, Missouri:
Date			Location		Sponsor

Contact

October 24		

514 Earth City Plz

MKSSA		

Mel Weinberg

			

St. Louis, MO		

mweinberg@careeradvancers.com

Or contact Carolyn Boyer at NAPS headquarters – info@recruitinglife.com
Editor’s Note: Dr. Frank Burtnett is President of Education Now in Springfield, Virginia and Rockport, Maine. Since 1995, he has served
as the principal consultant to NAPS on certification and educational matters. Readers may contact him at: fburtnett@recruitinglife.
com.
To learn more about the 2013 NAPS National Conference at the Cosmopolitan Hotel in Las Vegas, Nevada, September 9-13, 2013,
visit www.recruitinglife.com or contact Carolyn Boyer at 706/531-0060 or via email at fulfillment@recruitinglife.com.
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Q&A with Bethany Perkins,
HR Manager at Software Advice

We recently caught an article by Software Advice, a company that
connects businesses with software vendors, that highlights the hiring
strategy they call “finding diamonds in the rough.” This strategy
places more weight on natural talent than past experience. Their
company has no problem hiring bartenders, servers or baristas -if they have the “it” factor. To learn more about Software Advice’s
unconventional hiring strategy and how they identify the “it” factor
in their candidates, I decided to catch up with their HR manager,
Bethany Perkins. In fact, Bethany herself went from pouring shots to
calling them.
Do you think being a former “diamond in the rough” has
helped you find candidates that other HR Managers might
have skipped over?
Very much so. Before I joined the Software Advice team, I was
working as a bartender and running my own theatre company. Two
jobs that weren’t keeping the lights on. These two jobs had me
working at all times of the night, and eventually the schedule became
too hard to manage. It was finally time to find a real job -- a career.
Since my background was in the service-industry, I know first-hand
what types of skills and personalities are needed to be successful in
that field. I understand that working in a bar or restaurant is a real
job and comes with plenty of challenges. Just like any industry, there
are some people who are really good or really bad at their job. Great
bartenders and servers generally have a drive to be successful, this
motivation usually transfers to other areas of their life. Often times,
these candidates just don’t know how to leverage their experience
into a career at a professional company. As a former “diamond in the
rough,” I understand their situation, and look beyond the resume.
Here are Software Advice, we evaluate how competitive, motivated,
and optimistic our candidates are, and focus less on their relevant
experience. I look for candidates with natural talents -- the types you
can’t teach.

Upcoming Events!
Know of an event coming up? Email us @ Turner@eminfo.com and we’ll help promote it!

Oct. 8 -10 ASA
Staffing World
American Staffing Association
www.americanstaffing.net
Nov. 11-13 TechServe Alliance
Miami, FL
www.techservealliance.org
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How do you find a “diamond in the rough?”
Searching for a “diamond in the rough,” is a lot of work. I have trained myself
to look beyond the resume and read between the lines. I focus less on what
company they are working for and instead look for signals of achievement.
During my search, I look for candidates who understand that success is
a product of hard work. People that embrace challenges and competition,
instead of running from them. I also look for candidates that take pride in
their history, whether they are talking about their job as a bartender or
barista. If they value a job well done, it peaks my interest.
Our hiring process is rigorous. When I think I have found a “diamond,” I pick
up the phone and try to confirm my hunch. If they are positive, optimistic,
motivated, and hungry to prove themselves, they often make it to the second
round - a meeting with our hiring managers. Our hiring managers dig deeper
into the candidate’s potential. If they pass the second round, they must also
meet with either our CEO or COO as a last safety check. Each group must
agree that the candidate has the “it” factor, or we keep digging.
What is the “it” factor?
The “it” factor is a combination of natural talents that go beyond past
experience. These are talents that can’t be taught. Did they have a history
of hard work and achievement? Have they demonstrated passion in some
area of their life? Are they optimistic and have a positive attitude? Did they
show advancement or progression in past roles? How candidates respond to
these questions goes a long way in helping us identify the “it” factor. Because
personality traits and natural talents are something we can’t teach.
What lessons have you learned from looking for “diamonds?”

Bethany Perkins is the
Manager of Recruiting
and Human Resources at
Software Advice. She’s
been with the company
since 2011 and in that
time has helped to double
the size of the company
and hire almost 50 new
employees. In addition
to recruiting, she’s also
the resident IT gal, party
planner, and finder of lost
things. She graduated from
Long Island University with
a BFA in Theatre Production
and Design and is active
in the Austin theatre
community.

While looking for “diamonds in the rough” I’ve learned that there is great
talent everywhere -- you just have to know where to look for it. If you can
look past a candidate’s past experience and instead zero in on their “it”
factor, you will be surprised at what kind of awesome hires you can find
for your company. Just taking a look around our office, it is amazing to see
former baristas, bartenders and servers that contribute daily to the success
of our company.
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Visit EMinfo.com to
see all our videos!
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EMinfo Interviews Brian Binke, President and CEO of The Birmingham Group

Hot T

Birmingham Group Speaks out on Uptick in
Construction, Oil & Gas & Manufacturing

Q

rends

Brian can you tell us what you see happening in the construction, oil and
gas and manufacturing industries?

Q
Q

We are seeing the strongest growth in Manufacturing. We do see a pickup in
construction with multi-family and manufacturing being the strongest.
As far as oil & gas, we have seen steady growth in upstream (The upstream oil sector
is also commonly known as the exploration and production, drilling) and moderate
growth mid-stream (The midstream sector involves the transportation by pipeline,
rail, barge, or truck. It also includes storage, and wholesale marketing of crude or
refined petroleum products). Down-steam has been flat since the beginning of the
year (The downstream oil sector is a term commonly used to refer to the refining of
crude oil, and the selling and distribution of natural gas and products derived from
crude oil).
Is this more regional, national or international? Where do you see the most
hiring? What specific titles of jobs?
We have seen stronger hiring in just about every part of the country.

Are you having trouble finding qualified candidates that are willing to move?
There are still challenges when it comes to the ability for qualified candidates to relocate.
It has eased up quite a bit though because housing values have started to come up. The
biggest issue over the past several years as it relates to relocation, is a lot of candidates
homes are under water. Even if they had a better opportunity, they were stuck because
they could not get what they owed out of their home.

Like us on
Facebook!
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Q

What is the time frame you work in from job order to final hiring?
Can you elaborate on how you fill these positions?
Our #1 goal is to find and attract the best possible candidate, (not the best available
candidate) for our clients needs. We work very closely with our clients to discover the
exact background of the ideal candidate and how we are going to present the opportunity
to the market place. The best candidates aren’t looking for a job. They’re not on Monster
or CareerBuilder. They have been with their company for quite some time, doing a great
job and because of that, their company is probably taking good care of them. That’s the
candidate my clients want. For that reason, it’s critical we’re able to give the most powerful
presentation possible to every potential candidate.
In order for our clients to be able to hire the best possible candidate, we first have to
find all of them. We work closely with our clients to make sure we have identified every
possible company a qualified candidate can come from. Then we do the research to identify
every potential qualified candidate within those companies. The research will take us
anywhere from 3 to 5 working days. A typical search will generate between 80-120 potential
candidates. It will take our firm around 10 working days to contact, present, qualify and
deliver a short list of candidates to our client. In most cases our clients will conduct 2 to
3 interviews with a hirable candidate. We will prepare both the client and the candidate
before the interviews, answer or get the answer to any questions and manage expectations
on both sides so we don’t have any big surprises at the end. If the first interview is positive
on both sides we conduct extensive reference checks. When our client picks the picks the
candidate they want to hire, we work with them to make sure they put together an offer that
they are comfortable with, that we also know the candidate will except. The entire process
takes about 6 weeks from when we get a search to when our client extends an offer. It can
be a quicker if our client has a time sensitive need. In that case we can put more resources
towards the front end of the search. It also can take much longer if our client doesn’t make
themselves accessible for interviews or takes extensive time with decision making between
the interviews. On top of that, companies always need to allow at least 2 full weeks for their
new hire to give notice to their current employer.

Q

Do you see this trend continuing?
As home values continue to escalate, it will make it easier to
attract candidates that need to relocate. I believe employment will
continue on the uptick in a slow but steady pace through quarter
of 2014. 2014 can be a much strong year providing there isn’t too
much of political blood bath due to the mid-term election.

Q
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Any other comments you have to share with our readers of EMinfo?
Human capital is by far the most important asset a company can have.
Senior managers need to put at least as much planning into how they
are going to attract, hire and retain the top talent in their marketplace as
they do to attract customers. Companies are a lot like sports teams. The
teams with the best players have the best chance of winning. The same
goes for the companies that have the best talent.
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News Releases
Economic Recovery Prompts Development of Renewed
Recruiting Plans

for selecting a job will remain the same as they
were before the recession. Survey a sample
of the most desirable potential applicants
to identify their current wants, needs, and
expectations.

After One Year in Business, Connector Team Recruiting Sees
Increased Competition for Job Candidates
Salt Lake City, UT
Last year when Bill O’Malley opened the doors of his executive
search firm, Connector Team Recruiting, the recruiting efforts
of many companies were still sluggish despite a rebounding
economy. Today, O’Malley notes business leaders are worried
about ramping up hiring as the marketplace shifts to a
candidate-driven status. Through Connector Team Recruiting,
an affiliate of MRINetwork®, one of the largest executive
search and recruitment organization in the world, O’Malley
is helping companies that have a recruiting plan in place, in
advance of their competition, gain a distinct opportunity to lead
the pack.
“When companies wait to develop a plan until hiring freezes
are lifted or until budgets are increased, it’s too late to gain
a competitive advantage,” says O’Malley. “During economic
recoveries, organizations that quickly react, historically pick up
market share from competitors who are not quite as agile.”
The key is to ramp up recruiting efforts at the right time. “If
you start actively recruiting too early, you’ll leave candidates
waiting too long before you can take action,” says O’Malley. “If
you start too late, you miss out on the forward-looking talent
who are among the first to be willing to assume the risk of a
new position at a new organization.”
O’Malley suggests that a recruiting plan devised after a
prolonged economic downturn include the following key
elements:
•

Revise strategic goals. Your plan should allow you to
ramp up from little hiring

•

activity to maximum capability in 30 to 60 days. This
means prioritizing jobs based on their impact on your
business and improving your employer brand to attract
top performers and innovators.

•

-Conduct competitive analysis. A critical part of
your plan is analyzing your competition’s plans. Try
to forecast when they are likely to ramp up, which
positions will receive the initial focus and what tools
they are likely to use.

•

-Set up a timetable including the key HR KPI “timeto-fill”. Including key milestones and accountabilities
ensures that everyone knows what to do and when to
do it after the recruiting plan is activated. The «timeto-fill» metric is an industry standard for representing
the number of days from when the job requisition was
opened until the offer was accepted by the candidate.

•

-Prepare managers. People in your organization who
have responsibility for hiring will have their own issues
within their departments so make sure you have a
workable hiring process and support material in place
before they’re needed.

•
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-Anticipate candidate expectations. It’s a mistake to
assume that candidates’ expectations and their criteria
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•

-Devise a retention strategy. As the job market
improves, you are likely to experience as much
as a 50 percent increase in employee turnover
as a result of your competitors’ renewed
recruiting efforts. Identify specific employees
who are most at risk of leaving and develop a
blocking strategy to counter your competitors’
efforts.

•

-Re-energize your referral program. Focus on
seeking out your top performers for referrals,
which also reinforces their critical role in helping
to strengthen the team.

•

-Build a talent pool. Identify potential applicants
and building relationships with them so
that when a position opens up, you already
know individuals who are both qualified and
interested in your company.

“Until recently mobility within the workforce was the
lowest it had been in 60 years,” says O’Malley. “But now
more people are willing and able to move to get a great
job. Even employers who have been steadily hiring have
gotten used to restricting their searches. Now most of
them are able to ignore the geographic limitations of
the past few years.»

About Connector Team Recruiting: Connector Team
Recruiting provides nationwide executive search in
support of America’s leading companies in the retail
industry. Our client base includes leading furniture,
electronics and department stores, as well as leading
consumer manufacturing plant operations. Visit us at
http://www.connectorteamrecruiting.com.

About MRINetwork®: Management Recruiters
International, Inc., branded as MRINetwork®, is
one of the largest executive search and recruitment
organizations in the world. MRINetwork has
approximately 600 offices in 35 countries. Visit
MRINetwork at http://www.mrinetwork.com. For
franchising opportunities, visit http://www.mrifranchise.
com.

Engineer Named 2014 National Staffing Employee
of the Year
American Staffing Association Honors Matthew Earley
for His Work During Hurricane Sandy
The American Staffing Association announced today
that contract network architect and engineer Matthew
Earley has been named the 2014 National Staffing
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Employee of the Year. The announcement marks the
beginning of National Staffing Employee Week, Sept. 16–22,
which honors the vital contributions temporary and contract
employees make to the nation’s work force and economy.
Since 2011, Earley, of Franklin Lakes, NJ, has worked in
a senior management capacity in information technology
with Staten Island University Hospital in Staten Island, NY,
member of the North Shore-LIJ Health System. An employee
of ASA member LLoyd Staffing, he has worked for many
employers in permanent roles, but prefers the flexibility that
contract employment provides him. “Consulting allows me to
be great at what I do,” he says, “and puts the ownership of
my career in my own hands while seeking mutual benefit for
myself, my staffing firm, and the client.”
Last year, much of New York City and Staten Island was
affected by Hurricane Sandy. Staten Island University
Hospital relied on Earley to stay at the hospital before,
during, and after the storm to ensure network operations ran
efficiently. The hospital temporarily relocated his family to
Staten Island so Earley would not be separated from them.
During the storm, Earley was responsible for implementing
procedures within the main data center for the hospital
and making the appropriate switch over to the hospital’s
generator system. Earley’s role was critical in helping to
maintain consistent, quality patient care amidst the chaos of
the storm.
“His work is outstanding year round, and the commitment
and work ethic he displayed at the height of Hurricane Sandy
last October showed that performance is not measured by
employment status, but by character,” according to Jeanine
Bondi, CSP, vice president and senior managing director at
LLoyd Staffing.
Earley says, “Hurricane Sandy certainly tested my level
of professional and personal dedication to the hospital
organization every moment along the way. I am extremely
happy but also humbled to have played a role, and I take
this opportunity to think about the hurricane with a new and
added perspective. I would do it all over again.”
Earley will be formally honored Oct. 9 in Orlando during a
recognition ceremony at Staffing World® 2013, the ASA
annual convention and expo, where he will be celebrated by
staffing industry professionals from around the country.
“National Staffing Employee Week is a special time to salute
the contributions of the millions of temporary and contract
employees on assignments in the U.S. every business day,”
says Richard Wahlquist, ASA president and chief executive
officer. “Matthew’s story illustrates how businesses can
count on staffing companies during normal periods as well
as extraordinary times of special need. Matthew went above
and beyond during Hurricane Sandy, and for that, the U.S.
staffing industry is honored to recognize him as National
Staffing Employee of the Year.”
For more information about National Staffing Employee
Week, visit the ASA website.
For more information about LLoyd Staffing, visit lloydstaffing.
com.
Interviews with Earley and representatives from LLoyd
Staffing and ASA are available.
National Staffing Employee of the Year is sponsored by ASA
corporate partner First Staff Benefits, a provider of health
insurance benefits for the staffing industry.
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CRM and Marketing Automation Meet Technical
Recruiting with Launch of “TalentBin 2.0”
Top talent search engine evolves into all-in-one recruiting
platform, adds automation tools to simplify candidate
communication, pipeline management and reporting
San Francisco, CA – September 24, 2013 – TalentBin,
the market leader in open web talent search, today
announced the launch of TalentBin 2.0. The new version
incorporates automation and relationship management
features into the existing TalentBin platform, allowing
recruiters to efficiently manage the entire “pre-apply”
recruiting process in one place.
“TalentBin’s initial features solved a huge problem for
recruiters by automating open web talent discovery, a
previously frustrating manual process,” said TalentBin cofounder Pete Kazanjy. “Now, we’re automating the entire
process by adding new features that make TalentBin a
one-stop shop for managing the many steps it takes to
hire qualified technical candidates.”
TalentBin has aggregated more than 500 million profiles
of potential candidates to date. Now, the platform
provides automated tools centered around recruitingcentric communication, candidate management and
prioritization, and collaboration for larger recruiting
teams. TalentBin 2.0 can be used as a stand-alone
solution, or integrated with existing CRM, ATS, or HRIS
systems.
Communication Automation:
TalentBin 2.0 integrates directly with Gmail and Microsoft
Outlook / Exchange, enabling recruiters to contact
qualified candidates directly from the TalentBin platform
using their own email address. Emails appear in the
TalentBin platform as well as the recruiter’s inbox.
Other features include:
· Templated messaging across both email and social
channels
· Campaigning tools for reaching multiple candidates
more efficiently
· All interactions -- including emails, stage changes,
approvals from hiring managers, notes, and tasks -- are
automatically stored in TalentBin 2.0’s “Candidate History”
· Embedded open tracking and click-through tracking in
outbound emails
“Successful technical recruiting is about finding the highquality potential candidates, and going after them in an
efficient, persistent fashion,” said Gary Garceau, Director
of Recruiting for Visible Measures. “I use TalentBin to
quickly narrow down a list of the best technical talent,
and keep all my interactions organized. The new features
help me do my job more efficiently and accurately, and
make me a better recruiter overall.”
Collaboration, Management and Reporting:
TalentBin 2.0 also makes it easy for teams of recruiters
and hiring managers to work together and stay organized.
Recruiters can also track the stage of a candidate (i.e.,
promising, qualified, attempting to contact, interview,
etc.), visualize their pipeline, and share this information
with hiring managers.
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Further, recruiters can set prompts within TalentBin to
remind themselves to follow up with a candidate, which
removes the additional step of creating a separate
calendar task.
“Successfully managing a recruiting pipeline requires
organizing and tracking information on hundreds of
candidates,” said Luke Beseda, Lead Recruiter at Flurry.
“The useful relationship management tools that TalentBin
offers have helped us communicate as a team and stay
coordinated, ensuring that our candidates have the best
possible experience in their first interactions with Flurry.”
“Many of TalentBin 2.0’s new features - like templating,
open and click tracking and lead scoring - have existed
in sales for a decade, and we’re now applying the same
capabilities to recruiting,” added Kazanjy. “Recruiters
shouldn’t lose out on viable candidates just because
they didn’t realize someone opened their email but
never replied. We went above and beyond to make sure
that this new version of the product gives recruiters a
competitive edge.”
To find out more, visit http://talentbin.com.
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