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CHAPTER 7

The Things
School Never Taught Us
About the Job-Hunt:

Salary
Negotiation

Getting Paid What You're Worth

“emember once talking to a breathless college graduate, who
Was elated at having just landed her first job. “How much are
they S:)ing to pay you?” I asked. She looked startled. “I don’t
2 fm‘: she said, “I never asked. I just assume they will pay me
~f Wage.” Boy! did she get a rude awakening when she re-
f&‘:’ed her first paycheck. It was so miserably low, she couldn’t
ig It;:;rteyesé And thus did she learn, painﬁ;lﬂly; wi;ar; yIcl).lu
00: re accepting a job, always ask about salary. In-

deed, ask and ”L',\'l'z{?-':‘c. 7 S’ } y
IF's the "iégotiate that throws fear into our hearts. We feel ill-
mpkimd to do this. But, it's not all that difficult. While whole
e, be (and have been) written on this subject, there are

2lly just six secrets to keep in mind.
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The First Secret
of Salary Negotiation:

Never Discuss Salary Until the End
of the Interviewing Process
When They Have Definitely Said
They Want You

m”‘f end of the interviewing process” is difficult to define. Its
pomnt at which the employer says, or thinks, “We’ve got to
et this person!” That may be at the end of the first (and there
fm-.e the last) interview; or it may be at the end of a whole series
of interviews, often with different people within the same com-
Pany or organization, But assuming things are going favorably
e you, Wheﬂxeg- after the first, or second, or third, or fourth in-
::vw. if you like them and they increasingly like you, a ]ob of-
Wbemem and only then, it is time to deal with ﬂ‘f
g}dsm 2 IS inevitably on any employer’s mind: how michs
" PETSOR 20ing to cost me? And the question that is on your
rind: how much does this jop pey7
like ﬂm“’y‘" faises the salary question earlier, in some form
have three Kind of salary are you looking for?”, you should
TSSPONSes at your fingertips, -
eoponse 41: If the employer seems like a kindly man of
ww“fmmrbeﬂﬂldmostmcﬁleply might be: “Until you've
could - Y Want me, and I've decided I deﬁ_nlte')'
nhryismm' w“i‘ your tasks here, | feel any discussion of
ure.” That i work, in most cases.

o know what salary you are look-
your second response: “I'll gladly
you first help me to understand what
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Response #3: That is a good response, in most cases. But what
ifit doesn’t work? The employer with rising voice says, “Come,
‘ome, don’t play games with me. I want to know what salary
you're looking for.” You have response #3 prepared for this vty
eventuality. It’s an answer in terms of a range. For example, l m
looking for a salary in the range of $35,000 to $45,000 a year.

If the employer still won't let it go until later, then consider
what this means. Clearly, you are being interviewed by an em-
Ployer who has no range in mind. Their beginning figure is their
ending figure. No negotiation is possible.!

This happens, when it happens, because many employers are
making salary their major criterion for deciding who to hire,
and who not to hire, out of—say—nineteen possible candidates.

=

It's an old game, played with new determination by many em-
Ployers these days, called “among two equally qualified
@ndidates, the one who is willing to work for the lower
salary ins.

-“‘_‘-‘_‘-_"——-—___

b L

1- One 10b-hunter said his interviews always began with the salary q“':‘h;
ad no Matter what he answered, that ended the interview. Turned u.:l ¥
g"‘w& was doing all the interviewing over the phone. That was the prob-

£ he went face-to-face, salary was no longer the first thing discussed
0 the interyjery

Sdﬁ?”mmion 11



If you run into this situation, and you want that job badly
enough, you will have no choice but to capitulate. Ask what
salary they have in mind, and make your decision. (Of course
3;01}1i should always say, “I need a little time, to think about this.")
= :};\revgr, all the' foregqing is merely the worst-case scenarit
ter:i y, things don't go this way. Not by a long shot. In mostin-

ews, these days, the employer will be willing to save salary
Negotiation until they've finally decided they want you (and

iy ‘é:;-’igfd you want them). And at that point, salary wil

o e e
A -WHEH TO DISCUSS SALARY
Of until all of the following conditions have been fulfilled—

- : .
Not until they've 8otten to know you, at your best,

so they can see how
i You stand out above the other

® Not until yoy'
Kkl you've gotten to knogy them, as completely

as you can, so M
or when they 'g";nf:;el.‘eﬂ when they're being firm,

* Not ’
ey Until you've foung ot exactly what the job entails.

- mw »
j ”E'f'e!f e had a chance to find out how well you

Job-requirements

2

If you'd prefer this to be put in the form of a diagram, here it is:?

When to Negotiate Salary

Your
Bargainin
Positiong Best
A Time
We
got
you.
Too
Late

Why is it to your advantage to delay salary discussion? Be-
‘ause, if you really shine during the hiring-interview, they
May—at the end—mention a higher salary than they originally
had in mind, when the interview started—and this is particu-
larly the case when the interview has gone so well, that they’re

determined to obtain your services.

The Second Secret
of Salary Negotiation:
The Purpose of Salary
Negotiation Is to Uncover the
Most That an Employer Is
Willing to Pay to Get You

Salary negotiation would never happen if Joyer in
2 ppen if every employ

“ery hiring-interview were to mention, right from the start, the
figure they are willing to pay for that position. Some employ-

¥ do, as I mentioned before. And that's the end of any salary

Slary Negotiation 13
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negotiation. But, of course, most employers don’t. Hoping
they'll be able to getyou for less, they start lower than they're uk
timately willing to g0. This creates @ range. And that range §
what salary negotiation is all about. '
For example, if the employer wants to hire somebody for n0
rore than $12 an hour, they may start the bidding at $8 an hour
Which case, their range runs between $8 and $12 an hour. Orif
hz:;n;t Egay I;IU more than $20 an hour, they may Sti:‘:{i;
a H -
$16 and $20 a7, hl:)uﬁur. In which case their range runs bel
h!vmy do you want to negotiate? Because, if a rzmge!"5 thus
salary th;tymx have every right to try to discover the highest
The elglpl(fyer 1S willing to pay within that range.
is to bxlinmp hzer S goal, is to save money, if possible. Your
Idg the?;to your family, your partner, or your _‘3“:;
doing. No;:hm tsalary that you can, for the work you will ;
8's wrong with the goals of either of you. But!

mean that, v ¥
ation is proper, angim ﬂ‘e:dmployer starts lower, salary negot

oD 1IN0, KNG Featunes Byrcicate

Liwecl bry wiiecial pormrimmson

L

tioest

"WHILE YOU'RE WA(TING FOR YOUR SH(P TO COME IN, WHY
UON'T YOU DO BomME MAINTENANCE WORK ON THE PIER 2"

The Third Secret
of Salary Negotiation:

During the Salary Discussion,
Try Never to Be the First One to Mention a
Salary Figure

Where salary negotiation has been kept offstage for much
of the interview process, when it finally does come onstage
You want the employer to be the first one to mention a figure, if
You can,

Nobody knows why, but it has been observed over the
Years—where the goals are opposite, as in this case, you are try-
"8 t0 get the employer to pay the most that they can, -:md the
Mployer is trying to pay the least that they can—in this back-
and-forth negotiation, whoever mentions a salary figure first, gener-
ally loses. You can speculate from now until the cows come
home, 35 to why this is; all we know is that it is. ;

. XPerienced employer/interviewers often don’t know this
Quirky rule, Byt experienced ones are very aware of it; that's
why they will always toss the ball to you, with some innocent-

Sdlary N €gotiation 1ns



—lagie

ing for>” &m crehas: “What kind of salary are you 100k
inki g l':Io nd of them to ask me what I want—you a@?
They are hoping - "0 Kindness has nothing to do with &
You will be th S use
e first to mention a figure, bec

“Xpetiential truth: that whoever mentions !

p »iﬁf{f-’;emﬂy loses salary negotiation, at the last.
""meyourpart €Y ask you to name a figure, the counter
should be: “Well, you created this position, ®

You m
hWi:ﬂ have some figure in mind, and I’d be interested
gwhatthatﬁgure s , an

e
Chapter S0

The Fourth Secret
of Salary Negotiation:

Before You Go to the Interview,

Do Some Careful Research on

Typical Salaries for Your Field
and/or that Organization

As I said earlier, salary negotiation is possible anytime the em-
ployer does not open their discussion of salary by naming the top
figure they have in mind, but starts instead with a lower figure.

Okay, so here is our $64,000 question: how do you tell whether
the figure the employer first offers you is only their starting bid,
oris their final final offer? The answer is: by doing some research
on the field and that organization, first.

_ O, come on! 1 can hear you say. Isn't this all more trouble than
s worth? No, not if you're determined.

If you're determined, this is one step you don’t want to over-
look. Trust me, salary research pays off handsomely.

Let's say it takes you from one to three days to run down this
sort of information on the three or four organizations that inter-
®st you the most. And let us say that because you've done this
fesearch, when you finally go in for the hiring-interview you are
able to ask for and obtain a salary that is $4,000 a year higher in
fange, than you would otherwise have gotten. In just the next
three years, you will be earning $12,000 extra, because of your
salary research. Not bad pay, for one to three days” work! And it can

even more. I know many job-hunters and career-changers to
"‘"hﬂm this has ha ppened. Thus you can see that there is a finan-
s l penalty exacted from those who are too lazy, or in too much
o' a hurry, to go gather this information. In plainer language:

¥ ou don’t do this research, it'll cost ya!

Sm’y Negotiation n7



Okay then, how do you do this research? There are two ways

to go: on the Internet, and off the Internet. Let's look at each,
in turn:

SALARY RESEARCH ON THE INTERNET

If you have access to the Internet, and you want to research
salaries ff’r particular geographical regions, positions, occupe-
fions, or industries, here are some free sites that may give you
Just what you're looking for:

:alThe Bure:au of Labor Statistics’ survey of salaries in individ
occupations, The Occupational Outlook Handbook 2006-2007
Www.bls .gov/oco
:HIT?\E Bu;eiau ;’f Labor Statistics’ survey of salaries in individ
ustries (it’s a companion piece to The Occupational O
look Handbook 2005-2007).p 4 3
2 :Hltfi't //stats.bls +gov/oco/cg/cgindex.htm
"gh Fm‘mg Workers Who Don’t Have a Bachelor’s D&
E;e;"eby Matthew Mariani, appearing first in the Fall 199915
know Occupational Outlook Quarter! y. For those who want®
to earn q lof without having to go to college first

http:
tP- flstats.bls . gov/npub/c.oq; 19 99!’
fall/artoz.pdf

g
m;:'he mﬂ‘;ltdztmc;:[eﬂ: Bs:lary-Speci.ﬁc sites, and one of the lﬂl‘;ﬁ
. ts of salary reviews on the Web; run

5“;’:: Ellen Mort), i

>. Thep 24 3“{"_“-‘“-01-'9&0«:1 /salary/index.cfm

online Most visited of 4] the salary-specific job-sites, with fify
that use their “Salary Wizard,” such as AoLand

i ¥Wv.salary. com
Salary E");rutn[e.:d a salary expert, it makes sense to go 10
“Salary Report” fts of stuff on the subject here, including 2
level, anq &peri:hundmds of job titles, varying by are2
"‘e"hﬂmdearher <¢. Also has one of the salary calculato®
'“.‘ '.l.-l‘y.expart -Com
¥Ou can ahaby': these free Sites don't give you what you wasls
P for the info, and hopefully get more-p”
s

Cluplﬂsm

LE%' : ‘:5'-'_' L,

date surveys. Salary Source (www.salarysource.com) offers
up-to-date salary information services starting at $19.95.

If you “strike out” on all the above sites, then you're going to
have to get a little more clever, and work a little harder, and
pound the pavements, as I describe below.

SALARY RESEARCH OFF THE INTERNET

Off the Internet, how do you go about doing salary research?
Well, there’s a simple rule: generally speaking, abandon books,
and go talk to people. Use books and libraries only as a second,
or last, resort. (Their information is often just way too outdated.)

You can get much more complete and up-to-date information
from people who are in the same job at another company or organ-
zation. Or, people at the nearby university or college who train
such people, whatever that department may be. Teachers and
professors will usually know what their graduates are making.

Now, exactly how do you go about getting this information,
by talking to people? Let’s look at some concrete examples:

First Example: Working at your first entry-level job, say at a
fast-food place.

You may not need to do any salary research. They pay .what
ﬂ:ley Pay. You can walk in, ask for a job application, and inter-
View with the manager. He or she will usually tell you the pay,
outright. It's usually inflexible. But at least you'll find that it’s
fasy to discover what the pay is. (Incidentally, filling out an
application, or having an interview there, doesn’t commit you
'0 take the job—but you probably already know that. You can
Aways decline an offer from any place. That's what makes this
APproach harmless.)

.-‘--_--_-___'—-——
Second Example: Working at a place where you can't dlS“J

cover what the pay is, say at a construction company.

Salary Negotiation Lk



K tha_l construction company where you would hope to geta
job is ‘dlfﬁcult to research, go visit a different construction com
pany n the same town—one that isn’t of much interest to you—
and ask w.hat they make there. Or, if you don’t know who totalk
to there, fill out one of their applications, and talk to the hiring
fuetrsfen about whatkinds of jobs they have (or might have in te
g ), at which time Prospective wages is a legitimate subject
rmndlsmss't ) lglr::; Then, having done this research on a place ou
g ]re 4 ut, g0 back to the place that really interests jou
wPP Y- You :%hll don’t know exactly what they pay, but youdo
what their competitor pays—which will usually be clo

Third Example: Wor

% king in a one-person office, say 4 ¢

et

ingH;::ﬂ:;l fi;n i find useful salary information by pens
Most of thep danted ads in the local paper for a week or tWo.
few may, AI: S probably won't mention a salary figure, but?
fEri.ng is, and ov::lglatthose t#at do, note what the lowest salary o
reasons for the g fhe highest is, and see if the ad reveals som

about salaries, wi ce. It's interesting how much you @
Secretary » With this approach. T know, because w2

m . ;
ing the earghy + ONCe upon a time (dinosaurs were still 102

gl IR

i!

I '
| 1 et e
—-—_.L‘L___I;I_H‘_l" '5:‘”- |
o T

it
‘.Ilii':" .
T

a

Another way to do salary research is to find a Temporary Work
Agency that places secretaries, and let yourself be farmed out to
various offices: the more, the merrier. It's relatively easy to do
salary research when you’re inside the place. (Study what that
place pays the agency, not what the agency then pays you.) If it’s
an office where the other workers like you, you'll be able to ask
questions about a lot of things, including salary. It's like summer-
time, where the research is easy.

The Fifth Secret
of Salary Negotiation:

Define a Range That the
Employer Has in Mind, and
Then Define an Interrelated

Range for Yourself

THE EMPLOYER’S RANGE

Before you finish your research, before you go into that or-
8anization for your final interview, you want more than just
one figure. You want a range: what's the least the employer may
be willing to offer you, and what's the most the employer may be
willing to offer you. In any organization which has more than
five employees, that range is relatively easy to figure out. It will

less than what the person who would be above you makes, and
more than what the person who would be below you makes.

Iﬁ__\_-_-__‘_—\—__

‘ If the Person And the Person

' Who Would Who Would

' Be Be The Range
Below You Above You for Your Job

I Iwﬂkt’s Makes Would Be

| 845000 $55,000 $47,000-$53,000

| 530,000 $35,500 $31,500-$33,500

| $15,240 $18,000 $16,500-517,200

-H-_‘-“-_‘-_‘-—u—_._

Salary Negotiation 2



One teensy-tiny little problem: 0w do you find out the salary
of those who would be above and below you? Well, first you
have to find out their names or the names of their positions. Ifitis
a small organization you are going after—one with twenty or
fewer employees—finding this information out should be did

soup. Any employee who works there is likely to know thear |

SWEI, and you can usually get in touch with one of those e

Ployees, or even an ex-employee, through your own personal |

mﬂhm: Since up to two-thirds of all new jobs are created by
E:ml thatsize, that's the size organization you are likely®
if e

to mifrouf ar?r OIng after a larger organization, then you fall bac
(family, frj hfe‘!’msen’er, namely, every contact you hae
might iuwe;ld’ relative, business, or church acquaintance) who
seek. In Otherﬁle company, and therefore, the information you
Wc.n-ds, you are looking for Someone Who Knows

Who either is working, or has worked, at the partict-

]afphoe or y
8et this informat; Test you, and who therefore

on for you.

If you absolutely run into a blank wall on a particular or-
ganization (everyone who works there is pledged to secrecy,
and they have shipped all their ex-employees to Siberia), then
seck out information on their nearest competitor in the same geo-
graphic area. For example, let us say you were researching Bank
X,and they were proving to be inscrutable about what they pay
their managers. You would then try Bank Y as your research
base, to see if the information were easier to come by, there. And
ifit were, you would then assume the two were similar in their
pay scales, and that what you learned about Bank Y was appli-
cable also to Bank X.

Also experts say that in researching salaries, you should take
note of the fact that most governmental agencies have civil ser-
vice positions matching those in private industry, and their job
descriptions and pay ranges are available to the public. Go to
the nearest city, county, regional, state, or federal civil service of-
fice, find the job description nearest what you are seeking in pri-
vate industry, and then ask for the starting salary.

YOUR OWN RANGE

Once you've made a guess at what the employer’s range
might be, for the job you have in mind, you then define your own
fange accordingly. Let me give an example. Suppose you guess
that the employer's range is one of those stated in the chart on
Page 121, $16,500 to $17,200. Accordingly, you now invent an
“asking” range for yourself, where your minimum “hooks in”
Just below that employer’s maximum.

$18,000
Hence, Your
Range Gets
$17,200 Stated As
The EmplOYer's "711’,““0
Range Is
$16,500
L NEthiarim o5



And so, when the employer has stated a figure (probably
around his or her lowest—i.e., $16,500), you will be ready to re-
spond something like: “I understand of course the constraints
under which all organizations are operating, considering the
present economy, but I believe my productivity is such that it
would justify a salary”—and here you mention a range whose bottom
hooks in just below the top of their range, and goes up from there, ac-
cordingly, as shown on the diagram above—" in the range of $17,000
to $18,000.”

It will help a lot if during this discussion, you are prepared o
show in what ways you will make money or in what ways you
wfill save money for that organization, such as will justify the
hlgl?er salary you are seeking. Hopefully, this will succeed in
getting you the salary you want.

Daniel Porot, the job-expert in Europe, suggests that if you
and an employer really hit it off, and you're dying to work there,
but they cannot afford the salary you need, consider offering
them part of your time. If you need, and believe you deserve, 5y
525-.’.&)0, but they can on ly'afford $15,000, you rn:ight consider of-
fering them three days a week of your time for that $15000
(15/25 = 3/5). This leaves you free to take work elsewhere dur
g tj‘"3'5"E.crther two days. You will of course produce so much
work during those three da ys per week, that they will be ecstatic
that they got you for even those three days.

The Sixth Secret
of Salary Negotiation:

Know How to Bring the
Salary Negotiation to a Close;
Don’t Leave It “Just Hanging”

Your salary negotiation with this particular employer is not
finished until you’ve addressed the issue of so-called fringe ben
efits. “Fringes” such as life insurance, health benefits or health
plans, vacation or holiday plans, and retirement programs typi-
cally add anywhere from 15 to 28 percent to many workers’ sal-
aries. That is to say, if an employee receives $3000 salary per
month, the fringe benefits are worth another $450 to $840 per
month.

If your job is at a high level, benefits may include but not be
%imited to: health, life, dental, disability, malpractice insurance;
insurance for dependents; sick leave; vacation; personal leave/
Personal days; educational leave; educational cost reimburse-
Ment for coursework related to the job; maternity and/or parental
leave; health leave to care for dependents; bonus system or profit
sharing; stock options; expense accounts for entertaining clients;
dues to professional associations; travel reimbursement; fee-
sharing arrangements for clients that the employee generates;
“Banizational memberships; parking; automobile allowance; re-

ation costs; sabbaticals; professional conference costs; time for
9mmunity service; flextime work schedules; and fitness center
Memberships,

You should therefore, before you walk into the interview,
W what benefits are particularly important to you, then at
end of salary negotiation remember to ask what beneﬁtﬁ_are

b fr‘*d"-and negotiate if necessary for the benefits you.partlcu-

"¥ care about. Thinking this out ahead of time, of course,

Makes your negotiating easier, by far.
?0" also want to achieve some understanding about what
Policy is about future raises. You can prepare the grou.r}d at
end of salary negotiation, by saying: “If I accomplish this job to
" Satisfaction, as [ fully expect to—and more—when could I expect
" line for q raise?”

You

¥ Negotiation 125



Finally, you want to get all of this summarized, in writing AF
Ways request a letter of agreement—or employment contract—
t?‘at they give to you. If you can’t get it in writing, now’s a good
time to start wondering why. The Road to Hell is paved withoral
promises that w'ent unwritten, and—later—unfulfilled.
duxnan{h?};ie?ht:ve's unfortunately “forget” what they told you
thingg g-interview, or even deny they ever said sucha
m\dms](:cemny executives leave the company for another position
unwgﬂen’ and their successor or the top boss may disown any

Promises: “I don’t know what caused them to say that

?&g‘fﬂgﬁw’y exceeded their authority, and of course we o't

;-ﬂ" 75

Conclusion:
The Greatest Secret

All of this, of course, presumes that your interview, and
salary negotiation, goes well. There are times, however, when it
looks like it’s going well, and then all of a sudden and without
warning it comes totally unraveled. You're hired, told to report
next Monday, and then get a phone call on Friday telling you
that all hiring has been put, mysteriously, “on hold.” You're
therefore back out “on the pavements.” Having seen this happen
so many times, over the years, I remind you of the truth through-
out this book: successful job-hunters and career-changers always
have alternatives.

Alternative ideas of what they could do with their life.

Alternative ways of describing what they want to do
right now.

Alternative ways of going about the job-hunt (not just
the Internet, not just resumes, agencies, and ads).

Alternative job prospects.

Alternative “target” organizations that they go after.
Alternative ways of approaching employers.

And 50 on, and so forth.

What all this means for you, the seeker of secrets, is: be sure
Youare Pursuing more than just one employer, right up until af-
F you start your new job. That organization, that office, that
8toup, that church, that factory, that government agency, that
Yolunteer organization that you've targeted may be the ideal
?’“CCWheze you would like to work. But no matter how appetiz-
Ing this first choice looks to you, no matter how much it makes
Your mouth water at the thought of working there, you are com-
"ting job-hunting suicide if you don’t have some alternative
Bu m mind. Sure, maybe you'll get that dream-come-true.
t~big question—what are your plans if you don’t? You've got
0 have other plans now—not when that first target runs out of
mm months from now. You must go after more than one or-

tion. I recommend five “targets,” at least.

sﬂ""“’xﬂ!ﬁﬁm 27



TARGET sSmaLL ORGANIZATIONS

:ﬁ:ﬁ dl ?Y‘S:lf looking _fUr a job tomorrow, this is what
what iy e had figured out, using pages 206 o245
list l’thyl eal job looked like, and after I had collected 2
o' those workplaces that have such jobs, in my chosen
8eﬂgrap:;ct;1 al'ea,hll CWhOUJd then circle the names and ad-
e ich are small organizations (personally
Ee‘;ﬁtlmmfmd my first draft to those with hvegtey-ﬁve or
Flive 4 gﬁhﬂd ﬂ'fen go after them, in the manner
dot-com downt, 11 previous chapters. However, as the
small orpani ﬁm: of April 2000 and following taught us,
o 4’3‘“& b"za!_ﬂ : £0s ;an sometimes be fraught with danger
ticularly for spatl - C1Ack hole death), T would look par
growing. And if Organizations that are established or
Ployees” eventuauorgnj'mftm"s S0ith Lwenty five or il B
then T would bmazir didn’t turn up enough leads for me,
or fewer employees o my search to “organizations with fifty
ing—to ~ i 4 and _fmaﬂy—-if that turned up noth-
8anizations with 100 or fewer employees.” But |

Would start small. Very smaj).

Remember,

gree. But with ;"mmmg always involves luck, to some de-

e bit of luck, and a lot of hard work, plusde-
WOrk for you, even oo - LONS about how to get hired should
of thousands b&oma;c:ey have worked for so many hundreds
joboh those who have gone before you, such as this

which I cloge: o~ Who wrote me this heartfelt letter, with

“Before 1 reaq
oo Wmi':issboo,,o?' I was depressed and lost in the futile jo
myaﬂm‘i. Over g ty. L did not receive even oe phone call from
ey Iotal of four months. 1 felt that I was the most

SHier, @ formey am female, with g tp0-and-a-half-year-od

lin the L, We came hmgm China, with no working experience i
here, Seven

months ago because my

Chapter Sevet

“Then, on June 11th of last year, I saw your book in a local book-
store. Subsequently, I spent three weeks, ten hours a day except Sun-
day, reading every single word of your book and doing all of the flower
petals in the Flower Exercise. After getting to know myself much bet-
ter, 1 felt 1 was ready to try the job-hunt again. I used Parachute
throughout as my guide, from the very beginning to the very end,
namely, salary negotiation.

“In just two weeks I secured (you guessed it) two job offers, one of
which I am taking, as it is an excellent job, with very good pay. It is
(you guessed it again) a small company, with twenty or so employees.
Itis also a career-change: 1 was a professor of English; now I am to be
acontroller!

“lam so glad I believed your advice: there are jobs out there, and
there are two types of employers out there, and truly there are!

“Thope you will be happy to hear my story.”
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The Job-Hunter’s Alternatives The Employer’s Alternatives
In order of preference In order of preference
When looking for someone When looking for someone
1. Resumes 1, Inside the Company
Using a resume to get invited in, “Hiring or promoting from within"—
for an interview inside their company, either a
present employee or a temp worker,
or short-term contract worker, or vol-
unteer, who is already working there
2. Ads 2. Colleagues
mermg an ad in a newspaper, Asking colleagues about employees,
or a posting on the Internet past or present, where those
colleagues work
3. Agencies 3. Referrals

Using an agency—private (executive
search firms, college placement offices,
m‘—’orpubﬁc,ﬁml.staw,&?c

they might know of, at other
workplaces

Asking colleagues about employees

local employment agencies, to find
a vacancy
4. Cﬂlleagues S Do Inx wi
s ; - . Drop-Ins with Proof
:Shl:;neg friends about job vacancies | Inan interview, initiated by the
they work job-hunter, asking for proof of what
the job-hunter can do
! 3. Referrals 5. Contacts
they‘ mkumag hmhww‘dsa:fmt job vacancies Using a friend or business colleague
Workplzes +atother for a direct introduction to prospec-
tive employees
6. Contacts :
Usi friend or busi 6. Agencies
o ek e e S agency—private (excculic
employers (specifically, the search firms, college placement offices,
who-has-ﬂm&pmve-tzlﬁ:e-mn- efc.) or public, federal, state, or local
fDr-&le-pb.yO“_wmt) you- ?acgi‘ocyymmt agencies, to list a
7. Drop-Ins with Proof ——
In an interview, initi 7.Ads
job-hunter, mga - b}:}ftl::ha Placing an ad in a newspaper, or
that job-hunter can dpom t Posting it on the Internet
ow Ilhl:l:i‘: &'mpae Comnypany 8, Resumes
a N
worker, . mmcats V:Dtl?:elr Reading resumes, in order to decide
volunteer, or whatever, and hoping. | ° '@ MVite in, for an interview
?ql-lﬂ;;”dl eventually be "hmm
wi X because you mﬂhtady
w“hng ﬂ'me
22

Chapter One

R

I

“Two Different Worlds,
We Live in Two Different Worids . . .

The job-hunt is a strange world. Two different worlds, in fact—
that of the employer, and that of the job-hunter. To illustrate:

You want it to be a hiring game; but the employer regards it
as an elimination game—until the very last phase.

You want the employer to at least acknowledge receipt of
your resume; but the employer feels too inundated and under-
staffed to find time to do that.

You want your resume to be all that gets weighed; but the em-
ployer studies your whole job-hunting behavior to get clues as
to what kind of employee you would be.

You want the employer to be taking initiative toward you; but
the employer prefers that it be you who takes the initiative. For
example, some employers have time to go looking for your re-
sume on the Internet when they have a vacancy, but most don't.
If you haven’t posted your resume right on their site, where they
can find it with a minimum expenditure of energy, you're dead.

You want the employer to tell you all about their organization
during the upcoming hoped-for interview; but the employer
wants you to do an impressive amount of research on them be-

fore you ever come in for an interview. They expect you to know
what the organization does, what its product or services are, its
history, its challenges (or the whole industry's challenges), etc.

Final Notes on How Employers Hunt
for Job-Hunters

The way employers absolutely prefer that you approach them
is through a mutual friend. This is called “through contacts” or
“through networking.” They want someone to vouch for you,
before they decide to give you some of their precious time.

Next preferred method: they want to get some impression of
you, most likely through your resume or (if you have one—
artists do) your portfolio.

If you're going to work for someone else, as nine out of every
ten job-hunters intend, then you need to pay large attention to
this chapter, and how employers go hunting. You need to use
contacts and networking. Because employers are the ones who,
in this case, determine the rules of the game.
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