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Preface


Seventy phone calls a day. If your phone is already permanently fixed to your ear, this may be the industry for you.

Executive recruiters typically spend at least four solid hours on the phone; some people will be willing to talk to you, and many won’t. But it takes just a few cases where the match is made that can get a recruiter addicted to what they do and absolutely love doing it.

Does it sound like that could be you? It takes a certain personality type to survive in the recruiting world: extroverted, tenacious, and thick-skinned. You must love yakking on the phone, never bat an eye at making cold calls, and welcome rejection as part of the job. You also need to be attentive to detail, patient, and good at negotiating a deal. The business is people-based so if you have the people skills, you have picked up the right book.

Maybe you are checking out this book after hearing about the growth in the industry and you want to get into it yourself for the first time. Or maybe you’re currently working in the industry and you want to start a business with your own clients.

If this describes you, read on. Executive recruiting can be quite rewarding and lucrative, with salaries as high as six or even seven figures. It’s also very competitive: Three-quarters of recruiting firms fail within the first few years.

Read this book carefully and be honest with yourself about your abilities—then you’ll be a good judge of whether starting a recruiting business will be a good investment of your time. And if you decide it is, this book will help you become one of the success stories. We will give you an overview of the business and provide resources in the Appendix to do your specialized research. It takes a lot of research to start up a business, but with this book, you will have a roadmap.

In the following pages you’ll learn about the experience and training you need before you can start your own business. Taking a job with a recruiting firm or purchasing a franchise that offers training is usually the best way to go.

When you’re ready, this book will help you hang out a shingle, including choosing a specialty, finding clients, developing contacts, and building a reputation. You’ll discover the different ways recruiters work—on contingency or retained by a client—and find which approach may work best for you. You’ll also learn what recruiters charge for their services, when they bill, and how to draw up a contract.

This book will walk you through the steps of recruiting candidates for a position, from gathering resumes, interviewing, and making background checks to presenting the top candidates to your client.

You’ll learn how to weather a recession, how to maintain good relations with your clients, and how to keep up with the news in your specialty.

Because your business may grow enough that you may need help finding candidates for jobs, this book covers hiring, managing, and training employees. It also discusses when it helps to have recruiters working for you and when it makes more sense to go it alone.

Finally, you’ll learn how to evaluate your performance to find your weak areas and become a more effective, and better paid, recruiter.

As comprehensive as this book is, it can’t tell you everything you need to know to start up a recruiting business. A lot depends on your connections, your chosen specialty,  your location, and the state of the economy. There are so many facets to this business that you will need to do additional targeted research into your specialty. This book will help point you in the right direction. An appendix full of resources—including consultants, associations, newsletters, and books—will help you find answers to your questions.

Starting up a recruiting business is a big commitment of time and energy. You want to weigh your decisions as carefully as possible, consider all the options, and be aware of potential downfalls. This book will help you do just that.
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Recruiting Realities


A good analogy when looking at this industry might be that when employees change jobs they become professionally single and are looking to get back into the employment dating scene. The search begins and so can the excitement of finding the perfect match. The arrangement needs to work for both parties.

Given how frequently employees change jobs, it should come as no surprise that executive recruiters, also commonly known as headhunters, are rapidly increasing in numbers. The more people change jobs, the more work there is for recruiters, and the more matches to be made. Unfortunately, this business is also terribly competitive for that reason.

In this chapter we’ll give you an idea of what the executive recruiting business is all about. We’ll start with an overview of the industry, including how much money a recruiter can hope to make and what the competition is like. We’ll also look back at how this business got started and take a peek into the future.




Recruiting 101 

In a nutshell, a recruiter is someone who is hired by a company to find people qualified to fill a job opening—candidates. Often, companies hire recruiters only after they’ve tried to fill the positions themselves. Recruiters usually work on a project-byproject basis. The client company pays the recruiter a percentage—between 20 and 35 percent—of the annual salary of the candidate who accepts the position. While the recruiter finds and screens candidates for the job, the client company makes the final decision on which person to hire.

Recruiting is an unregulated business, so industry statistics are difficult to come by, but Paul Hawkinson, publisher of The Fordyce Letter, puts recruiting at a $10 billion—and growing—industry. There are about 5,000 recruiting firms in the United States, he says. A few very large firms dominate the industry, but most are very small: The average-size recruiting company has between two and three people.

One common assumption about the industry is that it’s just a matching business between employer and potential employee. Being a recruiter isn’t as much about finding candidates as much as it’s a sales job. You have to sell yourself to the client to get the job assignment before you can go looking for candidates. “This is a sales job, no matter how you cut it,” says Hawkinson.

Actually, there are three separate sales that need to be made before you earn any money as a recruiter. First, you need to sell the company on your ability to fill the open position, then sell the candidates on interviewing for the opening, and finally, sell the company on the candidates that you present. There are numerous recruiters are out there competing for these jobs and candidates, which is why   many experts estimate the dropout rate within the first year is between 80 and 90 percent.
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Bright Idea

Paul Hawkinson, editor of The Fordyce Letter, has written an excellent article titled, “So You Want to Be an Executive Recruiter,” which is available online. Visit www.fordyceletter.com to order this article. Click on the Special Reports link.






Contingency vs. Retained 

Recruiters generally work in one of two ways: contingency or retained. If a recruiter works on contingency, it means they take an assignment on spec—a client asks them to fill an open position, but will pay them only if they find the candidate who eventually accepts the job. For recruiters who work on retainer, the client pays the recruiter before they start the search. A retained recruiter pretty much has to guarantee that he or she will fill the client’s position. Between two-thirds and three-quarters of the recruiters in the United States work on contingency. The rest are retained or a combination of retained and contingency.

Working on retainer is generally viewed as the more prestigious billing method, and client companies generally retain recruiters for filling those positions at the top of the corporate ladder. Contingency recruiting is the domain of new recruiters and those who place lower-level employees.

“The retained recruiters are considered the silk slipper people of the industry,” says Paul Hawkinson, editor and publisher of The Fordyce Letter, a newsletter for recruiters, “to the extent that they generally work these higher-level openings, and they’re dealing with CEOs and presidents and CFOs.”

A contingency job means you don’t get a dime until you place a candidate with a client. With contingency jobs, you will often be competing with other recruiters trying to fill the same position. Because contingency recruiters fill only a fraction of the positions they’re trying to fill, they will work on as many as 30 or 40 jobs at a time.

A retained assignment means the client pays you up front to start a search, usually in installments. With retainer jobs, also known as exclusives, you will be the only recruiter. Unlike contingency recruiters, retained recruiters work on just a few jobs at a time.

Some clients like to hire on a retained basis. Because the recruiter is paid up front, the client knows that the recruiter is less concerned with simply filling the position (so he or she will get paid) than with finding appropriate candidates. Also, because retained recruiters work on fewer assignments at a time, they can focus more of their efforts on each assignment, conducting more extensive background and reference checks than contingency recruiters.

Other clients prefer to use a contingency approach. This strategy lets them use several recruiters, who will bring in more candidates for the position than one recruiter will. Or the company may be doing its own recruiting, and if it succeeds in  hiring someone, it won’t have to pay a recruiter. Also, a company may want to use a contingency approach to try out a new recruiter.

While some clients always prefer to go with big name recruiting companies, many others use smaller firms because of the usual advantages small businesses offer—more personal service and often a lower price. Also, the big firms generally use the retained payment struc ture, so clients who want contingency recruiters will use smaller firms.
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Quick Quote

Entrepreneur Mark M. estimates that “Approximately 90 percent of executive recruiting companies are boutique firms.”



Recruiters tend to specialize in one industry, such as electrical engineering, finance, or law enforcement. Doing so allows them to understand one industry and the players in that industry thoroughly.




Why Use a Recruiter? 

Recruiting is essentially a consulting business. A company doesn’t have to hire a recruiter, just as it doesn’t have to hire a management consultant; but a recruiter, like a consultant, can save the company time and money.

Executive recruiting entrepreneur Jeff H. of Chesterfield, Missouri, now runs his own executive recruiting group and also leads a few industry associations. “As a [former] foodservice executive, I never wanted to spend money with a recruiter, but we all want the best talent. Smart hires make us money and the better the talent, the more money we can put on the bottom line. With this in mind, recruiting fees are reasonably insignificant in the scope of a management employee’s term of employment. A good manager can make a company hundreds of thousands of dollars and as we all know, a bad manager can cost you that or more in a short period of time.”

Recruiters take over the job many managers don’t have time for—finding and screening candidates for a job. But more important, recruiters can find candidates quickly. They usually know so many people in their area of expertise that they can pick up the phone, ask who might be interested, and within a week or so get a list of names.

Recruiters also find quality candidates—again, they have so many contacts they’ll hear about the bad seeds that might interview well but have performance shortfalls. Conversely, they can refer candidates who don’t sell themselves well but make exceptional employees.

Jeff H. explains that “Roughly 5 percent of the workforce consists of unemployed workers who are actively looking for jobs, networking, answering ads, etc. You don’t necessarily need recruiters to find these candidates. Some 35 percent of the workforce is not happy with their current employment for various reasons, from nonperformance  pressure, company instability, career ceiling, etc. You don’t necessarily need recruiters to find these candidates because they are also actively networking, answering ads, and using recruiters.”
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Fun Fact

In case you are doing some research yourself, executive search fits under the category of “management consulting” in the U.S. Government’s Standard Industrial Classification (SIC) codes.



He continues, “But, what most people seem to forget is that roughly 60 percent of the workforce is happy with their current position, earning bonuses, being promoted, and very well thought of by their companies. These people are not networking, answering ads, or even considering leaving their current employer. These are the best candidates, and you will only find them with the assistance of a qualified professional recruiter.”

Recruiters provide an unbiased assessment of the candidates for the job. A manager’s opinion is often colored by the fact that a candidate attended the same school or enjoys the same hobbies, causing him or her to overlook the fact that the candidate has never managed a staff or made a sale.

Besides providing qualified candidates quickly, a recruiter can help a company throughout the hiring process. A recruiter can advise what salary the company can expect to pay its hires, how to better interview candidates, and how to negotiate hiring conditions. In short, a recruiter can act as a hiring consultant to companies.

Jeff H. says that, “The best recruiters can actually save a company money, by managing the process efficiently. Too often companies hire reduced-fee contingency recruiters who send them 15 or 20 resumes, of which the company interviews five candidates and many times hire none. A good recruiter will provide three or four candidates. You can pick the one or two best and hire one, saving substantial dollars in travel and other related interview costs, not to mention time. The rate of the fee is by no means a company’s true cost.”




It’s a Dog-Eat-Dog Business 

One reason so many people try to get into recruiting is that the business can be exceptionally lucrative. Some recruiting entrepreneurs make as much as $3 to $4 million a year. Before your eyes drop out of their sockets, be aware that these people are very much the exception. The average recruiter makes between $100,000 and $125,000 a year. Not a bad salary, certainly, but keep in mind that there are also many who make $30,000 a year or less (it takes an awful lot of low earners to balance out those millionaires).

Another reason that people are attracted to the recruiting industry is that it requires no exams, no degrees, and very little money to get started. The industry is  unregulated, so literally anyone can give the business a shot. Other than being knowledgeable about a particular field and having contacts in that field, all you really need to do the job is a minimal amount of equipment—likely what you already have at home.

“There are no barriers to entry for the executive search business,” says Joseph Daniel McCool, editor of Executive Recruiter News, a newsletter for recruiters who work on a retained basis. “If someone wants to be successful in executive recruiting, they need only have a solid background in a particular industry, an incredible network of professional contacts, and people skills. Other than that, it’s just a telephone and some business cards.”

So we have a business that has the potential to make you a millionaire and that costs you almost nothing to get started. What does this mean? Competition—and lots of it. There are thousands of people out there with the same idea. They’re thinking “It’s nearly cost-free, it could net me a lot of money—why not give it a try?”

Paul Hawkinson, publisher of The Fordyce Letter says that being a recruiter takes a “high tolerance for rejection, and true grit.” Recruiters must make sales calls seeking assignments with client companies, while simultaneously finding candidates to fill the openings. They are paid either straight commissions or a periodic “draw,” an amount deducted from future revenues they’ll generate.

As a result, McCool estimates that 75 to 80 percent of recruiting firms fail within five years. Most recruiters who take a job with an existing firm also leave within two years.


Casting a Net


A recruiter’s job is all about networking and finding information, so it should come as no surprise that online accessibility has radically changed the way recruiters do their business in the past ten years. Recruiters can often find candidates by going to company web sites that compete with their client companies and checking out job listing sites, visiting newsgroups where people with certain skills hang out, and using search engines to locate names, organizations, and even zip codes. Prior to all this information being available online, they had to find what information they could by phone—a time-consuming and sometimes fruitless process.

Naturally, e-mails to and from clients and job candidates speeds up the process once the candidates are located, too. But recruiters warn that as convenient as working remotely is, they still need to do old-fashioned networking and phone calling. Nothing works like the personal touch.
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Stat Fact

The Association of Executive Search Consultants (AESC) reported a record year for executive search revenues with over a 17 percent increase from 2005 to 2006, showing a third consecutive year of industry growth. Check out their current reports at www.aesc.org.






Who Are the Players? 

Like with other industries, there are big players here too. We covered the difference between contingency and retained executive recruiters, and the biggest contingent recruiting company is Robert Half, which is also publicly-traded. They tend to do hiring for positions up to $100K.

The big retained executive recruiting companies are the ones that go for positions that pay $200K or higher. The top four players in this field are Heidrich & Struggles, Korn Ferry, Spencer Stuart, and Russel Reynolds. For your research, check out their web sites for industry and background information.

Now a lot of executive recruiting entrepreneurs are looking for a blend of contingency and retainer methods, which would be called “container” or “retingency” recruiting. This type is usually for positions between $75K–$150K. The deal is that the company pays one third upfront, another third when they present the candidates, and the last third when they are finally placed. This is a performance-based way to get in the door.

Each industry or position has their share of recruiting companies competing within it. Do your research to find your competition and check out their web sites. It’s important to see who the players are in your specialized arena.




How the Industry Began 

It’s a good bet that throughout history, whenever there were worker shortages, some form of recruiting helped fill the bill. But the first record of an employment service was in 14th century Germany. The first record in the United States was an employment exchange in Boston in 1848.

The first modern-style retained search firm was started in 1926 by Thorndike Deland, who concentrated on placing people in the retail industry. Larger consulting firms got into the act and started adding candidate searches to their consulting practices.
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Quick Quote

“Knowledge is power only if a man knows what facts not to bother about.”

—Robert Lynd, excerpted from The Fordyce Letter




There were many other placement agencies, but the approach was completely different from what it is now—job applicants, not employers, had to pay fees to get the firms to place them in positions. That changed in the late ’50s, with the advent of the defense and chemical processing industries, according to Hawkinson. These businesses had big government support, so they could pass costs onto the Feds.

“They needed a lot of people and they needed them quickly, and they couldn’t find them through ads, so they went to recruiters. The recruiters said ‘You need to pay a fee.’ That’s when companies got used to paying a fee for their services,” says Hawkinson.
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Stat Fact

According to the U.S. Bureau of Labor Statistics, the management consulting industry, which includes executive recruiting, is the third fastestgrowing industry based on the rate of change projected from 2004 to 2014.



Then other businesses found out that “recruiters are more effective than alternative methods, paying a fee is tax-deductible and a good investment, and most applicants are unwilling to pay a fee to find a job,” Hawkinson adds. The industry grew during the ’60s, but dipped during the ’70s, he says. “The ’70s weren’t bad, but the recessions came and went, and you lost a lot of practitioners during the down times. When the boom times came again, they got back into it.”

Those boom times were the ’90s, when some search firms went public and the media discovered them. “The 1990s were really the golden age of executive search,” says McCool. Worker shortages in the late ’90s and early ’00s caused many more businesses to turn to executive search, and more and more recruiters got into the business.




Looking at Industry Growth 

There’s no end in sight for boom times in recruiting. The industry has doubled every five years, and it continues to do so. More businesses, even smaller companies that typically don’t use recruiters, are turning to search firms to fill their open slots. They’re recognizing the value recruiters can offer them, and they’re willing to pay their fees.
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Stat Fact

The U.S. Bureau of Labor Statistics estimates that 78 million people are considered Baby Boomers. Given that Generation X includes only 49 million people, the future employment shortage is clear.



Whether the economy slows or not, executive search will become even more critical as baby boomers retire, McCool points out. Companies turn to recruiters not because they have money to burn, but because they’re having  trouble filling positions. “Corporations are going to be faced with some really monumental tasks, and search firms will be well-positioned to assist them,” McCool says.
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Fun Fact

Recruiters noticed a trend shift in 2006 that it became a candidate-driven market. Candidates sometimes had several offers and could be highly selective which caused the clients to reevaluate their compensation packages to capture quality candidates.



Entrepreneur Mark M. says that “The industry has a seven-year cycle between candidate and client-driven markets. The next several years will be candidate-driven because of the higher salaries that will be offered and the abundance of hiring companies. The need for recruiters will abound since employers will want employed managers who are not looking for a job.”

Mark M. says that everyone looking at getting into the industry is picking a great time. “Unemployment is at a five-year low, and the baby boomers are retiring—do the math. It is a fantastic time, the best ever to be a recruiter. The economy is growing and globalizing. We live in the ‘information age’ where workers need specialized skills. These folks will be more in demand than ever.”

He forecasts that, “The next five to six years are going to be the best for recruiters because of the retiring baby boomers which will open many senior management positions and the job orders will be abundant. It’s a booming economy and there will be a war for qualified talent.”

Now that you have a roadmap of the recruiting industry, we’re going to look at whether it’s the right business for you.
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What It Takes to Succeed


Now that we’ve filled you in on the basics of the industry, it’s time to see whether it’s the right one for you. Do you have the experience to start a recruiting business? Do you have the money? Most of all, do you have the right personality? It’s easy to get into the recruiting business, but it’s difficult to stick with it. An honest assessment of your skills and  capabilities will help you know if starting a recruiting business will be a good game plan for you.
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Quick Quote

“The ability to deal with people is as purchasable a commodity as sugar or coffee. And I pay more for that ability than for any other under the sun.”

—John Davison Rockefeller






Is It in You? 

Many experts have written about the characteristics necessary to be a great recruiter and most of them agree on the similarities they’ve seen in top billers. Check out the Self-Assessment Worksheet on page 14.
• Edgy and hungry. Although there are a lot of interpersonal soft skills that go into being a great recruiter, at their core, successful recruiters are edgy and will do what it takes to make a placement. They don’t let anyone else tred on their territory and are skeptical about a match until it happens. They are cautiously optimistic but always looking at their pipeline too. They are never satisfied with just making enough placements to fill a quota or only making a comfortable income. When they aren’t at their peak, they start getting irritable and refuse to be distracted.

• Flexible in the face of adversity. Each recruiter picks their own specialties, but it’s those who adapt to changes, overcome obstacles or rebounded from failure that tend to be resilient enough to adapt to the ebb and flow of the industry. This is character-specific and it can’t be taught.

• Savvy and keen. The successful ones tend to have a savvy way that comes from experience, not from education. They understand what it means to work to a goal instead of being handed an opportunity. This is a people business and it takes intuition and experience to get to the top.

• Applicable experience. Many experts say that you may not have been a recruiter before, but those who succeed came from a similar experience that may not look like a sales job but gave them the skills they needed. Not all sales jobs are the same and there are other jobs that teach more sales skills than a sales job would. Convincing someone to do anything or learn something that they may not have wanted to otherwise is more of a sale than working in retail.

• A history of tenacity. What’s your track record? Have you routinely overcome odds and achieved your goals even if you didn’t have an advantage? If in your  personal and professional experience you’ve overcome obstacles and consistently muscle through the learning curve, this may be a good fit for you. If you aren’t ready to put in the effort or are looking for a get-rich-quick job, this isn’t the industry for you.
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Quick Quote

Entrepreneur Mark M. says that “The best recruiters are control freaks.”





• Seeing green. If you aren’t sitting on a trust fund, need or want a large income, and are willing to do the hard work and training necessary to get it, you are running with the same pack as the other suc cessful recruiters out there. Those who are money and success-driven tend to have the hunger that’s needed to plow through those cold calls.
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Fun Fact

AESC, the Association of Executive Search Consultants did a recent poll asking recruiters what characteristics were most critical for success. The top responses were: communication skills, interpersonal skills, and integrity.





• Competitive and determined. Are we seeing a theme? If you’ve always been competitive, and the idea of another recruiter getting the job order that you want galls you, then you might be putting yourself in the right race. This industry has the capacity to make you rich, but you have to beat out the other recruiters to get those placements. Use the Personal Goals Worksheet on page 16.








A Taste for Recruiting 

Working for another recruiting firm will help you gain valuable experience you can apply to your own business. But there’s a bet ter reason to work for someone else before striking out on your own. You’ll want to know if you can stomach the job. At least half the recruiters who take jobs with firms leave the business within two years.
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Fun Fact

Think you’re ready to start a business? Do you know your EQ (Entrepreneurial Quotient)? Many entrepreneurs have common characteristics and they have a running trend in entrepreneurial studies. Take the quiz in Entrepreneur Magazine’s Start Your Own Business to see how you score.



Ken C., an experienced recruiter and the founder of the National Association of Executive Recruiters, says that many people new to recruiting think they can do the job because they know how to find candidates. They don’t realize how hard it is to find clients.

“That’s a mistake an awful lot of people make. They think ‘Well, I’m good at finding   people, so I’ll be good at being a headhunter.’ Like all consulting, the hardest part is getting someone to pay you. A lot of people manage to starve themselves to death because they’re not good at getting someone to pay them.”
Self-Assessment Worksheet

Use this self-assessment worksheet to see if working for yourself is right for you. After you’ve completed all the questions, look for a pattern in the answers. For example, do you see a need for your services and skills in areas where you excel?
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Adapted from Entrepreneur Magazine’s Start Your Own Business.




Personal Goals Worksheet

To accomplish professional or personal goals, you need to lay out a roadmap for yourself. Come back to this worksheet on a regular basis since your goals may change and you will want to track your progress.
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Adapted from Entrepreneur Magazine’s Start Your Own Business.
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Bright Idea

For a fun way to get to know yourself a little bit better, try doing a personality test such as the Meyers-Briggs indicator. You can find these types of tests at your local career center or library. You can also try doing a search online using the keywords “Meyers-Briggs.” One web site to check out for Meyers-Briggs and other personality tests is www.keirsey.com.





Hawkinson agrees that drumming up business is by far the most difficult part of the job. “You’re on the phone with 50 or 60 potential clients a day, trying to persuade them to do business with you, to give you a job opening and pay your fee. Forty-nine to 55 of them are going to say no, and if you’re not up for the rejection, this can be a brutal business.”

He adds that recruiters must be good salespeople. “This is a sales job, pure and simple,” Hawkinson says. “People like to call themselves consultants, they like to call themselves counselors, they like to call themselves account execs and all kinds of other highfalutin titles, but the main fact is you’re a salesperson. You’re selling a company on using your services; you’re selling a candidate on taking a look at the opportunities your clients present. You’re selling all the time. You have to be a persuader and a negotiator.”

Larry D. agrees: “It’s almost a requirement that you have a selling background,” he says. “If you’ve never sold before, it’s a very, very difficult transition. The vast majority of people who are successful in this are people who’ve sold.”

So if you don’t blink when you hear the word “No,” and you’re confident of your sales abilities, you are on the right path. But what sort of personality is suited to recruiting? In a word, “extroverts.” Recruiters spend all day—and sometimes all evening—talking to people. They must keep in touch with hundreds of contacts on a regular basis. The more people they know, the better they’ll do.

“I’ve made so many placements and so many clients through my friends,” says Tamara L. “Everybody I know is a potential client or potential candidate, or a referring client or a referring candidate.”

Recruiting is definitely not for everybody. “You either love it or hate it,” says Donna K. “The good thing is, you’ll know early on.”
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Smart Tip

Successful recruiters are the ones who take the attitude that they’re acting as a consultant to the client, not just filling vacancies. Clients will quickly see through someone who doesn’t have their interests at heart.






Experience Highly Recommended 

Most of the entrepreneurs interviewed for this book gained experience before they opened their own businesses. They worked for other recruiters or as recruiters in large companies, learned the basics, built up a network of contacts, then applied what they learned to their own firms.

The feedback we received is that although some recruiters have gotten into the industry without experience, those individuals are at a disadvantage compared to others who have worked for a recruiting firm or been an in-house hiring manager.

Donna K., who runs her own firm in New York City, says that she worked for a small recruiting firm for three years before striking out on her own. Her supervisor taught her the ins and outs of the business, but she found that the arrangement she had with her boss prevented her from growing professionally. Her boss handled all jobs more than $50,000 a year, and she handled all those less than $50,000. So the candidates she placed were out of her reach once they started earning more money. “After about three years, they were outgrowing me,” she said. “It was frustrating that I was giving up a lot of the relationships that I had worked so hard to gain.”

Tamara L., who opened a firm in San Mateo, California, is another entrepreneur who opened her own shop after leaving a recruiting firm. Her boss taught her the skills she needed to succeed, but eventually, she said, “I wanted to have my own ownership. There was a lot we could have been doing better.”

Neither Manny A. in Chicago, nor Ken C. in Panama City Beach, Florida, had worked for recruiting firms before they started their own businesses. But they performed recruiting functions within large companies. Manny found that he wanted to be in business for himself. Ken was laid off from his job when he decided to start his own recruiting business. “I said to myself, ‘This is never going to happen to you again,’” remembers Ken. “I knew I was a good recruiter, and I was pretty sure that people would pay me to locate people for them.”

There’s a process—and an art—to signing on clients, finding candidates, approaching them about job opportunities, and selling them to employers. While you can learn some of the techniques through reading or even taking human resource courses in a college, practical experience is invaluable. Working for another firm will let you practice those skills. Also, being able to point to your own experience will make it easier for you to sell your services to clients.

“If you try to start an executive search firm without any human resource or recruitment experience, then it’s going to be a very difficult mountain to climb,” says McCool of Executive Recruiter News. “There’s really nothing like the practical experience.”

Mark M. had experience with the largest contingent recruiting firm, Robert Half International, but still says that it was hard launching his own business. “I took to  ‘headhunting’ like a duck to water and have been a recruiter for 12 years now. Like many good recruiters I started my company because I felt I could do it better and more happily ‘on my own.’ Little did I realize the difficulty and that is it MUCH more than just doing the job of a recruiter. You have to incorporate, write a comprehensive business plan, worry about systems, buying lists, finding a lawyer, and getting the right insurance in place! You also MUST be well-capitalized and have access to funds to tide you over until you bring in that first check (could be three or four months!) Working as a solo is tough, and if you are used to having comrades and teammates, it can be unbearable.”

Recruiters agree that the best way is to get a job, even for a few years, at a recruiting firm or in the human resources department of a large company. Some people do try to start recruiting firms without practical experience, as no degrees or certificates are required and very little money is needed to start. But if you decide to give it a go without working in the business first, be aware that your chances of succeeding are slim.




Get Yourself Trained and Certified 

Anything worth doing takes time and effort and throwing some energy towards training is always a good idea. Jeff H. strongly recommends getting certified as a Certified Personnel Consultant (CPC). “The CPC certification is for the recruiting industry as the CPA is for accountants. There are continuing education requirements and an intense exam covering everything regarding legal, ethical, and technical issues. The top recruiting professionals have cared enough about their industry and taken the time to earn a CPC.”

One trend in the industry is that certification programs are becoming more popular to raise the bar for quality and ethics. A common certification is the AIRS Certification which emphasizes continuing education and professional development. Information about this certification can be found on their web site at www.airs.org.

More organizations are focusing on certification, and an Association of Executive Search Consultants (AESC) Member Firm, Boyden World Corporation, just released that they will also be launching an Executive Recruiter Certification Program as well. Their program would “require all new associates to complete an intensive curriculum of online courses in   candidate assessment, techniques, background and reference checking, search methodology and candidate development.”


[image: 019]

Smart Tip

If you want to get a better feel for the recruiting industry, attend the annual conference of the National Association of Personnel Services—the largest organization that covers recruiters of all stripes (see the Appendix for contact information).
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© Being an entrepreneur is important to me because:

© What ke best about the idea of working for myself is:

O In five years, | would like my business to be:

© When Ilook back over the past five years of my career, | feel:

© My financial situation now is:
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© When people ask you what you do, what's your answer?

O List three things you enjoy about your work:
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O List three things you dislike about your work:
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O When people tell you what they like most about you, they say:

O Some people dislike the fact that you:

O Other than your main occupation, lst any other skills you possess, whether you
excel at them or not:

O In addition to becoming more financially independent, you would also ke to
become more:

O List at least three things you would like to improve about your personal life:
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O List three things you think need to be improved in your industry:
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