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Click here to see salary tables for executive recruiters.

Every day, | receive calls from people who want to know how to become an executive recruiter. After listening to
their questions, 1 can honestly tell 90% of them to choose other careers.

Many don’t know what the recruiting business is about, except for what they’ve read about the profession’s better-
known trophy hunters. To them, the work sounds romantic and mysterious. They're intrigued by the "behind-the-
potted-palm” meetings while the search executives stalk candidates for top-level jobs, gaining a five- or even six-
figure fee for finding them.

So why couldn’t you do that? Perhaps you can, if you have certain traits and skills. But looking for candidates 1s the
tip of the iceberg in this profession. First, you need to find companies that will pay you to do so.

This part of the search business is pure sales, and high on the list of required skills is the ability to communicate. No
employer wants to pay you a fee to find candidates. They believe they can find a pearl among the many smelly
oysters on their own, and often they can. Executive recruiters are engaged only after companies have exhausted all
other avenues. At that point, you're expected to present them with only those oysters that contain pearls.

In other words, recruiters are brought in for only the toughest searches. How do recruiters find these companies?
The old-fashioned way: by making endless cold calls until they stumble across a company with a critical opening
and a hiring manager desperate enough to pay a hefty fee to fill it. This process is known as smiling and dialing--
telemarketing at its most basic level,

Lots of “Nos'

If you like sparring with corporate gatekeepers and enjoy hearing "no” 95% of the time, you'll love the recruiting
business. Even in a booming economy when recruiters have more assignments than qualified candidates to fill them,
the start-up months can be brutal. That's why the great majority of rookie recruiters never make it past their first
year. In my 25-year career as a recruiter, [ hired several hundred people who thought they’d be successful. Of those,
only 13 stayed long enough to actually succeed.

Roberta Weller, president of Roberta Weller & Associates, a Las Vegas search firm, is one of them. Formerly a staft
accountant with a public accounting firm, she became a recruiter in 1974 and has carved out a unique niche in the
information technology field.

“For those who last past that magic first vear, it’s an addictive and rewarding business," she says. "There’s no
sweeter sound than having a candidate you searched long and hard for say “yes’ to an offer from an employer who
has probably changed the job specs a dozen times and turned down super people for frivolous reasons.”

Ms. Weller attributes her success not so much to her search skills as to her client development abilities, She belongs
to several professional organizations where she networks with potential clients. "I don’t consider myself a greal
recruiter,” she says, "1'm much better at keeping clients for the long haul. That’s what has kept me going through the
tough times."

Few entrants earn the million-dollar annual paychecks that search superstars take home. Most executive recruiters
spend their days filling mid-level managerial and professional jobs. Only a small percentage are assigned boardroom
or senior-level searches,

These few have cultivated their client base for years and know all the movers, shakers, cultures and personalities in
the industry, as well as the types of candidates these companies actually want. No matter how carefully worded the
job descriptions, they know when certain finalists can’t be taller than their bosses...or have more hair...or a more
prestigious degree. Even then, some clients hire the least qualified finalist because they like them better (the "halo

effect"™) or they interview better (the "actor factor").






