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INTRODUCTION 
 
 
 
Dramatic changes in the career industry have unfolded in the last year. Due to the 
Internet and related new regulations, technology and the transparency of information, 
job seekers and career professionals alike will need to change the way in which they 
conduct business. In this Career Mega Trends study, you will find groundbreaking, 
timely and relevant information that, at this very moment, is transforming the career 
industry.   
 
Today, job seekers face an uphill challenge in overcoming massive change, due to a 
variety of issues.  Some of the most relevant and compelling are outlined in this study, 
including that of fraud and identity theft, the use of Personal Digital Assistants (PDAs) 
by recruiters and HR professionals, transparent information availability across the Web 
and The Office of Federal Contract Compliance Programs (OFCCP) regulations 
eliminating one-size-fits-all résumés.  
 
Launched by the Research Committee of Career Directors International, a global 
association of career professionals, this study charts distinct industry trends and distills 
them to key points, which will provide immediate value to career professionals 
worldwide. For those working with adult job seekers, students in college-to-career 
transition, or any individual searching for a job in today’s market, these papers will be 
invaluable tools to increase effectiveness in the midst of such significant change.  Must-
know strategies relating to Career Fraud, Paperless Applications and Resumes, Privacy 
Issues, Social Networking, and Interviewing are included within these pages. 
 
Due to the uniqueness and individuality of each topic, these are to be considered stand-
alone papers, and as such, unique format and wording was deemed most appropriate 
for each research subject. To that end, each individual paper includes a separate 
bibliography, prepared in MLA format.  
 
Additionally, CDI’s Research Committee performed a global survey of Human Resource 
professionals and have included our findings, as appropriate, in each of the following 
papers.  
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RÉSUMÉ WRITING, PAPERLESS APPLICATIONS & THE INTERNET 
 

Section prepared by: Nona Pratz 
Edited by: Nona Pratz, Laura Labovich, Laura DeCarlo 

 
 

I. OVERVIEW  
 
The Internet has dramatically changed the way the recruiting process is conducted. Specifically, the 
Internet has transformed the application process, which leads to addressing some very alarming 
concerns. Will the emergence of online recruiting create a greater number of unemployed résumé 
writers? Ironically, will the résumé writers be the ones ultimately searching for jobs online? This document 
has outlined why this is, in fact, absolutely not the case! While the trend of handing an employer a 
professionally written hard-copy résumé may slowly become obsolete, job seekers will continue to need 
the professional expertise of a résumé writer to stay competitive in this paperless world. A certified 
résumé writer continues to be an expert who can conduct a thorough, in-depth interview and consultation 
around which a skillfully written, unique résumé is developed. While sections of the final résumé 
document can later be moved to an employer’s online application, the job seeker will still need to begin 
with a complete document.  
 
For career professionals, maintaining a continued competitive edge will require indoctrination into the 
“new rules of the road” as it relates to résumé writing and paperless applications.  
 
A résumé writer will often advise a job seeker in what is considered the résumé basics, which include:  
always have an ASCII Text compatible résumé on file, and never provide a PDF style version, unless 
requested to do so.  With the introduction of online applications, content is becoming more intricate and 
formats more versatile, making it an even greater challenge for PDF documents to be readily converted or 
scanned into a human resource department’s résumé database. As more and more employers move 
recruiting to the Internet, résumé writers must ensure that job seekers are appropriately educated on a 
myriad of relevant and applicable changes. Below, many of the most critical and recent changes in online 
recruiting are discussed and include: 
 

• No more one-size-fits-all-résumés (OFCCP regulations and job matching) 
• Limited space for entry of job descriptions in some online employment forms; 
• Necessity to create more bite-sized application emails for HR / recruiters using remote email 

viewers, such as PDAs; 
• Responsibility to include all positions in a timeline, due to rise in popularity of background 

investigations; 
• Issue of innocuous words landing résumés in SPAM traps or getting them kicked out of the 

system; and 
• Growing popularity of video résumés and web portfolios. 
 

II. RELEVANCY TO CAREER PROFESSIONALS / RÉSUMÉ WRITERS 
 
As the career industry changes and advances technologically, the résumé writer should thoroughly and 
constantly review the job market to include more than just résumé writing services. Résumé writers will 
become skilled at preparing several versions of the original résumé for various forms of distribution, 
including on-line applications, e-fairs (an Internet-based job fair), and specifically required formats for e-
mail attachments. ASCII, Rich Text Format (RTF), Portable Document Format (PDF), and Web-based 
(HTML) versions of the résumé will become mandatory add-ons available for job seekers, as the demand 
for online applications increase. A couple of excellent resources regarding ASCII formats and conversion 
are http://www.cs.tut.fi/~jkorpela/chars.html and http://ww.web-source.net/frmat_tex.htm (covering ASCII 
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text conversions). Why is all this necessary? Consider the following statistics regarding Internet job 
sourcing and job searching: 
 
According to Kevin Wheeler’s article, dated August 3, 2005, “Simple Recruiting,” published on 
www.erexchange.com, only 5 percent of employers actually use Automated Tracking Systems (ATS) in 
the U.S., due to the high cost of the equipment. Approximately 3 percent of companies outsource their 
entire screening process, according to www.PersonnelToday.com’s online article, “HR Still Has Crucial 
Role in Final Job Offers.” In 2006, out of the over 841 human resource practitioners surveyed, almost all 
used some sort of job board for recruiting purposes.  
 
Between the months of January and March of 2005, www.Weddles.com polled over 3,900 HR 
practitioners and discovered that over half spend between 11-13 percent of their recruiting budgets 
online, 84 percent of them use niche sites and only 11 percent gave the nod to general purpose 
recruiters’ sites. Approximately 11 percent of companies surveyed never even post a job online, and only 
13 percent use a single job board.  
 
Over 60 percent of employers indicated that more than a quarter of their new hires were found on various 
Internet job sites. A Bureau of Labor Statistics’ current population survey (CPS) conducted from January 
through October 2003 found that 77 million employees used a computer at work. These workers 
accounted for 55.5 percent of total employment; 25M individuals, 16 years of age and over, used the 
Internet for job search purposes. Of these 25M people, 57 percent submitted a résumé or application 
online, and 41 percent posted a résumé on a job listing site or with a service. (NOTE:  the percent using 
each method will always total more than 100 percent, because job seekers use more than one method.) 
(See http://www.bls.gov/news.release/ciuaw.nr0.htm  to view all job search methods used.) 
 
A recent survey from the November 16, 2006 issue of Weddles.com newsletter lists results from 1,270 
participants surveyed at (http://www.weddles.com/seekernews/issue.cfm?Newsletter=186) on how they 
think they will be successful in their job search campaigns: 
 

• 57.6% Responding to an ad posted on an Internet job board 
• 16.8% Networking at business and social events 
• 7.2% Responding to an ad posted on an employer’s Web-site 
• 7.6% Sending a résumé to an employer by mail 
• 3.9% Receiving a call from a headhunter 
• 1.9% Receiving a call from a staffing firm 
• 1.9% Attending a career fair 
• 1.6% Responding to a newspaper ad 
• 0.7% Joining a social networking site  

 
The chart below from Direct Employers/Booz Allen Hamilton reveals the various recruitment sources and 
the level of satisfaction on the return on investment of the hires obtained through these sources. Note: 
January 2006 survey of 73 large employers with a mean of 139,000 applicants during 2005. 

 

Recruitment Source Level of Satisfaction 

Employee referrals 82% 

Organization's Web site 71% 
Campus recruiting 60% 
Niche job boards 58% 
General job boards 51% 
Search firms 42% 
Networking technology 36% 
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Commercial résumé databases 33% 
Career fairs  30% 
Newspapers 15% 

 
What all these statistics reveal is that the Internet is here to stay and is gaining in popularity for both job 
seekers and employers. Career professionals must take up the charter of advising job seekers to succeed 
in this brave world. 
 
 
III. RELEVANCY TO JOB SEEKERS 
 
Job seekers who have targeted, well-researched paper résumés will have a competitive edge, as 
competition in this area continues to diminish, and the Internet becomes the hiring highway. The paper 
résumé will become more branded and more valuable as a differentiation tool.  
 
The greatest advantage of online résumé delivery is the aspect of delivering in real-time. Applying online 
allows job seekers to distribute hundreds of résumés, 24 hours a day, 7 days a week, with just a click of 
the mouse without ever leaving the comfort of their home.  
 
On the downside, there are a few problems to using this method, such as: 
 

• Potential for not successfully tailoring the résumé to meet the definition of an “applicant” (see 
OFFCCP below) by using an online system, if a discrimination concern was to arise; 

• Possible reduction in visibility for résumés sent via Internet application, due to the increased 
volume of résumés that Human Resource staff receive. Because of this high volume, not all 
candidate submissions are always reviewed; 

• Complication caused by résumés being blocked by SPAM traps and never received by reviewers. 
• Problems with résumés that exceed length of online forms; and 
• Challenge of translating strategic marketing-focused résumés into the “fill-in-the-blank” structures 

of many online application forms. 
 

IV. STRATEGIES FOR CAREER PROFESSIONALS / RÉSUMÉ WRITERS 
 

Résumé writers are more than just “writers.” They must be excellent strategists and listeners who 
understand the job seeker’s unique career aspirations and professional goals. When listening, pertinent 
information is gathered through data mining in order to educate the job seeker regarding services and 
products available. Being knowledgeable about what specific services to offer that best target these 
needs will help the job seeker in various stages of the job search, and the résumé writer will be better 
able to respond to unique concerns and needs of the individual. In short, in a marketplace where more 
and more employers and job seekers are on the Internet, résumé writers must become full-fledged career 
consultants, in order to guide job seekers through the myriad of challenges presented by the job market. 
 
The following outlines newly-emerged challenges that career professionals and résumé writers must be 
aware of to ensure they are competitively advising the job seekers with whom they consult. 

A. OFFCCP and the Downfall of One-Size-Fits-All-Résumés 
 

In the late 1970s, a conglomerate of federal agencies responsible for enforcing anti-discriminatory 
regulations published the Uniform Guidelines on Employee Selection Procedures (UGESP). Recently, 
due to the Internet drastically changing the concept of one aspect of these regulations, “indicating an 
interest.” The Office of Personnel Management (OPM) requested the UGESP to develop a definition 
specifically for Internet recruiting. 
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Hence, in 2006, OPM, through the Office of Federal Contract Compliance Programs (OFCCP), 
released a final ruling regarding the definition of an Internet applicant. The four current criteria of this 
ruling for a job seeker to be considered an applicant include: 

 
1. The individual submits an expression of interest in employment through the Internet or related 

electronic data technologies; 
2. The contractor considers the individual for employment in a particular position; 
3. The individual’s expression of interest indicates the individual possess the basic qualifications 

for the position; and 
4. The individual at no point in the contractor’s selection process (prior to receiving an offer of 

employment from the contractor) remove themselves from further consideration or otherwise 
indicates that they are no longer interested in the position. 

 
Of greatest concern to the career professional community is the content in item “3” which states that if 
the job applicant fails to show an EXACT qualification match for the position (not a 40 percent or 80 
percent but one hundred percent), then the employer can, with cause, nullify his or her application. 
Therefore, résumé writers or career transition specialists who teach résumé writing have another 
bona fide reason why they can no longer create a one-size-fits-all-résumé with a generic objective, 
broad skill section (or no skill section), or an otherwise overall tailored résumé.  
 
Given these new guidelines, and the responsibility to keep job seekers in the applicant pool, résumé 
writers and career transition specialists should put special emphasis on: 
 
• Tailored objectives or headers; 
• Summaries at the start of the résumé that specify qualifications requested in the position; and 
• Key word competencies sections (usually 2-3 column lists) targeted to the position. 

B. Online Application Space Factors 
 
When résumé writers help job seekers to craft the perfect résumé, they must also educate them 
regarding the online application space restrictions. Candidates will be unable to exceed the space on 
the individually loaded forms and will need to tailor their résumé accordingly. Unfortunately, these 
requirements and restrictions vary widely, and job seekers will be best positioned if they remain 
concise and succinct, omitting the least relevant information as the space dictates. This might also 
create an opportunity for the career professional to craft additional versions of the résumé and/or 
cover letter to meet different space requirements.  

C. Transparency of Information and the Résumé  
 
For years, career professionals have helped job seekers of all levels overcome challenges of short-
term jobs, employment gaps, multiple concurrent positions, and more. For example, a résumé writer 
may suggest that a job seeker accomplish this by simply listing the dates of employment in years 
alone and omitting months, combining positions under one umbrella, or selecting a functional format 
over a chronological one. Due to changes in the application and recruiting process, this approach, 
which has worked successfully for many years, may have to be reinvented.   
 
Today, between 45-60 percent of companies perform background investigations, making these 
companies aware of each and every short- or long-term job an applicant has ever held. The 
increasing use of background investigations has created a challenge for career professionals when 
attempting to mask an inconsistent or gap-filled résumé. This transparency of confidential job 
information requires careful planning on the part of the career professional for what is included or 
omitted from a résumé. Specifically, if a career professional opts to omit a job, or combine multiple 
concurrent jobs under one title, he must also be prepared to educate the job seeker on how to 
address it in an interview, how to input it in a traditional chronological online form, or how to deal with 
it if a background investigation indicates contradictory or omitted information.   
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D. PDA-based E-mail Application Viewing 
 
A new phenomenon in the online recruiting arena involves the introduction of the personal digital 
assistant (PDA). Job seekers can no longer assume nor predict how a recruiter will access e-mail 
delivered content and, increasingly, recruiters will access information on a PDA (such as a 
Blackberry). Therefore, candidates must consider brevity in the e-mail messages they write when 
sending their résumés in this manner. It is critical to remain “telegraphic and terse” according to Scott 
Reeves from Forbes magazine. According to Reeves, “A grabber first-inquiry message tailored to a 
hand-held device might read:  

 
“Zonus Pixel, chief technology officer, Mofo Corp., Palo Alto, Calif. Seek job with major company. 
Now earning six figures. Have master's, systems engineering, U.C. Berkeley. Built secure 
systems from scratch and buttoned up others. Will relocate. 650-555-1212."  

 
Many people tend to waste time sending long-winded messages through a PDA. A message 
delivered in this format has to be short and concise to make an impact. Job seekers will be wise to 
rely on résumé writers to help craft short, specific, and effective messages to remain viable, and 
career professionals should aim to provide this service. Additionally, résumé writers will have to 
educate candidates to keep cover letters and résumés out of the body of the e-mail, and the subject 
line short, intriguing, and eye-catching.  

E. SPAM, Innocent Words, and the Résumé 
 

Without knowing it, a job seeker may discover that his e-mailed résumé has disappeared into a 
SPAM file, due to it’s inclusion of seemingly innocent words and/or symbols. Most of the time this 
happens when it is sent as an attachment. To reduce the chance that a résumé or other file has of 
ending up in a SPAM folder, a job seeker should type the letters “RE:” at the start of the subject line 
of a fresh email message.    
 
Documents can also be run through a SPAM content checker to make sure there are no issues with 
content. A highly recommended free service is “Lyris Content Checker” http://www.lyris. 
com/resources/contentchecker/. Two other good resources of lists for word alternatives and unsafe 
words are Web Marketing Today’s Trigger Words: http://www.wilsonweb.com/ mt8/spamfilter_phrases.htm 
and Bankrate.com’s Spam Alternatives: http://www.bankrate.com/media_kit/ SpamAlternatives.asp. 
 
Sample words and phrases that cause résumés and emails to be kicked out, include: 

 
• Magna Cum Laude or Summa Cum Laude; instead use ”with highest honors”; 
• “Free” as in “created a free workshop”; instead use ”at no charge" or ”f-r-e-e” or ”f*ree”; or  
• Winner; instead use “awarded for”. 

F. Video Résumés, Web Portfolios, and Web Résumés 
 
With the combination of broadband Internet usage and ever-changing video technology, video 
résumés are appearing online more frequently.  

 
Today, there are tools available for job seekers to create audio messages and personal videos, 
through the use of a camera and YouTube technology, both of which make creating an Internet 
presence more credible to their application package. Due to the availability of this user-friendly 
technology, online video résumés, web portfolios with hot links to past employers, work samples, 
references, and web résumés have significantly increased in popularity.  
 
These can be effective tools, depending on the industry and / or specific position the job seeker is 
targeting. But, job seekers must use careful consideration before applying these technologies to their 
job search, or their video may land on “America’s Funniest Home Videos” rather than in their 
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personnel file. Job seekers need to give careful consideration to what they post to the Internet due to 
its potentially enduring nature. 

 

IV. STRATEGIES FOR THE JOB SEEKER 
 
To remain competitive, the job seeker will need to seek out new methods of getting in front of both hiring 
managers and recruiters. With the emergence of online applications and exploding technological 
advances, the paper résumé is no longer the norm. Job seekers will quickly learn that randomly sending 
résumés to hundreds of job boards may ultimately gain them little in the way of results. Rather, they will 
need to seek out the professional help of a résumé writer, or other career professional, to assist them in 
navigating this challenging and complex new recruiting experience. Success in this new environment will 
be a result of learning new ways of expressing interest in a job and getting their qualifications in front of 
more of the right people in a more strategic manner. 
 
 
V.  HUMAN RESOURCE SURVEY FINDINGS 
 
According to a global sampling of human resource professionals by Career Directors International, the 
following 2007 statistics were uncovered:  
 
 A.   Use of Social Networking  
 

When surveyed regarding whether they used social networking as a method for sourcing candidates, 
20 percent said they were recruiting in this manner; 22 percent said they would use it for a hard-to-fit 
position; 10 percent said they are considering it as a future method; and 48 percent said that they do 
not use it and do not have immediate plans to do so. 

 
B.   Elimination of Address on the Résumé 
 
When surveyed regarding whether a job seeker leaving off of their address from the resume in an 
attempt to thwart identity theft, 18 percent said this would definitely be perceived as a negative; 62% 
said it would depend on the level of interest in the candidate; and 20% said it would not matter either 
way. 
 
C.   Use of PDAs to View E-mailed Résumés 
 
When surveyed regarding whether they used personal digital assistants (PDAs) to view e-mails from 
job seekers sending their résumés for consideration, 6 percent said they used them all the time; 8 
percent said they used them frequently; 10 percent said they used them sometimes; 20 percent said 
they seldom used them; and 56 percent said they never used them. 
 
D.   Limitation of Online Application Space for Résumés 

 
When surveyed regarding whether their company’s online application system limited the number of 
words or characters available for posting each position in the résumé, 73 percent said space was not 
limited; 12 percent limit space to 500 words or less; 2 percent limit space to 300 characters; 2 percent 
limit space to 100,000 characters; and 11 percent did not know. 
 
E.   Use of SPAM Filters and Résumés 
 
When surveyed regarding what percentage of résumé received by job seekers end up trapped in 
SPAM filters, 72 percent said that less than 5 percent of résumés were caught; 22 percent said that 
5-10 percent were caught; and 6 percent said that 11-25 percent were caught. 
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F.   Dates in Employment Chronology 
 

When surveyed regarding the importance of listing months and years in the chronology of the résumé 
vs. just listing years, 74 percent responded that just listing years was acceptable; 24 percent said that 
it would depend on how strong the candidate was; and 2 percent would never consider a résumé that 
did not list both months and years. 

 

VI. CONCLUSION / RECOMMENDATIONS  
 
As outlined in this document, the increase in the accessibility and transparency of information is quickly 
changing the landscape of the employment industry. Career professionals and résumé writers, in 
particular, should incorporate many of the ideas below into a comprehensive business plan to remain 
competitive.  

 
A. Become marketing and branding strategists for job seekers, in order to offer them both content-

rich documents and strategic application processes.    
 

B. Keep abreast on the ever-changing employment industry through attendance at seminars, group 
trainings, and conventions as frequently as possible. Additionally, be prepared to engage and 
participate in association e-groups and, when doing so, ask for assistance and advice.  

 
C. Reinvent service offerings to meet the needs of job seekers. Strive to craft a new strategy that 

encapsulates services around every stage in the job search process, rather than just traditional 
résumé “writing” services.  

 
 D. Immerse in the insurgence that is e-résumés, web-page résumés, and e-profiles. Keep current on 

the new and unique delivery options job seekers can access to enhance their job. It will be 
necessary to save résumés in various formats, including ASCII, Rich Text (RTF), Portable 
Document Format (PDF), and web-based HTML versions.  
 

The Internet continues to be a driving force in recruiting and employment. Therefore, résumé writers and 
other career professionals can learn to use it to their advantage. With a focus on knowledge and 
commitment to remain on the cutting edge of technology, résumé writers and career professionals can 
partner with job seekers and create very successful and robust job search plans. Online recruiting is here 
to stay, and learning to incorporate services that produce significant results will allow all career 
professionals and job seekers to reap the rewards by capitalizing on a strategic approach to résumé 
writing and job search.  
 

VII. ADDITIONAL RESOURCES  
 
Weddle’s 2007 User Award for the best online employment services: (Weddles, January 4, 2007 
Newsletter). 

Absolutely Health Care   AllRetailJobs.com  America’s Job Bank 
Best Jobs USA    CareerBuilder.com  CareerJournal.com 
CollegeRecruiter.com   ComputerJobs.com  craigslist 
Dice     DiversityInc.com/careers EmploymentGuide.com 
ExecuNet    Experience   HEALTHeCAREERS Network 
HRJobs (SHRM.org)   Indeed    Jobing.com 
JobsintheMoney   TheLadders   LatPro 
LocalCareers.com   MilitaryHire.com   Monster 
Net-Temps    USAJOBS   Vault.com 
VetJobs    Yahoo!     HotJobs  



 

2007 © Career Directors International <http://www.careerdirectors.com> 

9

Heather’s Internet Career Resource Guide by Heather Wieshlow is an excellent resource that lists top 
Web sites with information regarding each site. 
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ADVANCEMENTS IN JOB INTERVIEWING 
 

Section prepared by: Laura DeCarlo 
Edited by: Nona Pratz, Laura Labovich, Laura DeCarlo 

 
 
 

I.  OVERVIEW  
 
As employers face ever-mounting expenses surrounding hiring, training, and staff turnover, coupled with 
higher than ever volumes of résumé submissions, innovations are being introduced to make smarter 
hiring decisions, resulting in a better fit between positions and new hires.  
 
In this paper, career professionals and job seekers will gain exposure to some of the new or resurrected 
interviewing and assessment styles that have emerged, including: 

 
A. Case Method Interviews / Fishbowl Interaction Activities 
B. Puzzle Interview 
C. Speed Interviews 
D. Chronological In-Depth Structured (CIDS) Interview 
E. Job Simulations / In-Box Exercises 
F. Videoconference Interviews 
G. Auditions / Group Interviews 

 
Consider each of these interview types and how job seekers and career professionals can best prepare 
and respond to them: 
 
 
II.  RELEVANCY TO CAREER PROFESSIONALS 
 
Career professionals who prepare job seekers to succeed in the interview must make themselves aware 
of changes in interviews, in order to effectively coach and position their clients for success. Additionally, 
embracing these new interview strategies provide career professionals with new topics to augment their 
interview preparation services and to expand the time and value they can offer to the job seeker, which 
will both improve their preparation and enhance revenue development for the self-employed career 
professional. 
 
 
III. RELEVANCY TO JOB SEEKERS 
 
Job seekers will need to become more proactive in their preparation for interviews. No longer can job 
seekers expect to be successful in walking into an interview blind and assuming they will learn what is 
necessary about the position on the spot.  
 
 
IV. STRATEGIES FOR CAREER PROFESSIONALS 
 
Career professionals should review the following seven new / re-emerged methods of interviewing and 
seek to familiarize themselves with these and other emerging methods of interviewing and job-seeker 
assessment. It is highly recommended that career professionals pursue additional continuing education to 
stay on top of new interviewing methods and strategies to ensure their clients are competitively prepared 
to succeed in any type of interviewing situation. 
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V. STRATEGIES FOR JOB SEEKERS 
 
Even the most seasoned job-seeking professional will benefit from seeking out assistance from a 
qualified career professional. Specifically, they should consider a Certified Employment Interview 
Consultant, due to the program’s requirement for continuing education meaning the coach will be more 
up-to-date in emerging interview types and assessment processes. At the start of any job search, job 
seekers should strive to maximize their ability to research companies, create concrete and dynamic 
answers to interview questions, respond effectively to the myriad types of interviews, and handle salary 
discussions and negotiations.  
 

A. Case Method Interviews / Fishbowl Interaction Activities 
 
What it is: 
The only difference between the fishbowl and the case method is that the fishbowl is typically a group 
activity, and the case method interview is an individual case analysis. The most common interview 
candidate to be subjected to the Case Method Interview is the MBA graduate.  

In the interview, job seekers are asked to resolve a real-world business problem associated with the 
company. This requires the use of analytical skills, and an ability to both identify key business issues 
and present a structured problem-solving methodology with which to approach them. 

The case interview / fishbowl interaction activity is most applicable in fields such as management 
consulting, enabling the applicant to showcase how job seekers would actually perform in the position 
by using relevant skills from business acumen to problem solving, analysis, brainstorming, strategic 
planning, communication, and creativity.  
 
What this means to job seekers: 
When providing interview coaching, primarily to MBA graduates or those who are targeting industries 
who favor this method, it is important for career professionals to provide specific coaching on case 
method interviews. Career professionals will need to stress to job seekers the need to remain calm 
and recall what an employer is looking for in an employee, including that the employer: 

 
• Likes them; 
• Thinks they will fit in with staff and customers; and 
• Believes they have the ability to do the job (note: this is different than saying that they “know the 

job,” rather, this is the ability to do the job. They must appear trainable). 
 
Specific Attributes: 
 
Strategic Thinking    Creative 
Analytical      Energetic 
Team Oriented    Self-Motivated 
Positive     Appropriately Dressed 
Business Acumen    Attentive, Interested 
Enthusiastic     Flexible / Multi-Faceted 
Multi-Tasking    Good / Clear Communicator  
Good Eye Contact    Candid, Open and Honest 
Interested      Polite and Mannerly 
Calm, In Control     Self-Composed 
Tactful     Embraces Technology  
Analytical     Problem Solving 

 
Job seekers should briefly consider the type of position for which they are applying and the specific 
qualifications and responsibilities for that position. Research on the company prior to the interview will 
be significantly beneficial toward preparing for specific challenge issues. Often, many companies that 
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perform case interviewing provide details on their Web sites about the practice, and job seekers 
should not overlook a visit to the company’s Web site.  
 
The job seeker should be prepared to engage in Q&A, as the interviewer will often delve further for 
details and challenges. Job seekers should compose a strategic answer that shows creativity, 
analytical skill, business acumen, and attempts to present a solution to the problem. Creativity can be 
a significant asset, especially considering that there is often no one right answer to these complex 
questions.  

 
Career professionals, who prepare job seekers for interviews, should consider providing them with 
sample case questions in a mock interview format. A career professional can first direct a job seeker 
to the employer Web site, where a ‘how to” of the process is often outlined. Then, the job seeker can 
attack a more complex problem, which will simulate the actual interview experience and the dialogue 
with the interviewer. It is critical for the job seeker to think like a detective, analyzing information, 
asking questions, and ferreting out information, to present a convincing and persuasive solution to the 
case. Career professionals should encourage job seekers to imagine they are the CEO or CEO’s 
consultant, providing expert ideas and strategy. 
 
Bain & Company specifically recommends that job seekers: 
 
• Break the problem down; 
• Focus by ranking which areas to investigate;  
• Demonstrate clear analytic evidence based on assumptions, math, and logic; and  
• Make an actual recommendation. 

  
Common topics might include: 

 
• Business Problems & Strategy; 
• Market Sizing / Estimating; and 
• Logic Problems. 

 
B. Puzzle Interview 
 
What it is: 
With the expanding IT market, some companies, Microsoft included, have adopted creative “outside-
the-box” strategies to identify the best candidates for a job. If a job seeker is targeting visionary 
positions with one of the technology gurus, such as IBM, Boeing, or Microsoft, a career professional 
may want to prepare him for the puzzle interview.  
 
In 2003, William Poundstone wrote, How Would You Move Mount Fuji: Microsoft's Cult of the Puzzle -
- How the World's Smartest Companies Select the Most Creative Thinkers, Little Brown and 
Company Publishers. According to NPR’s (www.npr.org) Wendy Kaufman in the article, Job 
Interviews Get Creative: Employers, In Search of 'Right Stuff’, Hone Questions, the trend is to 
introduce problem-solving questions that help companies seek out talented individuals who fit into the 
company’s culture. While this is similar to the case interview style previously mentioned, and a job 
seeker facing these questions is usually an MBA graduate, the puzzle interview is not a 
straightforward problem or question.  
 
Puzzle questions can appear tricky and loaded, especially when coupled with the stress and pressure 
of the interview. According to Poundstone, a job seeker can prepare for and attempt to outsmart the 
puzzles. However, those with limited puzzle experience may be at a disadvantage and will first need 
to learn how puzzles work. He states that there are “tricks” in the interview questions themselves and 
that if job seekers “look inside, [they will] find that most puzzles repackage the same small set of 
cognitive tricks.”  
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What this means to job seekers: 
Following are Poundstone’s tips for survival from Chapter 7 of How Would You Move Mount Fuji.  A 
job seeker should: 

 
1. Determine required answer type: monologue or dialogue. 

 
Logic puzzles typically call for a monologue. A job seeker is given limited information and is expected 
to find the solution without receiving further information. 

 
“Design questions (’design a spice rack’) have no single right answer. However that doesn’t mean 
everything is a right answer, and job seekers should be prepared to ask questions. Good questions 
may include, “Who will use it?” and “Where will it be placed?” 
 
Open-ended questions such as, “Which of the fifty states would you remove?” are similar to 
Rorschach blots, and are purposely unstructured. The concept of this question is to actually generate 
one-half hour of conversation, which allegedly shows how smart the person is.  
 
Bottom line: a job seeker should assume a dialogue is required unless it is a conventional logic 
puzzle. 

 
2. Accept that the first answer is wrong. 

 
After all, it is a puzzle, so the first response that will often jump into a job seeker’s mind is probably 
wrong. These puzzles are intended to “puzzle” and often, deceive. Job seekers should not panic 
when, and if, they do not see the answer immediately. Career professionals should encourage them 
to use their speculation time to begin a monologue with the interviewer about why the “obvious” 
solution is wrong. This will let them begin to work through to understanding the problem while not 
experiencing that uncomfortable silence.  

 
3. Realize that logic puzzles are not a calculus problem. 
 
If a job seeker applies higher math to a TV-quiz-show level logic puzzle then they are most likely 
making a mistake. A career professional should encourage them to look for the easy answer! 
 
4. Understand that the more complex the question the easier the answer. 
 
Just like on a quiz show, the typical expectation with the quiz question is that the largest fraction of 
the viewing audience should be able to say, “I should have gotten that!” The answer was typically 
right there all along – sort of like a “Where’s Waldo?” poster. 
 
5. Conversely to #4, if the question is simple the answer is most likely complicated. 
 
Sometimes very simple questions (like the spice rack) are actually demanding that the job seeker 
request further information.  
 
If they get a one-liner, such as, “Why are beer cans tapered at the top and bottom?” then a job seeker 
should use logic and detail to spell out the answer.  
 
A first thought might be, “Because it lets them be stackable.” However, this would not be the logical, 
well-thought-out answer the employer is seeking. In fact, the shape of a beer can has much to do with 
making light aluminum cans strong enough to contain high-pressure carbonation, while not having the 
thicker top end become larger than the overall diameter of the can. Then, it makes sense to also 
taper the bottom so they are stackable. If a job seeker does not jump on the first right answer, he can 
have more time to think and get more detail around the answer.   
 
6. Deal with the unrealistic reality of the “PLB.” 
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“Many logic puzzles speak of the perfectly logical being (PLB).” When and if a job seeker hears those words, 
he needs to forget almost everything he knows about human psychology. With a PLB question he is supposed to 
make certain assumptions: 

 
• PLBs have simple, one-dimensional motivations. They may obey silly laws, focus on getting the 

most money, or escaping the dragon. They never help others.  
 
• PLBs think quickly, are extremely logical, never forget, and never make a mistake. 
 
• PLBs understand the psychology of other PLBs and can make precise conclusions about their 

actions, which unlike real humans are always certain. This is not real world and the intended 
solutions to these puzzles are therefore wildly unrealistic.  

 
In this case, job seekers should not use their own reasoning but try to use that of the PLB: black and 
white. These questions usually come in the form of, “What would you do in this situation?”  

 
7. If unable to come up with an answer, the job seeker should try to list the assumptions being made 

and see what happens when each is rejected in succession, assuming the opposite. 
 

Note: even if the job seeker does not come up with the answer, the employer will be able to see that 
the job seeker understands how to reframe a problem toward identifying a solution. 

 
8. Don’t let crucial missing information in a logic puzzle stump the job seeker. 

 
One of the traps of the logic puzzle that leaves out crucial information is that most individuals get 
caught up on what is missing. When a puzzle has missing information that could be a few different 
things, the best strategy is to try each of the possibilities. If it were “X”, what conclusions could you 
draw? How about “Y?” Plug each one in. 

 
9. Try to present an original answer whenever possible. 
 
When dealing with open-ended questions that have no single right answer, it is quite probable that 
the employer has heard every common answer several times. This is the job seeker’s chance to truly 
show how he can think outside of the box. 

 
C. Speed Interviews 
 
What it is: 
First, there was speed dating and now there is speed interviewing. According to the recent Globe and 
Mail article, Quick Encounters of the Hiring Kind by Wallace Immen, speed interviews could include a 
circuit of as many as 14 mini-interviews of 15 minutes a piece in a row.  
 
A typical speed interview meeting could include up to 10–15 job seekers, each of whom move along 
to a new interviewer at the commencement of a bell. Entry-level candidates will often find themselves 
in these types of interviews. Tim Cork, president of the Toronto career transition company Nexcareer, 
Inc., believes, “Speed interviews should be used in recruiting at every level, all the way up to senior 
executives." 
 
What is the rationale behind this type of interview? In addition to saving time on first level evaluations, 
Malcom Gladwell, author of Blink, the Power of Thinking Without Thinking, believes that, “The human 
brain is capable of making instant judgments with great precision.” In his book, he presents evidence 
that, “A decision made in literally the blink of an eye can be just as correct as months of mental 
analysis."  
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What this means to job seekers: 
When career professionals prepare job seekers for the possibility of a speed interview, they need to 
impress upon them the importance of making an immediate positive impression, as is the case in 
another popular interview-type setting, speed dating. Job seekers must always look professional and 
well groomed; remembering always to adhere to the suggestions listed above in the interview.  
According to Immen, job seekers should always:  
 
1. Familiarize themselves with what employers want to know. 
2. Review company information including Web sites or annual reports. 
3. Be prepared to introduce their experience, goals, and prospective benefit to the organization. 
4. Make a positive impression through grooming and professional dress. 
5. Bring extra copies of employment documents, such as résumés and references.  
6. Make eye contact and exercise good posture. 
7. Act mature and professional yet positive and enthusiastic. 
8. Pay close attention and listen carefully in order to respond appropriately in the time allotted.  
9. Furnish complete answers but limit them to a maximum of two minutes each.  
10. Be prepared with a listing of questions to ask about the company.  
11. Ask to schedule a follow up and demonstrate interest for the job. 
12. Follow up with a thank you card or email. 

 
D. Chronological In-Depth Structured (CIDS) Interview 
 
What it is: 
CIDS is an interview style that focuses on top grading. Developed by Consultant, Brad Smart, it 
involves focused questions covering 50 competencies in six categories, which include: intellectual, 
personal, interpersonal, management, leadership, and motivational. In his book, Topgrading, Smart 
states that any size organization can use topgrading to weed out underachievers and focus on “A” 
players. By avoiding the often-used bird shot technique of scattering divergent questions, interviewers 
instead, “probe the patterns of how this person developed competencies throughout his career.” 
 
The CIDS interview approach is significantly tedious. Job seekers must be prepared to answer 
numerous questions about every job they have ever had coupled with extensive background 
checking. The process can take on average as long as six months per employee.  
 
What this means to job seekers: 
It is a good idea for job seekers to familiarize themselves with the CIDS methodology, preparing them 
not only for CIDS, but for the commonly used exploratory interview as well. Career professionals can 
offer support and counsel on preparing for common pitfalls, helping them to craft stronger answers.  
 
Job seekers should prepare themselves by exploring every facet of their lives up to that point, 
emphasizing strengths, weaknesses, job expectations, and job contributions throughout their career. 
Hundreds of questions will begin very early during the education days and will cover every job, every 
success, and every failure. Job seekers should also be prepared to talk about all of their bosses over 
the years. Plus, job seekers should be aware that every former boss is contacted during this process. 
Therefore, it is important that what they say, while being as upbeat and positive as possible, be very 
truthful as well.  
 
A common question to expect in a topgrading interview is, "If I were to ask you to arrange an 
interview with your former boss, what would he or she say were your strengths, weaknesses, and 
overall performance?" 
 
Helpful tips on evaluating if a job seeker will make the grade in a topgrading analysis, according to 
the article, Are You Hiring “A” Players on Your Team? by Hank Gilman and Lori Iaonnou, Fortune 
Small Business: 
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“The cornerstone of Brad Smart's topgrading system is ranking recruits -- and top managers -- 
through letter grades. "A" and "B" players are assets; "C" players will kill off your company. Here's the 
executive summary:  
 
"A" Players: The best of class in their job category. Typically they are the top 10% of talent available 
in the marketplace. Defining an "A" player sounds simple, but it is not. The person's skills, 
motivations, and personality traits will vary depending on the job description. (A "C" player in one job 
could be an "A" player in another.) While all must have rock-solid integrity and a sterling job-
performance track record, not all will have to be team leaders or long-term visionaries, though that 
surely helps. They all must be quick studies. 
 
"B" Players: These managers fall into the top 25% of their job class mainly because they fall short in 
two to three areas. Unfortunately, most hire "B" or "C" employees and accept less than top 
performance from their staff. The good news is that some can be upgraded to "A" status if coached 
and trained. Others can become star players if their job responsibilities are fine-tuned. They can also 
be redeployed in other roles in a company. 
 
"C" Players: These employees fall below the top 35% of the company's work force. More often than 
not, they drag a company down like dead weight and must be placed in other jobs within the 
organization or fired. Because most have difficulty coping with new or complex situations, it is tough 
to find them a new safe harbor in the company. Many startups have stumbled with "C" players in key 
spots. It's especially important for new companies to hire the most talented and creative people right 
from day one.” 
 
E. Job Simulations / In-Box Exercises 
 
What it is: 
The concept of “try before you buy” is never more evident in interviewing than in job simulations or in-
box exercises. By putting job seekers to the test and having them actually perform in the job with 
mock assignments frequently termed “job simulations” or “in-box exercises”, an employer can weed 
out a talented interviewee from a talented employee.  
 
What this means to job seekers: 
As this method of interviewing becomes more frequently used, most levels and types of job seekers 
should be prepared to prove their stuff in a day-in-the-life simulation.  
 
Job seekers should be excited by this opportunity because they do not have to be good interviewees, 
rather, they just have to be good at what they do. It will be important for career professionals to 
prepare job seekers to work towards optimal performance, follow directions, exercise smart decision-
making and prioritization skills, and meet the assigned goals.  
 
Most often a simulation can involve answering a series of emails and/or phone calls relevant to the 
targeted position. The best strategy is for the job seeker to request access to company policy and 
procedures and/or a job manual before beginning (if available). He should then exercise common 
sense when unsure of how to respond to an issue, be sure to take good and thorough notes, and 
make records of important data.  
 
F. Videoconference Interviews  
 
What it is: 
While not necessarily a new function in interviews, this is one is worth mentioning due to many job 
seekers’ unfamiliarity with how to best prepare. The videoconference interview is exactly what it 
sounds like: an interview performed long distance by videoconferencing.  
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What this means to job seekers: 
When asked to participate in a videoconferencing interview, job seekers should be coached in the 
manner described below. They should be certain to arrive at the designated location with enough time 
to get started. If they are unfamiliar with the process, they should take time to get to know it and 
become comfortable with the mode of communication prior to the time of interview.  
 
Job seekers should arrive at least 15 minutes early for a brief orientation and to become familiar with 
the peripherals they will be using. 
 
What job seekers should wear: 
 
• Avoid large plaids and prints which may be overemphasized on the screen;  
• Pastel colors are preferable over white, which may glare; 
• If wearing white, add a dark jacket to cut down on glare; 
• The color red may "bleed" and should be avoided if possible; and 
• Avoid flashy jewelry that will catch the light. 
 
Avoid all-light or all-dark clothing. The camera's automatic brightness control will be tricked by these. 
If too much light-colored clothing is worn, the camera will automatically darken the picture, making the 
face appear shadowed. 
 
Preparing any presentation materials: 
 
If the job seeker had planned to have a presentation or to show items during  the interview, they will 
want to have them prepared in the appropriate context for visual display over videoconferencing.  
 
• For best readability, use 24 point or larger font; 
• Use a wider margin as sides will be slightly cut off; 
• Utilize the top 2/3 of an 8.5” x 11” page; 
• Use a landscaped page format; and 
• Include only graphics that are clean and simple. 

 
Encourage job seekers to following these tips and protocol: 
 
• Be aware of the transmission delay (about a half second); pause for the interviewer to comment.  
• Be themselves; they should speak naturally and think of the interviewer(s) as sitting across the 

table from them. 
• Keep the microphone muted if no one is speaking; try not to shuffle papers, drum fingers, or 

make unnecessary noise distractions near the microphone as any of these issues will cause the 
camera to shift to the site of the noise. 

• Avoid too much body motion as this creates blurry or jumpy images at the receiving end.  
 
G. Auditions / Group Interviews 
 
What it is: 
The concept of group interviews, or cattle calls, is not new and seem to frequent airlines and 
chiropractic practices. However, Southwest Airlines has found more ways to control the interview. We 
have added this topic to be sure that the job seeker will be aware of these added tactics when 
participating in the group interview.  

 
In this case, the interview is referred to as an audition, which seems common enough, but Southwest 
has elevated it to an art by evaluating issues that most job seekers would otherwise ignore. Quite 
simply, in the audition, everything a candidate does and says from the minute they call for an 
application to the end of the group interview is being scrutinized. 
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What this means to job seekers: 
Clients applying for jobs in transportation should be most aware of these types of activities. Following 
are what could be in store for the job seeker according to the article, Yet More Ways That Employers 
Control the Interview in Business 2.0’s April 2006 issue: 
 
1. When a candidate calls for an application, the manager on the phone jots down memorable 

points regarding the conversation.  
2. Applicants are tracked by flight attendants and gate agents with special tickets who are also 

making notes on behavior and alcohol consumption.  
3. During the group interview, when another applicant is speaking, candidates should be coached to 

pay attention and show interest because they are being watched as closely as the speaker by the 
participating managers. 

 
Paying attention, operating with courtesy and professionalism at all communication points, and 
recognizing that everything job seekers do or say will make an impression about them are the critical 
elements of this type of interview.  

 
 
VI. HUMAN RESOURCE SURVEY FINDINGS 
 
According to a global sampling of human resource professionals by Career Directors International, the 
following 2007 statistics were uncovered:  
 
When surveyed regarding which of these types of interview types were used in assessing candidates, 20 
percent responded that they used Chronological In-Depth Structured (CIDS); 12 percent used Case 
Method Interviews; 8 percent used Puzzle Interviews / Puzzle Questions; 2 percent used Speed 
Interviews; 22 percent used Job Simulations and In-Box Exercises; 34 percent used Auditions / Group 
Interviews; and 40 percent did not use any of these alternative interview strategies. 
 
 
VII.  CONCLUSION / RECOMMENDATIONS 
 
For years interviewing has been perceived as a static process for evaluating candidates. Both job seekers 
and career professionals need to awaken to the dynamic change that has taken place (and continues to 
take place) as companies seek to better utilize their time and resources for evaluating candidates. As Will 
Rogers said, “Even if you’re on the right track, you’ll get run over if you just sit there.”  
 
 
VIII. ADDITIONAL RESOURCES 
 
Taking interactive interview preparation to the next level, comes the game, Nail the Interview, created and 
hosted by Dayton News.  
 
The game allows you to select and personalize your character, and then leads you through a series of 
situations that teach you how to prepare for the interview. 
http://www.daytondailynews.com/jobs/content/shared-custom/nti/index.shtml  
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BACKGROUND INVESTIGATIONS & PRIVACY 
 

Section prepared by: Kathy Hadley and Judy Ware 
Edited by: Nona Pratz, Laura Labovich, Laura DeCarlo 

 
 
 
I. OVERVIEW 
 
Background checks have greatly increased since 9/11, according to Cedric Dave, Vice President of 
Human Resources for Merchants Information Solutions, Inc. According to Dave, 9/11 was a wake-up call 
for many companies to look around and see if the right people were on board. This paper will discuss this 
rapid growth in criminal, employment, and credit checks and its impact on job seekers and career 
professionals. 
 
 
II. RELEVANCY TO CAREER PROFESSIONALS 
 
According to a survey by The Arizona Republic (11/12/05-Yvette Armendariz), 96 percent of companies 
surveyed in 2004 reported that they conduct background checks. In contrast, a separate report on 
workplace violence showed that in 1996, only 66 percent of companies were conducting background 
checks. 
 
Based on this 2005 study, 99 percent of large companies and 92 percent of small companies conducted 
background checks, 87 percent instituted criminal checks, and 61 percent conducted credit checks. 
Additionally, companies are more frequently checking education records, military discharge information, 
and motor vehicle records. 
 
Drug checks have also increased significantly and, while not considered part of background checks, 87 
percent of companies with 500+ workers and virtually all of the Fortune 500 companies perform drug 
tests. 
 
The rapid growth in background investigations has raised questions about privacy issues affecting 
employees and the accuracy of the reports. A number of publications, including ones published by the 
Federal Trade Commission (FTC) and the Privacy Rights Clearinghouse (San Diego, CA), have clarified 
the rules of consumer credit and background checks when using outside agencies. 
 
Human resource representatives might allow employees to speak candidly with company-authorized 
employment agencies and background investigators. Since the professional investigators who conduct 
employment background checks know that employers might be fearful of lawsuits, they cleverly phrase 
questions to reveal volumes while limiting risks.  
 
These employer concerns about privacy have been overshadowed by issues with employee safety and 
company liability. According to About.com: Tech Careers, many states strictly limit what can and cannot 
be reported about an employee. To give out more than name, rank, and serial number can open the door 
to lawsuits. Laws in some states permit employers to sue another employer, if, during background 
checks, the company lies or omits information about serious employee acts, especially if that employee 
acts in a similar way. Two examples given were of a convicted child molester who worked with children 
and a substance abuser who worked in the transportation industry.  
 
In light of these issues, the majority of companies find that they are safer giving out information solely on 
name, rank, and serial number. They may also give dates of employment, titles held, the final salary (if 
the employee has given prior permission), and other “safe” facts such as training classes, seminars 
attended, etc. An employer must be careful not to discriminate against an employee on illegal grounds 
and must use caution in making promises to potential employees. Accuracy is a big issue. Concerns 
about privacy, however, have been superseded in court by concerns about employee safety and 
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company liability. 
 
One very serious area of scrutiny that has grown in recent years is in the area of criminal background 
checks, especially since 9/11. Sexual offender searches, in particular, especially in the fields of day care, 
hospitality, and health care providers, are becoming increasingly more common. Small companies, who 
had previously resisted doing such checks, are now finding that, if they want to obtain liability insurance 
or work with federal contracting agencies, they must conduct such searches.  
 
Interestingly enough, the Internet is increasingly becoming a new arena to secure “digital dirt” on potential 
job seekers. Various social networking Web sites, such as www.MySpace.com, www.Facebook.com, 
www.Friendster.com, and www.YouTube.com, along with comments written on blogs, are becoming 
essential tools for recruiters. Employers are scouring these sites to get a better feel for prospective 
applicants beyond what the job seekers have included on their resumes. Major companies will not 
acknowledge visiting such sites, and the issue has recently come under scrutiny, because federal law 
prohibits considering such factors as race, age, or gender; obvious characteristics obtained from online 
photos and profiles. However, employers are, in fact, using this information in hiring decisions and not 
contacting anyone who has anything questionable online. 
 
Background checks must also comply with the Fair Credit Reporting Act (FCRA) which applies to third-
party consumer (credit) checks and investigative reports that show an individual’s credit worthiness, 
character, mode of living, etc., when collected for employment purposes. It does not apply to a company’s 
human resources or security departments. 
 
The FCRA was significantly amended in 1997 in response to consumer complaints about the denial of 
credit and employment, due to inaccurate information maintained by the large companies, whose 
businesses were collecting and selling such information. This limited some companies who would have 
otherwise been in compliance of all regulations had they followed the four basic steps of FCRA as 
outlined below:  

 
1. Before requesting such a check, employers must make a clear and conspicuous disclosure 

statement that a report may be requested and must obtain written permission from the applicant 
or employee. A statement in the employment application will no longer suffice. 
 

2. If an employer receives a credit report and intends to take adverse action based on what it 
discloses, the employer must first provide the applicant/employee with a copy of the report and a 
written summary of their consumer rights as outlined by the FTC. 
 

3. Before making a final decision in light of the report, an employer must provide the 
applicant/employee with a notice of the adverse action. The FTC advises employers that they 
must give a complete description about the agency that performed the report and the employee’s 
right to obtain a copy and challenge the contents. 

 
With the unique regulations regarding background checks, most companies are using outside agencies. 
Companies must be careful in their agency review to assure that they are in compliance with all 
regulations. They must certify that the outside agency gathering the information is in compliance with the 
FCRA, as well as other state and federal equal employment opportunity laws. 
 
According to www.easyBackgrounds.com, companies that do not perform background checks should 
consider the following: 
 

1. The average cost of recruiting, hiring, and training an employee is over $4,000; 
2. Approximately 11 percent of their criminal records searches reveal that the applicant/employee 

has a criminal history; 
3. Approximately 30 percent of all résumés contain false or misleading information; and 
4. Negligent hiring jury awards average in excess of $500,000, and this figure does not include legal 

expenses. 
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According to Privacy Rights Clearinghouse, approximately 30 percent to 40 percent of job applications 
and résumés include some false or inflated facts. 
 
 
III. RELEVANCY TO JOB SEEKERS  
 
According to the Privacy Rights Clearinghouse, current events have caused an increase in employment 
screening for the following reasons: 
 
1. Child abuse and abductions in the news in recent years have resulted in new state laws that require 

criminal background checks for anyone who works with children. These checks even include 
volunteers who serve as coaches for youth sports activities and scout troop leaders. 

 
2. Since the terrorist acts of 9/11, employers have significantly tightened their security and identity 

verification practices. Potential job candidates and long-time employees are being examined more 
closely. 

 
3. Corporate executives, officers, and directors now also face a degree of scrutiny in both their private 

and professional lives, due to the corporate scandals in recent years. 
 
While most people have no concerns about a background check, others are not as comfortable having 
someone poking into their personal history. This concern speaks to the fact that an in-depth background 
check could unearth information that is irrelevant, can be taken out of context, or is just plain wrong. In 
addition, the report might include information that is illegal to use for hiring purposes or from questionable 
sources. 
 
According to the FCRA, the following items cannot be produced as a result of a background check: 
 

1. Bankruptcies after 10 years. While bankruptcies are a public record, employers cannot 
discriminate against applicants because they have filed for bankruptcy (11 USC~525). 

2. Civil suits, civil judgments, and records of arrest, from date of entry, after seven years. 
3. Paid tax liens after seven years. 
4. Accounts placed for collection after seven years. 
5. Any other negative information (except criminal) after seven years. 

 
The most recent change to the FCRA is making criminal convictions a public record and reportable 
indefinitely.  However, several states have limited employers from seeking any source of the arrest record 
of a potential employee. If the arrest resulted in a conviction, or if the applicant is out on bail but pending 
trial, that information can be used. Employers need to be cautious when checking criminal records, 
especially when using Web-based information brokers, as they are not always accurate or up to date. 
 
In most states, when an employee’s worker’s compensation claim goes through the state system, or the 
Workers’ Compensation (WC) Appeals Board, the case becomes public record. An employer may use 
this information only if an injury might interfere with the applicant’s ability to perform required duties. 
Under the Americans with Disabilities Act, employers cannot use medical information or the knowledge 
that an applicant has filed a claim to discriminate against them. 
 
The career professional must discuss the following with job seekers during the consultation: 
 
 1. References must be notified prior to putting their contact information in a Web-based format (such 

as a Web portfolio, online form, etc.), which will affect their privacy.  
 

2. Job seekers should be cognizant about decisions to leave out a position in a chronology simply 
because it was short-lived. It may be better to minimize such jobs, as they will still be found 
during a background check. If the job seeker does not wish to remove these jobs from their 
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résumé, the career professional should coach them on how to respond to interview questions that 
arise due to their presence in a background check.  

 
3. It is important to list employment history in both months and years because employers are 

increasingly expecting it in this format. Currently, most online systems automatically populate 
most of the application from a pasted résumé, and, therefore, require both months and years. Job 
seekers should also be prepared to answer questions that might arise about why they used this 
format for their résumés.  

 
 
IV. STRATEGIES FOR CAREER PROFESSIONALS 
 
Career professionals must stress that references should be contacted before putting their contact 
information in any Web-based format, as their privacy will ultimately be impacted by the posting. These 
comments include Web portfolios, pasted résumés, and similar electronic uses for reference sharing.  

 
Careful decisions need to be made regarding leaving out a position in a chronology due to it being short-
lived.  Minimizing them is instead recommended, because they will still be found in a background check. 
Also, job seekers must be coached on how to handle the situation when a job comes up in a check that 
does not appear on the résumé.  
 
When writing dates of employment history, it is imperative to list the months and the years, because 
employers are increasingly expecting the information in this format. Most online applications require this 
information as well and will kick back the information, if incomplete. Some systems are set up to accept 
this method only and will place certain criteria (months and dates) within other areas of the online 
application. The career professional must stress to job seekers how important it is to know their job start 
and end dates in both month and years not only for online systems, but also to explain to an employer if 
asked during an interview.  
 
 
V. STRATEGIES FOR JOB SEEKERS 
 
Career professionals need to counsel job seekers to reduce the chances of the job seeker and/or 
employer being “surprised” by information found in the background check process. (Refer to Attachment 
B to review a reporter’s on-line investigation of himself.) Career professionals must notify job seekers to 
do the following before an interview: 

 
1. Order a copy of their credit report. This can be done free and should be completed once a 

year. If there is something the job seekers disagree with or do not recognize, they can dispute the 
information, and should do so before it comes up in an interview. This also gives the job seeker a 
chance to see if anyone has accessed their information, which aids in the prevention of 
intentional or unintentional identity theft.  

 
2. Check court records. If a job seeker has an arrest record or involvement in court cases, they 

may go to the county where the incidents took place and inspect the files for accuracy. In 
addition, the job seeker should get a certified copy from the court, if the conviction was expunged 
or dismissed, rather than rely on what an attorney might say. 

 
3. Check DMV records. This is a critical step, especially if applying for a job that involves driving. 

Remember, a  DUI and DWI are not considered minor infractions. A job seeker can be denied 
employment, if they incorrectly check “no” on an employment application. The employer 
perceives this infraction as dishonesty, even if confusion were the reason for the error. 

 
4. Do a self-background check. If the job seekers do not work there any more, they can hire a 

company that specializes in such reports, such as www.badreferences.com. By doing so, any 
problems or misleading information may be found before it arises in an interview. 
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5. Ask to see a copy of their personnel file from an old job. Even if the job seeker does not work 

there any more, state law may allow them to see the files. And they are usually allowed to make 
copies of documents in the files that have their signature on them. 

 
6. Read the fine print carefully. When signing a job application, the job seeker will also be asked 

to sign a consent form authorizing a background check to be conducted. It is critical for career 
professionals to coach job seekers to read this document carefully and ask questions, if the 
authorization statement is in any way unclear. Refusal to sign, however, may jeopardize the 
chances of getting the job. This written notice must be on a separate form, which, in addition to a 
career professional’s authorization, can also include information that identifies them. The job 
seeker should read it carefully to ensure that it does not include questions as to race, sex, full 
date of birth, or maiden name. 

 
7. Tell neighbors and work colleagues, past and present, that they might be asked to provide 

information. This helps avoid suspicion and alerts job seekers to possible problems. 
 

8. Google their Name. This will allow the job seeker to see immediately where their name appears 
and with whom they have been affiliated. 

 
9. Be aware of www.zillow.com, a site many employers visit to determine home values of their job 

seekers, and, subsequently, offer salaries based on that information.  
 

10. Remember, anything posted on the Internet is fair game. Career professionals should coach 
job seekers, especially those who have grown up using the Internet, to keep questionable 
material off the Internet.  
 

If negative information is found on the job seeker’s credit report, all is not lost. Since companies are 
increasingly performing some or all of the tests mentioned previously, it is critical for job seekers to:  

 
1. Be honest and truthful on their résumé, applications, and in interviews. 
 
2. Communicate with references in advance of going on any interviews. 
 
3. Clarify, with past employers, their policy on reference checks. It may be useful to have a friend or 

career coach perform a fake check, especially if a bad reference is expected. 
www.myreferences.com is also available for this purpose.  

 
4. Review and avoid the list of over-the-counter medications and foods that can cause false 

positives in drug tests. 
 
5. Sanitize online profiles. Activate any features that block comments written by someone other than 

the job seeker. 
 

6. According to Tory Johnson, ABC News article author of Dusting Your Digital Dirt, if questioned by 
the employer regarding any negative information on private sites, the job seeker can reply by 
stating: “Yes, I enjoy being with my friends. I’m also a great student (professional) and I’ve 
worked very hard to maintain a strong GPA (career). I believe that it’s okay to relax and have fun, 
too. That’s never affected my performance on the job, nor will it.”  

 
7. In the book Interviewing: The Gold Standard, the author, Laura DeCarlo, suggests to prepare an 

addendum, in writing, to the résumé or application, if there is something that would cause an 
unavoidable negative to an employer who is checking. The job seeker can use this as a way to 
explain the challenges of the situation(s) that transpired and to demonstrate as tangibly as 
possible how they have worked to overcome that challenge. Job seekers should NOT offer the 
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addendum unless it becomes necessary The last thing a job seeker needs is to set off any 
warning bells. (See Attachment A.) 

 
 
VI.  HUMAN RESOURCE SURVEY FINDINGS 
 
According to a global sampling of human resource professionals by Career Directors International, the 
following 2007 statistics were uncovered:  
 

A. Googling Candidates in Background Investigations 
 

When surveyed regarding whether they included Googling of job candidates in their background 
investigations, 6 percent said that they definitely did do this; 20 percent said that they sometimes did; 
12 percent were considering it as a future strategy; and 62 percent does not do it as part of 
background checks. 
 
B. Reference Acceptance at First Interviews 

 
When surveyed regarding whether they asked for or accepted offered references at a first interview, 
42% that they always do; 38 percent sometimes do; and 20 percent never accept or ask for them at 
the first interview. 
 
C. Handwriting Analysis in Job Seeker Profiling 

 
When surveyed as to whether they had ever used, or would use, handwriting analysis as a technique 
for profiling job candidates, 2 percent replied that they had used it; 16 percent said they would 
consider using it; and 8 percent said they did not and would not consider using handwriting analysis. 
 
 

VII. CONCLUSION / RECOMMENDATIONS 
 
In conclusion, the job seeker has general and specific rights to privacy in the workplace; however, these 
rights must be balanced against employers’ privileges to monitor business operations. It cannot be said 
enough: do not lie or inflate the résumé with information that is incorrect. Employers are checking and 
verifying information, and falsification of an application can cause immediate termination.    

 
Educating the job seeker is a huge part of the job cycle. Career professionals need to educate job 
seekers by providing tips for putting a résumé online without getting burned:  
 

1. Limit the personal information disclosed on the résumé or in communications with potential 
employers. "No credible employer ever needs your bank account numbers, credit card numbers, 
mother's maiden name, or identifying characteristics, such as eye color," advises the Privacy 
Rights Clearinghouse.  
 

2. Verify that the company offering a job does exist. Then, look up the phone number, call 
headquarters, and verify that the contact actually works there.  
 

3. Investigate the job site's privacy policy and make sure the résumé can be deleted upon 
completion of the job search.  
 

4. “Be skeptical of any job offers that involve receiving money or goods and sending them 
overseas,” says Carrie Kirby of Chronicle Research.  

 
Also, focus on encouraging job seekers to:  
 

1. “Google” their name regularly to make sure nothing has been posted about them by a friend or a 
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colleague that they think is cute but that could be damaging; if you find such items, write asking 
that they be removed. 
 

2. Use Google for good by writing and submitting articles within their area of expertise for 
publication, and putting them on their own Web site; think twice about what they will say on a chat 
board, personal profile, résumé, or blog. Otherwise, it could come back to haunt them for a very 
long time.  
 

3. Be aware of other individuals with their same name (gained from “Googling”) and what their 
background is, so they can be prepared to let individuals know in an interview sequence, should 
the interviewer confuse them with the other online person.  

 
Today, job seekers, and even career professionals, cannot hide from their mistakes, their criminal 
records, dating profiles, Myspace.com pages, blog entries, or much else they say or do when it comes to 
the Internet. Information on the Internet is permanent, so it is important to not treat it casually. A job 
seeker only has a few seconds to make a good first impression. It is the job of the career professional to 
enlighten job seekers with all the various rules, regulations, tips, and strategies to ensure that they are 
thoroughly prepared from the beginning of the job search cycle. 
 
 
VIII. ADDITIONAL RESOURCES 
 
Listed below are the top references checking companies and the number of reference checks they 
perform per year: 
 
 Company     Checks Per Year 
 

www.usis.com       34 million  
www.choicepoint.com       9 million 
www.fadv.com       6.8 million 
www.adp.com         5.5 million 
www.acxiom.com       5.1 million 
www.hireright.com       5.1 million 
www.verificationsinc.com     5.1 million 
www.sterlingtesting.com        3.8 million 
www.infosmart-usa.com         1.5 million 
www.accuratebackground.com      1.3 million 
www.kroll.com       1 million 

 
Job seekers applying for positions such as executive vice president, chief financial officer, chief 
operations officer, and all board member positions are commonly investigated for up to one month prior to 
an employer making any contact with a job seeker. 
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ATTACHMENT A 
 
 

ADDENDUM TO APPLICATION 
 

Please accept this addendum as explanation of my credit report.  
 
I understand when you review my credit report that the initial impression may be extremely negative. 
Therefore, I wanted to take a few moments to explain the situation and how uncharacteristic it is of my 
ethics, professionalism, and integrity. In addition, you should note that I have had an unblemished 
payment cycle to all my creditors for the past 14 months.  
 
In 2000 my husband went part-time at his job so that he could devote more time to his growing side 
business. I assisted him while working full-time in another job. The business was progressing nicely when 
three unexpected and quite catastrophic events took place.  
 
First, my mother, who lives half the year with my sister and half with us came down with pneumonia. She 
was already a partial invalid and when she did work she was too sick to continue. Without medical 
insurance or the ability to qualify for aid, we were forced to cover the expenditure for hospitalization and 
care.  
 
That would have forced us to tighten our belts if not for the next two problems that rapidly occurred, 
forcing us into the financial situation we found ourselves in. 
 
The next was to be two small hurricanes that you probably remember if you were living here at the time. 
Hitting three weeks apart, they were minimal enough not to do any structural damage, but as my 
husband’s business was a small farming establishment in the backyard, he lost everything and accrued 
almost $18,000 in expenses and losses in four weeks. Unfortunately, I was not aware that he had not 
made additional insurance arrangements to cover such an occurrence.  
 
This blow put us into significant financial straights. We closed the business, as there was no rebuilding a 
third time. He was unable to get full-time again at his work so he took on a second part time job.  
 
Our income did not come anywhere close to repaying the debts we had accrued, and we worked with a 
credit-counseling agency to help us both budget and make payment arrangements with our creditors. 
 
During the next six months we would be forced to put a $15,000 roof on our home and to purchase 
another car when ours died its final death. However, we consistently made all of the necessary payments, 
and after almost three years, we have settled all those debts. Since that time, we have continued to make 
payments on time, and I believe you will see a remarkable improvement. Unfortunately, as you probably 
know, the negative marks don’t come off for seven to eight years, and make you look very bad on paper.  
 
To further demonstrate that this negative history is not indicative of my performance or values, I can 
furnish you with letters from prior employers attesting to my ethics and professionalism, as well as a copy 
of my recent credit report where I have highlighted all the positive payments. 
 
Thank you for taking the time to review and understand this situation and how uncharacteristic it is as a 
demonstration of my integrity.  
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ATTACHMENT B 

 

REPORTER INVESTIGATES HIMSELF ONLINE 
 

By Ryan E. Smith 
TOLEDO BLADE 

 
The truth is out there, and that's what's scary. 
 
With all the information out on the Internet today, it's hard not to worry about all the personal stuff anyone 
can find. It may just be that cute girl in class checking you out online, but it could be a cyber stalker or an 
angry ex. 
 
Curious about what these people would find, I decided to snoop on myself, searching for everything that I 
could using free sites. 
 
Let's start with the easy stuff. Using just the name in my byline above, I was able to look up my home 
address and phone number. The Toledo phone book is enough for this, actually, but it's also online at 
sites like www.zabasearch.com, www.anywho.com, or www.411.com. 
 
My name is pretty common, so strangers might have to do some cross-referencing to make sure they've 
got the right guy, but it's all there. (Finding my personal e-mail addresses, however, was another story. I 
couldn't find mine anywhere, though a number of sites tried to help.) 
 
At www.infospace.com, you can find the names and phone numbers of my neighbors, and the Maps 
function on Google offers a satellite view of the apartment building I call home. 
 
(If I did own a home, www.zillow.com and some county auditor's sites provide assessed values, tax 
information, even photos and sketches in some cases.) 
 
In many ways, my online persona is not that interesting. I've never owned property, never been arrested 
(check the Web if you don't believe me), never been married, never had children. So nothing is going to 
show up in those areas. 
 
But there are still a few unexpected things out there. Among the items I found, using Google and other 
sources: 
 
Where and when I went to college. 
 
Not only that, you can find out that I worked for the weekly college newspaper, read stories that I 
authored on everything from croquet to college elections, and even see a picture of me from 1997 with 
big(ger) glasses and my dad's old butterfly collar bowling shirt. 
 
Parts of my driving record. 
 
There's no hiding from the speeding ticket I got in Toledo two years ago, thanks to the data available 
through the clerk of Toledo Municipal Court Web site (www.tmc-clerk.com). 
 
I checked the Perrysburg Municipal Court site (www.perrysburgcourt.com) for traffic tickets and it looks 
like I'm clear there. Whew! One of the editors here, on the other hand ... well, for him it even lists his 
weight, height, eye color, and date of birth. 
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Work information. 
 
Many of my stories are available through The Blade's Web site, but also through other sites and blogs 
that have linked to them over the years. My work phone and e-mail are at the bottom of every article. 
 
The Audio search function on Yahoo! quickly pulls up recordings I made to narrate slide shows for 
different articles. As a result, people can hear and see me online. 
 
That's aside from the pictures of me on a Norwegian man's Web site from the World Rock Paper Scissors 
Championships I attended in Toronto a couple of years ago. Those popped up when I was looking for 
images through Google. 
 
There's a lot more out there, but it would have cost me some dinero. Web sites promise everything from 
criminal background checks to reports on bankruptcies and liens. 
 
"Anything's out there for a price, I can guarantee," said Lt. Mel Stachura, who is in charge of the technical 
crimes section of the Toledo Police Department. 
 
It can be creepy to know that there's so much information available. To think of the potential for harm, it's 
even worse. 
 
If it makes you feel any better, Patrick Wainscott, a licensed investigator and owner of A1 Investigations 
in Lima, said online data may not be as helpful as some might think. 
 
"Typically, the information that they can locate is often older information, outdated information," he said. 
 
The special databases that he pays to access as an investigator require a valid reason and a copy of his 
investigator's license to help keep the information out of the wrong hands.  
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RÉSUMÉ & APPLICATION  FRAUD 
 

Section prepared by: Dr. G. Jay Christensen 
Edited by: Nona Pratz, Laura Labovich, Laura DeCarlo 

 
 
 
I.          OVERVIEW 
 
The impacts of résumé and application fraud have changed very little over the past 20 years, but current 
literature and industry research definitely demonstrates that résumé fraud is on the rise. Perhaps it’s 
simply that companies have more resources at their disposal to make the backgrounds of job seekers 
more transparent, but the issue of résumé fraud is truly reaching epic proportions. Level of career also 
makes no difference – making the news in recent months for résumé fraud have been a high-level CEO, 
a notable university dean, a recognized California poet laureate, and a star athletic coach. Despite the 
frequently disastrous results to an individual’s career, far too many job seekers are sneaking falsehoods 
into their employment documents.  
 
Anyone with a keyboard can embellish a résumé. No one thinks background checks are going to occur, 
and, often, these checks do not occur, until some other occurrence or incident in business brings the 
fraud to light. Fraud can go undetected for years in submitted résumés, but, eventually, the culprits will be 
ferreted out. Then, the phrase, “When in doubt, go honest,” becomes the solution to dishonesty. Job 
seekers do not expect to be fired for résumé fraud, but that situation frequently does occur. Boards of 
directors and administrators do not respect individuals who lie, even a little, about their educational or 
work experience efforts. Acts of résumé fraud are rarely something a career professional can quietly 
separate from; this type of fraud can irreparably damage a career and leave a job seeker unable to obtain 
employment in his/her field.  
 
The most common résumé fraud activities involves listing degrees that were never obtained or 
educational institutes never attended. The recent list of cheaters even includes major CEO types at Radio 
Shack, Bausch & Lomb, and Veritas Software. An associate professor of organizational behavior at 
Carnegie Mellon phrases the situation this way:  “. . . they do what they think they can get away with.” The 
large percentage of job seekers who admit to lying on their résumés has increased, “on average, to 52 
percent of padded résumés.”  (www.fakerésumé.com and New York Times Job Market).   
 
A South Burlington, Vermont résumé-counseling company (reported in RésuméDoctor.com) spent six 
months on the issue of misstatements in résumés. They released a study about misstatements “finding 
major misstatements in 42.7 percent of the résumés it researched.” To accomplish this study, job titles, 
dates of employment, and job seekers’ educational backgrounds were checked from entry-level to 
executives (RésuméDoctor.com and available in selected Vermont newspapers).   
 
 
II. RELEVANCY TO CAREER PROFESSIONALS 
 
Career professionals need to stress to job seekers the importance of providing complete and honest 
information within their résumés and supplemental career documentation. Conversely, self-employed 
career professionals will need to have a well-documented service agreement that states they are not 
accountable for the authenticity of information provided by the job seeker and that the job seeker is 
responsible for approving all content as accurate before finalization. Coupled with verbally relating to the 
job seeker what the contents of the agreement conveys, these steps will protect career professionals from 
potential liability if it is found out later that the job seeker provided false information and seeks to accuse? 
the career professional.  
 
Since fraud is becoming more commonplace, the government has stepped in; at least in one state there 
is now a law in effect that will punish individuals who list college degrees they have not earned. 
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A. State Government and Reputable Firms Attack False or Misleading Degrees 
 

Washington State passed House Bill 2507, sponsored by Rep. Phyllis Kenney, D-Seattle, which took 
effect June 7, 2006. The new law bans the use of fake academic credentials to promote a  business, 
obtain employment, win a promotion or license, or gain admission to a school. It is a misdemeanor 
and can be punishable by one year in jail and up to $5,000 in fines. The law also makes it illegal for 
unaccredited institutions to issue phony academic credentials, which would be classified a felony, and 
is punishable by five years in jail and up to $10,000 in fines. 

  
B. In Certain Circles Résumés Represent Legal Documents 

 
Fraud is not just confined to the résumé but to other employment documentation as well. When a job 
seeker fills out a job application for a federal position, or other types of work, a prospective employer 
can have charges brought against the person if lying occurs on the job application (Al Lewis, “Some 
Work at Lying to Get a Good Job,” Denver Post).  

 
C. Résumé Writers Should Be Aware of Widespread Abuse 

 
Personal integrity counts on a résumé. John O’Connor of CareerPro Inc. (www.careerproinc.com) 
insisted untruths continue to occur: “Ninety percent of personnel directors surveyed by the Society for 
Human Resource Management reported résumé untruths ranging from past salaries to personal 
identification.”  Untruths are not confined to the United States. The Toronto Globe and Mail in Canada 
mentioned that untruths occurred in 2006:  “10% to 30% of all job seekers aren’t entirely truthful on 
their résumés.”  This possible global phenomenon of résumé fraud suggests (based on literature) 
that, at least, 33% of submitted résumés are fraudulent in some respect.   
 
To add to the woes of integrity, an FBI report for 2004 “found that 500,000 people in the United States 
listed false college degrees on résumés and job applications.” The cost of such résumé fraud is also 
increasing. The Association of Certified Fraud Examiners mentions that occupational fraud and 
abuse, including résumé fraud, cost an “estimated $600 billion each year.” 
 
 

III.  RELEVANCY TO JOB SEEKERS 
 
Job seekers need to be aware of the legalities of falsifying information on their résumés.  As previously 
mentioned, states have begun taking measures against job seekers who add “bogus” information on 
résumés.  It is not worth jeopardizing a well-developed career in the future, due to a dishonest entry on a 
résumé in the past.  Sooner or later the truth will be told, and it will not only be an embarrassment to 
family members, but also in the professional arena, as well.  
 

A. Everyone Cheats on Résumés 
 
You often hear the phrase: “Everyone is doing it.” That phrase, with all its ramifications, should be 
ignored. Integrity of job seekers is jeopardized as news reports more frequently make examples of 
individuals perpetrating résumé fraud. The individual, Gary S. Stocco, claimed he had both bachelor 
and master degrees from the University of San Moritz. Upon investigation, Mr. Stocco has admitted 
he has no special burn knowledge and training in child abuse cases. Even a law professor at Nova 
Southeastern University, in her forthcoming book, has said “30 percent of all professional résumés 
contain false information.”  
 
White-collar résumé fraud is definitely increasing. A 2004 study by Korn/Ferry International 
Consultants said that 44.7 percent of them “strongly” or “somewhat” believe résumé fraud is 
increasing for white-collar executives. The reasons given the most often were: “reasons for leaving 
prior jobs” and “results/accomplishments.”   
 
Athletics are usually admired, but a head coach of the Notre Dame football program resigned after 
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five days of being hired. Both his claim to having a master’s degree from New York University and 
playing football at the University of New Hampshire were discounted. For example, during the recent 
election for state attorney general in Los Angeles, one of the candidates claimed to have played 
football after college for a professional team. In checking the record, it was discovered the candidate 
reported to camp but was never picked. The advertisements for his candidacy suddenly did not 
include that information about a pro team, and the candidate was defeated in the primary. 
 
Puffery also affects people thinking they can falsify their résumés. California’s first poet laureate, 
Quincy Troup, resigned from a Southern California higher educational institution, because he claimed 
a degree from Grambling College, never proven. Because job seekers believe degrees mean more 
money, the idea of résumé falsifying is increasing. On another note, it was startling to learn that 
Michael Brown from FEMA “served as an assistant city manager with emergency services oversight.” 
It turned out Mr. Brown worked as an administrative assistant in Edmond, Oklahoma. 

 
B. Degree Mills Perpetuate Problem in Résumé Fraud 
 
Adding to this mixture is the willingness to secure questionable degrees from online institutions 
promising for a $150 or more to provide whatever degree certificate is needed. At least two services 
(directories) exist online to check whether a reputable institution exists. Unfortunately, new degree 
mills which might temporarily fly under the radar are regularly cropping up but the Internet and various 
directories of accredited schools will always bring these to light eventually. 

 
 
IV. STRATEGIES FOR CAREER PROFESSIONALS 
 
The rampant quality of résumé fraud is not going to stop because an organization, an institution, or a 
professional group wills it. Both the employer and the job seeker need to be more vigilant in the quality of 
résumés and applications accepted. That involves the fine tuning of what is accepted from the job seeker 
in terms of gaps and results/accomplishments. 
 
Job seekers should be warned that well-intentioned organizations are now embracing background 
checks, especially on more high-level executive positions. It should be the responsibility of the 
professional résumé service to warn the job seeker that these background checks, résumé scrutiny, and 
employer doubts are part of today’s working world. If the job seeker is aware of those possibilities, 
because of an alert résumé service or résumé writer, then that agency or individual can at least say the 
job seeker was sufficiently warned. Vance, a global investigation and security consulting firm, says there 
are ten résumé abuse techniques hiring managers need to look for. When working with the job seeker, 
career professionals need to ensure that these top ten résumé abuses are corrected:    
 

1.  Stretching dates of employment 
 

Always use months and years. 
 
2.  Inflating past accomplishments and skills 

 
Always have the job seeker state exactly what they have done. When preparing the résumé, do 
not stretch the truth. 

 
3.  Enhancing job titles and responsibilities 

 
Do not list inaccurate job titles or responsibilities. Ask the job seeker detailed questions to gain 
further knowledge regarding duties, thereby, gaining appropriate job titles that match the 
responsibilities. 

 



 

2007 © Career Directors International <http://www.careerdirectors.com> 

35

4. Education exaggeration and fabricating degrees 
 
List all education and dates of degrees. If job seeker is over 50, the dates can be eliminated. 

 
5. Unexplained gaps and periods of self-employment 

 
Interviews should bring out exactly what the job seeker did during those periods. Any gaps in 
employment could be filled in with the word “sabbatical” or some other “title” that best describes 
what the job seeker was actually doing during the time of unemployment. 

 
6. Omitting past employment 
 

The only time past employment should be omitted is when it is irrelevant to the job objective or, if 
doing a chronological résumé, the job omission is going to leave gaps in employment. 
 

7. Faking credentials 
 
Career professionals can ask for transcripts, if any dishonesty is suspected in this area.  
However, it is up to the job seeker to give honest information in this area. 

 
8.  Fabricating reasons for leaving previous job 

 
Vance recommends that prospective employers call previous employers and check criminal 
records carefully. Therefore, it is important for the applicant to realize that honesty is the best 
policy. Addendums can be created to attempt to overcome career hiccups. 

 
9. Providing fraudulent references 

 
Vance does not give specific recommendations. Job seekers should make sure their references 
are up-to-date and accurate, since bad references are a red flag. 

 
10. Misrepresenting military record 

 
Vance recommends employers get in touch with the National Personnel Records Center in St. 
Louis, Missouri, to validate a job seeker’s military records. At least 12 weeks are required for 
turnaround data on applicants. Job seekers should therefore be cautioned to provide accurate 
military documentation within their employment documents and applications. 

 
 
V. STRATEGIES FOR JOB SEEKERS 

 
The Internet makes it convenient for the job seeker to cut and paste authentic-looking documents. So-
called diploma mills seem especially prone to issue degrees and diplomas without worrying about the 
academic quality of these issuances. Hackers are also hard at work plugging into college databases 
names of individuals who never attended these institutions. Certain Web sites cook the facts to enhance 
the résumé. Even online rigging has to be watched where job seekers send résumés by e-mail or post 
online and conveniently forget to include a cover letter. In conclusion, one bad hire can be the downfall of 
a company. Job seekers must be aware of their part in providing accurate representation of their career 
and should realize the repercussions that providing fraudulent data can cause to their career. It might be 
temping to elaborate or falsify information in anticipation of landing a higher-paying job, but in the long run 
it is not worth the humiliation when the truth is unveiled. 
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VI. CONCLUSION / RECOMMENDATIONS 
 
Soul-searching should be the order of the day in preparing and checking résumés for authenticity.  
Pointed questions can help ferret out a lying job seeker in an interview. In the final analysis, résumé 
writers need to protect both themselves and their résumé services, thereby minimizing liability to 
themselves and their firms. Private practices and firms should consider adding an authenticity clause to 
the contract with suggested wording: “I hereby agree that the information included in my résumé is true 
and release (insert company name) from all responsibility for my approval of content.”  
 
After reading this comprehensive list from a trusted investigation and consulting firm, it may be 
concluded, as a résumé service, that the checking is hopeless. However, that is not the case. This report 
simply warns that vigilance is the price of a well-done, acceptable, and honest résumé. Employers, 
résumé writers, and job seekers are required to maintain this vigilance.   
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NEW TRENDS IN NETWORKING: SOCIAL NETWORKING 
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I. OVERVIEW  
 
Networking has long been reputed to be the top method that job seekers can use for finding a new job. 
Since an estimated 80 percent of jobs never get advertised, it makes sense that networking would play a 
key role in the job search process.  
 
Networking is a “planned, structured and very time-consuming campaign that usually starts with friends, 
acquaintances, and relatives (this stage is called contact development), but rapidly moves on to meeting 
with people you don’t know, who refer you to still more people you don’t know.” (Richardson, National 
Business Employment Weekly: Networking, p. 8). 
 
Online networking, or social networking, is a super trend in the careers industry and affects the many 
professionals who make up the industry, including résumé writers, career coaches, transition consultants, 
placement specialists, and job seekers themselves. With the recent explosion of new Internet tools and 
industry-specific Web sites, much of traditional networking has moved online. Online networking has 
dramatically increased the opportunities for job seekers to meet more people than ever before, as well as 
to identify and network with people they might not have been able to reach previously. Industry specific 
Web sites, chat rooms, and association mailing lists are just a few of the tools that are being used to 
create networking communities, not to mention the many social networking sites created specifically for 
individuals to network and expand their contacts.  
 
Just as it is critical for career professionals to keep abreast of industry trends, such as social networking, 
it is just as important, if not more, for job seekers to do this.   

 
According to the 1999 career transition study conducted by Drake Beam Morin, 64 percent of the almost 
7,500 people surveyed said they found their new jobs through “networking.” But, what exactly is 
networking and, for the context of this paper, what is social networking? In this document, both career 
professionals and job seekers alike will find a roadmap to the complex world of business networking from 
the advent of new social networking Web sites to blogging basics. 
  
 
II.  RELEVANCY TO CAREER PROFESSIONALS 
 
Traditional networking helps job seekers to build professional relationships throughout their careers. The 
key to successful business networking is the establishment of a mutually beneficial relationship. To be 
used an effective technique, job seekers must always be thinking about building networks. Whether or not 
the job seeker is in the business of looking for a new job, each new contact is a part of this business 
network. Building a contact list is critical and the relationships from this list must be nurtured.   
 
Often, networking occurs without purpose or planning, such as an exchange with a neighbor at the 
mailbox, through email, or while talking with a friend over lunch. Other networking is more targeted, such 
as trade association meetings or related events. The term “networking” can be applied to almost any form 
of communication we have with another person that establishes a mutually beneficial relationship.   
 
It is critical for career professionals to familiarize themselves with, and stay abreast of, the online tools 
currently available which make up social networking. Many clients are Internet savvy and are increasingly 
expecting their coaches to be similarly knowledgeable. Career professionals can outpace the competition 
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by gaining specific knowledge of niche career Web sites available for social networking. They can 
introduce these sites to their clients as a new methodology for networking and help them stay clear of 
wasting time with more passive job search techniques, thus increasing the effectiveness of their clients’ 
overall job search. Professionals, like résumé writers and career coaches, can share valuable knowledge 
with others in their field through mailing lists, discussions forums, chat rooms, and social networking sites 
(to be described below). 
 
Additionally, career professionals should seek out industry associations that offer mailing lists and 
networking opportunities through their Web sites, as these are an excellent source of relevant industry 
information. Many job seekers are having great success at finding jobs this way. Networking Web sites, 
such as Friendster and LinkedIn, are creating online communities where, upon invitation, people can join 
and have hundreds of new contacts in minutes. These online discussions create relationships very much 
like “word of mouth” whereby job seekers can find open positions and more. Even recruiters find these 
sites invaluable, often utilizing them to cultivate relationships and recruit a more diverse, passive job 
candidate they might not have been able to identify through other more traditional techniques.  
 
Co Founder of LinkedIn (www.linkedin.com), Konstantine Guericke, states that he “expects to double its 
already 100,000 users within weeks. More than 50% of interactions are hiring related. But that can 
include messages relating to job hunters seeking work, hiring managers seeking candidates, or people 
who just want information to help them approach a company or prepare for an interview.” 
 
 
III. RELEVANCY TO JOB SEEKERS 
 
Job seekers will be better positioned for success, if they look beyond the traditional networking, and 
consider networking online, or social networking, as a part of their holistic job search campaign. As 
mentioned earlier, the social networking phenomena is a super trend in the careers industry, and it affects 
industry professionals and job seekers alike. The Internet is a network in and of itself; a means of 
communication and connectivity. It can help job seekers to build a personal network and provides new 
venues for meeting people they would otherwise never meet. It eliminates the sweaty-palm factor, and 
allows job seekers to meet contacts through a potentially global network of friends, coworkers, and family. 
With social networking, there are really no boundaries to how rich, diversified, or extensive an individual’s 
network might become. 
 
 
IV. STRATEGIES FOR CAREER PROFESSIONALS 
 
Clearly, there are advantages for career professionals for getting job seekers to embrace social 
networking. Among them are the following: 
 

• Job seekers can identify and participate in literally thousands of discussion groups and 
community forums covering thousands of niche subjects and specialties. 

• Job seekers can "break the ice" before meeting someone in person.  
• Job seekers can listen, engage, or be engaged as they wish. No one can see them sweat, and 

they don't have to feel like a wallflower, since no one can see them standing off by themselves. 
• Job seekers can meet and network with recruiters seeking candidates. 
• Job seekers can better identify and network with employees and managers in target companies. 

 
However, career professionals must educate job seekers about the disadvantages, as well. 

 
• Networking online can be just as difficult as networking in person. In fact, it may be harder 

because job seekers may not be able to establish a true personal relationship online.  
• First impressions count even more, so job seekers must be very careful with their first public 

posting.  
• Online behavior is of critical importance. It is important that job seekers think before they type.  
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As mentioned before, it is critical for career professionals to become familiar with the various sites and 
resources that are recognized in the industry today. Discussion groups, online networking 
organizations, professional associations, and school/alumni associations are several categories to 
which job seekers should associate. 
 
 
V. STRATEGIES FOR JOB SEEKERS 
 
The majority of the following information is courtesy of the Quintessential Careers article, “Tools for 
Networking on the Internet” www.quintcareers.com/Internet_networking_sources.html. 
 
It is becoming increasingly important for job seekers to seek out alternate ways to network that include, in 
part, online social networking sites and sources. Whether for purposes of job search, company or contact 
information, the Internet is not to be overlooked as a viable networking tool. In fact, job seekers who are 
not utilizing the Internet, are not conducting a robust campaign, and may overlook some exciting 
opportunities. Job seekers should also not overlook the possibility of creating a blog or a personal Web 
site. Simply put, job seekers now have a multitude of options when it comes to creating their online 
identity and searching, networking, and creating relationships online, well beyond the job board postings 
of the past.  
 
Some areas for job seekers to target online include the following:  
 

A. Discussion Groups or Usenet Groups 
 

One of the best ways to network with professionals in any given career field is through online 
discussion groups or Usenet groups. Job seekers can join online discussion groups in their chosen 
field and receive messages from group members by email.  
 
Such online instruction for job seekers include: 
 
• America Online (www.aol.com): Best-known portal for chat rooms and instant messaging. 
 
• Catalist (www.catalist.us): Online catalog of groups that operates using LISTSERV software. 

Users can browse more than 72,000 public lists on the Internet. A bonus: each list is shown with 
current number of subscribers. 

 
• CNET (www.cnet.com): Top five recommendations for chat formats.   
 
• Company of Friends (www.fastcompany.com/cof): Fast Company magazine’s global readers’ 

network. More than 10,000 business people, thought leaders, and change agents have signed up 
in more than 100 urban areas around the world. Fast Company readers are self-organizing local 
discussion groups, mentoring, and networking organizations, and creative problem-solving teams. 

 
• Delphi Forums (www.delphiforums.com): One of the leading networks of member-managed 

online communities with more than 10 million registered members and over a million new 
messages posted per week. Delphi's services enable individuals to build, manage, and grow their 
own online communities. 

 
• Google Groups (http://groups.google.com): Usernet and other discussion groups organized by 

topic. Powered by the best search engine on the Web: Google. (Formerly Deja.com.) 
 
• Monster (www.monster.com): Interesting bulletin boards/chats that enable users to network on 

topics of interest to job seekers. (Established job seekers and career changes will most benefit 
from boards listed under “Mid-Career.”) 
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• Topica (http://lists.topica.com): Database that allows users to search for online discussion groups 

in their career field by entering a keyword.  
 
• WetFeet (www.wetfeet.com): Active discussion boards.  
 
• Yahoo Groups (http://groups.yahoo.com): Database that users can join or start a group on just 

about any topic. 
 
B. Online Networking Organizations 

 
• Business Networking International (www.bni.com): Business and professional networking 

organization that offers members the opportunity to share ideas, contacts and leads. 
 
• Ecademy.com (Ecademy.com): Aims "to build the world's largest trusted business network by 

connecting people to each other - enabling knowledge, contacts and opportunities to be shared 
for world-wide wealth." Ecademy believes networking and a philosophy of "winning by sharing" 
are key to success. More than 20,000 members from 120 countries learn, network, and develop 
their careers together. Membership to Ecademy is free. Listed as a Forbes Best of the Web site.  

 
• EveryonesConnected (www.everyonesconnected.com): The UK's Everyone's Connected allows 

users to do online what they already do in real life: meet people through friends they already 
know to date or just have fun. Because each new member has to be validated by a friend to join, 
the result is a safer environment to meet genuine people.  

 
• Ezboard (www.ezboard.com): Network of more than 300,000 online communities inhabited by 

businesses and individuals covering a wide range of topics and interests. Users can join an 
ongoing community or start their own. Ezboard is a great networking tool. A bonus: shows 
average number of daily postings to groups.  

 
• First Tuesday (www.firsttuesday.com): More than 41,000 active members worldwide across 37 

cities in 20 countries on five continents with a mission of bringing together the leading players in 
the technologies sector: entrepreneurs and managers of new ventures; venture capitalists and 
investors; service providers; along with "intrapreneurs" and technology managers in corporate 
entities. First Tuesday cities hold monthly events. Listed as a Forbes Best of the Web site. 

 
• Friendsand (www.friendsand.com): Online networking site where users can build relationships 

with people who have similar interests to develop an ever-expanding community. They claim they 
are dedicated to building the largest network of friends in the world. Free registration is required 
before users can begin searching the profiles of existing members to build their network.  

 
• Friendster (www.friendster.com): Online community that connects people through networks of 

friends. Friendster enables users to create their own personal, private community, where they 
interact with people connected through networks of mutual friends.  

 
• hi5 (www.hi5.com): Online networking site for meeting new people, connecting with friends, and 

sharing ideas. Meet new people through mutual friends or interests. Personal profile required. 
There is no cost for those who designate themselves as job seekers. 

 
• Jigsaw (www.jigsaw.com): Online business contact marketplace where marketers, recruiters, 

and sales people can buy, sell, and trade business contact information. The Jigsaw marketplace 
offers members access to an online database of fresh and accurate corporate contact information 
and increases efficiency by shortening the time required to find valuable business contacts. 
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• Leads Club (www.leadsclub.com): One of the original networking groups. Offers assistance in 
attaining good business referrals that will expand your business success. 

 
• LeTip (www.letip.com): Professional networking organization of men and women dedicated to the 

highest standards of competence and service. Provides qualified business tips or leads. 
 
• LinkedIn (www.linkedin.com): Dedicated to making a user’s existing network connections more 

powerful. LinkedIn lets users see the whole network of people they can reach through their 
trusted friends and search for the contacts they need to get business done. If a user with 20 
connections connected with 20 more of their own, the user would be able to make contact with 
more than 150,000 professionals. LinkedIn enables users to make deals, as well as find 
employees, industry experts, jobs, and contracts by making contact with the right professionals. 
(Many recruiters use LinkedIn). 

 
• ListTool (www.listtool.com): Free tool that makes the process of subscribing, unsubscribing, and 

sending commands to 878 mailing and discussion lists (in categories such as law, art, music, 
computers, news, business, humor, and more) easy. Search for lists by keyword(s).  

 
• Media Bistro (www.mediabistro.com): Dedicated to anyone who creates or works with content, 

or who is a non-creative professional working in a content/creative industry, including editors, 
writers, television producers, graphic designers, book publishers, people in production, and 
circulation departments, and in industries including magazines, television, radio, newspapers, 
book publishing, online media, advertising, PR, and graphic design. The site's mission is to 
provide online and offline opportunities for meeting each other, sharing resources, becoming 
informed of job opportunities and interesting projects, improving career skills, and showcasing 
work. Listed as a Forbes Best of the Web site. 

 
• Meetup (www.meetup.com): Site which helps people get together with a group of neighbors that 

share a common interest. Users can self-organize global, monthly "Meetup Days”: local group 
gatherings on the same day everywhere for almost any interest group. Meetups take place in up 
to 604 cities in 45 countries at local cafés, restaurants, bookstores, and other local 
establishments.  

 
• Online Business Networks (www.onlinebusinessnetworks.com/blog): Solid resource for learning 

more about building relationships online, for job-hunting or freelancers searching for new clients. 
Includes detailed reviews of online networking resources, as well as other networking tools. There 
is no cost for those who designate themselves as job seekers. 

 
• NetParty (www.netparty.com): Site provides access to business and social networking events for 

young professionals. While most of the action takes place offline, NetParty, offers an online 
opportunity to sign up for events in their city to network with each other on a business level and 
interact with each other on a social level. Listed as a Forbes Best of the Web site.  

 
• Networking for Professionals (www.networkingforprofessionals.com): Online networking group 

designed for professionals from numerous occupations, where users can build their business, 
improve their client base, and/or advance their career. Users can control the privacy. First month 
of membership is free; each month thereafter is fee-based.  

 
• PowerMingle.com (www.powermingle.com): Site where professionals can meet, mingle, and 

network with other professionals. Users create a networking profile and then choose to be 
matched with other similar professionals or search for professionals they want to meet. The site 
also hosts events and exhibitor networking opportunities. There is no cost for those who 
designate themselves as job seekers. 
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• Real Contacts (www.realcontacts.com): Networking site for job seekers, where they can stay in 
touch with their network, discover job openings, and more. Job openings are communicated 
through extended networking. There is no cost for those who designate themselves as job 
seekers. 

 
• Ryze (www.ryze.com): Network site where members get a free networking-oriented home page 

and can send messages to other members. They can also join special networks related to their 
industry, interests, or location. More than 200 organizations host networks on Ryze to help their 
members interact with each other and grow their organizations. Listed as a Forbes Best of the 
Web site.  

 
• Talk City (www.talkcity.com): One of the best-known chat and community sites on the Web. 

Offers free starter membership.  
 
• Tile (www.tile.net): Comprehensive list of Internet-based resources, including discussion and 

information lists, Usenet groups, and more. Browse by name, description, and domain. 
 
• Tribe (www.tribe.net): Site where friends help friends do everything from finding a job to sharing 

their favorite restaurant. Enables users to connect with people, family, school friends, co-workers, 
as well as join and create "Tribes" around interest areas. Users can get a friend's 
recommendation for anything from a great restaurant to a gentle dentist.  

 
• Ziggs (www.ziggs.com): Search platform for professionals for finding people in business online. 

By providing an index dedicated to up-to-date businesspeople profiles, Ziggs lets users search 
across more than 2.6 million public profiles from more than 66,000 companies, and find the 
accurate information on the people you seek. With Ziggs, users can create their own profile. 

 
• XING (www.xing.com): Europe's leading business network, which allows users to establish new 

business contacts, systematically grow their network of relationships, easily manage existing 
contact information no matter where they are located, market themselves and their company in a 
professional business context, identify experts and receive advice on any topic, and efficiently 
organize their meetings, events and phone conferences.  

 
C. Professional Organizations and Associations 

 
Another way for job seekers to network is to join professional organizations and associations in any 
given field. Professional associations can be found in The Gayle Encyclopedia of Professional 
Associations, as well as through association search functions through www.asaenet.org. Associations 
with an online presence (most today) enable job seekers to network specifically within their industry 
niche.  

 
D. School Alumni Networking Groups 

 
• Alumni (www.alumni.net): Links to high schools and colleges located around the U.S. and the 

world.  
 
• Reunion (www.reunion.com): More than 28,000 high schools throughout the United States. 

Alumni of any American high school can visit this site and register, update information, or search 
for an old classmate. This database can be used to locate a lost friend/acquaintance/business 
associate at a high school in another region of the country.  

 
• Alumni Connections (www.alumniconnections.com): On-line communities that are tailor-made 

for networking.  
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• Classmates (www.classmates.com): Four databases - high schools, colleges, military, and 
workplace – all which claim to have more than 130,000 schools and more than 29 million users. 
Easily locate old friends, coworkers, and more.  

 
• Corporate Alumni Inc. (www.corporatealumni.com): Designs, manages, and hosts communities 

composed of former employees of companies. The organization's mission is to make it easy to 
retain goodwill, renew friendships, and build on established relationships.  

 
• Eliyon (www.eliyon.com): Job seekers can click on the site's "Eliyon Networking" button, enter 

the companies where they've worked, and Eliyon will provide profiles of everyone in its database 
who has worked for that company. The free service enables job seekers to track down the 
whereabouts of former colleagues to add them to their referral network.   

 
E. Finding People on the Internet 

 
There may be times when job seekers (or career professionals) would like to network, or just 
reconnect, with someone who doesn't fit into the usual categories of former coworker, classmate, or 
military buddy. Maybe they would like to find someone with whom they went to summer camp or 
preschool.  
 
For freelance networking, such as the aforementioned, a site like PeopleSpot (www.peoplespot.com) 
is essential. It is a portal for numerous search engines that provide E-mail Search, Reverse 
Searches, Special Directories, U.S. White Pages, International White Pages and Zip Codes. In 
addition, PeopleSpot offers links to various other online networking tools, such as Associations, Chat 
Rooms, Online Clubs, Listservs, Matchmaking, Newsgroups, Online Communities, Pen Pals, 
Personal Homepages, and Support Groups.  

 
F. Free Hosting for Web Sites  

 
For job seekers, creating a Web page of their own can be a helpful networking tool, providing an easy 
way for prospective contacts to find them. A number of portal sites on the Internet, such as Geocities, 
will host Web pages. For a search engine that enables users to find Web sites with free Web space 
hosting, go to FreeWebspace.Net.  

 
G. Web Logs/Blogs 

 
One should not forget that Web blogs are an excellent way to online network. 
 
NetLingo, The Internet Dictionary, defines a Weblog or Blog as a "frequent, chronological publication 
of personal thoughts and Web links. A blog is often a mixture of what is happening in a person's life 
and what is happening on the Web, a kind of hybrid diary/guide site; although, there are as many 
unique types of blogs as there are people." Like a personal Web site, a blog can facilitate online 
networking by enabling people to find each other. In addition, these online journals often enable 
networking by inviting readers to comment through e-mail or a discussion board. Find out more about 
blogging and access blogging resources at these sites:  
 
Blogger (www.blogger.com) 
Live Journal (www.livejournal.com)  
MSN Messenger Journaling Plug-in (www.searchenginejournal.com)  

 
 
VI. HUMAN RESOURCE SURVEY FINDINGS 
 
According to a global sampling of human resource professionals by Career Directors International, the 
following 2007 statistics were uncovered:  
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When surveyed regarding whether they used social networking as a method for sourcing candidates, 20 
percent said they were recruiting in this manner; 22 percent said they would use it for a hard-to-fit 
position; 10 percent said they are considering it as a future method; and 48 percent said that they do not 
use it and do not have immediate plans to do so. 
 
 
VII. CONCLUSION / RECOMMENDATIONS 
 
David Tetan, CEO of Nitron Advisors, compares online networking to online matchmaking, touting “these 
sites are a good place for making contacts. But a network is about relationships, not just contacts, 
eventually you have to move to the phone or a local coffee bar and get to know each other and be able to 
get right down to business.” While that may be true, both job seekers and career professionals alike must 
indoctrinate themselves in networking immediately, as it appears that online social networking is here to 
stay and that employers and recruiters are embracing it as an emerging job search methodology. 
 
 
VIII. ADDITIONAL RESOURCES 
 
Heather’s Internet Career Resource Guide by Heather Wieshlow is an excellent resource that lists top 
Web sites with information regarding each site. 
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