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CONFERENCES OF INTEREST
AMERICAN COLLEGE  COUNSELING ASSOCIATION [ACCA]
National ACCA Conference. October 1-4, 2015.  Louisville, Kentucky USA
Contact:  Web Site: www.collegecounseling.org
THE BETTER WORKPLACE CONFERENCE 2015
October 14-15-16, 2015. Gatineau, Quebec, CANADA. Contact: Web Site:
http://healthworkandwellness.com/the-better-workplace-conference-2015
e-mail: <conferencewatch@conferenceboard.ca>

CANADIAN EDUCATION & RESEARCH INSTITUTE FOR COUNSELLING [CERIC]
Cannexus 16. January 25-26-27, 2016.  Ottawa, Ontario, CANADA.  Contact:
CERIC, 18 Spadina Rd., Suite 200, Toronto, Ontario, Canada  M5R 2S7
Tel: 416.929.2510.  e-mail: cannexus@ceric.ca
COLLEGE STUDENT EDUCATORS INTERNATIONAL 2016 Annual Conference
March 6-7-8-9, 2016. Montréal, Quebec, CANADA. Contact:
Tim Arth, ACPA—College Student Educators International
One Dupont Circle NW, Suite 300, Washington, DC  20036  USA
1-202-688-1978. e-mail: Tim Arth <tarth@acpa.nche.edu>

CALL FOR PROPOSALS

  NCDA 2016 Call For Proposals – The online form and instructions are now available  
  for the NCDA Global Career Development Conference in Chicago. 
  Deadline: Midnight, Monday, October 5, 2015.  Visit NCDA.org
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TRAINING PROGRAMS

MBTI Certification: 
Live onsite MBTI Certification training for career counselors will be done by CPP. Contact them 
at www.cpp.com for more information.

Strong Interest Inventory Certification:
Live onsite Strong Interest Inventory Certification training is available from GS Consultants in 
groups of up to 30 individuals.  In addition, GS Consultants offers Strong Certification training 
online at $850 per person. Strong training materials are purchased directly from CPP for $110 
per person + shipping.  Contact: 
Noreen Sandino, Client Services Coordinator, GS Consultants
Post Office Box 225335, San Francisco, CA 94122. USA (415) 661-8227 
e-mail: <noreen@gsconsultants.net>
www.gsconsultants.net

NCDA Career Practitioner Institute
October 16, 2015, Vancouver, BC, CANADA
Practical Techniques and Strategies for Career Development Practitioners.  Optional PDIs on 
October 15, 2015. Keynote Speakers: Dr. Mark Savickas and Kris Magnusson. Details and 
Registration online at NCDA.org. Deadline to Register October 7, 2015.

Increasing Employment Outcomes with Tough Clients 
The WorkNet Employment Solutions for the Real World with NAWDP.  
Six-Session virtual program to increase participation, job placement, and self-sufficiency. 
September 8, 10, 15, 17, 22, 24, 2015.
2:00-3:15 pm ET 
$300: NAWDP members | $375: Non-members. 
TOPICS: 
DRIVE: Mobilizing Client Motivation So They Move Themselves Forward. 
DIRECTION: Clarifying the Course So Their Next Job is A Career Move.
PROOF: Delivering the Data that Proves They are a Valuable Candidate. 
SOLUTIONS: Removing the Reasons they Get Screened-out.
STRATEGY: Preparing the Plan for a Modern, Successful Job Search. 
SUPPORT: Connecting so they Search, Start, & Succeed Over Time. 

Contact for more details, registration:
www.nawdp.org/AM/Template.cfm?Section=Did_You_Know1&template=/CM/ContentDis-
play.cfm&ContentID=5728 
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TRAINING AND CERTIFICATION PROGRAMS
CERTIFICATION PROGRAMS SPONSORED BY THE CAREER DEVELOPMENT NETWORK

Workshops Led by Rich Feller: 
Washington, DC Area.............................September 14-15-16, 2015 
Los Angeles, California...............................October 19-20-21, 2015 
Orlando, Florida.............................................December 7-8-9, 2015

BUSINESS DEVELOPMENT & MARKETING 
CERTIFICATION WORKSHOP.  

 One-Day Workshop.  7 Continuing Education Hours. 
Fee $300. [$275 for JCTC Alumni; $250 when taken with JCTC.]

2015 SCHEDULE OF WORKSHOPS

Workshops led by Dick Knowdell:
Washington, DC Area................................................September 17, 2015       
Los Angeles, California..................................................October 22, 2015
Orlando, Florida.........................................................December 10, 2015  

To register for the above programs or for information, contact: Dick 
Knowdell, Career Development Network. Post Office Box 611930, San 
Jose, CA 95161-1930 USA 408-828-3858; e-mail: rknowdell@mac.com.

ONLINE JOB SEARCH PRACTITIONER CERTIFICATION
Earn an Online Job Search Practitioner Certificate. Fifteen-hour online, self-
paced course for career practitioners, plus five teleconferencing sessions.  
To register, view web site: www.jobjuggler.net/careerprofessionals.html,  
then link to Online Certificate Program. Instructor: Sally Gelardin, EdD, 
415.924.6369.  (Office). 415.312.4294 (Mobile).

JOB & CAREER TRANSITION COACH 
CERTIFICATION WORKSHOP [JCTC]. 

Three-Day Workshop - 21 Continuing Education Hours. 
Fee $895

2015 SCHEDULE OF WORKSHOPS
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JOB OPPORTUNITIES

Saudi Aramco, Aramco Services Company
Career Counselor, Career Planning & Consultation Division. Located in Saudi Arabia

We are seeking a Career Counselor to work within the Management & Professional Development 
Department (M&PDD). The Career Planning and Consultation Division is a part of M&PDD and 
provides a range of career support services to meet Saudi Aramco's need to create a competent 
and skilled workforce. In this position, you will contribute to the delivery of the corporate human 
resource development strategy meeting the needs of the various business lines. You will be more 
specifically involved in the delivery, evaluation and continuous improvement of career and talent 
development solutions. These solutions include the use of competency frameworks, individual 
development plans, career development workshops and one to one coaching sessions. You will 
be responsible for providing overall assistance, support and information to a range of young and 
experienced professional employees. The role will involve liaising with company training per-
sonnel and management at various levels.

Requirements:
Bachelor’s Degree in Human Resources, Education, Business Administration, or Organizational 
Learning/Behavior/Psychology. Holding an advanced degree in the specified fields is highly val-
ued. Eleven (11) years of experience in HR functions, including a minimum of 5-7 years in HR 
development related activities. Ability to communicate effectively in English, both orally and in 
writing, to produce clear, logical and comprehensive reports and correspondence. Fluent spoken 
and written Arabic is necessary for those dealing with in-Kingdom and Gulf training institutions.  
Strong human relations skills and understanding of Saudi Arab culture. Ability to maintain con-
fidentiality and to tactfully handle sensitive issues. Holding a globally recognized professional 
certification relevant to the listed roles is preferred.

Responsibilities:
Identify corporate-wide talent development opportunities through collaboration with line organi-
zations’ management and HR entities. Analyze organizational/individual development progress 
using effective and valid data collection techniques. Develop/Design Career Planning, Talent 
Development, and Professional Development programs/solutions that suit the needs of Saudi 
Aramco business lines. Support departmental implementation of corporate career development 
programs including Individual Development Planning, Competency Mapping, and Professional 
Onboarding. Provide analytical reports to Management about utilization of corporate employee 
development applications. Develop, organize, and deliver corporate and department-specific 
events in support of the performance improvement culture. Facilitate workshops to create/main-
tain articulated career paths and development profiles partnering with industry Subject Matter 
Experts. Oversee college-to-work transition process for Saudi national fresh college graduates 
hired by Saudi Aramco, design and action appropriate interventions. Conduct individual develop-
ment interventions (advising, coaching, counseling) with professional personnel as needed. Per-
form other related miscellaneous duties needed by department Monitor performance and deliver 
against a number of key performance indicators. Requisition Number H07-70043202G

Contact:  Meredith L. Carr <Meredith.Carr@aramcoservices.com>
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University of Tennessee Haslam College of Business 
Division of Student Life invites applicants for a Career Consultant, Center for Career Develop-
ment. Assists students with career plan execution through individual and group consulting; pro-
motes the center’s resources to students, families and potential students; builds relationships with 
faculty; delivers training and workshops to student groups, classes, and university staff; works 
with employers seeking to hire students. Follow this link to learn more about the position and 
apply: https://ut.taleo.net/careersection/ut_system/jobdetail.ftl?job=15000000S6&lang=en#.
VaaC6EBQvYA

Texas Christian University 
Career Consultant. Liaison to the College of Science and Engineering. Requirements: Master's 
degree in psychology, social work, the sciences, education, or a closely related field and 2 years 
equivalent experience in a university career center providing advising/counseling services. For 
more information:
https://tcu.igreentree.com/CSS_External/CSSPage_Welcome.ASP?T=20150722142903&

Johns Hopkins University, Baltimore Maryland 
Academic Program Manager. The Program Manager for Postdoctoral Fellows is responsible for 
creating, overseeing, and marketing programs and events for ~1,200 postdoctoral fellows in the 
Johns Hopkins University School of Medicine (SOM). PhD required. 
Apply Here: http://jobs.jhu.edu

Johns Hopkins University, Baltimore Maryland. 
Employer Outreach Specialist. This position is responsible for building and maintaining relation-
ships with employer organizations for student employment, managing employer/student interac-
tions, counseling students on job search strategies, assisting the director with all office initiatives, 
programming and strategic planning. For details and to apply, visit http://jobs.jhu.edu and locate 
Job # 300462.

Johns Hopkins University Carey Business School, Baltimore Maryland. 
Director of Employer Relations.   This position is highly visible position with primary respon-
sibilities for developing and managing external employer relationships and expanding the range 
of employer recruiting activities through new partnerships and new initiatives. For details and to 
apply, visit http://jobs.jhu.edu and locate Job # 300443.

The University of Virginia 
Director of Graduate and Professional School Advising. The position works with a large popula-
tion of pre-health students, as well as pre-law and pre-graduate school students.  Interested ap-
plicants are encouraged to view the full position description and Jobs@UVa listing at  
www.career.virginia.edu/about/uva-career-center-jobs.  In addition to creating a staff applica-
tion at https://jobs.virginia.edu, applicants must also upload a resume, cover letter and contact 
information for three references. Although the position is listed as Open Until Filled, review of 
materials will begin on August 5, 2015.

The University of the Pacific 
Career Advisor.  Join a great team and work on a beautiful California campus in Stockton.  
Apply: https://pacific.peopleadmin.com/postings/5734
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Regis University (Colorado) 
Career Counselor.  Provides career counseling and related career development services to stu-
dents and alumni from all of the university’s colleges; develops and conducts workshops, class 
presentations, and similar programs in career exploration and choice, job search techniques and 
other related career development issues; acts as liaison to one of the University’s five colleges; 
performs employer outreach; and organizes and conducts one or more major career events and/or 
student career development programs. For a complete job description and qualifications for the 
position, please visit:  http://jobs.regis.edu/postings/1551

California Polytechnic State University San Luis Obispo, California 
Career Counselor.  This is a 12-month position with a projected start date of 9/15/15.  Applica-
tion review begins 8/11/15. www.calpolyjobs.org/applicants/Central?quickFind=164808

Mount St. Mary's University , Emmitsburg, Maryland.
Assistant Director for Recruitment & Employer Relations, 
Oversees and administers internal operations of recruiting Coordinates support to recruiters and 
students throughout the recruiting process for internship and full-time opportunities. Conducts 
external outreach and job development, including phone-calling employers, off-site employer 
visits, and other outreach initiatives as needed. Master’s Degree in a related field and two years’ 
experience. http://msmary.edu/administration/human-resources/employment-opportunities/
administrative-positions/

Thomas More College (Kentucky)
Career Services Coordinator.  Assist students and alumni in career exploration and developing 
career & graduate school search materials; teach career exploration course; Master's degree pre-
ferred. This is an entry-level position – great for a new grad!
http://thomasmore.edu/hr/job_postings.cfm?id=194

Minnesota State University Moorhead 
Director of the Career Development Center. A qualified candidate will possess a Master’s degree 
with 5 years’ experience. Position supervises 3-5 staff and provides leadership for a vibrant Cen-
ter. More information available: 
www.mnstate.edu/humanresources/employment/unclassified/
 

University of Nevada, Reno, College of Business 
Academic Advisor, Undergraduate Business Students. Ideal candidate: dynamic and creative 
individual with strong communication skills. Support student persistence and graduation through 
academic advising; recruitment of prospective students. Reports to the Coordinator, Academic 
Advising, Recruitment & Retention, College of Business. Contact:
www.unr.search.com/postings/18089 . 

University of Tennessee, Knoxville Division of Student Life 
Assistant Director for Employer Relations in Career Services. From creating career goals to 
implementing them. Employer Relations and Engagement. Ensures a vibrant recruiting program 
for UT students. Increase job and internship opportunities. Contact:
https://ut.taleo.net/careersection/ut_knoxville/jobdetail.ftl?job=15000000MC
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The Actors Fund, Western Region: Los Angeles California. 
Part-time Employment Specialist.  https://home.eease.adp.com/recruit2/?id=13886041&t=1

Eastern Kentucky University Center for Career and Cooperative Education.
The Associate Director of Career Development assists in the leadership, operation, strategic 
planning, assessment, policy formation, personnel functions, and financial management for a 
campus-wide Center for Career and Coop program, and oversees career development initiatives.  
Please apply at:  https://jobs.eku.edu/applicants. Contact:   Gladys.miller@eku.edu.

Hofstra University Career Center. 
Director of Career Development and Assessment. Career Center leadership team; oversees a 
team of career development professionals assisting students through transformational career 
counseling and programming.  The work generally exists within four categories:   Supervision 
and staff development; Data analysis and assessment; Technology and resource management; 
Direct student service. Contact:  www.hofstra.edu/About/Jobs/jobs_popup.cfm?id=10153

REA. 
Part-Time Career Coaches. REA is a global career consulting firm specializing in career transi-
tion and acclimation assistance for the spouses/partners of relocating employees in the U.S. and 
worldwide. We’re looking for Part-Time Career Coaches residing in and able to support clients 
relocating to each the Tucson Arizona, Ann Arbor Michigan and Columbus Ohio areas. Career 
transition coaching, job search assistance, career assessment, and professional resume writing; 
acclimation assistance [resources and information about the local area]. 
To apply or to request a more detailed job overview,                                                                  
e-mail Marci at mritter-kelly@reacareers.com.
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NEWSLETTER COLUMNISTS

   ABOUT YOUR PRIVATE PRACTICE, by Jack Chapman
Jack Chapman owns a Chicago-area career consulting private practice, 
Lucrative Careers. He is author of Negotiating Your Salary:  How to Make 
$1000 a Minute. He is the executive director of the Private Practice 
Alliance: www.PrivatePracticeAlliance.com. Contact him at: 
Jack Chapman, 511 Maple Avenue, Wilmette, IL 60091 USA 847-251-4727. 
e-mail: <jkchapman@aol.com.

Making Every Minute Pay, Part 1
As a career counselor, all you really have to sell is your time.  True, you're selling advice, coun-
sel and expertise--but unless that advice, counsel and expertise is pre-packaged in the form of a 
book or video/audio tape or such, what you're selling still boils down to real (and precious) time. 
To prosper in your business, then, you want to be able to bill for as many hours of that precious 
time as you can.
 

Goodness knows you'll find lots of unbillable hours in your schedule: writing your newsletter, 
updating your database, making OBECs, preparing speeches, networking lunches, etc. But you 
can turn unbillable time into revenue-generating time--call it lucrative alchemy--if you have a 
well-thought-out strategy to use.  Areas most susceptible to this alchemy are inquiry calls, sales 
sessions, materials, speeches, and charitable contributions. This month, we'll talk about inquiry 
calls and sales sessions, since you no doubt spend a great deal of time on those already, time that 
could mean money in your pocket. 
 

Inquiry calls 
"I'd like to know a little about what services you offer," prospects tell you on the phone.  Right 
then and there, you should make up your mind that you will do your best to help each person 
who calls.  But make no mistake--you want every one of them to pay some money for that help, 
not just for your own prosperity, but theirs, too.  People won't listen or act on free advice; if 
advice costs them, they're much more likely to take it to heart!
 

So you'll talk a little about what you do, and a lot about what they think and feel:  their goals, 
desires, and frustrations.  At the end of the inquiry call, some prospects say, "Well, I'll think 
about it" [ie. "no"] to committing to an initial assessment session.  Instead of immediately dis-
missing that prospect and going on to the next one, consider offering to get some helpful materi-
als in their hands.
 

In cases like these, I offer a special report I wrote called "The Twelve Biggest Mistakes Job 
hunters and Career Changers Make and How to Avoid Them."  Very few people can turn down 
the idea that if they just read this material, they'll be in elite company because they won't make 
"common" mistakes.  Voila--a lukewarm prospect can turn around just from that self-esteem 
boost alone.
 

Even if they say an outright "No," a little extra effort can still turn a profit from the time.  I 
usually respond along the lines of, "I can appreciate that; may I make a suggestion?"  [They 
always say "yes."]  "I have a booklet that normally sells for $19.95.  It's 34 pages of hard-hitting 
facts about how many people lose time and money spinning their wheels in a career search.  It's 
called The Twelve Biggest Mistakes Job hunters and Career Changers Make and How to 
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Avoid Them and, from what I've heard, you're already making several of these mistakes.  If I of-
fered it to you for $10 plus postage, would you like me to send you a copy?" 
 

Note: don't charge them for a download because it doesn't have the same staying power, and 
credibility building, as a hard copy. You can suggest you can download, of course, but you also 
will send them a hard copy.
 

What have you done here? Two great things: offered valuable information, AND given a prospect 
an on-the-spot discount. Just like that, you become one of the "good eggs" in the field (which 
doesn't hurt for referrals later).  You have left your name, phone number (on the booklet) in their 
hands forever.  Finally, since "Twelve Biggest Mistakes..." describes "Mistake #8: Not Getting 
Help in Your Job Search," you also get to encourage your prospect to call again later.
 

Of course, not everybody spends $10 on the book--but enough people will for you to make a 
little cash here, a little there.  When I can send out my Twelve Mistakes, I in effect get "paid" $10 
or so for a sales call; PLUS, the booklet is better than a business card.  Once a prospect has that 
report in hand, he or she will always know how to find me.  [By the way, I'd be happy to share 
this booklet with you, too! If you'd like a copy of "Twelve Biggest Mistakes," just email a re-
quest to me. I'll even be glad to grant permission for you to "private label" it for your own busi-
ness, if you like.]
 

Sales sessions  
Suppose your "pitch" leads to a "Maybe"--the prospect wants to come in to discuss some career 
issues.  This is great; this, however, it should not be free!  "Getting to know me" sessions impart 
helpful information to prospects, even if the prospect doesn't sign up for further sessions, so 
make sure you price that information reasonably for all involved.
 

In my particular practice, a $225 introductory rate gets the prospect a career review that runs 60 
to 90 minutes. The "sale" is really made here in this session, but the actual sale isn't all I get paid 
for; I get compensated for the time it takes to make that sale, too.   I call this a CAP Session; 
Career Action Plan session. 
 

Why am I being paid for a sales appointment?  Simple. During this career review, we maintain 
focus on the prospect's problems, goals, and desires in the work world. By doing that, not only 
am I able to help the prospect realize what's wrong and give him/her a valuable plan to fix it, but 
I also establish the value of becoming a full-fledged paying client as well.
 

In fact, once I've shown him/her what's working, what needs attention, and what the next steps 
are, prospects often beg me to tell them how I can help them further.  But even if they don't 
become clients, I'm not "giving away the store." I've still been paid for my advice, counsel and 
expertise--and the time it takes to impart that during the career review. I don't come away from 
the appointment with nothing to show for it but a lost 90 minutes...and neither should you.
 

Next time we'll talk about how you can use written and taped materials, personal appearances, 
and even donations to charity to discover more sources of "hidden cash" that will improve your 
level of prosperity just as much as you help clients improve theirs!
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A JOB HUNTING TIP 
by the Wizard of Work
Dick Gaither 

If you have questions or just 
want to motor-mouth about 
job finding, give a call at 
(800) 361-1613 or drop an 
e-mail: workwizard@aol.

Where Are The Jobs? Increasing The Odds of Finding Survival Jobs, Quickly!
Many of the folks I’ve trained had to find survival work quickly, either because of probation or 
parole requirements or immediate financial need,  Because of this, one question every career pro 
should be able to answer is, “How Can Someone Increase His or Her Odds Of Finding A Surviv-
al Job, Quicker?”  There are five concepts that can be presented to job seekers as a way to answer 
this question.
First Concept:  We have to make our clients understand the labor market is fluid.  New compa-
nies start up every day, companies grow, people quit, they are fired, advance up the career lad-
der, or retire.  In other words, the labor market is in a state of perpetual flux resulting in more 
job openings today than yesterday and even more tomorrow than today…but only for those who 
keep looking.
Second Concept:  Job seekers need to realize the hidden job market is something of a myth. 
More than 149 million people are currently employed…they were able to find the “hidden job 
market.”  The question that begs an answer is, “What Did The Employed People Do That The 
Still Unemployed Job Seeker Isn’t Doing?”  Seems like the people who have trouble finding the 
“hidden job market” don’t look hard enough, long enough and won’t prospect for job leads using 
more creative methods.
Third Concept:  Because of the “churn” in the labor market, job seekers should look for oppor-
tunity, not just openings.  Employers are always on the lookout for good workers.  The implica-
tion is that job seekers should try to apply at every company where their skills would be market-
able, even if there’s not a job posting or recruitment ad. 
Fourth Concept:  Hit the temps early.  Aside from more than forty percent of temps turning into 
full time hires, temp work helps build a current work history, increases the number of people in a 
job search network, keeps skills up to date and the income helps extend the length of time some-
one can look for that “ideal” job.  
Fifth Concept:  Use the Department of Labor’s, Chamber of Commerce’s, or business and trade 
occupational information to identify occupations, industries, and locations where employment 
prospects might be a little better.  The following types of places are usually easier to enter and 
often have less stringent hiring criteria: 

Jobs • requiring skills most in demand
Occupations and companies with the • largest number of employees
Fastest growing • occupations and companies.  Occupations with the most job postings
Occupations where • employers have trouble finding workers
High turnover • occupations.  Cities with the most job openings

Easiest jobs to acquire:
Start-up • companies High-risk occupations
Jobs • not requiring much education
Jobs that have • more undesirable shifts, schedules or working conditions



  

                        
September/October 2015...........Career Planning and Adult Development Network Newsletter...............................11 

SMART JOB SEARCH, by Susan P. Joyce 

Susan P. Joyce is Editor/Publisher of Job-Hunt.org and WorkCoachCafe.
com. She is a Visiting Scholar at the MIT Sloan School of Business, and 
is the author of How to Find a Job Using Craigslist. She is co-editor of 
New Year, New Job! Her background includes service in military intelli-
gence in the United States Marine Corps. Contact her as follows:
e-mail:  sjoyce@netability.com

Fast Track to a New Job: Employee Referral
Being recommended to the employer by a current employee is usually the best and fastest way 
to a new job. Known as an employee referral, a referred candidate is five times more likely to be 
hired than a candidate who was not referred. The best news is that everyone usually wins in the 
referral process! The referred candidate gets a new job, the employer hires a new employee who 
is more likely to succeed in their job than a candidate who is not referred (with a lower cost of 
hire expense), and the employee who does the referral receives a financial reward from the em-
ployer. Very important: Understanding how the employer’s employee referral programs (also 
known as ERP) works is the key to success, and the rules vary widely! Applying too soon can 
make the candidate ineligible for the program, reducing their chances of getting hired.

How Employee Referral Programs Work
Employee referral programs typically reward employees for referring someone outside the orga-
nization who is hired for a job. When/if that person is hired and performs acceptably in the job 
for at least 90 days (usually), the referring employee usually receives a financial reward.
Employees are usually interested in finding good candidates to refer because they typically 
receive a substantial financial benefit for the referral. The reward paid to the employee can range 
from a few hundred to a few thousand dollars, typically spread over several months to a year. 
The reward may be made when the referred candidate applies for a job, but more often it is made 
when the referred candidate has been hired and has performed well for several months.
To incentivize the referring employee to help their referral to succeed, payments may be made 
when the person is hired, after the person has been in the job for three to six months, and then, 
occasionally, when the referral has been successfully employed for a year.

Referral Timing Is Very Important
The best time for the employee and the job seeker to connect is before the job seeker has applied 
for the specific job (or, sometimes, for any job with that employer), not after the application has 
been made. A referral at the wrong time, according to the employer’s rules (see below), may 
impact whether or not the referred candidate receive recognition (and favorable treatment) as a 
referred candidate. Referral timing also typically impacts whether or not the employee making 
the referral qualifies for a reward from the employer. With automated applicant tracking systems, 
employers can easily track the timing of both application and referral, and genuine referrals may 
be disqualified if the timing seems not to be in compliance with the program's rules.Employee 
referral programs operate two main ways:
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1. Referral as part of the automated job application.
When completing an online application for the job, the job candidate provides the name and con-
tact information of the employee making the referral. There will probably be a section specifi-
cally for employee referrals (usually in the how-did-you-find-out-about-this-job section). Or, the 
referring employee’s name and contact information may be added into another section.

2. Referral form submitted by the referring employee.
The employee who is making the referral submits a form naming the applicant. In many cases, 
they don’t need to specify the job being sought. After the form is accepted, the applicant is 
notified of the referral, and invited to look at the jobs and apply. Sometimes these two methods 
combine. The employee submits a form, and the applicant provides the name in the application 
form. Occasionally, the employee submits a form after the applicant has applied.  The rules for 
each employer vary, so it is best to understand them before initiating the process. In my research, 
I discovered several programs which disqualified someone from being considered as a referred if 
they had ever applied for a job with that employer.

Exchange Essential Information
Having correct and current information is very important to the success of the process! So, be 
exchanging information at the start of the process is essential. 

The job applicant should be sure to have the following information about the referring employ-
ee:
Employee name at work (the applicant may know the employee as Debbi, but at work everyone 
calls her Debra). 
Employee work email address. 
Employee department/division or office.
Employee location. 
Employee job title. 
Employee work phone number.

The employee should have this information:
Applicant's name (as used on job applications, resumes, LinkedIn profile, etc.).
Applicant's personal (not work!) email address. Applicant's personal (not work!) phone num-
ber. A copy of the applicant's resume. Both parties need to have the appropriate information 
needed to successfully complete the process. This ensures that the applicant receives the advan-
tage of being referred and the employee receives the appropriate reward.

Know the Rules for Each Target Employer!
Referral programs typically have rules about when and how the employee earns the referral fee. 
Usually, the referral should happen before the job seeker applies for the job, but it may be accept-
able during the job application process, as indicated above. These days, many employers publish 
their ERP program requirements on the website, visible to the public. So, checking the ERP rules 
on the employer’s website -- if available -- before reaching out to an employee is a very smart 
idea. The problems:
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The timing of the referral can be a deal breaker.
For some employers, an applicant who applies before the employee has submitted a referral form 
disqualifies the applicant as a referral. For others, the referral form can be submitted after the 
person has applied. Many don't require a referral form at all -- simply including the employee's 
name and phone number on the application is sufficient "proof" of the referral. Best to know 
before starting the process.

Not every employee can make a referral.
A hiring manager cannot typically refer someone, especially not for their own department. 
People in HR and recruiting are also usually not able to refer a candidate, either.

Not every job may qualify for the reward.
Typically, the jobs that are in the ERP — or pay the best reward — are the jobs that are the hard-
est to fill, like jobs that are senior or jobs that are hard to fill because qualified candidates are 
scarce. So, not every job may be included.

Not every location may qualify for the reward.
Some locations have a plentiful supply of job candidates, which means no — or a minimal — 
reward is offered by the employer. So, location and job matter. Life is never simple these days. 
To be the referred candidate, be sure to understand the rules each employer has for their ERP 
program.
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SOCIAL MEDIA and YOUR CAREER 
by Melissa Venable 

Melissa Venable, PhD, guest edited our Fall 2013 journal 
special issue on the topic of Social Media and Career 
Development. She is an Education and Career Writer in 
Beaufort, South Carolina. Contact her at: 
e-mail: <melissa.venable@yahoo.com>

Want to Expand Your Network? Try a Twitter Chat
So you've got a Twitter account … now what? It's time to take it to the next level and meet col-
leagues, students, clients, and employers who are connecting with this social platform. Social 
media tools play an increasingly important role in professional networking, career development, 
and the job search process as we become more involved in online communication. Twitter's 
functionality allows for scheduled group conversations, usually called "Twitter chats" or "Tweet 
chats," which rely on the use of a designated hashtag (#) to connect individual tweets to a unified 
discussion [1]. Career-oriented chats are gaining popularity and provide a way for individuals, 
groups, and companies to extend their professional networks and online presence.

How to Participate
Twitter chats are a great way to make helpful connections, but there can be a learning curve. 
Here are six basic steps for joining a live conversation:

1. Log in to your account. While you can follow a Twitter chat without an account, to actively 
participate you need to be logged in during the scheduled chat time. If you have multiple Twitter 
accounts (separate personal and business accounts are fairly common), make sure you are logged 
in to the one that you want to represent you (or your organization) during that specific conversa-
tion. 

2. Filter the chat hashtag. A hashtag is a combination of the "#" symbol and a sequence of num-
bers and/or letters (e.g., #JobHuntChat). Each chat establishes a unique hashtag, which is used to 
conduct the discussion. It's easier to follow the stream of tweets in a chat if you filter those that 
include the hashtag from those sent by all of the accounts you are following on Twitter. Hoot-
suite, TweetDeck, TweetChat, and Twubs are a few of the tools available to help you do this [2]. 
You can also use Twitter's search feature. These options essentially remove the visual clutter, so 
you can more easily track the conversation.

3. Connect with the moderator. Most Twitter chats are led by one or more facilitators who kick 
off the chat at the appointed time, provide question prompts around a specific topic, and guide 
the discussion. Let the moderator know you are participating. This is a good idea even if you just 
plan to "listen in" at first (which is perfectly acceptable when you are getting started) [3]. 
4. Add the chat hashtag to your tweets. This is all you have to do to be a live chat participant. In-
clude the full hashtag (e.g., #OMCchat) anywhere within each of the tweets you want to share in 
the discussion. This allows all of the other participants to see your tweets in their filtered streams 
(see item #2 above). Forgetting to add the hashtag is one of the most common issues during live 
chats. 
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5. Reply, RT, and ask questions. Many chats use helpful formats to organize the discussion. 
Watch for question prompts from the moderator that begin with "Q1," "Q2," for example. Par-
ticipants often respond with "A1", "A2" at the beginning of their tweets. There are no strict rules, 
but some chats develop their own patterns of participation. Jump in and reply to the moderator's 
questions to share your ideas and experiences, retweet (RT) other participants' tweets, and ask 
follow-up questions related to the topic. 

6. Go with the flow. The context, tone, and content of any chat vary based on the characteris-
tics of those in attendance. Sometimes the group goes off-topic in a new direction, for example. 
Technology glitches can happen too, such as a break in Internet connectivity. Keep in mind that 
Twitter chats are informal, so it is okay to join in late, leave early, and participate as much or as 
little as you like during the scheduled chat time.

Find a Chat
Whether you are looking for ways to network with other career services professionals, want to 
recommend opportunities to your students or clients, or are interested in staying up to date with 
employers and hiring trends, the following chats are just a few of those focused on career-related 
topics: 
 

#linkedinchat – Tuesdays, 5:00pm PT, moderated by @LinkedInExpert
#Tchat – Wednesdays, 1:00pm ET, sponsored by TalentCulture.com
#OMCchat – Fridays, 12:00pm ET, led by @OMCChat - Open Mic Career Chat 
#IdealistCareers – Monthly, dates TBA, sponsored by IdealistCareers.org 
#EmployerBuzz – Tuesdays (fall and winter), led by the University of Michigan Career Center
#AskForbes – Varies, led by @Forbes and selected guest moderators discussing career and busi-
ness subjects

Chat Directories
Online directories provide a helpful resource, allowing you to search through a collection of 
Twitter chats by day, time, and topic to find conversations that match your availability and inter-
ests. These three directories include chats covering subjects ranging from careers and education 
to cooking and travel:

ChatSalad.com
TweetReports.com/twitter-chat-schedule
Twubs.com/twitter-chats
Joining a live chat can seem overwhelming at first, but with a little practice you'll be quickly 
engaged in the discussion, learning from others in the field, and contributing your expertise to a 
larger network. Consider adding a chat to your schedule this week.

References
[1] Using Hashtags on Twitter, https://support.twitter.com/articles/49309#
[2] Communities: We Rate the Top 10 Free Twitter Chat Tools, http://bit.ly/1MzJBft  
[3] A Beginner's Guide to Twitter Chat Participation, http://bit.ly/1MzLkBv
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THE LINKEDINSIDER, by Paula Brand
Paula Brand is a Career Consultant and LinkedIn Trainer for Brand 
Career Management (BCM). BCM offers training to groups and 
individuals to help them maximize their use of LinkedIn.  Author of the 
recently released Essential Guide to Career Certifications 
(http://bit.ly/1hbNBxE), she is also winner of the 2014 Maryland 
Career Development Association Outstanding Career Practitioner 
Award, and the Middle Atlantic Career Counseling Association 
Professional Contributions Award.    Contact her as follows:  
443-254-8173.  e-mail:  paula@paulabrand.com.

Are you maximizing additional sections on your LinkedIn profile?   
LinkedIn has basic default sections that are visible when you first fill out your profile (such as 
Experience, Education, Summary and Skills) but there are many more sections you (or your cli-
ents) could be using to showcase skills and abilities.  Many people don’t take advantage of them, 
so profiles that do use them well can stand out from the crowd.  We will break them down one 
by one so you understand why and how to use them.   Since there are a lot of additional sections, 
we will address some of them in this column and the rest in the next column.  Before we get 
started, let me explain how to add any of the additional sections to your profile.  

How to add an additional section to your profile:  After logging into LinkedIn, go to the Pro-
file tab and click on Edit Profile.  Once there, under your snapshot (the box with your picture and 
a summary of your background) you should see the phrase “Add a section to your profile” and 
it will show two boxes with additional sections you could add.  Below those, you see the words 
“View more.”  Click on those words and it will open up all of the sections you have not yet com-
pleted.  At the bottom of each section box, there is an option to add it, which allows you to start 
filling in that section.  Once you hit save, it will appear on your profile.  Please note, that Linke-
dIn changes things very often so it may not look exactly like this when you attempt it.  Also, if 
you don’t see these additional sections offered, it could be that your profile is so bare that Linke-
dIn is not offering you those options until you fill in some of the basic sections first.  

Volunteer Related Sections:   According to the 2014 Jobvite Social Recruiting Survey results, 
65% of recruiters look positively on people sharing about volunteering or donating to a charity 
on their social media profiles.  So, even though LinkedIn is mainly for professional purposes, 
there are some exceptions to sharing personal information when it might give positive insights 
about you as a potential employee.   Most of the volunteer sections are displayed together when 
others view your profile, but when you add them in edit mode, you do so by filling in the “mini-
sections” listed below:

Causes you care about – It can be good to share the causes you believe in because they pro-
vide another perspective about you as a person.  Also, they might imply a good cultural fit for 
a future employer.  For example, showing you care about Animal Welfare could help if you are 
targeting jobs in organizations with that mission.  There are fourteen specific causes to choose 
from including Poverty Alleviation, Children, Human Rights and the Environment.  There is also 
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a fill in choice for other.  Of course, you may not want to share your personal convictions with 
the world and that is OK too.  I would suggest using this section only if you are very passionate 
about certain causes, the cause is not too controversial and you don’t mind others knowing this 
about you.  

Supported Organizations - Similar to Causes, adding Supported Organizations says something 
about you and can be helpful if you want to attract others with similar passions.  However, I 
would suggest leaving off organizations that might create deep, emotional reactions from oth-
ers due to ideological differences (i.e. Planned Parenthood or the National Rifle Association).  
While you do want to present your authentic self to others, sharing sensitive information publicly 
through LinkedIn may be too risky in professional circles.  Please note that this is not the place to 
add your volunteer experience and/or connection to professional organizations like the National 
Career Development Association.  There is another section called Organizations.  That section is 
best to list professional organizations where you are a member or hold volunteer leadership posi-
tions (see the section below titled Organizations).

Volunteer experience - This section allows you to add any past or current experiences as a 
volunteer for multiple organizations.  They could be personal or professional but if you hold 
professional volunteer positions, you may want to add this in your Experience section instead (so 
that all of your industry related experience is displayed together).   I used to always make this 
suggestion because up until recently, you could not receive a recommendation for any position 
that wasn’t under Education or Experience.  After checking it out recently, it appears that has 
changed.  Thanks to LinkedIn for adding this capability!  Now it seems safe to add professional 
volunteering under the Volunteer section if you hope to one day be recognized with a recommen-
dation for your efforts.  

Volunteer Opportunities - If you want to get more involved with volunteering, start by putting 
the intention out there.  LinkedIn lets you share here if you are interested in joining a non-profit 
board or providing skills based volunteering/pro bono consulting.  

Organizations:  Being involved with professional organizations implies that you stay on top of 
your industry and are well connected within your field.  Be sure to add leadership positions, if 
appropriate.  Note that you can list multiple organizations together under the Additional Organi-
zations field or you can add each entry separately by clicking on the plus sign to the right of the 
section header for Organizations. 

Certifications:  Hopefully they are on your résumé but maybe they are not on your LinkedIn 
profile.  Why not?  You’ve spent time and money obtaining them so why not let the world know 
you have earned these credentials?  Besides showing that you enjoy continuous learning, they 
also boost your credibility as a professional.  By the way, if you are interested in obtaining cer-
tifications in the career industry but you don’t know what’s possible, you may want to check out 
The Essential Guide to Career Certifications (http://paulabrand.com/the-guide).

Honors & Awards:  It seems obvious to share this advice but I am constantly amazed with the 
amount of people who forget to add awards or feel that it’s too boastful.  If it’s not stated, people 
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won’t magically know about it.  If you are in the running for an opportunity, all other things be-
ing equal, it could be the tipping point.  If a hiring manager is looking at LinkedIn profiles of two 
candidates for a sales position, and one profile has a few sales related awards and one doesn’t, 
who is more likely to get the interview?   If a potential client is looking to hire a career coach and 
one profile has a few professional awards on it and one doesn’t, who will get the client’s call?  
Well that covers some of the additional sections you can add to your LinkedIn profile.  I hope 
that this information helps you strengthen your profile and those of your clients.  If you enjoyed 
this, stay tuned for more as my next column will cover the rest of these sections.   As always, if 
you have any feedback about this article or if you want to share ideas for future topics to cover, 
please don’t hesitate to contact me.

WORKING WITH DIFFICULT CLIENTS,
by Elisabeth Sanders-Park
Elisabeth Sanders-Park is the author of 
No One is Unemployable and
The Six Reasons You'll Get the Job, with a 
foreword by Richard Bolles. 
Contact her at elisabeth@worknetsolutions.com.

How to Make Good Money Serving Job Seekers with Barriers
As I travel the country, I meet many hard-working, compassionate employment/career practi-
tioners who want to help more job seekers facing barriers, but can’t figure out how to make it 
lucrative. Some are employed by agencies to do this valuable work, but want or need to earn 
more money. Others make a good living in the careers industry, but want to serve tough clients 
and need to make it financially viable. Here are several ways to do it.  
Get Hired – Work for an organization that can put you on salary. Many government and non-
government not-for-profits help people with significant barriers. The pay varies, and can be very 
low so consider government entities and non-profits with a national or regional presence (rather 
than a single program) as they often pay better and offer compelling benefits. Also, consider 
organizations that offer higher-end employment services to a more lucrative clientele [university 
career centers; proprietary, tech, or specialty school career offices; staffing firms; outplacement 
firms; internal career development offices within corporations; etc.] where you can be well-paid 
as you establish yourself as a resident expert on helping their toughest clients, students, or em-
ployees.
Go Pro Bono – Rather than make your living serving people with big challenges and little 
money, use your other skills to make the best income you can in 40 hours a week or less (If 
you haven’t already read and begun implementing the ideas in Tim Ferriss’ “The 4 Hour Work 
Week”, do it!), then give your free time to serve people with barriers. In this case, choose cli-
ents highly-motivated to engage with and take full advantage of your services, develop a clean 
approach with each client, and consider charging a nominal fee based on their ability to pay so 
they are investing. Your invoices should give your full fee and the appropriate discount so the 
perceived value of your services remains high (I do this even when I help family and friends). 
Include your pro-bono hours and expenses as charity on your tax return. I know a woman who 
left career services to become a high-end personal trainer and volunteers for a youth employ-
ment program in the summer.
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Win a Contract – Working under contract can allow you to serve people in need, predict your 
hours so you can do other things too, and earn more than you would as an employee. I know of a 
private career coach who has a $20,000/year contract to teach a twice-monthly, 2-hour employ-
ment transition workshop in a prison. Other contracts may include teaching career courses, help-
ing soon-to-be or recent graduates prepare to launch their careers, outplacement, and more. You 
may be required to serve weekly, monthly, or for a stint annually or occasionally. If you currently 
run a private practice or are looking to leave your job and go freelance, this may be the perfect 
way for you to also serve tougher clients.
Group Up – Consider serving people with barriers in groups. Why? People can access your 
services for less. You earn more per hour. Clients learn a lot from one another. You consolidate 
your time investment as you serve several people at once, have fewer no-show hours, and say 
those ‘things you say to every client’ fewer times. How? This practice is on the rise across the ca-
reers industry, for clients at all levels. Do some thinking and research to choose an approach that 
works for you and your target clients. You may gather in-person, by phone or via Google hang-
out. In addition to covering a series of topics, with handouts and groundwork for clients to do 
on their own, you may do real-time coaching as individual needs arise. You may also meet with 
clients 1-on-1 as part of the coaching package [i.e., weekly groups and monthly 1-on-1s], or for 
an additional fee. If you are not trained as a coach, I highly recommend the Career Development 
Network's Job & Career Transition  Coach Certification Program and The Academies’ Certified 
Career Management Coach (CCMC) Program.

Change your Customer B2B – It is easier to get paid well by organizations, versus individuals, 
especially individuals facing barriers. Who is your customer? Initially, I was employed to help 
individuals facing significant barriers to begin and succeed in careers. Today, I help people in 
need by “equipping and inspiring providers of employment/career services to increase key out-
comes with their toughest clients” by training practitioners and selling curriculum for use with 
clients. My customers are organizations that move 2,000 - 30,000 people (many with barriers) 
to work each year. These organizations have a budget for staff development and client materials. 
When I serve individual coaches it is almost always through partnership with a training entity 
like The Career Development Network or  The Academies. Currently, I am offering “Increas-
ing Employment Outcomes with Tough Clients” through the National Association of Workforce 
Development Professionals. Check it out. And, consider changing your customer from individual 
clients to organizations that allow you to serve them.

Change your Customer – Consider changing your customer from the individual clients to 
people who care about them and can afford your services. I know a private practitioner who 
serves c-suite professionals in career transition. By proxy, she also serves the adult children of 
her clients, especially in the spring when many are given the gift of her services by their parents 
who have no problem dropping several thousand dollars to help launch their careers. Take a page 
from her book by creating a package for people facing barriers, then marketing it to people who 
have income, want to help, and would be willing to buy it for them. This may include parents, 
friends, faith communities, and others who care about someone coming out of addiction treat-
ment, prison, homelessness, or other issues you care about. You may deliver a free workshop 
to offer valuable help, demonstrate your expertise, and let people know about your additional 
services......Thank you for the good work you do, and for letting me be part of it.  
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SPECIAL FEATURE
Abilities and Interests -- Better Together for Providing Career Services, 

by Janet E. Wall

Janet E. Wall, PhD, MCDP, CDFI, SMMS, NCDA Fellow, is a 
career development professional in Arlington, Virginia. She is 
committed to the continuing education of all career counselors, 
coaches and specialists by providing online courses and webinars 
through www.CEUonestop.com. She was the developer of the 
ASVAB Career Exploration Program for the Department of
Defense, and was recently named a Fellow of the National Career 
Development Association. She is co-author of the Ability Explorer 
published by JIST. Contact her as follows:: 202-465-5774. 
e-mail:  <careerfacilitator@janetwall.net>

Substantial research supports the notion that people who are working in areas that pique their 
interests are happier, more productive, and stay on the job longer.  For example, the literature de-
scribing the Holland theory on vocational interests suggests that people seek out and flourish in 
career environments that fit their interests and these areas can be categorized into 6 types – Re-
alistic, Investigative, Artistic, Social, Enterprising, and Conventional.  Jobs and career environ-
ments can generally be described in the same ways. When the person’s interests are congruent or 
correspond with the dominant interest area of the job, the match is compatible and satisfying.
What tends to be discounted by career development professionals and programs is that the same 
concept is true for one’s abilities. There is research evidence that affirms that people gravitate to-
ward work that uses their abilities because it provides satisfaction and intrinsic rewards.  If peo-
ple are not working in occupations that match their abilities, they become dissatisfied and require 
some modification in the work environment. Sometimes the employee instigates the modifica-
tion because he/she senses that they are not up to the ability requirements of the job. Other times 
employers initiate the change because they are unhappy with the relatively poor performance and 
they can’t afford to retain the employee. This has obvious implications for a person’s job security 
and the employer’s profitability.

As shown in the graphic below, the optimal combination is when the people are working with 
their best abilities and in their dominant interest areas. There is ample research that shows when 
there is a strong match between what the occupation expects or requires (interests and ability) 
and what the individual brings (interests and ability) job satisfaction is higher than when there is 
a match in terms of interests or ability alone (e.g., Bizot & Goldman, 1993; Darcy, et al., 2003; 
Gellatly et al., 1991; Maltarich et al., 2010; Vannotti & Ferrari, 2005.) Given the research, it is 
surprising that career specialists tend to rely on interest congruence alone when assisting clients 
in the career search process.
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Ability: The Missing Link in Career Development Services
Many comprehensive career guidance systems include one or more assessment tools. Most con-
centrate on measuring interests because that tends to be easier to measure, better understood, and 
more politically acceptable to career development professionals. Some systems include global 
personality types (e.g., MBTI, Big Five) that do not really provide guidance on career selec-
tion, but may offer some opportunity for greater understanding of ourselves and our interactions 
with others. Most career guidance systems do not use abilities and match them to career options. 
Many, if not most career centers, either at the high school or postsecondary level, do not employ 
an ability assessment. Workforce centers often use job specific assessments or instruments that 
can help predict a person’s ability to benefit from training, but they generally don’t consider 
abilities in the career exploration and development process. Might this lack of attention to abili-
ties short change the individual and position him/her to make less than optimal career decisions? 
Might their career decisions be unrealistic if abilities and ability requirements are not properly 
emphasized? Might the employer be unhappy if abilities are not considered by career services 
providers as they recommend potential employees?

What is an Ability?
For purposes of this article, I define three related but different constructs – aptitude, ability, and 
skill.  

Aptitude certainly involves abilities, but is related more with something more innate or natu-
ral, like giftedness.  A person with an aptitude in an area has the ability to learn it more quickly 
and easily than one who does not possess that natural talent.  We are referring to aptitude when 
we say that a person has a knack for fixing things, or is a gifted artist, or has a special talent for 
learning languages. Some people call aptitudes “natural abilities” or “natural strengths.”

Abilities certainly include natural talents, but abilities can be developed and taught. That is why 
as we participate in training and education and have experiences help to develop our abilities and 
acquire new ones. We develop greater academic ability, for example, as we participate in addi-
tional schooling. A person may not have an aptitude for mathematics, but certainly can develop 
the ability with time, teaching, study, and practice.

Skills are smaller units or tasks that can progressively build into an ability. An example would 
be calculating the square footage of a room, or crafting a coherent paragraph. Each of these 
combined with other related skills may actually become an ability.  So persons who can write a 
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coherent paragraph may, with additional teaching, training, experience, and practice, can develop 
the ability to write a logical and succinct paper on a subject. They may or may not have an apti-
tude or natural ability for it, however.

Using Interests and Abilities Together: Implications for Individuals, Employers and Career 
Services Providers
To follow are examples, in turn, of how the synergy of interests and abilities matter to individu-
als, employers and career development professionals.

Individuals. Using interests and abilities together brings about the most bang for the buck for 
individuals as they contemplate career options or find themselves already in the workforce. 
Individuals working with their best abilities and in their primary interest areas are the most satis-
fied and productive. Those who are not have varying career development issues and needs. They 
may not be as satisfied with their career choice and may not be as involved in, committed to, or 
enthusiastic about their work. They may need career services to help them clarify their interests 
and identify and enhance their abilities.

Employers. Employees working with their best abilities and in their high interest areas directly 
affect employers. Employers want and need their employees to be productive by using their best 
abilities, but understand that when the person is also working in their dominant interest areas, 
this is the best situation. They know that the good employee is a happy employee and will likely 
have a greater commitment to the organization. They are considered engaged on the job and are 
more productive. In fact, a Society of Human Resource Management Report (SHRM, 2014) on 
employee satisfaction and engagement shows that the opportunity to use skills/abilities on the job 
ranked second among the factors that contribute to career engagement for those surveyed.  This 
ranked higher than the relationship with the immediate supervisor, the benefits package, financial 
stability, and the work itself.

Career Services Providers. Providers can help individuals use both interest and abilities to-
gether to find compatible careers and jobs using interest and ability assessments along with such 
resources as O*NET which offers considerable information on the nature and general require-
ments of occupations. They can work with individuals to find the best career fit for them so that 
they can be working in an optimal situation for the employee and the employer. Career counsel-
ors, advisors, coaches, and human resources staff have special roles to play when individuals are 
not working in their optimal situation; that is, with their high abilities and in high areas of career 
interest. They may be able to assist clients in identifying their interests and abilities through 
assessment, help them find education and training resources to increase their abilities, and offer 
services that include resume writing, networking, and interviewing skills when a job transition is 
in order. Sometimes mental health services may need to be provided or a referral made to such a 
person. 
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THE FIT CHART:  PERSON’S ABILITY AND INTERESTS 
AS COMPARED WITH JOB OR CAREER CHARACTERISTICS
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Fit Chart. The Fit Chart attempts to encapsulate and simplify the probable conditions experi-
enced by the individual and the employer, and what the career services provider can offer when 
the person is and is not working in their highest abilities and interests as compared to the require-
ments in the person’s chosen job, occupation, or career.  The green quadrant represents potential 
outcomes or results when persons are working with their best abilities and in their high interest 
areas. There is a strong compatibility between the person’s characteristics (interests and abili-
ties) and the expectation on the job or in the career. The yellow areas represent probable situation 
or results when the person is working in either a low ability area or a low interest area but not 
both.  The red section shows the situation where the person is working in both low interest and 
low ability conditions.  It is so important for us as career services practitioners to understand the 
perspectives of the worker and the employer to help us better focus our services.

Conclusion
There is ample evidence to show that using either interests or abilities alone in career decision 
making can lead to a more satisfying and productive career. There is significant additional re-
search to show that using both together provides a much greater opportunity for the individual to 
make a career choice that is satisfying and more likely to lead to success on the job. Using both 
in career development and decision making is likely to result in a more productive and engaged 
worker, a more satisfied employer, a more successful company or organization, and a more 
vibrant U. S. economy. Career services providers are key players in creating better worker situa-
tions and productive worker engagement.
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BOOK REVIEW

This is the quintessential job search how-to guide. Richard Bolles should know. He researches 
and analyzes the subject continuously. He has rewritten the book annually since 1970. He has 
published this book 45 times, reaching total sales of ten million copies.

The intended audience is job seekers, those who interact with job seekers (counselors, career 
coaches, school counselors, employers, family, and friends), and people who want to learn more 
about themselves. The book starts off in chapter one with a knowledgeable assessment of how 
the job search process has changed and how it has remained the same. Chapter two contains 
information about the use of the Internet (especially Google) and its ability to both help and hurt 
the job seeker.  Chapter three talks about the sometimes mismatched data between job vacan-
cies and job seekers. Some of the most interesting chapters include tips for interviewing, salary 
negotiation, choosing where you want to work, how to deal with handicaps, and how to start 
your own business. A fair amount of the book is the chapter titled You Need to Understand 
More Fully Who You Are. Ways to choose or change your career and what to do when your job 
search isn’t working are also included as stand-alone chapters. Chapter 6 contains the step-by-
step procedure for getting to know what the job seeker really wants.  It is a lengthy process, but 
after 26 years in the work force development business, I can safely say that it is the most vital 
component of a job search. It may seem a little silly to fill out petals of a flower to do this, but 
I can’t stress enough how important this step is in the process. The author puts the job seeker at 
ease in the chapter about job interviews by sharing the five basic questions a job seeker will most 
likely be asked in an interview: Why are you here? (Translation: Why do you want to work for 
us?); What can you do for us? (Tell us the skills you have that will help with our mission.): What 
kind of person are you? (Will your personality/values/work style fit in with our company?); 
What distinguishes you from, say, nineteen other people whom we are interviewing for this job? 
(What makes you different from the others?); and Can we afford you? (How much will it take 
to get you, and is it in our budget?). Often job seekers will ask how to know when an interview 
is going well or going down the drain. The author offers a very helpful time frame for questions 
asked by the employer. The questions are Where did you go to high school? (distant past); Tell 
me about your most recent job. (immediate past); What kind of job are you looking for? (pres-
ent); Would you be able to come back for another interview? (immediate future); and Where 
would you like to be in five years? (distant future). The further you get down this time frame, 
the more likely the interview will be successful. Salary negotiation is a stressful and tricky area 
for job seekers. Because of this, the author gives an entire chapter over to the topic. He incudes 

The 2016 What Color is Your Parachute? by Richard N. Bolles.  
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the timing of the salary discussion: It should come at the end of the interview(s). Don’t ever be 
the first one to bring up the question of salary, don’t be the first one to mention a number, and do 
your homework on salaries in the area so you’ll know what’s out there. Bolles includes actual 
verbiage to use when discussing money—a very useful tool for job seekers! There is an ex-
tremely valuable table in Chapter 4 that lists some common interview questions a job seeker may 
be asked, why employers might ask it (the fear behind the question), what items your response 
should include, and how (what words) to say it. Again, giving the examples of actual words to 
say can help a great deal in decreasing a job seekers anxiety. The author also provides some 
things to avoid. Resumes have a low success rate (one hire out of 270 resumes). Better options 
are (1) a job club (not a support group, but one that has practice sessions and research help), 
(2) personally showing up at small businesses and talking to the owner, and (3) asking your 
network (i.e. family, friends, and contacts) if they know of any job openings. Also, job seek-
ers should avoid the human resource department as their first contact with a company. Human 
Resources’s job is to make the candidate interview list as short as possible. You want to talk to 
the person that has the power to actually hire you!  A look at the table of contents of this book 
would normally be pretty intimidating to a job seeker, especially one who has been out of the job 
market for any significant amount of time. Fortunately, Bolles’ writing style is conversational and 
very easy to understand. He also breaks down the information into manageable pieces. I am not 
saying that the reader can just breeze through the book and have stellar job search skills; there 
is work to be done! But he makes it understandable. The author’s inclusion of sample conversa-
tions is one of the most helpful resources in this book. He not only shares what questions may be 
asked by employers but he gives some actual words to use to answer those questions. Not many 
job search books do that! Small businesses are the backbone of the U. S. economy. They provide 
55 per cent of all employment in the country according to the U. S. Small Business Adminis-
tration.  Therefore, Bolles’ advice to look at small businesses (especially new companies) for 
employment opportunities is right on track!  It’s not often that the mental health of those who are 
unemployed is taken into consideration in job-search books. The author devotes an entire chap-
ter to the subject. Thank you, Dick Bolles, for recognizing the psychological impact of losing 
one’s job and for offering 10 ways to help deal with those feelings! Personally, I have a slight 
issue with the use of the word handicap. It might have a negative connotation to some people. I 
think the word barrier is more descriptive. The Appendix, what the author calls The Blue Pages, 
contains both psychological information (Finding Your Mission in Life, and A Guide to Deal-
ing with Your Feelings While Out of Work) and concrete advice and lists, including A Guide to 
Choosing a Career Coach or Counselor, Sampler List of Coaches, and Recent Foreign Edi-
tions of What Color is Your Parachute? Beyond The Blue Pages, the author gives a final word, 
his biography, how to submit updates and corrections for the 2017 edition, an index, and other 
resources created by the author. This book should be on every career counselors’ desk!
Reviewed by Lorraine Faulds, South Carolina Department of Workforce and Employment 
700 Taylor Street Columbia, SC 29201.  Web Site: http://scdew.gov
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NETWORK CONTACTS
ARIZONA, Stan Maliszewski, 520-621-1700 sjmalisz@u.arizona.edu
CALIFORNIA 
       Los Angeles Area, Susan Wise Miller, 323-933-2900. susan@californiacareerservices.com
       San Diego Area, Virginia Byrd, 760-436-3994, virginia@careerbalance.net
CONNECTICUT, Eleta Jones, 860-768-5619, EJones@mail.hartford.edu
ILLINOIS, Chicago area
       Jack Chapman, 847-251-4727, jkchapman@aol.com
       Roberta E Renaldy, 312-926-4888, rrenaldy@nmh.org
KENTUCKY, Nancy Parsley, 859-331-9070, NEPARSLEY@aol.com
MAINE, Joan Gramer, 207-948-5009, mecareeroptions@aol.com
MARYLAND, Karol Taylor, 240-447-2923 or 301-772-8327, Karol@us.net
MASSACHUSETTS, Gail Liebhaber, 781-861-9949, gail@yourcareerdirection.com
MICHIGAN
       Southeastern Michigan:  Roberta Floyd, 248-357-2426, rafloyd1@mac.com
       Western Michigan:  Ken Soper, (616) 698-3125. kensoper@yahoo.com
NEW YORK
       Upstate New York, Fredricka Cheek, 716-839-3635, fscheek@adelphia.net
       Western New York, Rita Carey, 585-398-7508, rita@rcmassociates.com
NORTH CAROLINA Caitlin Williams, 831-917-7800, drcaitlinwilliams@gmail.com
OHIO, Richard Haid, 513-868-1488, dickhaid@adultmentor.com
OREGON 
       Salem area: Lois Reid,  (503) 363-0188, lhr4hannah@yahoo.com
       Hillsboro area, Kim M. Voyle, 503-647-2382, kimvoyle@voyle.com
PENNSYLVANIA George Ponticello, 412-586-3731, gponticello@careerdevelopmentcenter.org 
TEXAS   
       Austin area: Suzy Drapkin, 512-590-2545, sdrapkin@careerachievers.com
       Dallas Area: Helen Harkness, 972-278-4701, options@career-design.com
       Houston Area: Kim Thompson, 832-724-8921, kmathomp@aol.com
WASHINGTON DC  Margaret New, 703-298-2525, margaret@middleburggroup.com
WEST VIRGINIA, Frank E. Ticich, 304-748-1772, frankticich@comcast.net
----------------------------------------------
VENEZUELA, Egberto Fernandez, 0058-212-2837471, egbertof@cantv.net
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NETWORK & NEWSLETTER CONTACTS
NEWSLETTER and JOURNAL PUBLISHER
Richard Knowdell
Tel: (408) 272-3085; e-mail: rknowdell@mac.com

JOURNAL AND NEWSLETTER MANAGING EDITOR
Steven E. Beasley
Tel: (408) 354-7150; e-mail: stevenbeasley@verizon.net

BOOK REVIEW EDITOR
Maggi Kirkbride maggikirkbride@gmail.com

NETWORK MEMBERSHIP QUESTIONS

Dick Knowdell, Career Development Network. 
Post Office Box 611930, San Jose, CA  95161-1930 USA
408-272-3085; e-mail: rknowdell@mac.com.  
Visit the Network web site at: www.careernetwork.org
---------------------------------------------------------------------------
NETWORK MEMBERSHIP
Annual Membership in the Career Planning and Adult Development Network
Includes Six Newsletters and up to four Journals
Check or PayPal Price at www.careernetwork.org:  $49
Price If We Invoice You:--$59
Please Indicate Your Status:       New Member          Renewal 

MEMBERSHIP APPLICATION/RENEWAL FORM

     Name: ___________________________________________ Title: ____________________                                                                       
     Organization: _______________________________________________________________
     Address: ___________________________________________________________________
     City:      ____________________________________ State/Province: __________________                                                                        
     Postal Code: _________________   Country ______________________________________
     Phone: ______________________
     e-mail address:  ____________________________________________________
     [September 2015]
     Send form, payment and label if available to:
     Dick Knowdell, Career Development Network 
     Post Office Box 611930, San Jose, CA  95161-1930 USA
     408-272-3085; e-mail: rknowdell@mac.com  
     Network web site: www.careernetwork.org

Copyright 2015 by Career Planning and Adult Development Network


