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AS WE RETURN TO 
A COMPETITIVE JOB 
LANDSCAPE, IT’S 
MORE IMPORTANT 
THAN EVER TO 
FIND TALENTED 
CANDIDATES WHO 
FIT INTO A FIRM’S 
CORPORATE CULTURE.TALENT BY LINDA MELONE
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igns indicate that the country 
is on its way to a significant 
recovery from the Great 
Recession, though there is still 
evidence of scarring. California, 
however, ranks consistently 
among the top 10 states in 
employment growth, according 
to the UCLA Anderson School 
of Management’s second 
quarterly report of 2013. As 
with any crisis, things are never 
quite the same after the smoke 
clears, and it’s no exception in 

the talent-acquisition world. 
 Gone are the carefree days of the late 1990s, when 
new job opportunities sprang up around every corner 
and another job awaited you if your current one didn’t 
work out. Today, the increasing popularity of LinkedIn, 
Glassdoor and other social networking resources 
gives candidates and employers far greater job-search 
transparency and changes the way we do business. 
 Fitting into a company’s culture has never been more 
important. Although company leaders and managers 
still want to have fun, they remain as serious as ever 
about the bottom line. Experience trumps “busy-
ness” and talking a good game. Networking remains 
important, but methods have changed.
 In other words, it’s no longer business as usual.

S
THE SIGNS OF CHANGE
The search for talent in and 
of itself is an indicator of our 
economic state. 
 “The large number of 
available human resource and 
internal corporate recruiter 
positions in the past year are 
healthy signs of economic 
recovery,” says Ed Klimczak, 
senior manager of global talent 
acquisition at Endologix Inc., 
an Irvine-based medical device 
company. “These are the first 
people to be let go when a 
company or the economy is in 
a decline, and they’re also the 
first to be rehired when the 
economy starts picking up.” 
 When a company decides to 
hire, it either relies on its own 
internal recruiters or seeks help 
from outside contract recruit-
ers or search firms. 
 “Some companies make 
the mistake of relying on their 
human resources department, 
which is often too busy,” says 
Klimczak. 
 Either way, in times of 
business growth, the need for 
qualified candidates increases 
along with a need for people 
to find them. Most medium to 
large companies have their own 
internal recruiting group, while 
smaller companies more typically 
use agencies or outside recruiters, 
says Klimczak, who has worked 
in the recruiting capacity for 
several other Orange County 
companies, including Allergan 
and Edwards Lifesciences. 
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 These days, an internal corporate recruiter can actually 
save companies money, since social networking sites such as 
LinkedIn make it easier to find the right candidate. Internal 
recruiters also do a better job of branding the company for the 
candidate, Klimczak says. 
 “They’re in a better position to explain the culture [work 
environment], the job details, the players and the different 
departments in which they’d be interacting.” 

CANDIDATE-RICH AND TECHNOLOGY-DRIVEN 
In addition to an uptick in the number of recruiting positions, 
Klimczak says he’s seeing more candidates with multiple offers 
from different organizations. 
 “It’s been a job-rich market since about 2007,” he says. 
“Now it’s becoming more of a candidate-rich market, particu-
larly in the marketing/sales and engineering areas.” 
 We see several new trends, says Kim Shepherd, CEO  
of Decision Toolbox, a recruiting company headquartered  
in Irvine. 
 “GenYers [those born after 1982] came in to the mar-
ketplace and changed everything,” she says. “They’ve seen 
their parents work for a company for 30 years and be given 
the pink slip without ever finding that work-life balance. So 
GenYers are thinking, ‘I want to find a job I want.’” 
 This new generation does their research, going on LinkedIn 
and checking Glassdoor to see what people are saying about a 
company before applying or interviewing. 
 “They can go to the CEO’s LinkedIn profile, Facebook 
them and see their hobbies,” Shepherd says. 
 Candidates with a technical background have the best 
chance of getting their pick of employers and landing a good 
position, says Lou Adler, founder and CEO of The Adler 
Group, a training and search firm that works with companies 
to help them hire people, and author of “The Essential Guide 
for Hiring and Getting Hired.” 
 Adler describes two basic job markets: the public market, 
which he says hasn’t changed much at all recently, comprised 
of those who are actively looking; and the hidden market, or 
what Adler calls the “talent scarcity” market. This market 
includes those not actively looking for a job. 
 “The demand for skilled or technically intensive people is 
high,” he says. “The unemployment rate for anybody over the 
age of 25 with a college degree is 4 percent. If you’re a technical 

person, the unemployment rate 
drops to 1 to 2 percent.”
 High demand for candi-
dates with a STEM (science, 
technology, engineering and 
math) background comes as 
no surprise, since Orange 
County leads the country 
in the life sciences indus-
try. BIOCOM’s 2013 Life 
Sciences Economic Impact 
Report shows that total 
employment within the life 
sciences industry tops more 
than 130,000 people. In 
2012, the medical device/
diagnostics sector employed 
more than 23,500 people in 
Orange County, more than 
three and a half times the 
national average. 
 “In addition, the medical 
device industry has a built-in 
patient base as the number of 
baby boomers continues to 
increase,” Klimczak says. 
 Klimczak notes that high 
demand for candidates with 
a background in technology, 
biotechnology and medical 
devices creates a shortage of 
talent to fill these openings. 
 “I’m seeing an increase in 
companies willing to pay to 
relocate these candidates,” 
he says. “Many are mid- to 
senior-level people who may 
have been afraid to move 
until recently. Consumer 
confidence and an improved 
housing market enabled them 
to feel confident enough to 
finally make a move.”

GenYers [those born after 1982] came in to the 
marketplace and changed everything. They’ve 

seen their parents work for a company for 30 
years and be given the pink slip without ever 

finding that work-life balance. So, GenYers are 
thinking, ‘I want to find a job I want.’

KIM SHEPHERD, CEO OF DECISION TOOLBOX

TIPS 
FOR JOB SEARCHERS

Those new to the 
workforce, or re-
entering it after some 
time away, can increase 
their chances of finding 
greener pastures with the 
following experts’ tips:

If you’re applying to 
a posted job online, 
only do so if you’re a 
perfect fit – unless you 
can obtain a “warm 
referral” from some-
one in your network.

Make the most out 
of networking events 
by setting up sev-
eral meetings ahead 
of time with people 
to meet you there.

Your resume should 
match your Linked-
In profile; keep them 
both updated.

Connect with user 
groups on LinkedIn, 
and be active on them.

If you’re re-entering 
the job force after 
an extended time at 
another company, 
understand that you’ll 
need to be flexible and 
adaptable to changes.
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LONGER TRANSITION TIMES 
High-level executive search firms also feel the sea change. 
 “Since the recession ended, hiring has definitely picked up, 
but the length of time executives are in transition [between 
jobs] has increased – from three to six months to six to 12 
months,” says Rod McDermott, co-founder and managing 
partner of McDermott & Bull Executive Search, in Irvine. 
“Most senior executives know someone who’s out of work 
right now.” 
 The reason: People are more risk averse than they were 
during the dot-com era and after 9/11, McDermott says. 
 “Back then, people were more willing to take risks, because 
they knew that if a risk failed they’d be snapped up pretty 
darn quickly.”
 Nowadays, employers take much longer to reach hiring 
decisions, sometimes dragging their feet for eight months to fill 
a position that could’ve been filled in 50 days. 
 “Companies still remember the recession and don’t want 
to make mistakes,” McDermott says. “They want all 10 boxes 
checked, versus in the ’90s when, if a candidate could check 
off six out of 10 boxes, it was enough to get hired. Employers 
now question their gut a lot. It’s frustrating for both the 
employer and the candidate.”
 McDermott also sees a shift toward companies willing to 
hire experienced candidates over younger job seekers. During 
the dot-com era, companies wanted new blood, and they were 
willing to forgo experience in lieu of someone more in tune 
and tech savvy. 
 “In the past few years, companies have realized that experi-
ence does mean a lot,” McDermott says. “Years ago, compa-
nies would often not even see results, though they created a  
lot of activity. I now see more executive teams consisting  
of people in their mid to late 50s. We’re seeing companies 
becoming more serious again, though they’re still trying to 
have fun.”

CULTURAL FIT: A KEY TO SUCCESS
An employee’s ability to get along with co-workers, act as 
part of a team and fit into the work environment, defined as a 
“cultural fit,” is more important now than ever, McDermott 
says. Companies today often don’t have a succession plan (a 
person prepared to take over another position in the event the 
incumbent leaves or is promoted), so they hire someone to do 

“The large number of available human resource 
and internal corporate recruiter positions in 

the past year are healthy signs of economic 
recovery. These are the first people to be let  

go, and they’re also the first to be rehired  
when the economy starts picking up.

ED KLIMCZAK, SENIOR MANAGER OF GLOBAL TALENT ACQUISITION AT  
ENDOLOGIX INC., AN IRVINE-BASED MEDICAL DEVICE COMPANY

several jobs, which makes a 
culture fit most important. 
 “You have to be a team 
player and a great member of 
the team,” says McDermott, 
who compares bringing in a 
new employee with intro-
ducing a new organ into a 
human body. “Every time you 
bring in a new person, you 
want to be sure ‘the body’ 
[company] doesn’t reject it. If 
it doesn’t work out, you often 
end up in a worse position 
after that person leaves than 
if they’d never been hired in 
the first place.” 
 Self-centeredness, an 
inability to create confidence 
among the matrix of team 
members, over-promising and 
failing to deliver add up to a 
bad culture fit. 
 “People who do well take 
the time to get to know the 
other senior executives and 
understand how they all 
work together,” McDermott 
says. “A person needs to 
know what to do to get the 
job done. An autocratic  
manager won’t work. You 
have to know how to win 
others over.”

SOCIAL NETWORKING 
LEVELS THE PLAYING 
FIELD
For people re-entering the job 
market, LinkedIn and other 
social networking resources 
have nearly leveled the play-
ing field between candidates 

TIPS 
FOR JOB SEARCHERS
At a career fair or net-
working event, bring a 
resume and be sure to 
perfect your “elevator 
speech,” since you have 
10 to 15 seconds to make 
a good impression.

A GOOD EXAMPLE: 
“I see you have an 
opening for a market-
ing director. I have 15 
years of experience 
in [a similar industry], 
worked with X and was 
responsible for bring-
ing in $X million to the 
company. How do you 
think my background 
would fit in this role?” 
 Quantify your 
results and end with 
an open-ended ques-
tion – not a yes or no.
 Orange County 
employers must also 
come up against 
misinformation about 
working and living 
here, Klimczak says. 
 “People assume 
everyone’s stuck in rush 
hour traffic for hours at 
a time and that it’s more 
expensive than other 
parts of the state, like 
San Francisco, which 
isn’t true. They don’t 
realize the diversity we 
have here; shopping, 
beaches and mountains 
are all an hour or less 
away. Part of our chal-
lenge is educating peo-
ple to the value of work-
ing in Orange County.”
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and employers. Just as employers can check a candidate’s 
background and fish around on sites such as Facebook for 
negative behaviors, candidates can also use the same sites to 
prepare for an upcoming interview. 
 “The candidates can interview the hiring manager as much 
as the hiring manager interviews them,” Shepherd says. “They 
can be as selective as the employer. They can Google the 
person they’re meeting, know who’s on the company’s board 
of directors and invite them to connect on LinkedIn before  
the interview.” 
 Candidates should choose quality over quantity when 
networking, however, Adler says. 
 “Attending a large networking event and expecting to 
make connections is like planning to win the lottery,” he says. 
“Networking isn’t about seeing how many people you can 
meet, but meeting three to five people who can recommend 
you to two to three other people, and so on.” 
 Adler says a warm referral like this vastly increases the 
chances for a candidate, even if he or she falls a bit short on 
experience. Face-to-face networking still proves valuable, 
however, if you do it in a productive way. 
 As for sites such as Glassdoor, Klimczak says to use them 
as a tool – but with caution. Glassdoor allows people to 
anonymously post about the pros and cons of a company  
and the way it treats its workers. 
 “There’s no perfect company, so there will always be 
complaints,” he says. “If you see a variety of complaints, it’s 
likely that people are just venting. However, if you see a trend 
in the type of complaints, it’s probably relevant and something 
to keep in mind.” 

EMPLOYMENT EHARMONY? 
Another approach currently being utilized by Newport Beach–
based RETS Associates, a leading West Coast commercial real 
estate recruiting and executive-headhunting firm, is a database 
consisting of more than 25,000 candidates. 
 Principals Kent Elliott and Jana Turner use their combined 
industry insight and strong relationships with public and pri-
vate commercial real estate companies to lead the industry in 

Companies still remember the recession and 
don’t want to make mistakes. They want all 10 
boxes checked, versus in the ’90s when, if a 
candidate could check off six out of 10 boxes, 
it was enough to get hired. Employers now 
question their gut a lot. It’s frustrating for both 
the employer and the candidate.
ROD MCDERMOTT, CO-FOUNDER AND MANAGING PARTNER OF  
MCDERMOTT & BULL EXECUTIVE SEARCH

recruiting throughout Orange 
County, Los Angeles and the 
San Francisco/Silicon Valley 
markets. (Additional regions 
serviced are Seattle, Chicago, 
New York and Denver.)  
 Elliott and Turner take a 
unique approach to placing 
their candidates: They begin 
the search by “living” with 
the client for a few days to 
learn the company’s culture 
and the needs regarding the 
position. 
 RETS recruiters then use 
numerous filters to narrow 
the search to the ideal three 
to five candidates. The result 
is corporate matchmaking. 
The filters are as broad as 
ideal job location and salary, 
or as specific as preferred 
management styles and 
individual strengths and 
weaknesses.
 This way of “matchmak-
ing” in the CRE industry has 
proved to be a game changer 
for RETS and its growth. 
Through the third quarter of 
2013, it has overseen more 
than 350 searches – a 20  
percent increase compared 
with the same period in 2012.
 If it’s time for you to jump 
back into the job pool, know 
what you offer and be clear 
about what you want before 
taking the plunge.

Use job aggregates 
such as Indeed and 
SimplyHired, which 
list openings from 
various companies and 
job-posting websites.

If you’re networking with 
someone who is current-
ly employed, be respect-
ful of his or her time.

If you’ve been unem-
ployed for an extended 
length of time (more 
than six months), 
consider doing volun-
teer work within your 
industry in the interim, 
or find work with a con-
sulting firm or contract-
ing (temp) agency to 
keep your skills sharp.

Instead of relying on 
one resume for different 
positions, develop sev-
eral different resumes to 
highlight various skills. Do 
not rely on a cover letter 
to differentiate yourself.

TIPS 
FOR JOB SEARCHERS
Even if you’re cur-
rently employed, keep 
yourself current on 
trends and technol-
ogy in your industry.
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