
Of late, I have been doing career coun-
seling for a very different type of
career category— IT recruiters. You

know… headhunters! Some have asked to join
my recruiting firm. Some have talked to me
about when the recruiting market might get
better. Some wanted my advice on getting out
of the business.

THE JOB MARKET

Understand that recruiting seems to be both
a leading and trailing economic indicator.
When the IT job market started to dip in late
1999, all recruiters knew it immediately. The
job orders stopped coming in. As the economy
starts to recover, recruiters will be the last to
know. First, hiring managers will hire all those
IT people who are unemployed or underem-
ployed before they turn to headhunters to fill
their open requisitions.

Since this job market downturn has lasted so
long, there are many more great people who
would like to take a different job. Some
recruiters I have talked to say that we won’t
effectively be back in a candidate-poor, job-rich
market again for five more years. Some reports
say that 40% to 60% of all recruiting firms have
gone out of business over the last several years.

If you talk to the salespeople from the major
Internet job boards, they say that their job
board has put recruiters out of business. This
isn’t really the case. When the job market was
hot, hiring managers used recruiters to beat
their competitors to the best candidates and to
find off-market professionals.

Personally, I look at this market very sim-
plistically. As the economy grows and more
manpower (and womanpower) is needed,
companies are hiring less expensive resources
overseas. I don’t think this is really a “jobless
recovery.” The recent economic expansion is
allowing companies to effectively replace

more expensive US IT workers with less
expensive overseas counterparts.

This is all very bad news for IT profession-
als. When a competitor comes into a market
and can compete aggressively on price, the
entire market becomes more of a commodity.
Most people cannot tell the difference
between one brand of gasoline or the next.
They shop on price and convenience.

WHAT IT PROFESSIONALS
CAN DO

The trick for US IT professionals is to posi-
tion their talents uniquely and to provide so
much unique value that the company feels that
it is worth the extra compensation to have this
talent on site in the US.

For hands-on technical IT professionals, this
task can be very difficult. During Y2K, remedia-
tion was often done by less expensive overseas
labor. In the mainframe world where I recruit,
applications program maintenance was the obvi-
ous next target for overseas outsourcing. Few US
IT folks wanted to do that work anyway.

Then, almost everything in IT was a possible
outsourcing target. Applications development
and IT help desks were easily transferred over-
seas. Initially, positions like systems program-
mers and DBAs remained in the US and close
to the actual machines. Of late, even these
positions have left the US, and some organiza-
tions are quietly relocating data centers.

At the same time, there are quiet success
stories across the industry. I have talked with
hands-on applications project leaders who
have advanced their career by working hard to
successfully manage global development and
maintenance teams. I have heard from main-
frame systems programmers who have trans-
formed their specialty into independent con-
sulting on specialties like storage administra-
tion, WebSphere and MQ Series.

The moral of this story is that these success
stories were all due to the initiative and hard
work of the individuals themselves. No
recruiter was involved. So is the other moral of
the story that you should not have to talk to a
recruiter again? No. Hiring managers are still
calling recruiters with very specific special-
ties. They are also working with third-party
contract-to-hire organizations to allow the
company to try before they buy without any
possible legal ramifications should they decide
not to offer a permanent position.

If you are looking for a job and can’t find a
match, look outside the box. Evaluate the mar-
ket and determine where the jobs are that you
would like to do. Invest in yourself to qualify
for those types of positions. Innovation and
personal initiative will keep money flowing
into your household.

If you are currently employed, know that
the IT job market is more competitive than
ever. I have talked to so many who were blind-
sided by a layoff. Just like your unemployed
former coworkers, you, too, must invest in
yourself and prepare for the worst. At the
same time, look for opportunities to grow in
your current position. Grow into areas that are
frankly a little uncomfortable. If you can
demonstrate career growth that contributes to
the company’s bottom line, you are less likely
to be on the next layoff list.

E-mail your comments and questions to
Rick at ask-rick@monarchtech.com. Watch for
your response in the Ask Rick column in
NaSPA’s E-News e-mail newsletter.

NaSPA member Rick Nashleanas now runs
Monarch Technology — www.monarchtech.com
— a national recruiting firm specializing in main-
frame and software company positions.
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