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  Disclaimer



This book includes several stories and examples based on real events and experiences. While all the stories are true, the names and identifying details of the people involved have been changed to preserve anonymity.








  
  
  Introduction

  
  




Dear Reader,

As I sit down to write this book, I often ask myself why I’m doing it and how my experience over the past few years might help you. I always come to the same conclusion: guiding people to navigate the most critical moments of their careers is something I’m deeply passionate about.

Over the last nine years, I’ve gained extensive expertise in recruitment, both as a recruiter and as a leader managing teams. During this time, I’ve worked with professionals from many different industries and backgrounds, and one thing became clear: most people struggle not because they lack talent, but because nobody ever taught them how the game actually works. Here’s what I’ve learned after being part of thousands of hiring decisions: the first six months of any career move determine almost everything that follows. From the day you start looking to the end of your sixth month in a new role, you’re in the most critical window of your professional life.

There’s a significant gap between what schools teach and what the job market demands, and that gap shows up most clearly when you’re trying to land a new role and make it work. This is what motivated me to write this book. It focuses on the moments where most people stumble: the job search, the interview preparation, the salary negotiation, and those critical first months in a new role. These are the moments that define whether you seize the opportunity you deserve, or let it slip through your fingers.

That said, I want you to be aware that there are no quick fixes in this book. What you will find is practical advice drawn from thousands of interviews and recruitment decisions, and from the lessons learned from sitting on both sides of the hiring table. 

Whether you’re entering the job market for the first time or preparing for an important interview, this book is for you.

Let’s get started.








  
  
  CHAPTER 1: ACTIVELY LOOKING FOR A NEW JOB

  
  




The most qualified don’t always win. The ones who master the job search do.


Whether you’re looking for your first job or waking up every day to a job that makes you feel miserable, the job search process may be quite tough.

The social component of having a steady job, the financial pressure to find something quickly, and even the mental wellness component are all factors that intensify the stress of job-hunting. When combined, these factors can truly become an explosive cocktail. This first chapter aims to give you real strategies to improve how you present yourself to the job market, as well as to increase your chances of being hired.

We will cover different key topics to achieve this goal, including:



	How to build an excellent resume that stands out to the ruthless, computerized ATS systems of companies.


	Which types of job boards you can use and how useful they really are nowadays.


	How to improve your LinkedIn to the point where recruiters are drawn to your profile, eager to get to know your professional self better.


	How to ensure you stay motivated during this job search journey, which is often a major source of frustration and anxiety.





Navigating today’s competitive job market requires you to be proactive instead of waiting for things to fall into your lap. Sending out resumes and sitting back is no longer enough to succeed, you need to actively invest in projecting your image as a candidate and be very intentional and strategic in doing so. We will discuss further down how to personalize your applications, how to network effectively, and how to be well-prepared for job interviews.

My goal here is simple. I want you to feel like you have all the tools you need to handle this stage of your career in the best way possible.


Change the way you approach the job market


Before we dive into the strategies to land the job you’ve always dreamed of, we first have to understand the realities of job-hunting today and how to navigate them strategically.

A few years ago, everything was different; recruitment models were very simplistic, and a well-targeted application would, in most cases, do the trick. The truth is that standing out in today’s competitive environment is becoming increasingly challenging. Your application, even if tailored to a specific company, may simply get lost among hundreds of other resumes and go unnoticed.

This brings me to the first key idea I want to introduce: what you do behind the scenes to attract more recruiters is becoming increasingly important. Instead of constantly sending out resumes, it’s important to first understand how you can make yourself more desirable to companies. It’s kind of like going on a date: you want to look your best before leaving home to increase your chances of meeting your soulmate at the coffee shop.

It’s no secret that a recruiter’s main job, besides going through hundreds of resumes, is to find people who are a good fit for the business. They can do this through networks like LinkedIn or other platforms, with LinkedIn definitely taking the trophy for effectiveness.

Speaking from personal experience, each job change I went through happened because the hiring company reached out to me, rather than me sending applications. And rest assured, I’m no different from you in any way. I simply had a clear advantage in knowing how the game works because I’ve been playing it for a long time—my whole career has been about hiring people and getting them to work for my companies. This made my life easier when it was my turn to be the candidate. Essentially, I put into use behind-the-scenes strategies that sparked curiosity about myself and my work, giving me a competitive edge. This approach allowed me to attract interest from companies of all sizes, from small businesses to large corporations, by working smarter, not harder.

In a world where artificial intelligence, algorithms, and automation come into play, you want to adopt strategies that are specifically suited to the world we live in, not how things worked ten years ago. There are many things you can do now to make yourself stand out and build your personal brand. You’ll need to do a lot of work before you send in your first application. I can’t promise that you’ll get a job without sending a single resume, like I did, since every field and business is different, with its own supply and demand and unique appeal. However, I can assure you this: if you do your research before you start dishing out CVs left and right, you’ll have a much better chance of finding a job quickly.


The jobs that never get posted


Here’s something most people don’t realize: a significant number of vacancies never get posted publicly (a safe estimate would put that number at around 50%, though it varies from company to company). More often than not, by the time a job appears on a board, the recruiter or hiring manager already has someone in mind for the position, be it a person they’ve worked with before, or one whose name keeps coming up for the right reasons.

This doesn’t mean the role never goes public. It usually does, but more as a formality than an honest, open search. Some hiring managers go through the motions to pretend they gave everyone a fair shot, when in reality their mind had been made up from the beginning. Especially when the referral comes directly from the hiring manager, since it carries more weight than one coming from a recruiter or another employee with less stake in the decision. It’s easy to understand why: they’re the ones making the final call. This method isn’t inherently wrong. If someone is advocating for a candidate because they genuinely believe that person is the best fit, that’s a reasonable use of influence. The problem arrives when comfort or politics start driving the decision instead of competence. Some companies have processes in place to prevent this, like independent assessments and structured panels, to ensure candidates are evaluated on equal footing. But many others don’t.

That being said, knowing this shouldn’t discourage you. If anything, it should sharpen your focus. It also points to something I’ll come back to later in this book: the importance of building relationships with the right people before you actually need them.

A considerable share of those “hidden” roles never go external at all. Companies often look inside first, and for good reason. Choosing someone who already knows the ins and outs of the organization is usually a much safer bet than bringing in someone from the outside, even if that person comes through a referral. Besides carrying less risk, internal moves are cheaper and faster. At the same time, they reinforce the feeling that employee performance is taken seriously, helping prevent employees from feeling like they’ve been left out to dry. From a company’s perspective, it’s a straightforward calculation. What this means for you is simple: if you’re already employed, your next opportunity might be closer than you think. This is where a lot of professionals get it wrong. They assume that when they need a new challenge it automatically has to come from another organization instead of sorting out all the possible options within the company they work for. There’s another component to this, which is: your manager knowing your worth is important, but it’s not sufficient. If a role opens up in another department and nobody there has ever heard of you, you won’t even be in the conversation. You need to look for areas to generate impact and build a strong reputation.


Internal hiring is not that different from external recruitment. The process may be slightly more informal at times, but the level of preparation expected from the candidate should be the same. All the advice I share later in this book about interviews and how to prepare for them applies here as well. Above all, do not assume that being an internal employee automatically gives you an advantage.

Whether the opportunity comes from inside your company or somewhere you don’t expect, one thing stays consistent: the market rewards people who are well prepared—not just “available”. And part of being well prepared means understanding where things are heading, not just where they are today. The job market shifts faster than most people realize, and knowing how to read and anticipate those shifts can open doors that a well-written CV alone never will.


Keep an eye on market trends


In the following chapters, I’ll talk about ways to make your applications as specific and targeted as possible. I’ll also stress the importance of crossing out options that don’t really fit your skills and goals. I believe there’s a fine line between being rigorous in filtering job opportunities and leaving the door open to roles that could prove to be a great fit, even if you don’t meet every requirement at the get-go. It might seem contradictory at first but it’s not. On one hand, you don’t want to think too broadly, as it could mean losing focus on what truly matters. On the other hand, you also don’t want to overlook opportunities just because you don’t tick every box in the job description. After all, every company writes job descriptions, and more often than not, they’re designed for idealized, make-believe candidates—they are often “unicorns over rainbows,” as one former manager of mine used to say—which are hardly ever found when compared with the reality of the market and the options available. Confronted with this disparity, hiring managers must be flexible with some requirements if they really want to hire, and in truth, I don’t see this dynamic of hiring changing any time soon. Companies will continue to hire this way. Someone who fits the description perfectly is quite rare to find, and especially in positions where there are few candidates, you should always stop to think if you meet at least 70 to 80 percent of the requirements because usually that is already high enough for the hiring company to consider you.

With a job market that changes quickly and unexpectedly, having greater flexibility will help you navigate it more effectively. If you play your cards right, you can also enrich your professional journey. More and more companies are valuing candidates with diverse qualifications, believing this brings fresh perspectives and innovative ideas to the business. Several studies from prestigious organizations like McKinsey and Harvard Business Review support this growing trend.

Bryan Chesky, the CEO of Airbnb, is a good example of this. Before founding the company, Chesky was a graphic designer who, after a few years, decided to have a go at business. He alongside two friends started Airbnb, which is now one of the most valuable companies in the world. The former CEO of Microsoft, Steve Ballmer, also changed directions in his career. He studied math and business in school and then got a job at Procter & Gamble, a company in the consumer goods sector. After a few years, Ballmer signed on to Microsoft, the massive computer company, in 1980. There, he worked in sales and marketing before taking on the role of CEO from 2000 to 2005. The company acknowledged his broad spectrum of knowledge, as he went to aid in the creation of several incredible products, including the Bing search engine, the Xbox gaming console, and the well-known Windows XP operating system.

Switching professional areas can be scary and risky, but it also gives us new ideas and skills that can come in handy for any business, from small start-ups to big companies.


At some point you might wonder whether you have fewer chances of being selected compared to someone with more experience in the field. In some cases, yes. However, it’s not as straightforward as it might have been a few years ago. Consider the following:



	Candidates with different previous experiences typically bring to the table unique perspectives, innovative ideas, and a broader mindset than candidates with a more conventional background.


	Adapting requires time and effort; people who have worked in different areas generally have a greater ability to adapt to different contexts and challenges than those who haven’t. For example, if you were a psychologist, then moved to marketing and you’re now human resources manager, you’re probably better equipped to handle change within an organization (even though you might lack specialization). You’ll likely face these situations with an above average calmness, since your varied skillset works to your benefit; after all, diversity is the dominant note of your journey.


	The flexibility to take on new roles is generally greater. Similar to the previous point, here the focus is not so much on adaptability but on the propensity, sometimes almost eagerness, to accept different roles in the organization, granting you an advantage over employees that might be resistant to change. That flexibility can lead to a faster rise in the company’s hierarchy.


	There is generally a more creative approach to problem-solving, which can be an extremely valuable characteristic for companies that want to innovate and stand out from their competition.





Job Search: What works and what falls flat


Throughout my time as a recruiter, I have conducted thousands of interviews and read an endless number of resumes. From this perspective, I can tell you with confidence what works best and worst when it comes to job searching. To illustrate, I will rate methods on a scale of 1 to 10, with 1 being the most ineffective and 10 being the most promising.


Cold Calling: 1 out of 10. If in the past some considered cold calling an interesting strategy, nowadays calling companies out of the blue, without even knowing if they have active opportunities is probably one of the least effective strategies in terms of time invested vs benefits gained. People might also think you’re coming straight from the 1950s.


Reaching out to Company’s Social Media: 1 out of 10. Simply because HR professionals are not there. Most likely, it’s someone in Marketing managing those pages, especially in larger companies. I also include LinkedIn here. Generally, recruiters don’t manage the corporate page, only the job posts. Everything related to external relations is, as above mentioned, usually handled by marketing professionals.


Job Fairs: 3 out of 10. It only gets a slightly higher rating because it can prove to be useful for entry-level positions. However, competition is fierce, especially on those days when companies set up shop at universities. It won’t be easy for you to stand out with so many young people there with the same purpose of presenting themselves to companies. The good part is that it can be a different and interesting day, where there’s usually more than one company attending the event.


Industry-specific Events: 4 out of 10. These events can be valuable, but mostly if you take a long-term approach. They help you build a network for the future, and if you nurture it, you might reap the benefits later on. Aside from that specific case, it’s unlikely to bring you quick results, which is why I struggle to rank it higher.


Specialized Online Groups: 4 out of 10. I’m referring to communities, for example, in HR, Finance, Marketing, and many others that exist online. It’s not a bad method for networking and essentially staying informed about what’s happening in your industry. However, due to the improbability of quickly finding a job, I can’t give it a higher rating.


LinkedIn Easy Apply: 4 out of 10. It’s a relatively new feature on LinkedIn, however it falls short in terms of practical utility. For those who don’t know of it, by using the “Easy Apply” feature, a candidate can apply for a job on LinkedIn simply by clicking a button and filling out a small form from the hiring company, which usually only requests that they attach their resume. Sounds useful and straightforward and in reality, it is. The problem here is that there is gigantic competition, and the number of people using this feature is significant, leading to a piling up of CVs on the recruiter’s side. Suddenly, and I speak from personal experience, the recruiter has a mountain of resumes to review, many of which are uninteresting. This makes it likely that resumes that actually matter will go undetected by them.


Using the Career Sites of Target Companies: 5 out of 10. It’s the classic method of applying, and I must give it more merit than the methods mentioned so far. It offers the great advantage of targeting something specific and, as a candidate, you should possess the necessary skills. You have moderate to high chances of having your CV seen by recruiters, but it’s still far from other approaches that promote greater results.


Use of Recruitment Agencies: 5 out of 10. I still think it’s a good idea to use recruitment companies or consultancies, having them take on some of the heavy lifting. Essentially, you can send them your CV, and it’s in both their interest and yours to find a suitable match. Assuming each consulting company works with several clients, it’s beneficial to try this approach with different agencies, although many might have common customers. The benefit is that you can scale your ability to send applications with other organizations doing the work for you. The disadvantage is that timing is critical in recruitment, and if there is no quick fit with a job, agencies may overlook your CV or let it sit in the database. While it’s more about luck in the long term, it can definitely work in the short term.


Employee Referrals: 8 out of 10. Here, we see a significant rise in probabilities. Using referrals is extremely powerful because companies highly value candidates referred by employees already working there. The reason is simple: there’s a huge risk mitigation if someone who has already proven themselves or has a reputation within the company refers someone from their social or professional circle. In fact, these programs are often quite well-paid within companies to encourage current employees to recommend someone. Thus, pay attention to what your contacts are doing, where they work, what position they hold, and how influential they are in the organizations they work for. Often, there are opportunities not yet open to the market, for whatever reason, and receiving a CV from a referral can open doors to those opportunities that aren’t yet visible, where the competition is practically zero.


Networking with Internal Recruiters: 10 out of 10. This gets a top rating for the power it holds. When you make an effort to build relationships with recruiters, you’re essentially introducing yourself at the front door of any company. Recruiters are the front desk of all organizations. They are the ones who filter applications and have the power to shortlist the most qualified candidates. When you invest in networking, you significantly boost your chances of success because recruiters will remember you, understand where you can add value, and reach out when an opportunity arises. Keep this in mind during every recruitment process. Even if you’re rejected in the short term, it’s a natural and smart way to build relationships with recruiters for the long run. If you exit gracefully, show respect for the recruiter, and stay in their network, you increase your chances of being called back. Do this even if you already have a job at a company. You never know what tomorrow might bring. Personally, there have been many cases where I’ve hired people (or referred them to recruiter friends) simply because they were in my network and I knew how good they were.


Targeted Networking: 10 out of 10.
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