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    The Perfect Outlier



    “WHY SHOULD I HIRE YOU, especially given your sketchy background and troubled employment history? While you may be more trouble that you’re worth, nonetheless, I’m open-minded and willing to give deserving people second chances. Do you have anything to say for yourself that would convince me that you’re the best person to hire for this position?”



THAT’S HOW MANY progressive employers think when evaluating candidates with questionable backgrounds. So, what should the applicant do? How should he present his “best self” to such a skeptical employer who sees red flags and hesitates accordingly?


    Let’s take a hard look at what needs to be done to overcome objections to hiring people with not-so-hot backgrounds. In so doing, we’ll learn a great deal about you and what you really want to do with your life in relationship to jobs and employers.


    You’re Not Alone With Red Flags


    Most people have one or two red flags in their background – some minor and embarrassing, others major job killers. Many red flags are self-destructive behaviors (anger or addictions) known to only a few people; others are insidious and corrosive behaviors (an arrest or negative credit rating) quickly revealed through routine background checks. Some red flags are subtle behaviors (attitudes, habits, and decision-making styles) that savvy interviewers may uncover during multiple job interviews. And still others are physical or mental disabilities that may not be immediately obvious to others. Assuming you get to the job interview, all such red flags are potential job knockouts if not handled properly prior to getting the job offer.


    That’s the subject of this book – how to best handle red flags during the interview and convince employers that you are the right person for the job. The following chapters are all about how you can quickly prepare for sensitive interviews and what you should say and do when confronted with, or confessing, your red flags in face-to-face interviews.



    Red flags are major impediments to building relationships and landing a job.





    Let’s make the case for confronting your red flags. Remember, red flags are red flags – they function as major impediments to building relationships and landing a job. They shout “Don’t hire this one unless you’re looking for trouble!” Indeed, few employers want to hire someone with red flags, because they may have a negative impact on the job and workplace. While some employers are willing to give such people a second chance, other employers are reluctant to hire what they believe are risky people who may present serious liability issues for the organization.




    Model Candidates Are Outliers


    This book is all about dealing with red flags during the job interview – how to convince an employer that you should be hired for the job despite any red flags in your background. After all, employers want to know as much as possible about the “real you” before they put you on their payroll. They don’t want to discover your red flags after they hire you.


    Most interview books are designed with an ideal job seeker in mind – someone who is well-educated, credentialed, goal-oriented, skilled, enthusiastic, and accomplished. Pick up most resume books and you’ll see many examples of perfect candidates who seem to do everything right, from awesome education and training to lengthy work experience, numerous accomplishments, and stellar awards. Examine a few job interview books and you’ll see examples of model interviewees who often stretch the imagination – most are very well qualified and successful.


 

    Unfortunately, most job seekers do not fit this model of success and thus few can relate to such super candidates. In fact, frontline career professionals seldom encounter such candidates. Talk to them, hear their interview stories, and you’ll soon learn the so-called “perfect candidate” is actually an outlier in today’s job market. Instead, employers are more likely to work with people who have red flags in their backgrounds – the subject of this book – and a variety of other questionable issues that can compromise their candidacy. For many employers, hiring is a difficult process because of red flag issues. Fraught with many unanticipated problems, hiring is anything but easy!


    Who are these people with red flags in their background? Many are job seekers who make poor choices, experience bad luck, get into trouble, and need professional help to turn their lives around. For them, life is already tough enough and then they have to get and keep a job! Their red flags seem to follow them wherever they go as they move from one unstable low paying job to another. Most important of all, they need understanding, empathy, and help to reposition their lives for job and career success.


    Red Flag Facts of Life


    This book was written because of a pressing need to break out of the “successful job candidate” box and address a major issue affecting millions of not-so-successful job seekers in today’s job market – what to do about a not-so-hot background that includes red flags or potential job knockouts. Consider these basic “red flag” facts of life that prevent many Americans from getting jobs and pursuing promising careers:


 
   	Over 54,000 people get fired each day.


	Over 20 million people lose their jobs each year.


	Over 550,000 people are homeless on any given night.


	Over 650,000 inmates are released into communities each year.


	Over 2 million people are currently incarcerated.


	Over 5 million people are on parole or probation.

 	Over 30 million people have been convicted of a crime.

 	Over 21 million people deal with substance abuse/addictions.

 	Over 22 million people have a history of impulsive angry behavior.

 	Over 23 million workers lack a high school diploma or equivalent.

 	Over 56 million people (19% of population) have a disability.



    Millions of other people have difficulty keeping a job, change jobs frequently, lack appropriate workplace skills, and/or generate poor references. Their backgrounds are anything but stellar or employer-friendly!


    So what seasoned advice do job search experts have to offer these less-than-perfect job candidates who have difficulty finding and keeping jobs?


    Not much when they’re primarily focused on profiling model candidates – the outliers. People with not-so-hot backgrounds are often the “forgotten” and most challenging segment of America’s work-force. Many have troubled backgrounds that put them at the lower end of the labor market and economy – low paying, high turnover, and unstable jobs with little or no career future. Many appear unemployable, because they lack strong employability skills and exhibit weak work habits. Employers all too often regard these individuals as more trouble than they are worth.


    Employers interpret red flags in peoples’ backgrounds as signs of potentially difficult hires – such people come to the workplace with troubling histories and questionable patterns of behavior employers would rather avoid. These are often the people local government employment programs, such as Workforce Development, and nonprofit social service organizations, such a Goodwill Industries, work with as they try to help them create a new and more stable employable life. It involves millions of people in communities across the country, from New York City, Baltimore, Atlanta, and Miami to Peoria, Kansas City, Albuquerque, Los Angeles, and Portland.

    What Employers Really Want


    

    Employers want what they have always wanted in employees – truthfulness, character, and value.

    



    As noted throughout this book, employers want what they have always wanted in employees – truthfulness, character, and value. They also are forgiving of mistakes as long as individuals are willing to take responsibility and can demonstrate sincere effects to change their behavior for the better. Such changes take place through new attitudes, goal setting, education, training, and counseling. Indeed, we live in a culture where forgiveness, redemption, and self-transformation are highly valued and rewarded. We codify it with employee development programs designed to help troubled employees (see page 19).



    As you will quickly discover in the examples throughout the following pages, this is not a book about how people with not-so-hot backgrounds can develop clever interview skills to con employers into hiring them. Rather, it’s a book about how people with spotted backgrounds need to first change their lives by becoming more employable. It begins with changes in attitudes and motivations related to a purpose in life. The candidates portrayed in this book communicate these changes to employers who become forgiving of red flag behaviors and who conclude they are most likely hiring someone who gives them truthfulness, character, and value. In other words, the prerequisite for making this book work for you is your own self-transformation.


    Become a Skeptical Employer Who Seeks Value


    If you have red flags in your background, make sure they are not continuing impediments to your employability. Begin thinking like the employer by focusing on what is really valued in today’s workplace. Make the necessary changes in your behavior and communicate those changes in the critical job interview. If you can do that, you may open yourself to a whole new world of satisfying and rewarding work and a wonderful career fit for you!


    

    

    Related Books on Mistakes Job Seekers Make


    This book builds on my earlier effort in No One Will Hire Me! Avoid 17 Mistakes and Win the Job (Impact Publications) to address several key job search issues and mistakes that lead to job search failure. But this book goes one step further in primarily focusing on the critical job interview for people with difficult backgrounds. Taken together, these two books cover all the basics for conducting an effective job search. Added to these books are a series of five re-entry books and seven pocket guides/journal designed for ex-offenders re-entering society – The Ex-Offender Re-Entry Guides and The Freedom Seven (Impact Publications). All represent outlier books in the career and job search fields.


    The first edition of this book ( Job Interview Tips for People With Not-So-Hot Backgrounds ) was co-authored by my deceased partner (2008), Dr. Caryl Rae Krannich. Caryl’s seasoned expertise about interpersonal communication and the job interview is evident throughout this book. This remains one of her signature books along with 101 Secrets of Highly Effective Speakers: Controlling Fear, Commanding Attention; Win the Interview, Win the Job: Outshine the Competition With Great Preparation and Skill; and Savvy Interviewing: The Nonverbal Advantage (Impact Publications).


    Three terms appear interchangeably throughout this book. The use of “he” is a gender-neutral term. When referring to “he,” I also mean “she,” and vice versa. The term “company” is an all-inclusive term. When referring to “company” I also mean “organization,” which could include nonprofit organizations, trade and professional associations, and government agencies rather than just businesses. “Employer” and “interviewer” also are used interchangeably.
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    What Employers Need and Want


    TODAY’S EMPLOYERS WANT WHAT THEY have always wanted from employees – truthfulness, character, and value. But many employers are apprehensive when screening and hiring candidates. What they initially see – on online profiles, resumes, applications, or in job interviews – is not what they often get once they hire the individual. Indeed, hiring often leads to many unexpected surprises down the road. It results in a litany of “war stories” about hiring the employee from hell!


    Not surprising, employers want to better predict your future performance based on a clear understanding of your background and patterns of behavior. They engage in a variety of predictable interview behaviors designed to screen the good, bad, and ugly in today’s job market.


    Fictitious Backgrounds, Cautious Employers


    Research indicates nearly two-thirds of all job seekers intentionally or unintentionally include inaccurate information on their applications and resumes, from details about their educational background (fictitious degrees, schools, and accomplishments) and criminal background (over 30 million U.S citizens have a conviction record with over 20 million having a history of incarceration) to employers, employment dates, positions, responsibilities, and awards. Many simply lie about who they are and what they can do in order to get the job. They cover up not-so-hot backgrounds with positive tales they think will impress employers. These inaccuracies often spill over into the job interview with disingenuous and deceptive answers to interview questions. Simply put, they are dishonest people of questionable character who cannot be trusted.


    Employers increasingly do four things in order to compensate for possible inaccurate or incomplete information received from candidates:


	1.Conduct background checks on candidate in order to verify credentials, uncover any red flag behaviors (see Chapter 3) that could be detrimental to the company, and provide a complete personal and professional profile of the candidate. Background checks come in many different forms – speaking with candidate-supplied references, contacting previous employers, and using an independent background investigation firm that may cover many sensitive issues that cannot be legally addressed during a job interview – criminal background, marital status, family history, credit history, health issues, insurance claims, legal suits, etc.


	2.Ask more probing behavior-based questions during job interviews. Unlike standard who, what, where, and when interview questions, behavior-based questions (see Chapter 10) are more difficult to prepare for, and responses to such questions are more revealing of a candidate’s true motivations, character, patterns of behavior, and decision-making style. They require candidates to give examples of their performance as well as address hypothetical “What if . . .” situations.


	3.Subject candidates to multiple job interviews. Such candidates may be called back for five or six interviews. Multiple job interviews give employers a chance to thoroughly examine a candidate and observe any inconsistencies from one interview to another. It also tests the candidate’s stamina.


	4.Administer a variety of revealing tests, from aptitude tests and drug exams to personality profiles and psychological tests, during the job interview. Some companies dealing with sensitive security issues may require a polygraph examination as a pre-condition for employment. These instruments give employers additional information for assessing the qualifications, veracity, and “fit” of candidates.



    The Truth About You


    Beginning on their application or resume and proceeding through the job interview, many candidates are less than truthful about their backgrounds, motivations, and performance. Many exaggerate their accomplishments, cover up problems with their personality and work behaviors, and present an inaccurate picture of their performance. Many talk bullshit since it has worked for them before. Some deliberately con employers by lying or being deceptive in order to get the job. It’s only after they have worked with the new employee for a few weeks that employers learn the truth about what they have really acquired – a difficult hire who presents more problems than he or she is worth.


    Understandably, employers are suspicious of candidates because of previous negative experiences with employees. Savvy employees have a sixth sense – they read between the lines, pick up suspicious cues, detect bullshit, and trust their instincts about the credibility of candidates. The quickly discover the truth about you!


    Positive Workplace Characteristics


    Employers try to avoid hiring mistakes by looking for people who combine many of these positive personality and workplace characteristics:


    

	Dependable

	Intelligent

	Dependable

	Cooperative

	Attentive

	Focused

	Purposeful

	Loyal

	Predictable

	Talented

	Enthusiastic

	Trustworthy

	Intelligent

	Positive

	Problem-solver

	Conscientious

	Motivated

	Reliable

	Resourceful

	Responsible

	Literate

	Articulate

	Discreet

	Flexible

	Sensitive

	Honest

	Sincere

	Effective

	Efficient

	Precise

	Diligent

	Versatile

	Perceptive

	Tactful

	Astute

	Patient

	Tenacious

	Receptive

	Organized

	Adaptive

	Successful




    Of course employers want to hire someone who has the skills to do the job, but even if you can do the job, the further questions is “Will you?” How motivated are you to do the job well from one day to another? Can you deliver quality performance? These and many other important questions are on the minds of employers who make screening and hiring decisions. They are questions you need to address as you prepare for the all-important job interview.


    Predicting Your Best Behavior


    Employers increasingly acknowledge their need to hire smarter – find people who have a background of consistent, dependable, and competent performance. Before hiring you, they want to predict your future performance based on an understanding of your past patterns of behavior. If you approach an employer with a not-so-hot background, you’ll need to convince him that you will both meet and exceed the expectations for the job in question.


    “Will you do the job I hire you to do?” is a different question than “Can you do the job?” The first question deals with motivation while the second question deals with skills. Another question on the employer’s mind is, “Will you be dependable?” Even if you can do the job, but you don’t show up for work much of the time when you are scheduled to work, the fact that you can do the job isn’t worth very much. If you aren’t there to do your work, you do not provide value to the employer.


    Employee That Shows Up For Work


    Many employers can relate to the old adage that “showing up is half the job.” After all, they often encounter employees who don’t regularly come to work or they keep unpredictable hours. Being dependable by regularly coming to work and on time is one of the most important expectations of employers. Failure to meet this expectation is grounds for being fired.



    Employers expect dependability in their employees.






    A publisher we know had an employee who worked in the warehouse. Mary’s job was to check in books that came into the warehouse from other publishers and then pull and pack books to be shipped out to clients who placed orders. She did a great job when she showed up for work. She was one of the fastest workers the company had and her error rate was one of the lowest. In other words, she rarely shipped the wrong book by mistake.

    Ideal employee? She could have been. But her attendance record was terrible. The employer never knew whether she would show up for work or not. Much of her absent time was ostensibly because of illness. But whether her reasons for missing work were legitimate or not made little difference to the employer. The bottom line was the company’s performance – work was not getting done, and the employer could not depend on her to be at work the next day either. So with reluctance, the employer had to let the employee go. Even though she could do the work, and did do the work in an exemplary fashion when she showed up for work, she was fired because her long-term work pattern was one of undependability. The employer would not depend on her to be there to get the work accomplished.


    Employee Who Gets Along With Co-Workers


    Employers want to hire a worker who will get along well with others. They want someone who will fit within the organization and not be a troublemaker


    

    Employee Who Follows Orders


    

    

    Employee Who Listens to Instructions


    

    

    

    

    

    

    

 
    

    

    Employee Who is Trustworthy


    

    

    Employee Who Will Stay With the Company


    


    What Employers Want From You



	You have the skills to do the job


	You are dependable You will fit into the organization:

	-You can get along with co-workers


	-You can get along with bosses



	You will follow orders (instructions) given by your boss(es)

	You will listen and be able/willing to learn new things and new ways of doing things

	You can be trusted

	If hired, you will stay with the company for a while







    
    Employers Want the Truth About You


    

    

    Think Like the Employer


    

    	1.If a candidate for a job has the skills to do the job, why should the employer worry about anything else?


    	2.What are three other things, in addition to the skills to do the job, the employer wants in an employee? (There are at least six.)


    	3. Why does the employer care whether I stay with the company for only a few weeks or months?


    	4.When is an employer likely to be suspicious of my motives (think I may be conning him) when I go for a job interview?


    	5.What positive workplace characteristics (see pages 9-10) can I truthfully communicate to employers?
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