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Introduction 

Do you want to escape the 9 to 5 and be in charge of your 

own destiny?  Do you want to find a business that you could 

run from home that requires low expenses to operate yet 

offers high potential income?  Do you want the freedom and 

flexibility to set your own schedule and have plenty of time 

for your family, friends and personal interests?  What if I 

could show you how to leverage your professional 

background and the knowledge that you have for whatever 

industries you've worked in to create a business that is simple 

to run yet gives you the opportunity to help people while 

being paid by large companies?  Well, I can show you how to 

accomplish all these things.  I'll share with you in this book 

my own personal journey from miserable corporate executive 

to freedom-loving Recruiterpreneur.  In this book, you will 

learn not only how I made the transition from the 9 to 5 to a 

multiple six figure work-from-home income but how you can 

follow my steps to achieve the same.  If you'd like to learn 

how to take the next step towards lifestyle freedom, email me 

at brad@recruiterschool.net.   

mailto:brad@recruiterschool.net
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The Tale of a Recruiterpreneur 

My name is Brad Wachter, and I am a Recruiterpreneur, 

meaning that I own a recruiting firm. I‟m an entrepreneur in 

the area of recruitment, otherwise known as a headhunter, 

but I wasn‟t always a headhunter. For the first 14 years of my 

career, I was a Corporate Human Resources Executive who 

worked in multiple industries. After my graduate studies at 
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the University of Illinois, I joined an Australian natural 

resources firm called BHP. They were involved in mining and 

petroleum, shipping, and global exploration for minerals. I 

did quite a bit of international travel with BHP while I honed 

my human resources trade. Eventually, I moved on to a 

completely different industry and joined UBS, this Swiss 

banking firm. One of the great things about a human 

resources career is that you can switch industries as long as 

you‟re able to learn a new business, and I did. My career with 

UBS continued my international adventures, and after several 

years with that organization, I joined my last corporate 

industry in senior living, and I worked for a company called 

Classic Residence by Hyatt, which was founded by Penny 

Pritzker, the daughter of the cofounder of Hyatt hotels. She 

had founded the company with a vision of establishing a 

luxury brand in the senior living space. Classic‟s communities 

were very high-end, in keeping with the Hyatt brand identity. 

I never expected to end up in senior living. Very few people 

set out in their career with a goal of being in that industry, but 

I found that I enjoyed it very much. So in 2008, when my 
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corporate career came to a close, I decided to try to stay 

within the senior living industry; I eventually founded Senior 

Living Recruiters, which is the recruiting company that I run 

today, but it was not an easy transition for me. 

 

When I left the corporate world, I had always known that I 

wanted to be an entrepreneur, but unfortunately I didn‟t have 

the best plan for doing so at the time, and I initially felt that I 

needed to buy an existing business with existing revenues. 

Well, I did this in a very bad economy in 2008, and I made a 

very poor choice; I bought an internet job board, a website 

where companies post job openings in an industry that I 

knew nothing about – the defense and aerospace industry. I 

had known about job boards because, in my human resources 

career, I did a lot of job posting on niche job boards, but I did 

not know anything about running one, and I certainly had not 

factored into consideration that in the horrible economy of 

2008, very few people even in that industry were posting new 

positions. Well, after selling that company for a fraction of 

what I had paid for it, I decided that I really needed to find a 
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low expense type of business, and I realized that I could 

become a recruiter; so I did, and it has been a very wonderful 

journey for me. Recruiting has been very lucrative, I enjoy 

what I do, I have wonderful lifestyle freedom, I work from 

home, my wife is my business partner, and we employ one 

other employee who is a long-time friend of ours. 

 

The reason that I‟ve decided to write this book is because I 

want others to know that recruiting is a fantastic lifestyle 

business that can provide much flexibility and freedom in a 

work-from-home setting and has a very high income potential. 

This book will give you an inside look at the life of a recruiter 

so that you might decide to become a Recruiterpreneur 

yourself, either on a part-time basis earning extra money or on 

a full-time entrepreneurial basis. Either way, there are many 

opportunities for you and many different ways to recruit. There 

are permanent placement recruiters like me. There are contract 

recruiters who are paid on an hourly basis. There are 

temporary staffing firms where you‟re placing people who are 

working for a temporary period of time, and your income is 
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derived as a percentage of their income while they are 

employed. I‟ll talk about each of these models in this book. 

 

   Lifestyle Freedom Explained 

I have long held freedom as a core value. I‟d like to talk about 

how having a lifestyle business like recruiting can help you 

lead a much freer life. 

 

People think about a lot of things when they think of the word 

freedom, but I deliberately put it in the title of this book 

because I think freedom really represents opportunity. Because 

I have freedom in my business, I have freedom of time; I can set 

my own schedule, I can decide how many hours I want to work 

and when I want to work those hours. I have the freedom to 

schedule vacations as often as I can afford to take them and not 

have to worry about someone else telling me that I have x 

amount of vacation days left in my balance. To me, freedom of 

time is very important. Freedom of location is also very 

important to me. I get to work where I want, I choose to work 

from my home, I choose to work from my back patio, from the 
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local coffee shop, sometimes I work from the local library, I can 

work when I‟m away for the weekend and when I‟m on 

vacation. Choosing where I work gives me a great sense of 

freedom. And it‟s also freedom of where I don‟t want to work. I 

used to have to commute an hour and a half each way into 

downtown Chicago. I used to have to travel for my work, 

sometimes away from home for as much as two weeks per 

month. I used to have to stay late at work when my workload 

required it, and sometimes I would have to work on the 

weekends. I am now free from those unpleasant types of work 

and workplaces. 

 

I also have the freedom to do what I want with my time, so 

because I have an excess of time and I‟m not constrained by 

someone else telling me when I need to work, I can experience 

much more of my children‟s lives. I have two boys, and 

they‟re very active. I go to their baseball games, their soccer 

games, their track meets. They have been involved in just 

about anything and everything available in our local 

community, and my wife and I have been very supportive of 
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their high level of involvement, and I rarely miss an 

opportunity to watch them engage in something that they 

enjoy. I have freedom to spend time with family and friends. I 

spend an awful lot of time with my wife because we work 

together, but we enjoy working together, we enjoy each other‟s 

company. If I didn‟t have a business and I was commuting an 

hour and a half each way into downtown Chicago, the amount 

of time that I would spend with my wife would be very 

limited. I also enjoy spending time with friends; I very often 

schedule coffees and lunches, or evenings out watching a 

ballgame and spending time with friends I enjoy. I have the 

freedom to be engaged in things that interest me; I do have a 

few hobbies, one of which includes golf (I‟m not very good at 

golf, but I do enjoy being outside and playing golf). I enjoy 

going to sporting events and to concerts, and I have the 

freedom of not only time to do these things but also the 

financial resources to make them happen. 

 

I also have the freedom to volunteer for organizations that I 

care about. I do a lot of volunteer work for my church, and they 
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know that almost every time they ask me to do something, I 

have the availability to do it, even if it‟s in the middle of the 

day. And that‟s very important to them, because many other 

people that otherwise would be willing to volunteer simply 

can‟t get away from work the way I can. I also have the 

freedom of financial resources and all that that provides to the 

causes I embrace. I still need to work; I‟m not financially free in 

the sense of having my assets pay for my daily living expenses. 

However, I do enjoy a very comfortable multiple six figure 

income that allows more than enough financial resources for 

me to enjoy my lifestyle and also support meaningful causes. 

For me, these are all of the freedoms that come from having a 

lifestyle business, and the lifestyle business of recruiting has 

turned out to be the best for me. I believe can be for you, too. 

 

Before I conclude the topic of freedom, I just want to share one 

more thought. I am free from the hassles of nworking in a 

traditional environment. I had some good bosses during my 

corporate career, and I also had some awful bosses; I had 

bosses that I could not stand. I no longer have to report to 
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anyone.  I do have to make my clients happy, but if my clients 

are for some reason – and this rarely happens– not happy with 

my work or have become too difficult to work with, I simply 

fire them; I walk away. There are many more clients that I can 

engage. In fact, as my business has matured, I have gravitated 

toward the companies that I most like working with and have 

let go a lot of the other lesser clients over time. All those things 

that used to make me miserable – my boss, the chaos at work, 

the political gamesmanship that occurred, the worrying about 

the financial stability of the company that employed me, the 

worry of whether or not I would get a raise, or promotion, the 

anxiety of what my future held in terms of my corporate 

career – I no longer have to worry about those things, and 

that‟s a very free feeling that I hope you will experience.  

 

Why recruiting? 

In my opinion, recruiting is a great vehicle for self-

employment and entrepreneurship. Recruiting depends on 

someone being familiar with the industry in which they 

recruit. Therefore, you can take the knowledge that you have 
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of the industry from which you came and put that knowledge 

to excellent use as a recruiter. In my own example, the senior 

living industry was the last industry in which I worked 

during my corporate career; I came to know it very well. I 

knew the companies involved, the types of talent that worked 

in the senior living industry, the various jobs involved, which 

jobs were in demand, and which jobs were not. Using your 

industry knowledge, you simply need to learn the ins and 

outs of the activity of recruiting, but you can go into it already 

being an expert in the industry for which you‟ll be recruiting. 

Recruiting is professional work; you‟re not selling widgets, 

you‟re speaking with executives in companies, either your 

clients or the candidates that you are placing. It requires 

professional skills – salesmanship, a high degree of 

interpersonal relations, negotiation and persuasion – these are 

high-level professional skills.  

 

Recruiting is also a positive activity. I personally enjoy the 

idea of helping someone transition from one position to 

another, one company to another, sometimes from one 
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professional field to another or one industry to another. I‟m 

helping create opportunities for candidates to grow in their 

careers. I‟m also helping my clients solve a very important 

pain point, which is having a key opening that needs to be 

filled in order for the business to function properly. These are 

all positive aspects of the activity of recruiting. Recruiting is 

very valuable to the companies that hire recruiters. They 

don‟t need recruiters for all positions, but for the positions 

that are very important to the organization, it‟s worth 

investing in a recruiter. Or if the urgency level of a particular 

opening is high, the client needs to get that position filled as 

quickly as possible or bad things happen within the company. 

Because recruiting is valuable to the company, recruiting can 

be a very high income endeavor.  

 

Now, there are different types of recruiting. There are 

permanent placement recruiters, often known as head 

hunters; this is the primary activity that I‟m engaged in 

within my firm, Senior Living Recruiters. But there are also 

contract recruiters – contract recruiters are generally paid on 
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an hourly basis whereas permanent recruiters are generally 

paid on a percentage of base salary that can range all the way 

up to 25% of a placed candidate‟s base salary or higher. Many 

of my assignments are at a lower percentage, because I prefer 

to have long client relationships where I deliver a lot of value, 

and I get a high volume of searches from those companies. In 

addition to the high income potential, which can go into 

multiple six figures for a one-person, work-from-home 

recruiting firm, recruiting is also highly flexible. It can be 

done easily from home; no need for office space. It‟s a virtual 

activity; I rarely see my clients, I rarely see the candidates that 

I place. It‟s all done virtually, primarily over the phone, 

through email and on the Internet. Because of this, a person 

has a very high degree of freedom as a recruiter. There are 

very few times during the day when I know I have to do 

something. Usually, I can plan my day according to my 

desires. I am able to attend my sons‟ baseball games and track 

meets. I‟m able to take time off to go to lunch with a friend or 

take the afternoon to do something with my wife. Time is 

generally my own as a recruiter, which makes it a great 
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lifestyle business. No more of the long commutes that I used 

to make every day into Chicago, an hour and a half each way; 

these days, my commute is simply across the hall into our 

home office. So recruiting is not only a great lifestyle business, 

but it‟s a very low overhead business. If you have a computer 

with an Internet connection and a telephone, these are the 

basic tools of the trade for a recruiter. 

 

There are a number of software programs that you may 

decide to invest in, such as applicant tracking systems, 

resume databases, client relationship management software, 

your personal website, your social media activity, etc., but 

still even with those additional investments, monthly 

expenses are very low. Recruiting is also a business in which, 

if you know how to treat clients well, those clients will 

continue to come back to you for years to come. The lifetime 

value of a client can be very high.  My best clients have each 

paid me in the hundreds of thousands of dollars over the 

lifetime of my involvement with them. And because the fee 

for each placement is very high, you don‟t have to make a 
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great deal of placements as a headhunter. As a contract 

recruiter, things are a bit different. Instead of being paid for 

every person you place, you‟re really getting paid for your 

work – for generating candidates –  and whether or not they 

are hired, you still get paid the same hourly rate. There are 

different schools of thought as to what type of recruiter to be, 

and we‟ll address this in a subsequent chapter. These are just 

some of the reasons why I believe recruiting is an excellent 

work-from-home lifestyle business. 

 

Who’s this Book for? 

I‟ve written this book for a variety of different profile types 

that I will explain in this chapter. Honestly, recruiting could be 

a great lifestyle for almost anyone, but particularly if you meet 

the criteria of the following categories. The first I‟d like to talk 

about is the Corporate Professional – someone who is 

accustomed to working for either a small, medium, or large 

corporation in some sort of professional capacity. It may be 

you‟re financial, maybe you‟re operations, maybe you‟re sales 

and marketing – you name it. If you have a professional skill 
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set and have worked for a corporation and you have reached 

the point where you desire to escape the 9 to 5, then recruiting 

could very well be your escape vehicle. The reason that 

recruiting is so great for a corporate professional is that you‟ve 

already won half the battle. You have very valuable 

knowledge built up about the particular industry in which 

you‟ve worked. Or perhaps, if you‟re like me, you‟ve worked 

in several industries during your corporate career. Knowing 

an industry well allows you to start a recruiting practice with a 

leg up on your competition, because you know the ins and 

outs of how that industry works. You know the types of 

people in the industry, what talents they possess, what 

companies need, and what jobs are in demand for those 

companies. You probably have a fairly decent size network, 

maybe not a personal network but at least a network through 

your LinkedIn profile that would give you the basis to start 

finding clients and finding candidates. That‟s category number 

one – the Corporate Professional who is looking to escape the 

9 to 5 and achieve lifestyle freedom.  
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Category number two might overlap with category number 

one, but category number two includes people who are 

interested in a business dealing with other people, not a 

physical products business. I personally have never been 

interested in selling products – it‟s just of no interest to me – 

but I am wired such that I enjoy helping people find jobs, 

helping them progress in their careers, helping them out of bad 

situations. Some people I recruit are currently very unhappy in 

their employment because of a bad boss, or company that has 

become chaotic and unstable; they fear for their stability, and 

they‟re looking to make a positive change to their career 

trajectory. I enjoy helping people do that. I also enjoy helping 

my clients solve the real pain and the real need of having a key 

opening that‟s hurting their business if they don‟t fill it with the 

best talent possible. So to me, there‟s never a dull day in the 

work that I do in recruiting. If you‟re someone who fits that 

category, then recruiting very well may be for you.  

 

The third type of person is perhaps is looking for a work-from-

home opportunity or even a part-time one because of lifestyle 
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reasons. So often, stay at home moms are looking for part-time 

income that allows them to work from home – what‟s 

sometimes called the bus to bus schedule – during the hours 

that the kids are at school. And particularly if you‟re a mom 

who had a corporate career before you decided to stay at 

home with the kids, then you certainly already have the skills 

to become a recruiter, and you can still leverage that corporate 

experience in your industry, even though you may have been 

out of that industry for a number of years. Recruiting is a 

wonderful thing for the stay at home mom who‟s looking to 

generate income, far in excess of what most part-time jobs 

would provide, and with all the freedom and flexibility that 

running a virtual business from home like recruiting can 

provide. 

 

I‟d also like to talk about those who are nearing the end of their 

careers, someone in the 50+ category. You‟ve been working for 

30 years or so, and you‟re just tired. Maybe you‟ve saved a bit 

of money and you want something to do that is more in your 

control, where you can‟t be fired, that will value you and 
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compensate you for your many years of experience, and that‟s 

under your banner, under your shingle. I have worked with 

many individuals in the 50+ category who had become 

disillusioned with the work that they did and have survived 

the corporate chaos over the decades, but are just worn out - 

recruiting is a great opportunity for people in this category, 

because all those years of experience will not go to waste. 

You‟ve built up equity in terms of your knowledge and skills, 

and you could put that equity to use in a recruiting business 

that will give you not only an exceptional income but also the 

stability of knowing that no one‟s going to take your job from 

you. 

 

The final category I‟d like to talk about includes those who are 

very motivated by getting paid for results; they‟re hard-

working, and they‟re willing to take a risk in return for an 

exceptional income. In other sections of the book, I‟ve talked 

about the fact that I don‟t believe in working a ton of hours  

each day. But say you‟re an individual who is willing to put in 

the work and the hours and burn the midnight oil; someone 
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like that can really take recruiting and build a very significant 

income from it, without the hassles of employees, without the 

hassles of brick and mortar office space, in a business with 

really low expenses that can yield very high income potential. 

If you‟re someone who wants to be rewarded for your hard 

work, then recruiting can be for you, too. If you don‟t fall into 

one of these categories, don‟t think that recruiting can‟t be an 

ideal situation for you as well; these are just some of the more 

common categories that I think recruiting suits. I‟m sure that if 

you fit into another category, recruiting is still well worth 

considering. 

 

The Riches are in the Niches 

As a recruiter, it is vital that you pick a niche in which to 

establish yourself. In fact, I‟ll talk about not only having a 

niche but having a micro niche. But let‟s start by focusing on 

what I mean by a niche. A niche could be a particular 

industry; for example, my recruiting firm is in the senior 

living industry. My team and I recruit people who run senior 

living communities and also regional and corporate level 
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executives for those companies. A typical search for Senior 

Living Recruiters might be for the Executive Director of an 

assisted living and memory care community. This person 

may make between $75,000 and $125,000 per year in base 

salary. And we‟re known throughout the industry for being 

specialists in senior living. In fact, one of the best things that I 

ever did early on is choose the name of our company to say 

exactly what we do. When I call someone I don‟t know and I 

tell them that I‟m the owner of Senior Living Recruiters, I 

never have to have a conversation that proves to them that we 

know what we‟re doing. Our name says what we do, and I 

don‟t have to establish that we‟re good in that niche. Now 

some of my colleagues throughout the industry who also run 

recruiting companies have chosen to name their businesses 

something totally unrelated to the industry. They might be 

known as Birch and Associates, or they may name their firm 

after their surname. I would imagine that when those people 

have discussions with potential clients, they have to spend a 

lot more time than I ever did describing the fact that they are 

indeed specialists in their industry. 
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It‟s important to have a niche, not only because it establishes 

your credibility in the eyes of your clients, but also because if 

you can dominate a small niche, you can essentially get to 

know a larger number of the talent within that niche, which 

makes it much easier to complete your search assignments. 

For example, my database of candidates is somewhere in the 

neighborhood of 10,000 individuals. That‟s obviously not 

everyone who works in the senior living industry, but it is a 

healthy percentage. Through 2nd and 3rd degrees of separation  

of those 10,000 contacts, I can reach  almost everyone who 

works within the senior living industry. When you have that 

kind of network, you are able to be very effective at recruiting 

and making placements. It does a recruiter no good to be “a 

jack of all trades and a master of none.” Have you ever heard 

that expression? Another way of saying this is, “Do not try to 

be all things to all people.” It will be an exercise in frustration, 

you will not be good at what you do, and while you chase 

any assignment from any different kind of industry or 

company, you will suffer as a result. 
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I‟ve been talking about an industry niche, but in fact, there are 

other types of niches that are also effective. Sometimes people 

specialize not on industry lines but on professional lines. For 

example, a recruiter might specialize in hiring software 

developers, and it would not matter in the case of that 

specialty whether that software developer works for a 

software company or as a software developer inside of a 

company that has nothing to do with software. In a case like 

this, many large financial institutions develop their own in-

house software for the use of their company. Just about any 

large company these days will have a technology department 

that employs software developers. A recruiter can have a very 

good niche by just specializing in one type of software 

developer, like a developer who uses a particular type of 

coding language. Alternatively, you could specialize in hiring 

corporate attorneys, not attorneys of law firms but attorneys 

who work inside corporations. That is another type of niche. 

The list is really endless, but the important thing about 

selecting a niche is to really look at the industries and the 
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professional types that you know best and are most 

comfortable with. Some of the best recruiters have simply set 

up their shop to begin recruiting the exact type of people that 

they used to be in their corporate careers. So for example, if 

you are an electrical engineer, you may become a recruiter 

who recruits electrical engineers. You know very well what 

makes a good electrical engineer, you know what motivates 

them, you know how they are compensated, etc.  

 

I‟ve been talking about niches and the importance of niches; 

they establish your credibility, and they make it easier for you 

to be very effective at your craft. But I want to talk now for a 

minute about micro niches. I have found that even within 

your niche, it‟s important to find a micro niche. I define a 

micro niche as a niche that is so small that when you call a 

prospective client and tell them that this is your specialty, 

they would likely have never heard anyone claim that before. 

Let me give you some examples. Say that my niche was in the 

hotel industry; well, there are no doubt many recruiters who 

specialize in the hospitality and hotel industry, but if your 
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micro niche was in hiring the initial management team for 

brand-new hotels that are newly constructed, chances are no 

one has that specialty even within the hotel and hospitality 

industry. The reason this is important is that it creates an 

exclusivity which helps your credibility. If you‟re able to 

approach a hotel company that has just spent tens of millions 

of dollars building a new hotel, they are very concerned that 

the management staff they hire to open and run that hotel is 

top-notch, because there is lots of dollars on the line, and 

those investors need to start earning a return on their 

investments; it‟s no time to make an incorrect selection 

regarding a member of the management team. So that 

company that you‟re calling on would have a higher than 

normal receptivity to hiring you as recruiter, because you 

have articulated a micro niche that happens to match up with 

a need that they have and a pain point as well. 

 

In closing, find your niche, one that you know something 

about or are comfortable with, and then get creative and find 

that micro niche within your niche. 
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The $26,000 Email 

Recruiting is not always easy, but sometimes it is. I‟d like to 

tell you the story of an email that I sent that produced a 

recruiting fee of $26,000. The sum total of my effort in order to 

earn that amount of money was the sending of one email. Let 

me explain. In recruiting, you‟ll either have a company that 

hires you to fill an open position and you can go out and 

source candidates for that opening. Or, you‟ll have a high 

quality candidate for whom you can try and find 

opportunities; it‟s really just the reverse of the first scenario. 

In the case of the $26,000 email, I was contacted by a 

gentleman who had a very strong operations background 

within the senior living industry. His name was Mark; he had 

been a Regional Director of Operations for a large senior 

living company in Kansas and had great experience. The 

company at which he‟d worked for a number of years was a 

faith-based senior living company, meaning that it was 

affiliated with a particular church denomination. Churches 

often enter the senior living business because they feel that it 

is part of their mission to take care of people in their senior 
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years. Mark was not only a skilled operations executive, 

having multiple communities under his leadership, but he 

was also someone who was comfortable working for a faith-

based company, which does have its differences from the for-

profit senior living world.  

 

Mark told me that he was looking to make a change, and I 

agreed to help him. Well, only a few days prior to talking 

with Mark, I had been checking references for a candidate 

that I was about to place at another company. One of those 

references was Larry, a Vice President of Operations for 

another faith-based senior living company. Knowing that 

Mark was looking for an operations role at a faith-based 

company and knowing that I had just spoken to Larry who 

was the Vice President of Operations for one such company, I 

decided to send Larry an email describing Mark in general 

terms. I did not attach a resume; I simply described Mark, 

shared a brief synopsis of his background and that Mark was 

looking for a new opportunity and I was wondering if Larry 

had an open opportunity that might fit Mark. Within an hour, 



29 | P a g e  
 

Larry enthusiastically responded to my email, saying he did 

in fact have an opportunity that seemed to fit Mark‟s 

background and would I please send Mark‟s resume to him. 

Two weeks later, Mark received an offer from that company 

to run a large, continuing care retirement community in Ohio, 

reporting to Larry. My fee for that placement was $26,000. 

 

Now, I don‟t know if you have ever heard the story of the 

industrial plumber that charged his client $5,000 to repair an 

industrial plumbing system in a large skyscraper, but it 

reminds me of my $26,000 email, and it goes something like 

this. The manager of the building is very upset when the 

plumber arrives, because the water supply for the whole 

building has been disrupted. The plumber evaluates the 

system in the bowels of the skyscraper, takes a hammer out of 

his toolbox and gives a good hit to one of the valves in this 

complicated set of piping in this building. The valve releases, 

the problem is solved, and he submits his bill for $5,000. The 

building manager, upon receiving the bill, calls up the 

plumber and says, “We really appreciate your work, because 
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you were able to quickly resolve our plumbing issue, but I 

don‟t understand why you charge $5,000; you were only here 

a few minutes, and you only tapped on one valve.” The 

plumber replied, “I didn‟t charge you for tapping on a valve. I 

charged you for my knowledge of knowing where to tap, and 

the bill for my knowledge is $5,000.” This story has always 

reminded me of my $26,000 email, because it only took me a 

few seconds to send that email. But it was knowing who to send 

the email to and knowing where a match could be made with a 

talented candidate and a willing customer that was worth a 

fee of $26,000. Now, I can guarantee you that most search 

assignments are not so easy. There are search assignments for 

which I have made hundreds of phone calls, sent hundreds of 

emails and worked for a period of months, but on that 

particular day and in that particular case, my one email was 

thankfully worth $26,000. 

 

Why Recruiters are Paid So Well 

The value of recruiting to a company is in a recruiter‟s ability to 

find hidden talent in the marketplace. When I say “hidden 
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talent,” I‟m really referring to candidates who are not actively 

looking for a new job. You see, when a company advertises an 

open position, they‟re only reaching a certain small percentage 

of the relevant labour pool for that role. Estimates put this 

number somewhere around 15% of the relevant talent 

population for a particular position being advertised. The other 

85% of the talent pool can only be reached through methods that 

recruiters use. These methods get in front of what is known as a 

passive candidate or those candidates who are not currently 

looking for a new opportunity. These are typically your best 

candidates because they are gainfully employed, they are hard 

at work, nose down to the grind stone, generally well thought 

of, well paid by their employers, and therefore they don‟t have 

any extreme motivation or desperation to change companies. 

 

Active candidates, on the other hand, might have recently lost 

their position or maybe their poor performances caught up 

with them such that they need to be actively seeking another 

employer before things turn bad for them at their current 

workplace. Many times, active candidates are not the best 
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quality of candidate and have to be judged with some 

suspicion. Recruiters are paid so well because they‟re able to 

get in front of the passive candidates with their methodology, 

with their techniques. There are many of these techniques, but 

generally it‟s about introducing the opportunity to the passive 

candidate through an email, through networking, through a 

referral, or through picking up a telephone and actually 

contacting those passive candidates. A certain percentage of 

those passive candidates who are contacted will have an 

interest in learning more about the available opportunity 

you‟re representing. Their motivations for being interested 

have a wide range; sometimes it‟s an issue of the excitement 

over new challenge, perhaps the opportunity to earn more 

money, perhaps the opportunity to have a greater 

responsibility set, or be involved in an exciting new project 

that the prospective employer is engaged in, or perhaps they 

are feeling bored in their current position and are simply 

ready for change. Whatever the motivation may be, it becomes 

a bit of a numbers game. 
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A certain number of candidates contacted in the hidden talent 

market will express an interest in learning more about the 

opportunity that you‟re representing. It‟s the job of a recruiter to 

present that opportunity, to advocate on behalf of the client 

company in representing that job to the best of the recruiter‟s 

ability, highlighting all the reasons why the candidate may be 

interested in that new position, and then ultimately evaluating 

that candidate for appropriate fit before passing that candidate 

along to the client company. The value of a recruiter really is in 

this ability to reach that percentage of a talent pool that is not 

actively looking. This part of the talent pool is often where the 

best candidates are, and the value that a recruiter can bring to 

his or her client is in finding these candidates and thereby 

increasing the possibility that the best talent is chosen for an 

open position assigned to that recruiter.  

 

The Subject of Fees 

I‟d like to talk about three basic models for how to earn fees as 

a recruiter. The first model is the headhunter model. 
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Headhunters earn their fees as a percentage of the base salary 

of the candidates they place. Let‟s take an example of a 

placement of a software developer who makes $80,000 per 

year using an average fee of 15% of base salary; a fee for 

placement of that individual would be $12,000. You can see 

that, very quickly, those fees would add up to a generous 

income; placing just one of that type of individual per month 

would lead to a comfortable annual income of $144,000. 

 

The second model of recruiter fees that I‟d like to discuss is the 

contract recruiter. Contract recruiters are generally not paid 

based on the placements they make but rather for the work 

that they do and the number of hours that they put in to 

recruiting. Contract recruiters are generally asked to work on 

positions of a lower level than a headhunter would. These 

positions are generally less urgent and often more of a 

commodity position where volume is as important. A contract 

recruiter is generally paid an hourly fee that can range 

anywhere from $40 per hour to sometimes $75-$100 per hour, 

depending upon the industry, the experience of that 
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individual, and the types of positions that they‟re working on. 

Contract recruiters also often times are able to charge for the 

software services that they may use in their work. They are 

more likely to use tools like job postings, and they could 

charge the cost they‟ve incurred back to the company that has 

employed them. These contracts for a contract recruiter can 

often last for a long period of time, perhaps a year or more. 

Employing contract recruiters is a way for a large company to 

avoid a long-term commitment to an individual that they 

would have to hire as an employee and put on their payroll, 

incurring extra costs for the company, such as employment 

taxes, benefits, office space and other charges. A contract 

recruiter can work from home remotely as a 1099 employee, 

being responsible for their own taxes at the end of the year. 

Contract recruiters can still enjoy a great deal of flexibility and 

freedom in their lifestyle business but perhaps not as much as 

a headhunter, because their hours are generally tracked and 

an expectation is set as to the number of hours per week that 

they work. 
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Finally, I‟d like to discuss the temporary staffing or interim 

staffing model. Temporary staffing encompasses a wide range, 

anywhere from the temporary agencies that deal with 

secretarial positions all the way to higher level management 

interim positions. Often times, a company will have the need 

for an interim employee to make do until a permanent 

employee can be hired. Fees for this type of staffing are 

typically charged as a mark-up to the hourly rate of the 

interim employee hired. For example, if a Certified Public 

Accountant is hired for $40 per hour, the temporary agency 

that places that person in an interim position can generally 

mark-up that employee by 50% or more. So in this example, 

they could charge $60 per hour for every hour that that 

interim accountant works for that client. As you can see, these 

fees can accumulate very rapidly, and it only takes the 

engagement of a handful of contract employees to generate a 

very generous income for the interim or temporary staffing 

agency. There are niches within temporary interim staffing 

that can be very lucrative. For example, when companies lose 
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their top level financial personnel, such as controllers or CFOs, 

it is often the case that these positions take a long time to 

replace with a permanent employee, and companies will pay 

handsomely to have someone in the position for an interim 

basis, for which they will pay a quite large hourly rate. 

Software developers are also often employed on a project 

basis, so that the companies that employ them can flex their 

workforce depending on the software project being 

developed. These software developers can have hourly fees 

that are also quite high and accordingly the mark-ups earned 

by the interim staffing agency can be quite high as well. I‟ve 

covered just three models for fees used by recruiters; there are 

more, but these are three of the most common.  

 

Cornering the Talent Market 

Successful recruiters are ones who are able to reach what are 

known as passive candidates. Passive candidates are those 

candidates who are not actively looking for a job and therefore 

will not see a job advertisement posted by a company, 

whether it‟s an online job posting or more traditional 
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advertisement. As a recruiter, getting that passive candidate 

efficiently and effectively is best done through the use of 

email. Although phone calls still have their place in recruiting, 

it‟s been my experience that having a large database of 

employees of a particular type suitable for your niche and 

micro niche is the best way to make placements. There are 

important sources of the relevant type of talent for your niche, 

but the most well known is LinkedIn. LinkedIn is very 

important tool to a recruiter. My database includes 

connections on LinkedIn that are now approaching 10,000 

individuals within the industry in which I recruit. Getting to 

this type of number allows you to reach the vast majority of 

individuals in a tight niche industry or professional category. I 

have found that one of the fastest ways to build a database of 

relevant talent for your recruiting niche is through the use of 

email harvesting.  

 

Email harvesting can be done in a variety of ways, but one of 

my favorite techniques is to identify through LinkedIn the name 

and company as well as position title for individuals within my 
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industry niche. Once you have the name and company of an 

individual, it requires a simple Google search to ascertain the 

email format for that company. Common email formats are 

firstname.lastname, first initial last name etc., followed by the 

URL route that that company uses. For example, an email 

format may be John.Smith@ABCcompany.com. Once you know 

the email form of a particular company, it‟s just a matter of 

plugging the names into that email format so that you can 

generate a large list for every company in your market. Having 

such database allows you to broadcast open positions for which 

you‟re sourcing, and asking for referrals can be a very efficient 

means by which to generate leads for search assignments that 

you‟re working on. This type of research can be done through 

the use of virtual assistants and others who are detailed-

oriented and accustomed to doing this type of email lead 

generation work. It does not have to require your time and 

effort as the recruiter if you‟re willing to spend a small amount 

of money for your email list to be built. Once you‟re able to 

create an email database of sufficient size for your particular 

industry niche, you‟ll be amazed at how quickly you‟re able to 

mailto:John.Smith@ABCcompany.com
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generate candidate leads for search assignments in your 

industry.  

 

I‟d like to share with you perhaps the number one most 

effective marketing technique to get new corporate clients for 

your recruiting business; it‟s called Most Valuable Candidate 

Marketing (it goes under other names in the industry but this is 

my preferred label). Most Valuable Candidate Marketing is the 

idea of developing new business relationships by piquing the 

interest of corporate  hiring managers by sending them an 

email that refers to a very high quality candidate in their 

market that may be of interest to them.  

 

Here‟s how it works. First you need to find a candidate in your 

market who meets the following criteria. This candidate must 

have a great background, meaning they must have worked for 

companies that are highly regarded in your industry, they must 

have a stable work history with no unexplained gaps in their 

working career, and they must have relatively long tenure of 

years working for each employer - at least two years and 
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hopefully more their experience must be relevant to the clients 

that you‟re trying to win. Also, this candidate must be in a 

position category that is in high demand in your niche. This 

candidate must also be appropriately priced, meaning that their 

compensation expectations must not be out of alignment with 

what the industry would expect to pay someone with this 

background. The Most Valuable Candidate must also be 

motivated to make a move, so that when the time comes that 

you are able to present them an offer for an opportunity with a 

client that has given you a recruiting assignment, they must be 

prequalified to agree to make the change to a new employer. 

And finally, they must be cooperative in your search, meaning 

they must be responsive to you when you get in contact with 

them, they must be willing to make time to go to interviews, 

and they must communicate with you effectively and with the 

utmost of honesty - meaning that if something has changed 

about their situation, they must let you know immediately. 

 

Let me talk a little bit about how you find a Most Valuable 

Candidate. There are many ways. If you‟ve done your work 
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ahead of time, hopefully you have a database of these people 

already in your files that you can contact. But if you‟ve not 

gotten that far in your recruiting career, you can find Most 

Valuable Candidates by searching LinkedIn, you can find them by 

going on a career resume database such as CareerBuilder.com or 

Monster.com and doing a resume search. You can search 

Indeed.com‟s resume database. You can find MVC’s through 

networking; you can ask your industry contacts who they know 

that might be motivated to make a change and who they would 

recommend as a high quality candidate. There is an infinite 

number of sources from which you can find Most Valuable 

Candidates, but keep this in mind, the effectiveness of this 

technique is not necessarily that you‟ll earn a placement fee or 

get hired for a contract recruiting assignment by having your 

Most Valuable Candidate actually hired by a company. The real 

value of the Most Valuable Candidate is in the ability of this 

technique to get you in the door and have a company say, “Yes, 

we would like to use your services; we would like you to help 

us recruit.” Very often when presenting the Most Valuable 

Candidates, the response by the company will be, “Well we don‟t 
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have a need for this particular type of individual. However, we 

have a really urgent need for another type of position; are you 

qualified to help us with that?” That then leads to a discussion 

in which you prove the case that in fact you can take on that 

alternative assignment. A Most Valuable Candidate is, for lack of a 

better term, the bait you use to attract a new client. The bait has 

to be attractive enough and relevant enough to attract the 

attention of the people that you will be emailing. Ultimately, 

your goal does not have to be the placement of the Most Valuable 

Candidate. The Most Valuable Candidate simply needs to serve the 

role of being your entryway into a new client relationship.  

 

I‟d like to finish by describing why this technique is so effective. 

It‟s effective because ultimately what a recruiter does is solve a 

pain that a company has; the type of pain that a recruiter solves 

is an urgent and important open position that is causing the 

company pain. Without someone appropriately talented in that 

position, bad things can happen quickly at the company. 

Perhaps sales are off-pace, perhaps operations fall short of 

expectations, perhaps there‟s some sort of compliance risk 
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without a person being in that particular job, perhaps the 

company‟s goals are not being met because of a lack of  talent in 

a particular position. This pain exists, and your job is to try and 

uncover and resolve this pain. When you present the Most 

Valuable Candidate, it sends a signal to the prospective client 

company that you‟re someone who is able to generate high-

quality candidates of significant relevance to their company.   

 

I‟d like to contrast this approach with a more traditional 

approach to developing new business, which is simply calling 

on a new company and trying to explain your services. You see, 

a company does not care how you do your work. They don‟t 

care about the numbers of years of experience you have in 

recruiting. They don‟t care about really anything but their pain, 

and their pain is solved by a qualified candidate. So when you 

try the traditional approach of explaining to a company that you 

are in fact prepared to do work for them but do not yet have in 

hand a Most Valuable Candidate, often times your message falls 

way short. I recommend that you follow this tried and true Most 

Valuable Candidate Marketing approach. I have seen it work for 
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dozens of recruiters. It is one of the most effective marketing 

techniques that is widely used and understood. And it does not 

matter what type of recruiter you are or what niche you‟re in. It 

does not matter if you‟re a headhunter who earns your fees 

based on a percentage of the salary of the person that you place 

or if you‟re a contract recruiter who works on an hourly basis or 

a project basis. It doesn‟t even matter if you‟re someone who 

places temporary staff. The Most Valuable Candidate marketing 

technique is a winner; I encourage you to put it to work in your 

recruiting business. 

 

A Typical Day 

One of the great things about the lifestyle business of 

recruiting is being in full control of how you can spend your 

day. I‟d like to tell you a little bit about the typical workday 

that my wife and I enjoy in running our recruiting business. 

First of all, let me talk about where we work. We have a home 

office; it‟s actually a converted bedroom in our home, and we 

have two desks in there, one for me and one for my wife, but 

in reality we‟re rarely in there together. Usually we start our 
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day in the office preparing for the work we have to do, and 

then one of us leaves to work from the kitchen table or the 

dining room table. One of my favorite things to do on a nice 

day is to go out on our back patio and sit at the patio table; I 

can work on my laptop, I can make phone calls from there, as 

long as no one in the neighborhood is mowing their lawn to 

interfere with my telephone conversations. I enjoy spending a 

couple of hours working outside, particularly in the morning 

when it‟s so cool in the shade. I also enjoy working from 

Starbucks for a change of scenery. Again, as long as it‟s not too 

noisy, I can generally do everything at Starbucks that I can 

when I‟m working from the home office (and there‟s great 

people-watching!). I used to maintain a proper office in an 

office building, but I found that it really was not necessary. 

Once I had gotten over the transition from the formality of the 

corporate world and working from home wasn‟t quite that 

radical anymore, I found that working from home was 

actually quite suitable to me and has been to my wife. 

 

Besides where we work, I‟d like to talk a little bit about how 
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we work. First of all, I can essentially run our business from a 

smart phone. As long as I have a cell phone with access to 

email and access to the Internet, all of which a smart phone 

provides, I can run the business. That means that even when 

we go away for a weekend or for vacation, if I need to check in 

on something, I need nothing more than a cell phone to run 

the business. In fact, I‟ve even given up the landline for the 

business. I used to have a landline and then forward that line 

to my cell phone when I was out, and I found that it was just 

redundant, so now my cell phone actually is my business 

number, and it works just fine. If it‟s after hours and I don‟t 

feel like taking a business call, I‟ll just look at the area code of 

the caller and determine whether or not it‟s an important 

business call or if it‟s a personal call; if it‟s not urgent, I just let 

it go to voicemail and follow up the next day. So that‟s a little 

bit about where we work.  

 

I‟d like to talk about the hours that we keep. Recruiting is a 

very highly leveraged activity, so it does not require a great 

deal of time in order to have a very successful recruiting 
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business. It does depend on whether or not you are a contract 

recruiter, for which putting in the hours is more important. As 

a headhunter or search professional, we‟re paid for results, for 

the placement of candidates. Our clients don‟t care how long it 

takes or how hard we work; what they care about is that we 

are good at what we do and we come through and we get the 

best results. In all honesty, we rarely put in more than a six 

hour workday, and typically those hours are between 9 a.m.-

noon and 1-4 p.m. This allows us to have a fairly leisurely 

morning with our kids, get them off to school, have some 

coffee, maybe do a few household chores before settling in and 

concentrating on work for the morning. We typically will 

either do lunch at home together or often times have lunch 

outside with each other or with friends this is our way of 

socializing – our „water cooler‟ – since we don‟t work in an 

office with a lot of people anymore, we enjoy having those 

coffee dates and lunch dates with friends to catch up and not 

burn the midnight oil, if you will.  

 

Frankly, there are many days where we don‟t put in six hours, 
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and that typically occurs when our kids have something going 

on, like a field trip we chaperone  or a volunteer activity we‟re 

engaged in. It‟s very easy for us to put work aside and not 

have to be burdened with getting the work done just that day. 

And the reason that we can do that is that there are very little 

fixed calendar meetings or schedules in the work that we do. 

Now, we do have to conduct interviews, but generally we can 

move those around as necessary and we don‟t have to pin 

ourselves down; they can always be moved if something 

comes up. We‟ve really enjoyed a great deal of lifestyle 

freedom because of the work that we do and how we‟re able to 

do it. 

 

Last but not least, I know it sounds strange, but one of the 

greatest benefits I‟ve found as a work-from-home 

recruiterpreneur is simply the casual nature of the work. I can 

probably count on my left hand the number of times that I‟ve 

worn a suit for work purposes in the seven years that I‟ve had 

the recruiting business. I very rarely need to go visit with 

clients, even rarer still that I am face-to-face with candidates. I 
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may attend an industry conference once a year, and that‟s 

about it. So my typical day is in a pair of cargo shorts and a T-

shirt and perhaps I shave every third or fourth day, and that‟s 

just fine with me. For many years, I endured the formality of a 

formal office environment, wearing a navy suit or a grey suit 

with a tie and a white shirt, particularly when I worked in the 

banking world, and I am very happy to be free from the 

burden of that formality. This suits me much better (no pun 

intended!). So if you‟re someone who values the kind of 

lifestyle freedom that recruiting can provide, if you‟re 

someone who is currently miserable in a formal environment 

or in a very structured 9-to-5 environment, or perhaps you‟re 

already free from that environment and are looking for a way 

to either earn extra income or a full-time income by working 

from home, I cannot recommend enough the pursuit of 

recruiting as a lifestyle business. 

 

Are you ready to take the next step to lifestyle freedom?  If so, 

email me at brad@recruiterschool.net. 

mailto:brad@recruiterschool.net

