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“I look forward to attending this conference every year.
The programming is exceptional and the caliber of col-
leagues in attendance is remarkably high. | was im-
pressed that there was a good mix of law firm attendees
from top firms and search firm professionals from na-

tional and regional firms.”

“The sessions were interesting and informative. It was
clear that the presenters had invested significant time to

prepare meaningful content.”

“Best sessions | have ever experienced at a NALSC Con-

ference. First rate at all levels.”

“This was one of the best conferences I've ever attended.
The number of attendees made it perfect for having real
conversations and the content was the best of any of the

NALSC conferences.”
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Dear NALSC Members,
There is very exciting news on the NALSC horizon.

NALSC continues to flourish as we approach 200 mem-
bers strong. Search firms are consistently joining and re-
alizing the many benefits including affiliation, credibility,
networking, education, advertising, visibility via NALSC
directories, adherence to the NALSC Code of Ethics®, and
more. In addition, the surge of law firms sponsoring our
organization receive Supporting-level NALSC member-
ship as well.

This healthy balance of search firms and law firms helps
to broaden the perspectives, opinions, and interactions at
our Conferences and Symposia. More and more law firms
are recognizing the importance of the NALSC Code of
Ethics® and placing an emphasis on collaborating with
NALSC member search firms. NALSC recruiters have said,
“clients pay me to give honest advice and tell them the
truth about hiring decisions.” Much of this growing trust
and connection is fostered from building relationships
with our clients over the years. NALSC events give us the
chance to get to know each other beyond simply email
addresses, voices on the phone, and the formal in-office
meetings. This applies to personal relationships with our
wonderful corporate sponsors as well, who provide prod-
ucts and services that assist us on a daily basis.

We encourage you to attend the upcoming Symposium
&/or Conference: learn from our excellent programming
geared specifically to the niche legal recruiting industry;
connect with fellow legal recruiting colleagues who can
genuinely relate to the ups and downs of your specific
business; network with law firm clients and corporate
sponsors; feel the friendly camaraderie; recharge your
battery; and enjoy all things NALSC!

If you have not already signed up for the NALSC 2019 Fall
Symposium (Friday, October 18th from 8am-7pm at the
NY offices of Morrison & Foerster), please see the below
link for event details. We carefully set NALSC programs
to incorporate meaningful suggestions and feedback that
attendees have provided from prior events. Our upcom-
ing sessions will include in-house recruiting strategies,
before-the-offer topics, after-the-offer best practices,
effective communication and combating gender bias,

President’s Message

by Dan Binstock, Esq.

trends in the law firm market and their impact on lateral
hiring, and lively interactive square-table discussions.

For those of you who could not attend our recent Annual
Conference at the spectacular M Resort in Las Vegas, we
are pleased to report it was a great success. We are excited
to announce that our NALSC 2020 Annual Conference will
take place March 26-28 at the beautiful Westin Nashville,
so dust off your cowboy boots and save the date. Details
and the hotel room block will be available shortly.

Thank you for allowing me the privilege of serving as your
President with assistance from the outstanding Board of
Directors and invaluable Headquarters. See you in NY and
Nashville!

Best regards,

Dan Binstock- President of NALSC®

ABOUT THE AUTHOR: Dan Binstock is President of
NALSC® and a Partner at Garrison & Sisson, Inc. in Wash-
ington, DC.

P: (202) 559-0472

E: dbinstock@g-s.com

W: www.g-s.com

Link to NALSC 2019 Fall Symposium:

https://www.nalsc.org/2019-fall-symposium




NALSC is pleased to welcome 19 new members since the
last newsletter (Winter/Spring 2019). We currently have
189 members consisting of 136 search firm members, 5
affiliate members, 9 branch office members, 5 individual
members, 33 supporting members (law firms), and 1 associ-
ate member (vendor). Following is a list of recent new
members and the cities and states in which they are based.

Our new Regular Firm Members, Affiliate Firms Members,
and Branch Members are:

1 ASGI|LEGAL - Independence, OH

71 Baseil Associates Inc.-Attorney Recruiting Division -
Morristown, NJ

ELR Legal Search LLC - New York, NY

Feldman Legal Search LLC - Westwood, MA

FPC of Savannah, Legal - Savannah, GA

Glenmont Group - Montclair, NJ

Janus Recruiting - Spotswood, NJ

Jowers | Vargas - Hong Kong

Legalis Global (Los Angeles) - Azusa, CA

Nason and Associates - Atascadero, CA

Northside Human Strategies - Richardson, TX

Nyne Partners - Eden Prairie, MN

PLACED - Washington, DC

Whistler Partners - New York, NY
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Our new Supporting Members (Law Firms) are:

Dykema Gossett PLLC - Chicago, IL

Foley & Lardner LLP - Chicago, IL

Hogan Lovells LLP - Washington, DC

Pillsbury Winthrop Shaw Pittman LLP - Los Angeles, CA
Snell &§ Wilmer L.L.P. - Phoenix, AZ
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The Board remains at its maximum head count of 13 and
includes Dan Binstock, Mitch Satalof, Nick Rumin, Valerie
Fontaine, David Garber, Ken Young, Marina Sirras, Raphael
Franze, Avis Caravello, Scott Love, Jane Pollard, Patrick
Moya and Arthur Polott.

The Executive Committee is comprised of Dan Binstock
(President), Mitch Satalof (VP-Membership), Nick Rumin
(VP-Long Range Planning), Jane Pollard (Secretary) and
David Garber (Treasurer).

Current NALSC Committees include Executive, Nomina-
tions, Newsletter, Ethics, Audit/Risk, Governing Docu-
ments, Membership and Website.

As members, sponsors, event attendees, speakers, com-
mittee members, and Board Directors - we truly appreciate
all of your efforts on behalf of NALSC in helping to
strengthen and grow the organization.

NALSC Membership Growth

by Mitchell Satalof

ABOUT THE AUTHOR:

Mitch Satalof is the CEO of Juris
Placements, Inc. Mitch serves on the
Board of Directors for NALSC and is
the Vice President of Membership.

P: (610) 825 7751

E: mitch@jurisplacements.com
W: www.jurisplacements.com



Checklist: Coaching Your Partner Candidates Through

the Resignation Process

by Karen Kaplowitz, Esq. and Valerie Fontaine, Esq.

“For a smooth
transition with
maximum portable
business, a savvy
recruiter counsels
the candidate
through the resig-
nation process
which, done
properly, has many
moving parts. The
goal is to preserve
as much goodwill
as possible with
the old firm while
not distracting the

candidate from ful-

filling continuing

client responsibili-

ties.”

Congratulations! Your partner candidate accepted your client’s
offer—but your job is not quite done. For a smooth transition with
maximum portable business, a savvy recruiter counsels the candi-
date through the resignation process which, done properly, has
many moving parts. The goal is to preserve as much goodwill as
possible with the old firm while not distracting the candidate from
fulfilling continuing client responsibilities.

The following is a checklist of practical steps you can suggest to
avoid a chaotic lateral move. (The list can be modified depending
upon whether the candidate is an equity partner, non-equity part-
ner, associate, in-house counsel, or other status, as necessary.) If
the candidate expects conflict with the old firm, you may also rec-
ommend consulting a lawyer who is expert on law firm agreements
and ethics.

Advise your candidate to:

Before giving notice

1. Review the old firm’s partnership agreement and determine all
applicable requirements including any notice period for with-
drawing. If there is a notice period, inquire of people who have
left whether the notice period was enforced. Are there any pen-
alties in the partnership agreement for breaching the notice
period?

2. Take home non-essential personal belongings before giving
notice. That includes personal financial information or other
documents or photos in the office or on the office computer.

3. Have a complete list of clients and their contact information
someplace other than on the law firm computer system.

4. Prepare a list of current matters, including all upcoming dates
and deadlines.

5. Make sure all filing is up to date. It is especially important that
all docketing and deadlines are recorded for client matters
which the candidate plans to leave with the old firm as well as
for those the candidate expects to take to the new firm.

6. Gather all keys, key cards, phones, laptops, and anything else
which belongs to the old firm, so they are ready to turn in right
after giving notice.

7. If his or her cellphone belongs to the old firm, get a new phone.

8. Draft a joint notice from the candidate and the old firm about
the candidate’s departure and new firm.

9. Calculate monies due in terms of pay, vacation pay, expense
reimbursements, vested retirement or investment funds, and
return of capital contributions.

10. Find out from the new firm the eligibility date for new medical
coverage and, from the old firm, what date the old coverage
ends.

11. Prepare to be blocked from access to all online, data files, and
physical files immediately upon giving notice.

Continued on page 5



Continued from page 4

When giving notice

12. Inform the old firm that he or she will cooperate with
them on any matters the candidate worked on where
the client is remaining with the old firm.

13. Present the old firm with the draft of a joint notice to
clients about the candidate’s departure (see 8 above)
and arrange for its dissemination.

14. Let the old firm know that he or she will cooperate fully
in getting their fees paid.

15. Request copies of past invoices & accounting records so
the candidate can answer client questions if necessary.

16. Ask for a written receipt for everything the candidate is
returning to the firm (keys, equipment, etc.).

17. Submit reimbursement requests (see 9 above) and ask
when those and any additional funds due the candidate
will be paid.

18. Secure medical insurance through COBRA, if applicable.

19. Ask the old firm to designate someone as a point of
contact for forwarding voicemail messages, hard copy
mail, and email. If possible, set up an automated email
reply to provide people with the new contact infor-
mation. The automated response can also designate
someone at the old firm if they need to communicate
with someone there.

Immediately after giving notice

20. Have the new firm prepare client election forms for each
client the candidate expects to follow, and for each
matter. Provide each client with directions regarding
where to send the client election form if they want the
candidate to continue doing their work, and to whose
attention at the old firm it should be sent, with a copy
also sent to the candidate.

21. For each client whose work the candidate will continue
to perform, decide whether the client and the candidate
want to obtain files on matters which are closed at the
old firm, as well as for current matters, so the candidate
can direct the old firm accordingly.

22. Request electronic portions and hard copy portions of
the candidate’s files for matters being transferred to
the new firm. Start with the transfer of open matters on
which there are impending deadlines.

23. Determine if there is a gap in malpractice coverage be-
tween the date the candidate leaves the old firm and
start date at the new firm and arrange for tail coverage,
if necessary.

When starting at the new firm

24. Arrange with the new firm to pick up from the old firm
any large items such as furniture, artwork or heavy
plants, along with the candidate’s files.

25. Have a digital photo and website bio ready to be posted
on the new firm’s website for a continuous online pres-
ence since the old firm most likely will take down the
candidate’s bio right away.

26. With the help of the new firm, prepare change of ad-
dress forms for each of the following:

a.The Post Office

b. The State Bar
c. Courts and opposing counsel

27. Update LinkedIn or have someone at the new firm do
so, changing the contact information in the LinkedIn
profile as well as the description. (And do the same for
any other professional social media sites or online list-
ings.)

28. Post a notice of the move on LinkedIn.

29. Also send an email notice of the move to the candi-
date’s business contacts since some might not be ac-
tive on LinkedIn.

30. Set calendar reminders or instruct the new assistant to
periodically test the automated email and voicemail
forwarding from the old firm.

For more ideas on how you can help your candidates make
a smooth and successful move, here are additional re-
sources: http://www.seltzerfontaine.com/resources/
publications/lawyer-transitions-series/lawyer-transitions
-time-go/ and  http://www.newellis.com/PDFs/2014/
March32104.pdf .

ABOUT THE AUTHORS: Karen Kaplowitz is President of
The New Ellis Group, a business development strategy and
coaching firm which she founded in 1997. She has helped
hundreds of partners in law
firms in the US and the UK to ’
build their practices. She also
specializes in helping lateral
partners make
transitions to their new firms.
Karen was named one of
Lawdragon’s Global 100 -
Leading Consultants and
Strategists to the Legal Pro-
fession in 2019. Karen is also
an advisor to the Working
Mother Best Law Firms for
Women Initiative.

successful

P: (267) 714-4065; E: kkaplowitz@newellis.com;
W: www.newellis.com

Valerie Fontaine is a Board
Member of NALSC® and
serves on its Ethics Com-
mittee. She is also a Princi-
pal of SeltzerFontaine.

P: (310) 842-6985
E: vfontaine@seltzerfontaine.com
W: www.seltzerfontaine.com




Planning NALSC'’s Future - Part 2

An Update on our Long Range Planning Initiative

By Nick Rumin, Esq., VP - Long Range Planning

NALSC’s long range
planning process is
entering a new
phase, as your
Board of Directors
considers and di-
gests the results of
our membership
survey.

“...our membership
sees the NALSC
Code of Ethics® as

an integral way our

By our last count,
53 of our 189
members respond-
ed to the survey -
a 28% response
rate that we be-
lieve is not out of
line with the re-
sponse rates of
similar surveys
at comparable
organizations.
We are heart-
ened and
grateful for
the time these
members took
to express to us their thinking about the current health
and future direction of our organization. These responses
provide your Board of Directors with a critical tool to help
us prioritize and focus our efforts in the coming months
and years. Thank you!

members can
demonstrate a
commitment to the
highest standard of
business conduct

and integrity.”

What is clear to us, from the results, is that our members
value the opportunity to meet, network and do business
with fellow recruiters - as they do the programming at
our annual Spring Conference and Fall Symposium.
Members want our organization to grow larger and more
prominent, and for the Board to keep up its hard work in
providing thought provoking educational opportunities
and other tools to help our members work more effective-
ly in this challenging market. Almost uniformly, our mem-
bership sees the NALSC Code of Ethics as an integral way
our members can demonstrate a commitment to the
highest standard of business conduct and integrity.

Our Board is excited by
the opportunity to use
the results of this survey
as a way of ensuring that
NALSC continues to pro-
vide value to its mem-
bers. Members who are
interested in participat-
ing in the work of fur-
thering our long range
planning process are en-
couraged to reach out to
Nick Rumin, VP - Long
Range Planning.

ABOUT THE AUTHOR: Nicholas Rumin is NALSC’s VP of
Long Range Planning as well as the founder of Rumin
Search Consulting. P:  (212) 933-9330;

E: nrumin@ruminsearch.com; W: www.ruminsearch.com

[For Government Attorneys]: Navigating the Ethical Maze
When Moving From Government to Private Practice

To minimize the need for recusal during the lateral process, there are
some important questions to ask yourself and your ethics officer.

By Dan Binstock, Esq.

If you are a government attorney looking to move to pri-
vate practice, ethics are a crucial consideration during the
job search process. But ethics issues can be confusing
unless you understand the moving pieces at play. The
goal is to minimize the likelihood of needing to recuse
yourself from a matter. These are some of the common

Reprinted with permission from the

August 15, 2019 edition of

Law.com® / The American Lawyer®.

questions and issues government attorneys encounter

once they begin considering a move to a law firm:

1 When do my disclosure/recusal obligations get trig-
gered?

1  What are the different ways of reaching out to a firm,
such as single-blind inquiries, double-blind inquiries

Continued on page 7
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and full submissions? How do these impact poten-
tial disclosure/recusal obligations?

1 Is there a difference if | approach a law firm directly
versus through a recruiter?

1  What if a law firm | wish to approach has an active
matter in front of my agency, but not me?

1 What if a law firm | wish to approach has an active
matter on front of me? Do | have to recuse myself
before approaching them?

1 What happens if | recuse myself from an active
matter involving a law firm, then apply to the law
firm, but they pass on my candidacy? Is the recusal
temporary or am | permanently recused from that
matter, even if we didn’t engage in discussions? And
would it change my duties if we had discussions, but
they subsequently passed on my candidacy?

1 What happens if a law firm reaches out to me? Canl|
engage in discussions or must | first recuse myself?

As you can see, this can get complicated quickly. As a
rule of thumb: If you are not involved in a matter involv-
ing the targeted law firm, your likelihood of having to
recuse yourself is much lower. But the closer your in-
volvement on a matter involving the targeted firm, or
the higher your level of leadership within your agency,
the higher the chances of needing to recuse yourself
from a relevant matter should you wish to proceed with
interviewing at the firm. Sometimes just knowing the
firm is interested in you can trigger ethical obligations. |
will address these various scenarios and approaches
below.

Before anything else, speak to your agency’s ethics offi-
cial. This is a must. While the U.S. Code and Code of
Federal Regulations have sections addressing seeking
employment outside of the government (see, e.g., 18
U.S.C. Sec. 208 and 5 C.F.R. Sec. 2635.601, Subpart F),
you should still speak to your ethics official. | have seen
considerable differences in how certain agencies inter-
pret and apply what can and cannot be permitted before
requiring a recusal. Furthermore, ethics officials will
keep your consideration of a move confidential, so you
should view the ethics official as a necessary resource
who can and should be trusted. Many or all of the above
questions can be addressed by your agency’s ethics
official.

If you are using a recruiter, it’s important to understand
the various ways you can be presented to a law firm.
These are divided into two main categories (blind inquir-
ies and submissions), and each category has two sub-
sections, as laid out below.

Blind Inquiries
A blind inquiry is usually when a recruiter presents a

description of your background but your identity re-
mains anonymous. A blind inquiry can have several

“It’s my hope that this tool
will help provide the neces-
sary clarity so you can ap-
proach the law firm market
in the most thorough man-
ner without inadvertently
running afoul of your ethi-
cal duties or inadvertently
invoking recusal obligations

too soon.”

functions, including protecting your confidentiality and
also avoiding invoking ethical issues by keeping the infor-
mation anonymous. A blind inquiry can also keep the
name of the law firm anonymous from you, if this is re-
quired to avoid ethical flags.

In a single-blind inquiry, one side knows of the other, but
not both. In the most common situation, you will know
which law firm the recruiter is contacting on your behalf,
but the law firm will only receive a general description of
your background with your identity remaining anony-
mous. (The law firm is blind.) Once a law firm expresses
interest and your recruiter informs you, this could poten-
tially trigger ethical disclosure/recusal obligations, de-
pending on the circumstances and your involvement with
the firm on a particular matter.

A double-blind inquiry is the most conservative approach.
In this situation, the recruiter drafts a description of your
background (without sharing your name/identifying infor-
mation) and reaches out to firms that match your criteria
but does not tell you which firms are being contacted.
(The law firm is blind and so are you.) Once a law firm ex-
presses interest and your recruiter informs you, this could
potentially trigger ethical disclosure/recusal obligations,
depending on the circumstances and your involvement
with the firm on a particular matter.

The benefit of blind inquiries is that they allow the law
firm to make an initial determination if they are interested
in learning more, while completely protecting your identi-
ty and confidentiality. A downside is that law firms tend
to not take blind inquiries as seriously, and they are more
likely to be overlooked as compared to a full submission.

Continued on page 8
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Submissions

A submission is when the recruiter goes beyond an in-
quiry and shares your name/identity with the law firm.
This can take the form of an informal recruiter call to
the relevant individual at a law firm to share your name
and gauge the level of interest (sometimes a name is all
the firm will need to make a decision), or your back-
ground can be communicated with your resume and a
more detailed write-up including your specific interest
in private practice, prior experience that may be espe-
cially relevant, and other important information that is
of interest to the individuals reviewing your candidacy.
There are two types of submissions: single-blind sub-
missions and full submissions.

In a single-blind submission, the recruiter presents your
information (including your identity) but you do not
know which law firms are being contacted on your be-
half. This is done to shield your knowledge so that your
introduction (through the recruiter) to the firm does not
trigger potential recusal issues. (The theory is that if
you are knowingly approaching a firm and interested in
joining, and the firm also knows your identity, you are
more likely to have a conflict of interest, so what you
don’t know can’t compromise your ethical duties.) Once
a law firm expresses interest and your recruiter informs
you, this could trigger ethical disclosure/recusal obliga-
tions, depending on the circumstances and your in-
volvement with the law firm on a particular matter.

In a full submission, the recruiter presents your infor-
mation (including your identity) and you are aware of
the firm to which your information is being shared. Both
you and the law firm are aware of the other. Again,
once a law firm expresses interest and your recruiter
informs you, this could trigger ethical disclosure/
recusal obligations, depending on the circumstances.

Using Recruiters (or Not)

Now that you understand the various manners in which
you can be presented to a firm, you may be wondering
if you need to use a recruiter. You absolutely do not
have to use a recruiter. But as explained above, the re-
cruiter’s role as a third party can provide the important
anonymity buffer between you and a firm through the
use of blind inquiries. This is not something you can do
on your own, for obvious reasons. However, if remain-
ing anonymous is not a consideration, it is your choice
whether to use a recruiter or approach a firm directly.
Also, it’s not uncommon for firms to approach govern-
ment attorneys directly (often in a gentle fashion that
suggests, “If you ever decide to look, let us know”).

Talking to Your Ethics Official
Now that you understand the various ways in which a

firm can be approached, below is a list of questions to
help guide your discussion with your ethics official. To

that end, this list is intended for you to bring to your
discussion with the ethics official. Some of the an-
swers may be already laid out in an agency handbook,
but some topics may require discussion due to the
nuanced nature of your position or specific matters.
This list provides a range of questions to ask.

1 At what point does the trigger for a recusal occur?

1 How do the recusal obligations differ depending
on the circumstances?

1  What are the various ways | can be presented to a
firm, including blind inquiries and/or full submis-
sions, to minimize the need for a recusal?

1 Which of these approaches does the agency rec-
ommend in order to preserve my confidentiality
as long as possible?

1 In what circumstances are submissions accepta-
ble without raising recusal obligations? What are
my obligations around submissions, both single-
blind submissions and full submissions?

1  What is the difference if | approach a law firm di-
rectly versus through a recruiter? How important
is the intermediary/buffer?

1 What if a law firm | wish to approach (either my-
self or through a recruiter) has an active matter in
front of my agency, but not me?

1 Given my position in the Agency, if | am not in-
volved in a particular matter involving the firm,
am | able to approach the firm without having to
recuse myself? Is there a trigger at which | must
disclose/recuse myself, or is my lack of involve-
ment enough to avoid needing a disclosure/
recusal at any point?

1 If a firm has an active matter in front of me, is a
single-blind inquiry permitted or would that trig-
ger a disclosure/recusal? Is a double-blind inquiry
permitted or would that trigger a disclosure/
recusal?

1  If I told my recruiter the types of firms | would be
interested in, and he/she sent a double blind in-
quiry to a firm that has a matter in front of the
Agency, and the firm expresses interest in learn-
ing more about me, and my recruiter informs me
of the firm, what are my obligations at that time?
Do | have to recuse myself just because | know the
firm is interested in me, even if they don’t know
who | am? Or is the duty to recuse myself only
triggered if | intend to proceed with the process
and the firm will learn my identity?

1 What happens if | recuse myself from an active
matter involving a law firm, then apply to the law
firm, but they pass on my candidacy without ever
engaging in discussions? Is the recusal temporary
or am | permanently recused from that matter,
even if we didn't engage in discussions? And
would it change my ethical duties if we had dis-
cussions, but they subsequently passed on my

Continued on page 9
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candidacy?

f  What happens if a law firm reaches out to me and |
am working on an active matter involving them?
Does this interaction, even if | politely decline, cre-
ate any ethical duty to disclose?

f  Are there any questions | haven’t asked but should
know about during this process?

All of this may seem a bit daunting. But once you un-
derstand the scope of what’s permissible without
needing to disclose/recuse, it will become much clearer.
It’s my hope that this tool will help provide the neces-
sary clarity so you can approach the law firm market in
the most thorough manner without inadvertently run-
ning afoul of your ethical duties or inadvertently in-
voking recusal obligations too soon.

ABOUT THE AUTHOR: Dan
Binstock is President of
NALSC® and a Partner at Garri-
son & Sisson, Inc. in Washing-
ton, DC.

P: (202) 559-0472

E: dbinstock@g-s.com
W: www.g-s.com

The views reflected in this arti-
cle are his own.

Reprinted with permission from the August 15, 2019 edition
of Law.com© / The American Lawyer®© 2019 ALM Media

Properties, LLC. All rights reserved. Further duplication
without permission is prohibited, contact (877) 257-3382 or

reprints@alm.com.

The Recruiter’s Bookshelf

By Raphael Franze, Esq.
featuring guest author Natalie Thorsen, Esq.

ESSENTIALISM: THE DISCIPLINED PURSUIT OF LESS
by Greg McKeown

In the simply formatted yet well-researched book Es-
sentialism, author Greg McKeown thoroughly lays out
the concepts and techniques that empower the reader
to strive for what is eloquently stated in the book’s
tagline: The Disciplined Pursuit of Less. While, initially,
it may be difficult to grasp by those who have grown
accustomed to and proud of their undisciplined pursuit
of more, Essentialism is written to be consumed and
applied by people in all walks of life regardless of age,
education, profession or personal circumstance for the
purpose of improving upon their current situations.

Having read Essentialism from an external recruiter’s
perspective, though, | make a point to recommend it to
any and all of my contemporaries who are open to a
good new read. The feedback that I've received from
them has been overwhelmingly positive as we agree
that the book’s principles have the power to transform
a recruiting practice while more seamlessly accommo-
dating it alongside one’s family life, health goals and
social obligations.

In describing “the essence of what it means to be an
Essentialist,” McKeown addresses three tenets, each

of which resonates consistently throughout a recruit-
er’'s workday: choice, discernment, and trade-offs.
Understanding that the power to choose is always ours
(despite sometimes having limited options), the reader
is reminded that their actions are theirs to direct in the
face of client or candidate or even employer motives
that may run counter to the recruiter’s mission or capa-
bilities. In learning to discern what is truly important,
the reader understands the few activities that in fact
have a positive impact on the quality of their service
and everything else that should no longer vie for their
attention. By grasping the significance of tradeoffs,
the reader learns what it is they want to go big on and
that, while a good recruiter may be capable of servicing
any one of its client’s needs, it is a fool’s bargain to at-
tempt servicing every one of them.

From there, the Essentialist’s journey is detailed across
three general phases:

Explore - discerning the trivial many from the vital few;
Eliminate - cutting out the trivial many; and

Execute - making execution of the vital few effortless.

Within each phase, McKeown devotes individual chap-
ters to different action verbs (the mastery of which en-
able the reader to live an “Essentialist Life”). For in-
stance, better discernment of the trivial many from the

Continued on page 10



