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Making Contact

Once you have decided to make contact with an
organization, you must decide how to do it in a way
that will make the organization receptive to you. Of
the sources of job leads outlined in the previous
chapter, unsolicited direct-mail campaigns and
answering advertisements present the greatest dif-
ficulty, since usually the only introductions one has
in those two cases are one’s cover letter and résume.
In order to get an interview in which the employer
is receptive to you, you must pass through an initial
screening process.

Most employers have no more desire to waste
their time in the labor market than you do. So they
too set up some type of screening process. The key
to success is to differentiate yourself from the masses
and convince the decision maker that the time taken
to interview you probably isn’t going to be wasted.

It is not unusual for an organization to receive
twenty to fifty inquiries for a job opening. Some jobs
will attract hundreds of inquires. Since simply hir-
ing a single managerial or professional person can
cost an organization as much as $20,000, employers
have a strong financial incentive to try to keep costs
down. Interviewing everyone who inquires about a
Jjob opening can significantly increase costs.

Convincing some decision maker to take the time
to interview you is not just an exercise, as many peo-
ple seem to think, in making yourself look “im-
pressive” in some ill-defined, abstract sense. What
is “impressive,” like beauty, is in the eye of the
beholder. The beholder is an employer with par-
ticular goals, values, problems, and needs. And here
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lies the key not just to getting an initial interview,
but to getting job offers.

The more you can put yourself in the position of
the potential employer and understand that person’s
(or those people’s) point of view, the more successful
you will be in getting job offers. With respect to get-
ting an initial interview, this means that it helps
enormously to know something about the potential
employer before you make your initial contact. Any
person who has gone through the process of creating
a rational focus for a job campaign, and who has
done the little additional research necessary to
screen leads, has probably learned enough about
potential employers to make the type of initial con-
tact that gets an interview. It doesn’t require hours
and hours of additional effort. Since so many job
hunters do almost no research, doing just a little can
be a real competitive advantage. Then, if you can
somehow communicate to those making the screen-
ing decision that you may have the potential of
meeting their needs, you will certainly get the
interview.

You should not attempt to do this, of course, if
it means ignoring parts of your self-assessment that
are central to who you are. Remember that “fit” from
both your and the employer’s points of view is the
essential factor. The point here is that what you say
and how you say it will be more effective if you con-
sider carefully the person who will be reading or
listening to what you say than if you are concerned
only about satisfying some personal needs.
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Reésumes

Consider, for example, your résume. Most people,
even those with no full-time job experience, could
write a several-page résumé if coached. They could
elaborate at length on their schooling, their part-
time jobs, their hobbies, their health, their job ob-
jectives, and so on. Most people don'’t, of course. In-
stead, they ask someone what a résumé is supposed
to look like, or for a sample résumeé, and then
semiconsciously select things to put into that for-
mat. The end result is seldom a great résume.

A good résumé is nothing more than a tool that
can convince employers you will be able to meet
their particular needs, help with their problems, and
share enough in common with them to “fit in.”
Creating a good résumé therefore depends on your
understanding of what an employer’s needs are,
what the problems are, what the values are, and what
you can contribute. Since books and volumes of
articles have been written on how to prepare and
compose résumes, we will not spend much time on
the mechanics of this process. Rather, we refer you
to the appendix at the end of the chapter. However,
we would like to make a few comments with regard
to the philosophy behind résumés and then give you
a brief exercise to help you translate those philo-
sophical comments into practical applications.

Format

Résumés have two fundamental dimensions—format
and content. One might believe that the format of
the résume is unimportant. We have not found that
to be the case. One recruiter, looking at a profes-
sionally composed and typeset résumé, remarked
enthusiastically to the job candidate: “It really is nice
to see such a well-done résumé. I could tell from the
moment I saw it that you believed in high standards
of professionalism in your work. We get so many
résumés here that are poorly typed and photocopied
or mimeographed, that it really is refreshing and
reassuring to get one like this.” That recruiter was
responding to the format of the résumé he was look-
ing at.

A résumé that looks as if it was typed on a cheap
typewriter by a nontypist communicates a number
of things about you. It says that you are a sloppy per-
son (and who wants to hire a sloppy person?), or that
you really don’t care much about getting a job (and
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who wants to hire someone who doesn’t want to
work?), or that you don’t really care much about the
person you sent the résumé to. It’s worth the time
and money to look professional and interested.

The way your résumé is laid out on a sheet of
paper is extremely important in leaving an impres-
sion with the person who reads it. We encourage you
to experiment with a variety of formats and to
choose the one that leaves an impression consistent
with who you are and what you are looking for in
a corporation. You may have a terrific résumé in
substance, but if the format is poor it may leave a
poor impression.

There are several aspects to format we would en-
courage you to keep in mind. The first is the spac-
ing on the page. Résumés with very small margins
leave the impression of a great deal of activity. But
they also leave the impression of disorganization.
Although it is general practice to have résumés
limited to one page, crowded margins may undo
whatever benefit you may get from increasing the
volume. One alternative if you have too much to
put on one page is to type it on a longer page with
wider margins and have the entire page photo-
reproduced and then duplicated on an 8 1/2 by 11
sheet.

Another item is the question of parallelism in for-
mat. Recruiters read hundreds, perhaps thousands
of résumés in the recruiting season. They get in a
rhythm as they read, using whatever framework they
have personally developed to help them quickly get
the pertinent information. Some of this is conscious;
some of this is subconscious. Every time a résumeé
format interrupts or jars that rhythm, the recruiter’s
impression is also interrupted or jarred. An effec-
tive résumé will pique the recruiter’s attention at the
places you want to emphasize and not at unintend-
ed or inappropriate places.

A lack of parallel construction is one way to jar
or interrupt a recruiter’s reading rhythm. Most
résumés, for instance, begin paragraphs with a noun
describing the previous job title and then the ac-
tivities that it included in the lines that follow.
However, a lot of people under the “Education” sec-
tions of their résumés begin those paragraphs with
verbs like “Graduated” or “Received.” It is our
preference to maintain parallel construction by
beginning the descriptive paragraphs under each job
or educational experience in the same way. If, for
example, you wanted to begin each paragraph with
a noun, you could begin your educational
paragraphs with the word “Graduate” followed by



your degree and the honors and activities associated
with your experience there.

Content

Format alone, of course, will not ensure a good im-
pression. Content is also extremely important. A well
laid out format that has no substance will not get
you very far. As you think about the content of your
résumé, keep in mind that résumés are very much
like short stories. They are designed to leave a par-
ticular impression with the reader in a minimum of
space. Because of their brevity, every word or phrase
in a short story and a résumé counts. You cannot
afford to waste space or words when you are trying
to create a favorable impression on one page.

Remember that you are creating an impression.
The impression must be an accurate one; it must
reflect who you are and what you’ve done, but it is
indeed an impression. The words you choose, the
sentences you frame, and the format in which you
package this content will create impressions in the
minds of the people who read the résumé. Try to
create the impression that you want to leave; one that
accurately reflects the results of your self-assessment.

Perhaps the major feature of the content part of
a résumé is the repetition with which patterns or
themes appear in the material. A person who writes
a résumé that includes a degree in education,
teaching in an elementary school, teaching in a
secondary school, a masters degree in higher educa-
tion, and work for an education foundation has
created a pattern that sends the signal they have
selected a career in education. Applying for jobs in
noneducational areas will require some additional
impression-creating and selling.

In some cases, students who have not developed
a focus in their job search have attempted to list all
their activities and in some cases to fluff up or ex-
pand their résumés by including activities and
memberships that were only marginal experiences.
We find this to be more harmful than helpful. If, for
instance, in the business educational section of your
résumé you list membership in the Management
Consultant Club, the General Management Club, the
Small Business Club, the International Finance Club,
and the Marketing Club, in the belief that the range
and diversity of your interests will be an attractive
feature to a recruiter, we believe you are mistaken.
A person with a focused job search who wants a job
in marketing would eliminate the other club ac-
tivities from the résumé so that the impression left

©1992 Prentice Hall, Englewood Cliffs, NJ 07632. All rights reserved.

is that of a person who knows what he or she wants
to do. Recruiters in marketmg -oriented companies
who read the résumé are more likely to be left with
the impression that here is a person whose interests
seem to match our own.

Another common characteristic of poorly writ-
ten résumeés is that their writers tend to use very
general words to describe the activities and respon-
sibilities of each experience or position. A well-
written résumé will always contain nouns, verbs, ad-
Jectives, and adverbs which pinpoint the job focus
that person is trying to create. Again, a person seek-
ing a position in marketing will look for the words
that accurately describe his or her activities and ex-
perience but that also have immediate and relevant
application to careers and positions in marketing.

Summary

The point of what we have been trymg to say is that
like a short story, a resumé is basically an
1mpress1on creatmg document. When you write
your résumé, you should be sensitive to this feature.
Be careful with every word you use. Ask yourself if
it helps to create the kind of impression you want
to leave and if it is relevant to the kind of recruiter
who will be reading your résumé. If you are uncer-
tain about the impression that is being left or of how
it will be received, leave the word out.

Assignment 1

Consider Kathleen Johnson’s résumé (case, p. 300).
What impressions does it leave with you? What do
you think Kathleen’s job search focus is? What in-
ferences can you draw about Kathleen?

Cover Letters

The cover letter is a means of contacting an
organization, presenting your résumé and your job
focus, and of asking for a response. You may in fact
write several different kinds of cover letters if you
are deciding to pursue more than one focus in a par-
ticular job search. Most people write cover letters
with the idea that they must sell themselves to the
reader. While this is an important part of the cover
letter’s purpose, a more effective cover letter is one
that also provides the writer with an opportunity to
learn from the responses it generates.
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education
1978-1980

1977

1969-1973

work
experience
summer
1979

1973-1978
1977-1978

1973-1977

1973

other
experience

references

RESUME OF KATHLEEN JOHNSON

Chase Hall B-11

Harvard Business School
Boston, MA 02163
Phone: (617) 498-0000

Home Address:

33 Upland Road
Summit, N.J. 07901
Phone (201) 273-0000

HARVARD GRADUATE SCHOOL OF BUSINESS ADMINISTRATION

Candidate for the degree of Master in Business Administration in June, 1980.
General management curriculum with emphasis on marketing and production.
Member of Management Consulting, Marketing and Real Estate Clubs.

AMERICAN MANAGEMENT ASSOCIATION NEW YORK, NEW YORK
Seminars in sales management.

FAIRLEIGH DICKINSON UNIVERSITY RUTHERFORD, NEW JERSEY

Received Bachelor of Science degree in Experimental Psychology, January 1973.
Dean’s List. New Jersey Scholar and Travelli Grant recipient. University Ad-
ministrative Intern, Residential Advisor, and Counselor at a medium security
prison. Extracurricular activities in sports and music.

NEW JERSEY BANK & TRUST NEWARK, NEW JERSEY

Credit Analyst. Analyzed financial position of poténtial corporate customers and
made loan development calls.

BABBITT PHARMACEUTICAL CORPORATION WHITE PLAINS, NEW YORK

Midwest Regional Sales Manager. Brought region from last to first place with
respect to quota attainment while reducing the proportion of selling expense to
sales by 25%. Developed and implemented a management by objectives planand
supervised field work for a major test market. Handled all recruitment, conducted
sales seminars, trained sales representatives, provided expense budgets, coor-
dinated cooperative advertising programs, and developed key accounts fora 9
state area.

Sales Representative. Sales and service of a vitamin and health care product line
to pharmacies. Designated 1975 “Sales Representative of the Year” for highest
attainment of quota.

PUBLISHERS GUILD MORRISTOWN, NEW JERSEY
Sales Representative. Personal contact sales of dictionaries and magazines.

United States Representative to a Swiss Girl Guide International Conference.
Financed college education through various part-time and summer jobs.

Personal references available upon request.

This case was prepared by Ellen Porter Honnet, research assistant, under the direction of Assistant Professor James G.
Clawson as a basis for class discussion. Copyright © 1980 by the President and Fellows of Harvard College. Harvard
Business School case 9-481-016.
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JIM LYDON: COVER LETTER

Dear Mr.

criteria.

achievements in the near future.

from you soon.

JLL/1mm

Enclosure

I shall receive an M.B.A. in June 1978 and plan a career in the real
estate field with a leading properties firm. My survey of the industry
indicates that your firm has established an outstanding record and, therefore,
it would be advantageous for me to learn more about the specific opportunities
it offers and to discuss with you my objectives and capabilities.

My highest priority is to find a challenging, fulfilling envirorment
in which to learn and work. Pursuant to this objective, I seek a firm which:
(1) recognizes the need for professional management of M.B.A. caliber in this
rapidly growing field, (2) gives a broad exposure to real estate and discourages
overspecialization, (3) operates in an informal structure with close personal
relationships among employees, (4) allows new M.B.A.'s to contribute immediately
and to assume early responsibilities, and (5) measures performance and
allocates compensation and advancement accordingly without regard for
senority. I would like to know more about your firm with respect to these

The enclosed resume gives you a brief outline of my background but
does not deal with relevant personal qualities. I have an entrepreneurial
spirit, the ability to coordinate several projects simultaneously with proven
results, and a "knack" for working successfully with diverse groups of people
eliciting their trust and confidence.
willing to travel, able to communicate effectively, and confident that the
pattern of success that has characterized my past will lead me to greater

I am performance-oriented, mature,

Mr. » 1f you feel that my objectives and qualifications may
be compatible with your firm's opportunities and needs, please contact me to
arrange a meeting that could be to our mutual benefit. I shall hope to hear

Sincerely,

James L. Lydon

Copyright © 1975 by the President and Fellows of Harvard College. Harvard Business School case

9-476-01.

Assignment 2

Jim Lydon, for example, after going through an ex-
tensive self-assessment process, decided to focus his
Jjob search on real estate and banking. He signed up
for twelve interviews offered by his campus place-
ment office, and in addition decided to write to thir-
teen banks and twelve real estate firms.
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Assume that you are Jim Lydon’s roommate and
that before sending out his letters, he has asked you
to critique his cover letter (see above). What is the
paragraph by paragraph structure he has used? How
would you respond to Jim? What suggestions would
you make? What predictions would you make?
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Appendix to Chapter 26: Making Contact

19.

20.

21.

22,

Sources of Information on Developing Job Opportunities

CAREER STRATEGY/JOB HUNTING

. Beatty, Richard H. The Complete Job Search Book. New

York: Wiley, 1988.

. Bolles, Richard Nelson. What Color is Your Parachute?:

A Practical Manual for Job-Hunters & Career Changers.
Berkeley, CA: Ten Speed Press, 1990.

. Bostwick, Burdette E. How To Find The Job You've

Always Wanted, 2nd ed. New York: Wiley, 1982.
Bronstein, Eugene, and Robert D. Hisrich. The MBA
Career: Moving on the Fast‘Track to Success. Woodbury,
NY: Barron’s Educational Series, 1983.

Burack, Elmer H., and Nicholas J. Mathys. Career
Management in Organizations: A Practical Human
Resource Planning Approach. Lake Forest, IL: Brace-
Park Press.

. Clawson, James G., and David D. Ward. An MBA’s

Guide To Self-Assessment & Career Development.
Englewood Cliffs, NJ: Prentice Hall, 1986.

. Cohen, William A. The Executive’s Guide to Finding a

Superior Job, rev. ed. New York: American Manage-
ment Associations, 1983.

. Crystal, John C., and Richard N. Bolles. Where Do I

Go From Here With My Life? New York, NY: The
Seabury Press, 1974.

Houze, William C. Career Veer: How to Position Yourself
Jor a Prosperous Future. New York: McGraw-Hill, 1985.

10

11.

12.

13.

14.

15.

16.

17.

18.

. Jelinek, Mariann. Career Management: For the Individual
and the Organization. Chicago, IL: St. Clair Press, 1979.
Leape, Martha P. The Harvard Guide to Careers. Cam-
bridge, MA: Harvard University Press, 1983.
Lewis, William and Carol Milano. Profitable Careers
in Nonprofit. New York: Wiley, 1987.

Lewis, William and Nancy Schuman. Fast-track
Careers: A Guide to the Highest-Paying Jobs. New York:
Wiley, 1987.

Morgan, Marilyn A. Managing Career Development. New
York, NY: D. Van Nostrand Company, 1980, p. 285.
O’Brien, Mark. The MBA Answer Book: A Career Guide
for the Person Who Means Business. Englewood Cliffs,
NJ: Prentice Hall, 1984.

Petras, Kathryn and Ross Petras. The Only Job-Hunting
Guide You'll Ever Need: The Most Comprehensive Guide
Jor Job Hunters and Career Switchers. New York:
Poseidon Press, 1989.

Rust, H. Lee, Job Search: The Complete Manual for
Jobseekers. New York, NY: AMACOM, A Division of
American Management Associations, 1979. p. 258.
Stumpf, Stephen A., Ph.D. Choosing A Career in
Business. New York, NY: Simon & Schuster, Inc., 1984.

RESUMES AND COVER LETTERS

Allen, Jeffrey G. The Complete Q & A Job Interview Book.
New York: Wiley, 1988.

Beatty, Richard H. The Perfect Cover Letter. New York:
Wiley, 1989.

Beatty, Richard H. The Resume Kit. New York: Wiley,
1984.

Bostwick, Burdette E. Resume Writing: A Comprehen-
sive How-To-Do-It Guide, 3rd ed. New York: Wiley,
1985.

23.

24.

25.

26.

Fear, Richard A. The Evaluation Interview, 3rd ed. New
York: McGraw-Hill, 1984.

Foxman, Loretta D. The Executive Resume Book. New
York: Wiley, 1989.

Holtz, Herman. Beyond The Resume: How to Land the
Job You Want. New York: McGraw-Hill, 1984.
Linkemer, Bobbi. How to Write an Effective Resume.
New York, NY: AMACOM, 1987.

Compiled by Henry Wingate, Darden School Librarian, and James G. Clawson.
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INTERVIEWS

27. Hellman, Paul. Ready, Aim, You’re Hired!: How to Job-
Interview Successfully Anytime, Anywhere with Anyone.
New York, NY: AMACOM, 1986.

28. Medley, H. Anthony. Sweaty Palms: The Neglected Art
of Being Interviewed. Berkeley, CA: Ten Speed Press,
1984.

29. Moffatt, Thomas L. Selection Interviewing for Managers.
New York, NY: Harper & Row, 1979.

30. Ryckman, W. G. How to Pass the Employment Interview
(with flying colors). Homewood, IL: Dow Jones-Irwin,
1982.

31. Yate, Martin John. Knock’em Dead: With Great Answers
to Tough Interview Questions. New and Expanded Edi-
tion. Boston: B. Adams, 1987.

EXECUTIVE RECRUITING SEARCH FIRMS

These selected sources provide information about
executive recruiting search firms, commonly called
recruiters or headhunters. They are frequently re-
tained and paid by employers. Their job is to find
qualified candidates for specific positions their
clients have available. Recruiters do not hire peo-
ple; they only recommend them to their clients. The
two professional associations to which recruiters
belong are: ’

Association of Executive Search Consultants (AESG), 17
Sherwood Place, Greenwich, CT 06830. (203)
661-6606.

Association of Consulting Management Engineers
(ACME), 230 Park Avenue, New York, NY 10169.
(212) 697-9693

32. Cole, Kenneth J. The Headhunter Strategy: How to Make
it Work for You. New York: Wiley, 1985.

33. Cox, Allan J. Confessions of a Corporate Headhunter.
Richmond Hill, Ontario, Canada: Simon & Schuster
of Canada, Ltd., 1973.

34. Directory of Executive Recruiters. (Annual.) Fitzwilliam,
NH; Consultants News.

35. The Executive Grapevine: Retainer Search. New York: Ex-
ecutive Grapevine, 1986.

36. Freedman, Howard S. How To Get a Headhunter to Call.
New York: Wiley, 1986.

37. Hickson, Jacqueline M. The Executive Grapevine: Con-
tingency/Retainer Search. New York: Executive
Grapevine, 1986.

38. Perry, Robert H. How to Answer a Headhunter’s Call:
A Complete Guide to Executive Search. New York: NY:
AMACOM Book Division, 1984.

39. Taylor, A. Robert. How to Select and Use An Executive
Search Firm. New York: McGraw-Hill, 1982.

SALARIES

40. The American Almanac of Jobs and Salaries. New York,
NY: Avon, 1988.

41. Executive Compensation. (Annual.) Princeton, NJ: Sib-
son & Co.

42. Executive Compensation. (Biennial.) New York, Finan-
cial Executives Institute.

43. Harrop, David. America’s Paychecks: Who Makes What.
New York: Facts On File, 1980.

44. Kennedy, Marilyn Moats. Salary Strategies: Everything
You Need to Know to Get the Salary You Want. New York,
NY: Rawson, Wade, 1982.

45. Krefetz, Gerald and Philip Gittelman. The Book of In-
comes. New York: Holt, Rinehart, and Winston, 1982.

46. National Survey of Professional, Administrative, Technical
and Clerical Pay. Private nonservice industries.
Washington, DC: U.S. Bureau of Labor Statistics,
1989.

47. Top Executive Compensation. (Biennial) New York: Con-
ference Board.

INTERNATIONAL EMPLOYMENT

48. Aluick, June L. Looking for Employment in Foreign Coun-
tries, 7th ed. New York: World Trade Academy Press,
1985.
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49. Directory of American Firms Operating in Foreign Coun-
tries. New York: Simon & Schuster, 1988.
50. Indexes of Living Costs Abroad and Quarters Allowances.
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51.

52.

56.

57.

58.

59.

60.

61.

62.

63.

64.

65.

66.

76.

77.

78.

(Quarterly, with annual summary.) Washington, DC:
U.S. Department of State.

Kocher, Eric. International Jobs: Where They Are, How
To Get Them: A Handbook for Over 500 Career Oppor-
tunities Around The World, revised ed. Reading, MA:
Addison-Wesley Publishing Company, 1984.
Plave, Mitchell, ed. Internships and Careers in Interna-
tional Affairs, 2nd ed. New York: United Nations
Association of the United States of America, 1984.

53.

54.

55.

Powell, James N. The Prentice Hall Global Employment
Guide. Englewood Cliffs, NJ: Prentice Hall, 1983.
Schuman, Howard. Making It Abroad: The International
Job Hunting Guide. New York: Wiley, 1988.

Win, David. International Careers: An Insider’s Guide:
Where to Find Them, How to Build Them. Charlotte, VT:
Williamson Publishing, 1987.

ESPECIALLY FOR WOMEN

Cannie, Joan Koob, The Woman’s Guide to Management
Success: How to Win Power in the Real Organizational
World. Englewood Cliffs, NJ: Prentice Hall, Inc., 1979.
Career Opportunities Series for Women. New York, NY:
Catalyst, Inc.

Fuchs, Lawrence H. Family Matters. New York, NY:
Warner Paperback Library, 1972.

Gallese, Liz Roman. Women Like Us. New York, NY:
William Morrow and Company, Inc., 1985.
Gilligan, Carol. In a Different Voice. Cambridge, MA:
Harvard University Press, 1982.

Harragan, Betty Lehan. Games Mother Never Taught
You. New York, NY: Warner Books, Inc., 1977.
Hennig, Margaret and Anne Jardim. The Managerial
Woman. New York, NY: Pocket Books, 1976.
Josefowitz, Natasha, Paths to Power: A Woman’s Guide
from First Job to Top Executive. Reading, MA: Addison-
Wesley Publishing Company, 1980.

Kanter, Rosabeth Moss. Men and Women of the Corpora-
tion. New York, NY: Basic Books, Inc., 1977.
Landau, Suzanne, and Geoffrey Bailey. The Landau
Strategy: How Working Women Win Top Jobs. New York:
C. N. Potter, 1980.

The staff of Catalyst. Making the Most of Your First Job.
New York: Putnam, 1981.

67.

68.

- 69.

70.

71.

72.

73.

74.

75.

The editors of Catalyst; foreword by Sylvia Porter.
Marketing Yourself: The Catalyst Women'’s Guide to Suc-
cessful Resumes and Interviews. New York: Putnam,
1980.

Moore, Lynda L. Not as Far as You Think. Lexington,
MA: Lexington Books, 1986.

Neugarten, Dail Ann, and Jay M. Shafritz. Sexuality
in Organizations. Oak Park, IL: Moore Publishing
Company, Inc., 1980.

Rice, F. Philip. A Working Mother’s Guide to Child
Development. Englewood Cliffs, NJ: Prentice Hall,
1979.

Stead, Bette Ann. Women in Management. Englewood
Cliffs, NJ: Prentice Hall, 1978.

Westoff, Leslie Aldridge. Corporate Romance. New
York, NY: Times Books, 1985.

Williams, Marcille Gray. The New Executive Woman.:
A Guide to Business Success. New York, NY: First Men-
tor Printing, 1978.

The Working Woman Report: Succeeding in Business in
the '80s, by the editors of Working Woman. New
York, NY: Simon and Schuster, 1984.

Zeitz, Baila and Lorraine Dusky. The Best Companies
for Women. New York: Simon and Schuster, 1988.

DUAL CAREER FAMILIES

Brothers, Joyce. The Successful Woman: How You Can
Have A Career, A Husband, and a Family—and not feel
guilty about it. New York: Simon and Schuster, 1988.

Gilbert, Lucia Albino. Men in Dual-Career Families:
Current Realities and Future Prospects. Hillsdale, NJ: L.
Erlbaum Associates, 1985.

Gilbert, Lucia A. Sharing it all: The Rewards and Strug-
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gles of Two-Career Families. New York, NY: Plenum
Press, 1988.

Magid, Renee Y., and Nancy E. Fleming. When Mother
and Fathers work: Creative Strategies for Balancing Career
and Family. New York, NY: AMACOM, 1987.
Sekaran, Uma. Dual-Career Families. San Francisco,
CA: Josey-Bass, 1986.



81.

82.
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84.

85.

89.

90.

91.

92.

96.

97.

98.

99.

103.

SELF, FAMILY, AND WORK

Cooper, Cary L. Executive Families Under Stress.
Englewood Cliffs, NJ: Prentice Hall, 1981.

Derr, C. Brooklyn. Work, Family, and the Career: New
Frontiers in Theory and Research. New York, NY:
Praeger Publishing, 1980.

Evans, Paul, and Fernando Bartolome. Must Success
Cost So Much?. New York, NY: Basic Books, 1981.
Greiff, Barrie S., M.D. and Preston K. Munter, M.D.
Tradeoffs: Executive, Family and Organizational Life. New
York, NY: The New American Library, Inc., 1980.

Korman, Abraham K., with Rhoda W. Korman. Career

Success/Personal Failure. Englewood Cliffs, NJ: Pren-
tice Hall, 1980.

86. Lee, Mary Dean, and Rabindra N. Kanungo. Manage-
ment of Work and Personal Life. New York, NY: Praeger,
1984.

87. Machlowitz, Marilyn, Ph.D. Workaholics: Living with
them, Working with them. Reading, MA: Addison-
Wesley, 1980.

88. Marrow, Alfred J. The Failure of Success. New York, NY:
AMACOM, 1972.

PLACEMENT DIRECTORIES

Careers and the MBA. (Annual.) Boston: Harvard Stu-
dent Publications Board, Graduate School of
Business Administration, Harvard University.
Krantz, Les. The Jobs Rated Almanac: 250 Jobs: Ranks
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