
The October 2004 issue of Chicago magazine 

featured the results of a survey conducted in 

partnership with MRA — The Management

Association, a nonprofit employers’ group.  MRA

developed two surveys to provide the criteria for

judging and the result was a company score and an

employee score.  These were weighed equally and

added together to determine a final total score 

and ranking.  

As listed in Chicago magazine, the top 25 places to

work in Chicago are:

1. DDB Chicago
2. Chubb Insurance
3. Trading Technologies International
4. Weber Shandwick
5. Allstate Insurance Company
6. Lettuce Entertain You Enterprises
7. Schiff Hardin
8. CareerBuilder.com
9. Children’s Memorial Hospital

10. Northwest Community Healthcare
11. Winston & Strawn
12. Foote Cone & Belding
13. CDW Corporation
14. Dade Behring
15. Jones Lang LaSalle
16. Kanbay International
17. Draft
18. William Blair & Company
19. ASAP Software
20. USG Corporation
21. Volkswagon Credit
22. Equity Office Properties Trust
23. Abbott Laboratories
24. Deloitte & Touche
25. First Midwest Bank
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BLOOM, GROSS & ASSOCIATES PARTICIPATES
IN 2004 NATIONAL BLACK PUBLIC RELATIONS SOCIETY CONFERENCE
This year, Chicago hosted the national conference of the Black Public Relations Society (BPRS), which is being cited as the most successful 

conference in the group’s history.  With more than 300 participants, BG&A joined an impressive roster of corporate and PR agency supporters

and participants at the weekend-long event, from September 30 to October 3. 

BG&A met with a steady flow of new and not-so-new industry professionals during the well-attended Career Fair.  The Fair successfully opened

up avenues for diversity candidates to engage in informational exchange with potential employers and resources such as BG&A.

An impressive schedule of workshops included a discussion among several of the largest national and international PR agencies on “Measuring

the March Towards Real Diversity in PR” — and BG&A’s Tina Dugas was the only executive search professional to participate on this 

distinguished panel!  The lively session has triggered ongoing dialog and a call to action by several panel participants in cooperation with BPRS.

in Chicago
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Getting Good People

Denise Bell

In a quote from an interview used in the book,

Women Don’t Ask:  Negotiation and the Gender

Divide, Becky, a journalist says:  “When I go into a

negotiation...I think about maintaining that relation-

ship before I think about my own [needs] really.”

Helena, an advertising executive says: “I’m better at

asking for other people, and I can be really

direct...but not so much for myself.”

Sentiments like these prompted Linda Babcock, a

professor of economics at Carnegie Mellon

University, to co-author Women Don’t Ask with Sara

Laschever.  Some of the other findings they offer up

in this informative book are:

• In surveys, 2.5 times more women than men said 

they feel “a great deal of apprehension” about 

negotiating.

• Men initiate negotiations about four times as 

often as women.

• When asked to pick metaphors for the process of 

negotiating, men picked “winning a ballgame” 

and a “wrestling match,” while women picked 

“going to the dentist.”

• Women are more pessimistic about how much is 

available when they do negotiate and so they 

typically ask for and get less when they do 

negotiate — on average, 30 percent less than men.

• 20 percent of adult women (22 million people) say 

they never negotiate at all, even though they often

recognize negotiation as appropriate and even 

necessary.

As an economist, Babcock is concerned about how

these attitudes affect women financially.  She con-

cludes that women suffer when they don’t negotiate.

• By not negotiating a first salary, an individual 

stands to lose more than $500,000 by age 60 — and 

men are more than four times as likely as women to 

negotiate a first salary.

• Women who consistently negotiate their salary 

increases earn at least $1 million more during their

careers than women who don’t.

Babcock explains that women have lower expecta-

tions and lack knowledge of their worth.  She cites

that women report salary expectations between 3

and 32 percent lower than those of men for the same

job while men expect to earn 13 percent more than

women during their first year of full-time work and

32 percent more at their career peaks.

For more information on this topic and the book

Women Don’t Ask, please refer to their website at

www.womendontask.com.

One of the biggest challenges facing corporations

today is retaining good people, especially the high

potentials or “stars.”  Contrary to popular belief, 

executive search firms are not happy to see the high

turnover rates experienced by many companies...

especially our clients.  As we search for potential hires,

we are always asked about the culture and growth

opportunities at our client companies.  We are also

asked if the company has a high turnover rate and, if

so, why.  We have a tough sell on our hands when

prospective candidates have heard rumors about

high-turnover at a client company.  It is not the intent

of employees to job hop. They want to find a 

company where they can stay and grow professionally

over time.  They want to be engaged and be excited

about coming to work.

So, why is there so much turnover these days?  Well,

Beverly Kaye and Sharon Jordan-Evans say that, in the

case of top talent, you have to love them or lose them.

In their second edition of Love ‘Em or Lose ‘Em: Getting

Good People to Stay, they encourage and show busy

managers how to become retention focused.

Managers must be proactive about keeping their 

talent or they will find their employees being enticed

away.  Love ‘Em or Lose ‘Em is a handy guide that 

provides an “A to Z” approach for managers to follow.

The book provides 26 strategies, one for each letter of

the alphabet.  Here are a few key strategies for 

managers to consider:

• Run the Numbers.  Knowing the cost of losing 

and replacing good employees is sometimes 

the best incentive to do what is necessary to 

keep them.

• Ask your direct reports what it will take to keep 

them long term.  Find out what part of work 

they enjoy and what expectations they have of 

themselves and of the job.

• Understand what is important to them with 

respect to career development but also 

work/life balance.

• Treat your employees with Dignity.  Recognize 

each person’s unique qualities and show respect.  

Talented people seldom tolerate disrespect.

• Try to Enrich the work load of your employees.  

Shake up the routine a bit.  Provide opportunities 

to help your direct reports build a variety of skills 

that are important to building a career at your 

company.

• Discuss your enrichment plans with your 

employees and work together to set career Goals.  

Discuss career options at your company.  

Recruiters often hear candidates praise previous 

bosses who proactively “developed their people.”

• Link junior employees with more senior 

employees.  Offer to arrange a lunch or a meeting 

with a person in the company that your direct 

report admires or aspires to be like.  This allows the

employee to gain exposure as well as gain career 

advice.

• Even better, consider establishing a Mentoring 

system within your organization.  This allows 

employees a longer term avenue to gain critical on 

the job and career advice within your organization.

• Recognize and Reward employees in creative ways 

to show your appreciation for their hard work and 

dedication to your organization.

• Got Information?  Share it.  Employees at all levels 

want to feel like they are part of the organization, 

not outsiders looking in.  Employees should hear 

company news, good or bad, before it hits the 

newspapers.  Host quarterly “pep rallies” to share 

the latest company news with all employees.  

Include information on financials, new product or 

service launches, and major business goals.  

Employees are the biggest cheerleaders when they 

feel like they are part of the team.

• Given that we spend a lot of time at work, be sure 

to provide opportunities for Kicks.  When the 

workplace is enjoyable in addition to providing a 

good challenge, good people will surely unpack 

their bags and stay awhile.

Managers must be

proactive about 

keeping their talent

or they will find their

employees being

enticed away. 

by Denise Bell
TO STAY Women

AS NEGOTIATORS
Women who 

consistently negotiate

their salary increases 

earn at least 

$1 million 
more during their 

careers than women 

who don’t.


