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Hiring Knowledge Workers . . .
“Hiring the right people means the difference
between success and faiure. It’s not enough to hire
‘good enough’ . . . you need to hire the best, and
nobody knows more than Johanna Rothman about
that. This clear and comprehensive book joins Peopleware and The Mythical Man Month as must-reads
for technical managers.”
—Joel Spolsky
Founder, Fog Creek Software
“Rothman lays out the tasks and the issues, then
addresses actual situations that might arise. She
covers the entire subject thoroughly. . . .
“If you are a hiring manager in a high-tech field,
you must read this book.”
—Richard Mateosian
IEEE Micro
“If you are involved in any way with hiring techies,
you need this book—not just as a one-time read, but
as one you will refer to repeatedly.”
—Earl A. Everett, Director of Engineering, Vauban
Advanced Technologies, posted on Amazon.com
“I’m not aware of any other book like this. It’s a
humane, yet tough-minded approach to hiring.
Any technical manager who wants to hire well will
be thankful for it.”
—James Bach
CEO, Satisfice, Inc.
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decisive rejection • and more.
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