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The Ar t of Scr impin - a Job Seeking Pr imer  for  Networking 
By Ananda Chakravar ty 

 
Are you a networker or a job board junkie when it comes to your job search? 
 
Most people are a combination of the two.  Most also revert to other sources, such as recruiters and agencies to help 
them in their job search.  Some return to the classifieds for finding a job. 
 
The job search is a long and arduous process - especially in economic slowdowns.  Unfortunately, there are too 
many people out there that coming from a fulfilling career suddenly get thrown out into the jungle with limited job 
searching skills.  Although these people are bright, talented, and capable, they have not searched for a job for the last 
5-10 years.  They are not prepared for the full-time tasks that a job search really requires. 
 
In many cases, the job seeker is not even clear about what course of action they should take, what is the most 
appropriate type of job to be looking for, or even what kind of company culture they would like to be a part of.  This 
is true regardless of your background, experience, or motives in the job search.  You're usually not in know about 
exactly what you want.  In times of recession, even if you know about your specific field of interest, it's hard to find 
those jobs that are directly in-line with what you want to do.  What kinds of options do you turn to then? 
 
The job seeker faces a rough uphill climb.  Don't let anyone fool you into believing that just posting a few resumes 
on the internet, answering a few ads in the paper, or targeting a recruiter or two will give you a job in a reasonable, 
comfortable time period.  The most avid and successful job seekers are those who develop a Job Campaign and 
proceed to systematically evaluate job options, target specific companies, find people in those companies, and 
proceed to implement a strategic plan of convincing those people that they have the skills to be successful there in a 
valid position that may not even exist yet. 
 
Let me begin with statistics.  Over the course of the last few months, over 9 million people were out of work in the 
U.S.  Unemployment was near it's 10 year highs of over 6%.  The job market, specifically in high growth and 
emerging sectors where jobs are found most, such as high technology, was down, and finally, employers were 
disenchanted with hiring and took conservative decisions to hold on to what they had and keep employee growth to 
their minimums.  Employee turnover in U.S. was shown as over 4 million people hired in June 2003 and over 4 
million separations in the same time period of one month.  August 2003 was one of the worst months, particularly in 
the northeastern U.S. with the regional market shedding over 93,000 jobs.  That's 93,000 new competitors for you in 
the market.  Competitors for the same jobs that you would be applying to. 
 
Now, let's move into something a bit more tangible and direct.  Your personal job search to date.  If you've been 
seeking those jobs you've used the most common tactics.  Networking, Job Boards, Recruiters, Advertisements, 
Cold Calling, and others.  None of these methods seem to be working.  You aren't even sure why.  You've put hours 
of energy drafting up a wonderful piece of literature about yourself - your resume, but no one seems to care about 
your achievements - at least not enough to call you in for an interview.  The questions you need to ask yourself 
include the following: 
 

S Are you really Searching for a job? 
K Do you know what Kind of job you are searching for? 
R Are you searching in the Right places? 
M Are you using a proper Method in your search? 
P How well are you Performing in your job search? 
N What will you do Next in your search? 

 
This is called the SKRMPN (pronounced scrimpin) methodology that validates your search and gives you a balance 
sheet or snapshot of your job search.  It is a highly effective way to determine where you are going wrong and helps 
to organize your job campaign. 
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Let's start with the first item - Are you really Searching for a job? 
This is an extremely good question.  A successful job seeker converts their time schedule into placing the job search 
as a full time job.  On average, the successful job seeker logs 35 hours per week in their job search.  Most of this 
time is spent in various modes of the job search from logging their network contacts to building a portfolio of 
companies they want to target.  It's basically a selling process.  You are trying to find a buyer for your services, 
hence you are the seller selling to an employer.  Determining whether you are putting enough time into your job 
search is a key factor in finding a job quickly.  Most people who are out of work have a difficult time re-adjusting 
their lifestyles to focus on the job campaign. 
 
Beginning with this first step, find out whether you are putting in 35 hours per week.  Determine whether you are 
actually looking for a specific job, or are willing to take anything that comes your way.  Putting your objectives in 
the job search in writing or in a file is an excellent way to validate that you have a reasonable goal in your search.  
When you have an understanding that you are indeed in the job market, not just collecting unemployment checks 
and loafing about the house, then you will be that much closer to returning to the workforce. 
 
Kind of Job 
Item number two is the kind of job you are seeking.  The first aspect of this is your personal skills and expertise.  
Many people see many different options when the exit and then reenter the workforce.  They may have skills that 
vary or are interested in transitioning at this point in time.  Members of the workforce change jobs and fields of 
work an average of 9.5 times in their lifetime based on NLS (National Longitudinal Studies - Bureau of Labor 
Statistics) studies.  This means an average 35 year old worker will have already have gone through eight different 
full time positions in completely different fields and completely different types of work.  Especially when it comes 
to technical fields, where job descriptions change overnight to match the pace of technology, there is a high turnover 
rate with a new job almost every 3 years.  The national turnover rate is approximately 3.9 years.  These rates may or 
may not be related to earlier jobs held in the recent internet boom and bust cycle that caused many individuals to 
pack in their technical expertise and invest energy and time into a new field of work.  Retraining and redevelopment 
of your skill set and capabilities provide you with new opportunities. 
 
The second aspect of "Kind of work" is your career aspiration.  The Kind of work you are now interested in is 
crucial, especially because based on this specification, you will be assemble the remainder of your search.  Think of 
it as a profit motive statement or a mission/vision statement that describes your future.  A good way to develop this 
is to ask yourself the same question you were asked many years ago - What do you want to be when you grow up?  
Of course, this is only a starting point question.  The Kind of work you want to do can include combinations of 
working multiple jobs, part-time work, telecommuting, internet based work, full-time work, night shift work, etc.  
Determine which of these are right for you and then decide on the specific fields or job positions that fit into this 
structure.  Again, writing this down will help you collect your thoughts later and validate your search effort. 
 
Right Places 
Are you seeking a job in the right places?  Did you know that if you are posting your resume on a website that 
millions of others have already done the same (yes, that's millions of people who have personal websites with 
resumes, achievements, sample work, etc.)  If you are using an internet board site, did you know that you have over 
1 million unique visitors a day to any one particular site?  Over 800,000 (supposedly) current jobs are posted on the 
leading job board which comprises about 10-20% of the market.  Internet boards have a job posting issued and 
within a few seconds, the job description and details of the position has already been emailed by job search engines 
and automated agents to tens of thousands of your competitors.  Did you know that this information is then 
disseminated across the internet in a matter of minutes.  Over 100,000 replies to the job posting are received within a 
week with resumes attached.  Over 75% of these applicants are immediately discarded through automated job search 
systems.  The remaining applicants resumes are funneled into a database storehouse and sorted into various 
categorizations.  Automated computer software slices and dices your resumes and sends out thousands of them to 
the appropriate hiring managers within various companies.  The hiring managers filter the top 1% of the stack in 
electronic format, skimming through applicants with perfect qualifications for the position and prints out 10 lucky 
winners.  Many times, the computer search engines have specific criteria automatically included that create the 
"perfect" candidates by geographical proximity to their new workplace, years on the job, degrees, and other common 
criteria.  What are your chances to be in that highly filtered pile?  Even if you've sent out resumes thousands of 
times, according to the author of "What Color is Your Parachute", Richard Bolles, you will need over one thousand 
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resumes to be sent in this manner before your resume will be held for further scrutiny - that's even looked at.  After 
that you'll be lucky to get a phone interview. 
 
The right places vary.  Sometimes a job board is an appropriate place to find a position.  Although there is stiff 
competition, jobs are not current or up-to-date, and there is limited likelihood that hiring managers will take it as the 
most effective way to fill high-paying positions, these boards can fill some slots.  They are also becoming more 
effective in filtering and doing their usually slice and dice to make it highly appropriate for the hiring manager.  
However, if your skills aren't almost perfectly matching the needs of the position, don't expect to get more than the 
standard automated reply that makes these job board applications so impersonal. 
 
Other places can be your networking circles.  These have the drawback of not being immediate, requiring extended 
time (weeks or even months), and requiring that you be highly proactive in your search.  You have to push your 
contacts and remind them regularly to help you in your search process.  It's not easy to go back over and over again 
to tell someone that you're looking for a job, especially if they are not good friends and you want to maintain a 
strong relationship in the future.  But sell you must, and by being aggressive and a bit pushy you will continually be 
able to gain advantage from them.  After all, you are searching for the holy grail, while they just have to refer a 
name, call a contact, give you a job lead, or just plain say no.  Being polite helps.  So does strong etiquette and 
professional mannerism.  If you show respect to your sources, they will produce.  It's just a matter of motivating 
your sales force - to sell your services to a new employer. 
 
The right places is critical in your job campaign.  No matter what way you are approaching it.  Knowing that you are 
seeking appropriately with chances of high return are key.  The job boards have low effectiveness unless like a 
marketing campaigner you can put out thousands of these a week, answering thousands of ads.  Automating this 
process may work, but it's problematic in that just as more job seekers use services to send out resumes 
automatically, employers will be doing the exact reverse by filtering more and more until only the select few are 
chosen. 
 
Remember, personal networking provided 70% returns in 2001, and over 86% in the last year.  Almost ALL other 
job search tactics have had dismal results.  Internet job boards had 40% returns in 2001 and less than 1% in the last 
year (Bolles 2002, 3-4% Weddle 2003, 6% Drake-Beam-Morin studies in 2003).  The contrast is conclusive, but 
right places doesn't mean abandoning the method, just realizing that if you do use it, use it appropriately in places 
where returns are more valuable.  For instance, many trade boards that specifically deal with niche job duties such as 
chemical engineering will still be a job board that can provide substantial response by potential employers.  Employ 
proven methods with higher chances of your resume being seen and standing out. 
 
Methods 
Ahh, methodology.  Don't we just love that one.  How do we even have a clue as to whether we are doing the right 
thing when we send out a resume and get a post card in the mail, an email in our inbox, or a polite "Your 
qualifications were impressive amongst many applicants, but we have chosen the individual most suited to the 
position" replies over the phone?  Well, it certainly is not easy.  However, may I suggest you return to taking a look 
at how you are conducting your job search.  Ask yourself this question - For every piece of mail, email, phone call, 
or medium I communicate in, do I follow up with another one just to check on the first?  This is a key factor in 
decision making.  I call it the 1-2 punch.  For everything you send you have to follow it up to check on it. 
 
Just as every action has an equal and opposite reaction, every communication has an equal and opposite 
communication.  It's sort of a request and response for you web hacks out there.  Although, I must say, it's usually a 
one way mode of communication.  You send something to them and it disappears.  They send something back that 
was written in the ice ages and has never been modified or updated, or if it has only because it can be automated.  
When using the 1-2 punch, you'll be sending your resume and cover letter through an individual or through a referral 
of some sort (if networking), posting to a site or similar, or doing pre-qualification interviews with a recruiter.  In 
most cases, you'll have no idea what's going on with your resume, whether your prospective employer even looked 
at.  Here is where methodology matters.  When you are involved in personal networking, you have to follow-up on 
everything. 
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You sent a cover letter and resume based on a tip from a friend to Mr. John Doe, an officer in Ideal Company.  Ideal 
has over 10 applicants with adequate qualifications for this position, but they want the perfect match.  You have the 
exact skills to fill the slot and you are eager to do so.  There are two scenarios that play out here.  Someone else on 
the short list calls and asks about his resume status, where it is, who has been looking at it, etc.  It may sound a bit 
rude or even intrusive, but some employers take a different stance.  It displays further interest in the company and 
the ability to take initiative.  In many cases it is a form of testing your skills.  If you don't follow-through and make 
that phone call and send that email letter, they'll think that you might have the skills, but you won't be filling the role 
appropriately when you take the job.  Following up on every contact makes sense.  It keeps you at the forefront, on 
top of the heap, and in the mind of the hiring manager(s). 
 
Of course, this is still not an easy process.  You will many times not find what you are seeking.  You won't find out 
why they didn't hire you or why they thought someone else was better, or what aspect of your rseume didn't fit 
properly or what skills were inappropriate.  You just won't know.  And guess what, they usually won't tell. 
 
However, if you are persistent, if you follow the 1-2 punch, you might just get lucky.  You might be able to 
convince them to at least discuss why they didn't hire you and open up someone in their HR department or if you 
went through your personal network, what qualifications they were really looking for.  You never know exactly 
what methods are always effective. 
 
Now that you have some ideas about the 1-2 punch, let me introduce to you a powerful technique in job hunting.  
I've coined the term a Pincer  Attack after the classic pincer movement used by generals and infantry commanders.  
This is a powerful technique used by effective job seekers.  Perhaps a small example of how it works in a reasonable 
context would be appropriate. 
 
Let's take the example of Alex Sherman.  Alex was seeking a position at Mega Opportunities Corporation (MOC) in 
an accounting role.  In her job search, she researched the industry and tracked her personal network through using a 
software tool to keep on top of most of her contacts, people she knew, opportunities, and her resumes and cover 
letters.  This organizational part of her job search was critical to making sure she would be seen by potential hiring 
managers.  She knew that she would be able to track down exactly the people she would have to interact with to find 
her position. 
 
So Alex called up a friend who told her that her brother-in-law worked at MOC.  Her friend put her in contact with 
her brother in-law, who then gave her the name of someone in the accounting department at MOC who happened to 
be a manager there.  Alex had to keep track of all these contacts and diligently filled in the contact names, phone 
numbers, and the interactions with her contacts.  These kept her on top of who she had been involved with.  As Alex 
was following numerous job leads at once, being able to recall exactly who she knew at a company, when she called 
them last, and what she discussed was important in being able to put together a good pitch to potential hiring 
managers.  Alex contacted James Harrison at MOC in the accounting department, announced that she was referred 
by so-and-so, and had a chance to send James a copy of her resume for a possible position opportunity.  She made 
sure to note down what resume and cover letter she sent to James as she had customized both documents specifically 
for this company. 
 
Alex then decided to try out the Pincer Attack.  She called up HR at the company, asked what jobs were available in 
Accounting, and tried to squeeze them from the standard HR route.  Of course, HR was reluctant to give position 
names, so they referred her to their web site and told her to send an email to a specific email address instead.  She 
went ahead with that routine, found no accounting positions, but decided she would submit a resume through email 
anyhow - but after she tried a different method - informational interviewing first. 
 
Alex continued to put another spear in the Pincer Attack by trying to find out who were some of the top people at 
MOC.  She began by talking with her friend's brother-in-law to get a few names and cautionary words about 
approaching the company controller.  She then went ahead and contacted the controller's office and asked his 
secretary for a chance to speak with the Controller, Matthew Gorham.  His secretary patched Alex into Matthew's 
voicemail.  Alex left a short, succinct message indicating that she was interested in meeting with the controller to 
find out more about the task of working in a corporate position and left some possible dates to meet for about 15-20 
minutes of time to find out more about the job of a corporate controller.  Alex was careful not to introduce words 



 

© 2003 Ananda Chakravarty.  All Rights Reserved. 

that suggested she was seeking a job there.  She knew that she would have a small time window to schedule this so 
that it didn't look like she was just trying to find a job at MOC.  Matthew was kind enough to talk with Alex about 
the possibilities of a job working there and after a short interview discussing the basic job functions of the controller, 
left for a board meeting he was required to attend.  Alex immediately followed up with a thank you letter. 
 
At this point, Alex sent in the resume to HR, called James to check on the status of her previous application and to 
see if James had a chance to go over it, had questions, wanted to schedule an interview, or needed further 
information.  James was unavailable, so Alex left a voicemail with her name, purpose, and phone number.  Alex also 
sent a short note to Matthew Gorham stating that she was so excited by the interview, that she would like an 
opportunity to work at MOC.  Specifically, she mentioned that the conversation with Matthew was the turning point 
in defining that the culture and possible job openings at MOC were in line with her needs.  She mentioned that she 
was applying through HR and thanked Matthew again.  This was especially important as it established an 
"ownership" effect over Matthew who through his conversation with Alex had either inadvertently or intentionally 
influenced Alex that it was a job that she would be interested in.  Matthew would most likely have a slight bias 
towards Alex more than any other applicant that was seeking a position at MOC to work under him.  Alex also 
showed that she could take initiative, handle phone calls, speak professionally, and maintain a personal touch with 
the gratitude shown in a thank you letter.  All these work for Alex in getting a job at MOC. 
 
Alex soon received a phone call for an interview by James' boss regarding possibly coming to work at the company 
for an internal auditor position.  It wasn't exactly what Alex hoped for, but it was a job she could do well and would 
give her plenty of opportunities. 
 
As can be seen here, Alex used a multi-pronged approach, or the Pincer Move to approach the organization and 
specifically the individuals who would be most influential in affecting the outcome of the decision.  The technique 
used three critical people who help to guard the hiring manager.  Although Alex never spoke with the hiring 
manager (in this case, James' boss), she influenced the decision to be selected because more than three people at the 
company knew who she was, knew she was reliable enough to follow-up on her contacts with them, and knew she 
was highly interested in working there.  It was clear that no other candidate, even if fitting a position to the letter, 
would have the people influence that Alex created for herself through this methodology. 
 
Alex contacted three people: 

�  Human Resources 

�  An individual within the department where she wanted to work 

�  A high level officer in the company 
 
The people you may contact doesn't always have to be these three, or at these levels.  The three prong approach, or 
Pincer Attack, put her name in the mind of the hiring manager who was influenced in his decision by hearing about 
Alex through the controller's office, Human Resources, and through his own staff member.  It was a brilliant 
strategy, and on the job battlefield, it won the battle for her to get that interview. 
 
Alex was able to find out more about the company, determine exactly what she wanted in her search, and 
approached the right people.  It doesn't always fit that way, but here is where meticulous recordkeeping, whether on 
paper, in a spreadsheet or through powerful computing software such as CVTracker becomes most useful. 
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Performing 
Performance is all about meeting objectives.  You may still remember your last job.  You had deadlines, milestones, 
goals, and of course, the almighty company objective.  The company had it's vision, your business unit had a 
mission, your boss had a deadline, and you had to meet it.  Well, performance on the job is not so much different 
when compared to performance when searching for a job.  You have to meet specific goals to find that job.  Goal 
setting is one of the most important tasks during a job campaign, especially because it keeps you going, it keeps you 
focused on achieving something, and it keeps your mind off of worrying about why you haven't received any offers 
or haven't gotten enough job interviews for the last eight weeks.  The goal setting process itself helps to define 
exactly what you want to focus on when searching for your job.  Goals you set help you define whether you have to 
ramp up your job searching effort or modify it or tweak it or completely reconstruct it.  It helps you to formulate a 
strategy to set up a daily routine, just as if you are going to work each day, doing something worthwhile and 
valuable.  And guess what, it sometimes even helps to keep your spouse off your back when they complain about 
why you're just loafing around watching the Super Bowl rather than searching for a job.  So to summarize it, the 
performance section of your job campaign is critical to your success in landing a job. 
 
You might then be wondering, exactly what do you have to do to set reasonable goals.  What kinds of goals are there 
that can be set that will help me in a job search.  I generally have no clue what the HR side of a company has done 
with my resume, so I guess that's that.  I 've sent out 100 resumes this week.  I've received "Thanks but no thanks" 
replies from a third of them already.  What kinds of goals do I set for myself, and how do I set them? 
 
Well, just sending out resumes is not the only metric/measurement to work with.  But it is a starting point.  Goals 
and performance can only be based on some kind of quantifiable measurement.  If you have nothing to measure, you 
can't set a threshold - which is in essence what goals are.  Some goals are kind of like success/failure goals.  I was 
able to do this or I wasn't.  In this case you still have the quantifiable true/false measurement, or 0 and 1 (you math 
and engineering folks should understand this concept.)  Let's take a look at what kinds of goals are most important in 
a job search - particularly measurable goals. 
 
Measurable goals are those that can be reasonably measured.  Starting with that, common sense dictates that you 
will have a much easier time measuring your own personal activities rather than those of potential employers.  In 
other words, you know more about what you did than you know about what they did.  This means that goals that 
will be measurable will not be how many people glanced at your resume at the company you applied to, but more 
along the lines of how many times you contacted someone at the company over the last few weeks.  These are more 
tangible guidelines because you can quantify them more easily.  The success/failure of whether your resume 
submission is complete is less effective in your goal setting strategy than the actual number of times you tried to 
send a resume.  It's the effort that counts here, since all you need is one successful interview and you have a job 
offer!  So count your efforts.  Count and measure the contacts you've made, the positions you've researched, the 
companies you've investigated, the number of phone calls, documents sent, people emailed, ads answered, and 
contact follow-ups.  How many times did you use the 1-2 punch?  How many people received your resume and 
cover letter in the last month by email?  How about hard copy versions?  If you can answer these types of questions 
you are well on your way to setting and meeting clear goals about what you have to do each day to find a job.  The 
job search is a job by itself that requires considerable skills that includes ramping up to take advantage of what you 
have learned in the past.  It's also a skill that changes with the times and needs to be relearned often. 
 
Certain software packages and planning kits can help you immensely in setting up goals for yourself, especially if 
you can track exactly what you've done for your job search recently.  However, if you can't figure out if you've been 
meeting any goals, you need to start setting them up now.  A good place to start is to try and remember how often 
you make phone calls each day or how many different companies you've targeted over the last few weeks and write 
it down.  If you have a software tool like CVTracker, enter the data in there.  It'll help you in determining whether 
you are really searching or not as well as how well you're performing with respect to your own goals. 
 
Next 
The last item in the SKRMPN method is what you have to do next.  Let's compare your job search to a marketing 
effort.  You, the owner of a powerful and highly talented workforce (one employee) are ready to bring this 
powerhouse talent into the job market to find a potential customer that can use your services.  These services are 
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unrivalled, except, of course, by your competitors.  After you've set goals for yourself to measure performance, have 
a good idea of what methods you will be using, know that you'll be seeking in diverse and the right places, have a 
solid hold on the kind of job you want, and know that you are going to find a job, what comes next?  Well using this 
method is not simple.  These are all stepping stones to landing the job.  Now you have to execute.  You have to go 
through your background and scrounge up those skills that help you to sell yourself in the marketplace. 
 
This is certainly not the time to be extremely modest.  You have to showcase your talents and capabilities to 
potential employers to sell them your services - otherwise they'll just head over to the next available candidate with 
similar skills (and mind you there are plenty of them out there)  It's a shark-infested market that requires focused 
attention on the search itself. 
 
Determining what comes next returns us back to what Alex had done when she employed a specific method.  She 
used a simple process that helped her in obtaining a job offer.  It wasn't complex, but it was filled with requirements 
and pre-requisites.  Alex had to research the company that she wanted to join before she could search for an 
informational interview contact.  She had to talk with the contact before she could prepare a resume and cover letter.  
She had to prepare the documents before she could send them.  She had to follow-up with her contact before 
requesting an interview.  She had to get an interview before she could get the job offer.  These are most of the 
important steps that come in a personal network based process - vertically, in terms of a single job at a single 
company with maybe a couple of contacts.  Now expand this across many contacts, many possible opportunities, 
many different companies, and then add in a time factor of a few months.  As is well known, the average job seeker 
today can find a job in 3.4 months.  Specific industries (such as tech) take much longer today.  Specific regions 
(such as the northeast and California) also have extended average times due to their reliance on tech.  It's no wonder 
that a job search requires diligence and continued effort in networking, follow-through, and general marketing skills 
- which are not necessarily in the skill sets of most people. 
 
What you have to do next is determined by the steps you define are most important for any particular targeted 
company or job.  It is critical that you target your customer market (just like a huge corporation would), research 
their interests and needs, then move in for the kill.  After that step you can move into establishing contacts at the 
company, determining how to approach potential jobs there (including finding out whether they have or will have 
jobs there) and then a 1-2 Punch or Pincer strategy to find your job there.  We're still in a people based world - no 
matter how many computers there are.  So, it's important to place yourself in a situation where you can meet people 
and expand your networking base.  Communication is the key point here. 
 
This next step is not the easiest to define, and guidelines suggest that it is highly dependent on how you plan on 
working.  Whether you have detail skills and plan to make phone calls every day, writing and sending emails, or 
mixing with people at networking events, you should make sure that you diversify your approach to include all of 
these factors in your job search efforts.  It will make it that much easier, because you are again employing a Pincer 
strategy to networking as a whole.  There are many great books out on how to work your network and how to 
contact, infiltrate (for lack of a better term), and extract your job opportunity from companies of your choice. 
 
Just like a sales automation system, your accompanying software should help you in tracking where you are in the 
sales cycle for a particular position or opportunity, and help you to decide what steps you have to take next with any 
particular job effort.  It will help you multitask, approach more companies, find more contacts, and make more use 
of your core competencies rather than spend them on the job search itself (unless of course you are an executive 
recruiter…) 
 
Well, that's the SKRMPN method in a few words.  The CVTracker software tool is highly conducive to this method 
and will help you in finding a job by helping you organize, track your goals, and put together your strategic plan on 
approaching companies of your choice.  Good luck.  You're job is waiting just around the corner.  May you SKRMP 
with the best of them! 


