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Bonus #1 - Sample Recruiting Ad 

The following Sample Recruiting Ad was created with the People Values’ TOP  
Performance Center.  The ad may seem long, but it’s what attracts TOP Performers.  
 

The TPC website (more info here:  www.TopPerformanceCenter.com) was created  
exclusively for People Value’s clients and they are the only ones that have access to it.  
With the site, you are able to create these important documents for every position in your 
company (in just 30-minutes or so): 
• “Attractive” Recruiting Ads  
• TOP Performance Blueprints (or the Job Descriptions on steroids) 
• New Hire Training Manual Outlines 
• Performance Review & Improvement Forms 

 
 

Remodeling Sales Person – HIRING TODAY!   
 
 

What’s in it For YOU to Work at Sample Company, Inc.: 
(www.SampleCo.com) 
- Established, 8-year-old locally owned business continuing to grow; even in the current 

economy where our competitors are struggling or going out of business 
- Our successful marketing systems provide our sales team qualified leads in the 

_____________ area  
- Supportive, attentive & motivated ownership team available to answer questions & help 

you grow professionally (& personally) 
- Ongoing training to help you become more knowledgeable than 99.9% of the          

salespeople our competitors employ 
- Awesome compensation, a company vehicle, health benefits and more 
 

Compensation & Benefits: 
$40K to $80K+ per year (depending on experience & performance) 
Benefits:  Health, vision and dental care, 401K, company vehicle and more 
 
 
NOTE: If all of this sounds good so far, finish reading this entire ad… then follow the 3-
step directions at the end to apply today! 
 

 
Goals & Objectives of the Position: 
1. Salesperson will be responsible for prospecting and lead generation that maintains a 

$1.6 million pipeline of work 
2. Salesperson will follow our unique sales process and scripts to generate $400,000 in 

monthly sales 
3. Salesperson will be responsible for maintaining quality of customer database using  

Microsoft Dynamics CRM software 
4. Salesperson will be responsible for customer follow up calls before, during, and after 

the sale 
5. Salesperson will be responsible for documenting professional development activities 

each month 
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Sample Recruiting Ad (cont.)  

Employment Requirements: 
Prior work experience:  Two to five years experience in sales of remodeling    
   projects, using the sales method of listening, not selling. 
Certificates & licenses:  Lead Paint Cert. & Current First Aid card (preferred) 
Skill requirements:  Working knowledge of framing, finish carpentry & all trades  
   as they intertwine on a project 
Physical requirements: Drug & smoke free, ability to move around on a project  
   without any physical aids & active in outdoor activities (preferred) 
Misc. requirements:  Working knowledge of Microsoft software: Dynamics CRM  
   (preferred), Word, Excel, Outlook, and PowerPoint. 
 
 
Another NOTE: If this position still sounds good and you can accomplish (& exceed) the 
goals and objectives above… finish reading this entire ad and follow the 3-step directions 
at the end to apply today! 
 
 

Essential Abilities, Behaviors & Motivators: 
- Communicate - Listen to the client's needs, we're here to help them attain their dream for 

their home 
- Multitask, having the ability to do all the tasks an exceptional sales person does 
- Self starter, working alone in their own home office space at times, work well in a team 

setting. 
- Optimistic, having a positive attitude 
- Helping others without thinking what's in it for them 
- Thinking outside of the box and develop systems that not only make their work easier, 

but make others work easier as well 
 

Working Conditions: 
Hours:  M-F (8 AM to 4 PM) 
Office Location:  City, State 
Environmental conditions: Employee shall drive their own personal clean, reliable  
vehicle from their home to the home of the prospect or client.  Mileage shall be paid      
between projects only, at the federal allowed rates. 
 
 

How to Apply:    
If you can accomplish the goals above and fit the requirements of this position, follow the 
directions below: 
 
Step 1: Reply to this post and write us an e-mail (tomd@sampleco.com). Attach your    

cover letter and resume. 
 
Step 2: Write a short paragraph (a few sentences) on your sales experience and why you 

feel you've been successful. 
 
Step 3: Write a short paragraph (a few sentences) on your compensation history and 

whether you've been in a position where your salary was based on your performance 
before. 
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Bonus #2 - 50 No Or Low-Cost Recruiting Strategies 

The following list comes from this book written by Grant D. Robinson, the President 
of People Values.   

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

To purchase the print version of the book or download it for free, visit:  
https://peoplevalues.com/books/ 

 
 

This section is split up into a few sections.  Here is what they are: 
1. The Best 3 Sources (#1 - #20) 
2. Government Services (#21 - #30) 
3. Other Free Sources (#31 - #35) 
4. “Passive” Paid Strategies (#36 - #45) 
5. More Expensive Paid Strategies (#46 - #50) 
 
It is best to circle the 10+ strategies that you plan to use from now on while  
recruiting.   
 
 

Best 3 Sources 
 

Recruiting (Best) Strategy #1  -  Referrals... 
1     Employees 
2     Clients  
3     Vendors 
4     Candidates 

       5     Family & friends 
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50 No Or Low-Cost Recruiting Strategies (cont.)  

Recruiting (Best) Strategy #1  -  Referrals... 
  
Referrals are perhaps the quickest and easiest way to recruit future employees.  
If you employ and associate with people that fit your culture and their teams, 
odds are they spend their personal time with others who will also fit your  
culture and teams. 
  
On the flip side, those who don’t fit your culture and teams probably hang out 
with others who won’t.  So first of all, you should probably pass on any  
referrals from them.  And secondly, to grow your business and accomplish your 
goals, if you employee any of these people, you should just replace them with 
TOP Performers as soon as possible. 
 

1.   Employees 
 

 Here are some ideas to initiating an employee referral program: 
• Put it in writing and give a copy of the program to all employees. 
• Offer a cash incentive for referrals that are hired and stay with you 

for 90+ days. 
• Make sure your employees know when you are hiring and for 

which position. 
• Provide a quarterly lunch at your business and allow employees to 

invite guests as long as they come with a resume. 
• Plan an open house or picnic and have employees bring friends or 

family members in search of a job. 
 
2.  Clients  
3.  Vendors 

 

Here are some ideas to spark client and vendor referrals: 
• Send out a letter or e-mail to your best clients and vendors and  

personally inform them of your job opening.  Be sure to attach your 
Attractive Recruiting Ad to the email.  You might even find a  
customer or supplier that has always dreamed of working for you 
and was just waiting for the right time. 

• Offer the same cash incentive to your clients and vendors that you 
do your employees. 

• Make signage visible and applications available to the public. 
• Invite your best customers and vendors to your open house and 

urge them to bring a colleague in search of a new position. 
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50 No Or Low-Cost Recruiting Strategies (cont.)  

4.  Candidates 
  

     Here are some ideas to obtain candidate referrals if you have more  
 than one job available: 

• Before the end of every successful interview, ask them if they 
know of anyone else that might be interested in working for your 
company.  Ask for the individual’s phone number and call them 
with the candidate in your office. 

• Offer the same cash incentive to your candidates that you do your 
employees. 

• If you can’t hire the individual at that time, stay in touch by  
inviting them to future company events.  Have them bring others 
interested in a position when one is available. 

 
5.  Family & friends 
 

 Here are ideas to improve the amount of referrals from family &  
 friends: 

• Send an e-mail to your family members and friends describing the 
ideal person for your open position.  If they know of someone, 
bribe them with lunch for the individual’s contact information. 

• These are the people who know your business the best.  By  
inviting friends and family members to your company events, 
you’ll not only get candidate referrals, but perhaps even some  
client referrals. 

 
 

Recruiting (Best) Strategy #2  -  Networking ...      
 
6     Professional memberships & associations  
7     Facebook, LinkedIn, On-line discussion groups (Social Media)
8     Chambers 
9     Trade associations 
10   Religious organizations   
11   Sports clubs – health, golf, tennis, etc. 
12   Companies who are hiring now or have just hired  
13   Organizations who’ve announced cutbacks 
14   Competitors 
15   Businesses you patronize 
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50 No Or Low-Cost Recruiting Strategies (cont.)  

The more people you know, the more networks you have to recruit employees.  
Very similar to referrals, it is just a matter of telling the leadership, members 
and your associates from these groups of your competitive advantage and 
unique job opening.  And better than just letting them know you are hiring and 
telling them about the job, bring copies of the ad for everyone interested.   
 
If you are not a networker yourself, join these groups and have your marketing 
and sales professionals attend the events.  Allow them to sell your organization, 
not only to improve your recruiting efforts, but increase visibility, market  
penetration and sales. 
 
 

6.  Professional Memberships & Associations 
• These include Rotary, BNI, Le Tip, Sir Optimists, peer groups, 

MeetUp.com groups, etc. that you are involved in with other  
entrepreneurs. 

• Call five of your closest colleagues and tell them about your job  
openings.  Ask them if they know of anyone currently searching for a 
new position (everybody does these days). 

 
7. Facebook, LinkedIn, On-line discussion groups (Social Media) 

• Social Media websites have become popular for many busy people.  
They also work great for spreading the word that you are in need of  
another TOP Performer.  After posting your Recruiting Ad (on your  

     website or webboard), send the link to your Social Network.   
• Many executives have joined discussion groups to share and acquire 

successful ideas and strategies.  Post a message on your groups board 
regarding your job opening. 
 

8.  Chambers 
• Many job seekers relocating to your area will call the chamber or visit 

their website.  Let them know about your job openings and send them 
the ad. 

• Ask for permission to pass out flyers or leave them on a table at an  
upcoming chamber event. 

• If your chamber hasn’t yet created a career fair for local high schools, 
become active in the chamber and create one.  If they hold one already, 
sign up for a booth. 
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50 No Or Low-Cost Recruiting Strategies (cont.)  

9.  Trade Associations 
• Most state or national trade associations have job boards to post your 

jobs on. Usually they are free services to members. 
• This is a great way to find employees in your industry looking for a 

change.  Find them through passing out information at the next event, 
including information in the next newsletter, e-mailing and phoning 
colleagues, etc. 

 
10.   Religious Organizations 

• If you are a member of a church, temple, etc., find out if they have  
created their own web board for members; many have. If they don’t 
have a web board, they usually have a bulletin board to post your  
recruiting ad. 

 
11.  Sports Clubs (Health, Golf, Tennis, etc) 

• Use the people who have the same interests as you to help you recruit.  
Network with people at your clubs or post your job opening if they 
provide a service like this. 

 
12.  Companies Who Are Hiring Now (Or Have Just Hired) 

• Scan the classifieds or webboards to find similar organizations that 
have just spent their money to advertise their job openings. Offer to 
purchase their stack of resumes.  Since they have probably already 
hired, they don’t need the resumes any longer. 

• This might sound crazy, but it’s important to remember that unless 
they’ve mastered the skills you’ve learned in this book (& will learn 
more of later), they don’t have the power to recruit or hire TOP  
Performers.  Therefore, you may be purchasing a list of passive job 
seekers just looking for a job.  But then again, you may find a TOP  
Performer that their “instinctive” hiring process failed to catch. 

 
13.  Organizations That Have Announced Cutbacks (Outplacement   
       Firms) 

• When you read or hear about a competitor or local market leading 
company that has been forced to cutback their staff size, contact them.  
If you are looking for a salesperson, contact the sales manager.  If you 
are searching for a manager, contact a C-Level executive.  For other 
positions, contact HR. 

• Send them a copy of your Attractive Recruiting Ad and ask them if 
they know of someone who may fit the job. 



50 No Or Low-Cost Recruiting Strategies (cont.) 

• Most of the companies that have announced cutbacks will also work 
with Outplacement Firms to help their previous employees obtain new 
opportunities. 

 
14.  Your Competitors 

• If you are the leader in your industry, it might not be very difficult to 
attract your competitor’s TOP Performers.  Save their business cards 
and stay in contact with the most productive and profitable employees 
in your market. 

• However, be sure to assess for culture, team and job match before  
hiring.  Just because they have experience in the industry, doesn’t mean 
they will succeed in your job and with your company. 

 
15.  Businesses You Patronize 

• When you are shopping, dining, using a service, etc. and find an  
employee that exceeds your expectations, make sure they know about 
your job opening.  Give them your card and tell them to call when they 
are ready for a new opportunity.  Be sure to ask them for their contact 
information to send them the recruiting ad by email and stay in touch. 

 
 
 
Recruiting (Best) Strategy #3  -  Educational Partnerships… 
 
16    High school (job fairs, counselors, specific teachers, athletic coaches,  
          etc.) 
17    Colleges & universities (professors, deans, job placement centers, etc.) 
18    Trade schools & institutes 
19    Alumni groups 
20    Fraternal organizations 
 
When you think about it, the number one reason students are paying for their 
education is to achieve a job (or career) afterwards.  All of the following 
sources have individuals or departments specifically geared to bring employers 
and their students together. 
 
Some schools, institutes or colleges do a much better job than their counterparts 
at assisting their students and local employers.  Create educational partnership 
with those who remember why their students are actually paying for their  
training, certificate or degree. 

- 9 - 



50 No Or Low-Cost Recruiting Strategies (cont.)  

16   High school (job fairs, counselors, specific teachers, athletic  
       coaches, etc.) 

• Check with the counselors at local high schools to see if you could 
have a booth or be a speaker at an upcoming job fair. 

• Describe your position to a counselor, trade instructor, athletic coach, 
etc. to see if they know of any students looking for part-time work or 
job training in a specific field. 
 

17.  Colleges & universities (professors, deans, job placement centers,  
       etc.) 

• Almost every college or university has a Career Placement Center. 
Many have job posting webboards or bulletin boards to post your  
recruiting ad.  Some have motivated employees who understand why 
their students are paying for their education.  Search out these  
Individuals and work with them. 

• Contact deans and describe the type of person you’re seeking and ask 
for contact information.  Or ask them to pass along your job  
description to these individuals and make sure they know you’re  
expecting their call. 

• Create quarterly (or yearly) internship positions.  Work with  
department heads to find students that will work for credits rather than 
pay.  This is a great way to train future employees on your systems 
and processes; and then hire the best ones. 

 
18.  Trade schools & institutes 

• Hire apprentices currently enrolled in school.  If they are the right  
person for your culture, team and job, consider creating a contracted 
relationship.  You help them pay for, complete their education and get 
there certification, they give you a certain tenure of employment to 
pay back their tuition. 

 
19.  Alumni groups 
20.  Fraternal organizations 

• Many colleges, universities and fraternal organizations have  
magazines or websites for their members.  Some of these have job 
boards or the ability to advertise your positions. 

- 10 - 



50 No Or Low-Cost Recruiting Strategies (cont.)  

Government Services: 
 
21    Military retirees 
22    Military spouses 
23    SBA 
24    Business Development Centers (almost every community college has one) 
25    Worksource 
26    State Agency (like WorkSourse) Resume Board 
27    Specific State & America’s Job Bank (www.jobsearch.org) 
28    Welfare-to-Work Programs (gender specific training & education centers) 
29    SCORE 
30    Non-traditional workers 
  
There are many free government services for employers.  Not only to help you 
improve your recruiting efforts but also help you obtain funding, improve  
marketing effectiveness, increase your profitability, etc.  Here are some of these 
sources: 
 
 
21.  Military retirees   
22.  Military spouses 

• Contact your local military base to see if they have a career center for 
retirees, spouses and residence.  Some military communities have  
career fairs for individuals looking for future careers or part-time 
work. 

• Also, if you google “Hire a Veteran” you’ll find there are 25+ websites 
that can help you do this.  This is a great way to give back to those 
who put their lives on the line for us. 

• The two websites we’ve had the most success in finding qualified  
veterans are:  VirtualJobScout.org and MilitaryHire.com 

 
23.  SBA 

• Every major metropolitan area has a Small Business Administration 
Center and their main objective is to improve the economy of their  
region.  The more profitable they make their clients, the more jobs 
they’ve created in their region.  Work with them on recruiting… though 
they may just refer you back to us because many of the centers across 
the country refer their clients to People Values for “Job Matching.” 
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50 No Or Low-Cost Recruiting Strategies (cont.)  

24.  Business Development Centers (almost every community college has  
       one) 

• Every community college has a SBA Business Development Center.  
It may be easier to get an appointment with one of their business  
development specialists than the SBA.  They are usually better than 
their SBA counterparts, have more real world business experience and 
give your greater access to the students enrolled in their colleges. 

 
25.   Worksource     
26.   State Agency (like WorkSourse) Resume Board 

• Every region in the country also has a WorkSource office (or an  
agency with a similar name).  They work as an outsource and training 
center for unemployed individuals. 

• Some states have partnered with WorkSource and created an on-line 
state job bank.  You can do a keyword search for candidates with  
related experience.  Some states will even give you a tax credit for  
hiring an individual with their site (or service) 

 
27.  Specific State & America’s Job Bank (www.jobsearch.org) 
28.  Welfare-to-Work Programs (gender specific training centers) 

• If you want to recruit nationally to find the right person, use America’s 
Job Bank with this link:  www.jobsearch.org 

• Take advantage of the Department of Labor’s tax credits to employers 
that hire welfare recipients. 

 
29.  SCORE 

• Every region in the country also has a SCORE office.  SCORE is a 
non-profit organization of retired business owners and managers who 
give free advice in growing your business.  Perhaps you can motivate 
an individual or one of their contacts to come out of retirement with 
the right incentive.  The right incentive for these recruits might not 
have anything to do with monetary incentive either. 

 
30.  Non-traditional workers 

• There are local organizations involved in helping disabled  
employees obtain part-time or full-time employment. 

• Other groups classified as non-traditional workers are foreign-born, 
pregnant, home based, independent contractors, work release 
(depending on the position and company), etc.  Search out local  
organizations involved in helping employees and employers come  
together. 
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50 No Or Low-Cost Recruiting Strategies (cont.)  

Other Free Sources: 
31    Signage (on front door, window, cars, trucks, etc.) 
32    Flyers  
33    Make applications available  
34    Your website 
35    E-mail databases  
 
When you’re using more than just your instincts to make hiring decisions, your 
goal is to get as many resumes as possible to choose from.  The following are 
all strategies to get a stack of resumes... at no cost. 
 
31.  Signage (on front door, window, cars, trucks, etc.) 

• Place “Now Hiring” signs on your front door, window, cars, trucks, etc. 
 
32.  Flyers  
33.  Make applications available  

• Make it apparent that you are hiring and easy for potential employees 
to get your application.  Place them in your lobby, on counters, in  
shopping bags, etc. 

 
34.  Your website 

• Post all of the positions your hiring for on your website. 
• Even if you are not hiring, include an “Employment” or “submit  

resume” link on your website. 
 
35.  E-mail databases  

• Build a database of e-mails and let your contacts know of job openings.  
Combine all of the previous strategies to compile this database. 

 
 

 
If You Must Be Passive (because you are really, really busy (or lazy): 
 
36    Free or low-cost general webboards (like CraigsList.com, Indeed.com,  
        ZipRecruiter.com, etc.)  
37    Business network sites (like LinkedIn.com, ReferralKey.com, etc.) 
38    Business journals 
39    Trade magazines 
40    Newsletters 
 

- 13 - 



50 No Or Low-Cost Recruiting Strategies (cont.)  

41    Local papers 
42    Chamber websites 
43    Association websites 
44    Industry or position specific web boards 
45    Paid On-line Job Boards (the more specific the better) 
 
Now we’re getting into the more passive approaches, but they will still be more 
effective than general classified ads, web boards or agencies.  If you are going 
to use the following sources, you must sell your competitive advantage and 
prove to the desired audience why your company and jobs are better than your 
competitors in your ads. 
 
Depending on the media, sometimes all you’ll have room for is a catchy  
headline and a few bullet points of your competitive advantage.  Lead those  
interested in the position to your website where you can describe the position in 
detail.  Be sure to describe what’s in it for them to apply and work for you.  
That is what will motivate TOP Performers to apply. 
 
 
36.  Free or low-cost general web boards (like CraigsList.com,  

Indeed.com, ZipRecruiter.com, etc.)  
• Across the country, many of our clients have had great success with 

Craigslist.com.  Though, before creating their Attractive Recruiting Ad 
with the TOP Performance Center, their results were lousy.  You can 
copy and paste the Ad you create with the TOP Performance Center 
right into Craigslist and it should provide you a few qualified, quality 
candidates.   

• As of our 2018 update of this book, Indeed.com seems to be the online 
job board that most of our clients across the country are having the best 
success with.  It’s affordable and also gives you the options of  
searching resumes in their database and contacting the individual.  

• Even though Indeed.com seems to be the best passive webboard to use 
right now, if you don’t “sponsor” your ad (pay for it), it will not be 
listed on the first three pages.  When we recruit and run ads for clients, 
we pay an average of $100 a month to keep the ad on page one of the 
listings.   
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50 No Or Low-Cost Recruiting Strategies (cont.)  

37.  Business network sites (like LinkedIn.com, ReferralKey.com, etc.) 
• If you’ve created a profile and network with other business  

professionals on sites like LinkedIn.com and ReferralKey.com, then 
network with your connections.   

• These sites also have a job posting service… but on each of them 
we’ve had better success contacting people in our network (and our 
network’s network) to promote job openings.   

 
38.  Business journals 
39.  Trade magazines 

• This is a great way to find individuals in-touch with the local  
economy, management issues and challenges 

• The TOP Performers in an industry are usually those who read the 
trade magazines to keep up with upcoming events, process  
improvements and are interested in self-improvement.  You usually 
don’t find these people with general classified ads or web boards. 

 
40.  Newsletters 

• If you send out a newsletter or an industry association does, check into 
including a recruiting ad there. 

 
41.  Local papers 

• Almost every town or city prints a weekly or monthly paper.  Check 
their demographics. You’ll realize that they are usually individuals 
who can work part-time and don’t want to travel long-distance for an 
opportunity. 

 
42.  Chamber websites 
43.  Association websites 
44.  Industry or position specific web boards 
45.  Paid On-line Job Boards (the more specific the better) 

• On-Line job boards do work; even though the monstrous websites may 
have not worked for you.  They still might be worth the $500 to $800+ 
you have to pay a month to fill one position.  You just have to post the 
right kind of ad that actually attracts TOP Performers.   



50 No Or Low-Cost Recruiting Strategies (cont.)  

If You Must Spend Money: 
 
46    Job fairs & trade shows 
47    Commercials (radio & TV) 
48    Movie Theater Ads 
49    Hire an internal recruiter 
50    Recruiters, agencies and headhunters  
 
If you use five to 10 of the previous 45 strategies, you will not need to spend 
your hard earned profits on the following “passive” strategies.  But if you still 
want to spend money, these are the best ways to get a stack of resumes quickly.   
 
 
46.  Job fairs & trade shows 

• Job fairs may be expensive but they will serve their purpose; obtaining 
a stack of resumes.  However, they may not give you resumes for the 
right people. 

• Keep in mind, those who attend job fairs have come with a stack of 
resumes and will usually leave them at every booth.  Therefore, they 
may not be applying for YOUR job, but A job. 

• Since you are in front of your audience, competitors and potential  
clients at a trade show already, make sure those who visit your booth 
are aware you are currently hiring and accepting applications. 

 
47.  Commercials (radio & TV) 

• If you are looking for a large number of resumes, consider creating a 
radio or TV ad.   

• We’ve had some clients that have used 20% of their radio or TV ad to 
recruit also.  So after the advertisement to potential clients, they close 
with a message to potential candidates.   

 
48.   Movie Theater Ads 

• The ads that run before the movies have changed, but some theaters 
still offer local businesses the ability to purchase ad time.  In the past 
when the ads were slides, they were more affordable.   
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50 No Or Low-Cost Recruiting Strategies (cont.)  

  49.  Hire an internal recruiter (or HR Generalist) 
• If you don’t want to spend your time recruiting (or have no time), hire 

an internal recruiter.  Give them a budget though.  Make sure they are 
not only depending on passive techniques to recruit; for you can do 
that yourself. 

• Work with them to insure they are using five to 10 of the first 45 of 
these strategies. 

 
50.  Recruiters, agencies and headhunters  

• Using an agency or headhunter will eventually be successful in  
recruiting an employee.  However, there is nothing to say that they 
will be the right employee.  Realize what an agency or headhunter’s 
main objective is: get someone in your position to get their  
commission.  Most of these organizations go no further than you do 
when searching for keywords in resumes or on-line to insure job fit. 

• Unless you are using an Search Firm that insures the candidates they 
send you have been assessed and fit your culture, team and the job, 
your money could be better spent.  
 

 
NOTE:  If after reading this book and going through this list of the  
previous 49 strategies, you’re still feel you need to hire a recruiter to find 
you candidates, we can help.  We rarely do recruiting anymore for our  
clients but are connected to hundreds of pre-screened recruiters that can 
help you for entry to executive level positions, in all industries, all over 
the world.  If you’d like to be connected to a recruiter to see if they could 
possibly help you recruit and hire employees for an open position, let us 
know here:  Get an Introduction to a Pre-Screened Professional Recruiter  
(www.PeopleValues.com/Recruiter-Recommendation/)  
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Bonus #3 - Guide to Creating Lead, Behavioral Based  
Interview Questions  

Here are the 10 Most Pointless Interview Questions.  If you are asking them, 
consider creating new ones with the guide below (ASAP).   
  

1.   Tell me about yourself. 
2.   Why should we hire you? 
3.   Why do you want to work here?  (... or for us) 
4.   What are your greatest strengths?  (...or weaknesses) 
5.   Why did you leave your last job?  (... or are you leaving) 
6.   What accomplishments are you most proud of? 
7.   What are your salary expectations? 
8.   What would your last boss tell us about you? 
9.   Where do you see yourself in five years? 
10.  What did you like the most (least) about your last job.   
Bonus:  If you were an animal, which one would you be?  
 
The reason these questions are “worthless” is because: 
• They are questions that your candidates are expecting because 90% of 

other interviewers have asked them 
• They are questions that your candidates have studied for and have learned 

how to answer in books, courses and on the internet 
 

 
Good, Lead, Attitude and Behavior Based Interview Question… 
• Help differentiate your company 
• Cannot have “yes” or “no” or short answers (one or two words) 
• Make candidates cite an example of how they have (or would) handle a 

real life situation 
• Measure culture, team or Job Fit… which is the main reason for an  

interview 
 

Start with...  
• How do you typically handle a situation when... 
• Tell me about a time when… 
• Describe a recent situation in which… 
• What do you find most challenging about… 
• What experiences do you have… 
• Give an example of a time when… 
• What kind of experiences have you had... 
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& End With  
• Something job related  
• And should be customized to the individual (you are presently  

interviewing) 
 
 
Here are three examples: 
 

For a job where the ability to multi-task is important and a daily activity: 
- What kind of experiences have you had involving multiple projects?  How  
    do you prefer to cope with the stress of such a situation? 
 

For a job where the ability to motivate and lead others is important: 
- What roll have you played in the recent past in which your team was  
     unmotivated & how did you resolve the problem?   
 

For a job where quick decisions have to be made frequently: 
- Describe a recent situation in which an important decision had to be made  
     on the spot?  What was the decision?  How did you approach the  
     problem?  What sources of information provided you with the best data  
     for making that decision? 
 
 
Now You Try… 
 

What position are you creating these questions for: ____________________ 
 
What is one of the main duties the person will be responsible for performing 
daily?  _______________________________________________________ 
 
Question #1:  What experiences do you have _______________________ 
 

_____________________________________________________________. 
 
Question #2:  How do you typically handle a situation when __________ 
 

_____________________________________________________________. 
 
Question #3:  Give an example of a time when you had to ____________ 
 

_____________________________________________________________. 
 
 
 
 

Lead, Behavioral Based Interview Questions (cont.) 
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What is a special ability that a productive person in this position must have?  
_____________________________________________________________ 
 
Question #4:  Describe a recent situation in which you _______________ 
 

_____________________________________________________________. 
 
Question #5:  What kinds of experiences have you had  ______________ 
 

_____________________________________________________________. 
 
Question #6:  Tell me about a time when __________________________ 
 

_____________________________________________________________. 
 
 
 
What is one of the most difficult tasks that the individual will face daily  
 (or weekly)?  _________________________________________________ 
 
Question #7:  How do you typically handle a situation when __________ 
 

_____________________________________________________________. 
 
Question #8:  Give an example of a time when  _____________________ 
 

_____________________________________________________________. 
 
Question #9:  Describe a recent situation in which __________________ 
 

_____________________________________________________________. 
 
 
 
What is a part of the job that nobody wants to do but has to do for the person 
to be productive?  ______________________________________________ 
 
Question #10:  What do you find most challenging about _____________ 
 

_____________________________________________________________. 
 
Question #11:  How do you typically handle a situation when _________ 
 

_____________________________________________________________. 
 
 

Lead, Behavioral Based Interview Questions (cont.) 
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Question #12:  What experiences do you have  _____________________ 
 

_____________________________________________________________. 
 
 
 
What is something that your TOP Performers in this position do that  
underachievers can’t (or won’)?  ___________________________________ 
 
Question #13:  Tell me about a time when you ______________________ 
 

_____________________________________________________________. 
 
Question #14:  What do you find most challenging about _____________ 
 

_____________________________________________________________. 
 
Question #15:  What experiences do you have ______________________ 
 

_____________________________________________________________. 

Lead, Behavioral Based Interview Questions (cont.) 
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Background & Reference Checking is asking an old employer about: 
• specific events when they worked for them  
• dates of employment 
• what they were like to work with for a better understanding of competencies 
   
Sample Reference Check Questions - General  
  

- What were the beginning and ending employment dates for this individual? 
- Is he/she eligible for rehire? 
- What was the individual’s beginning and ending salary? 
- What positions did the individual hold? 
- Did this individual earn promotions? 
- What were the individual’s most recent job duties? 
- Why did the individual leave your company? 
- Is there any reason why your company would not rehire this individual? 
- Would you recommend this individual for a position at another  
   company?  Why or why not? 
- I just called to find out what it was like working with him/her. 
  
More Specific Job Related Background Check Questions 
  

- In your opinion, what are the individual’s strengths/weaknesses? 
- Can you describe the individual’s leadership, managerial or supervisory  
   skills? 
            - Can you cite a specific time in which…? 
- How did this individual’s performance compare to other employees with  
   similar job duties? 
            - How did they handle…? 
- Did you ever give ____________ the position of __________________? 
            - Why not? 
            - How did they handle it? 
- Did any personal problems affect this individual’s work performance? 
- How did this individual get along with management & peers? 
- Describe the individual’s ability to ______________________. 
- What would you say was the best thing the individual contributed to the  
   company/team? 
- Was this individual a team-player and can you give an example? 
- Was this individual a motivated self-starter and can you give an example? 
- Is there anything of significance you’d like to add? 

Bonus #4 - A List of Reference Check Questions that Work 
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Bonus #5 - The People Values’  
“C.A.N. Performance Improvement Process” 

Initiating YOUR New Performance Improvement Process  
 

The following is simply a list and description of everything that must be done 
before, during and after your reviews to insure they are productive: 
 
 
1.  Decide who you’ll be reviewing. 

 
Send them an e-mail offering three dates and times at least one week in 
advance.  Here’s how you can word it: 

 
“I would like to schedule your quarterly performance review 
sometime next week.  All we need is 30-minutes together to review 
goals, set new ones and find out what I can do to help you reach 
your personal and professional objectives. 

    
  What date and time below would work best for you?:   
  September 13th @ 1:30  
  September 16th @ 9 
  September 17th @ 3:30” 

 
 

2.  Print out the “Success Factor Perception Survey” from the TOP Performance 
Center (the first two pages of the Performance Improvement Form that 
you’ll create) for the position. 

  
This form will help you and any other managers involved in the employee 
development process prepare for your performance reviews. 
 
 

3.  Confirm the date with the employee once they reply and mark it on your 
calendar. 
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In your confirmation e-mail to them, ask them to do the following: 
 
• “In the next two days, please come up with three things that can be  

initiated to help you reach your goals and objectives.  To help me and 
the rest of your management team improve performance, please bring 
the list to our appointment.” 
 

• Ask them to bring their calendar to the review. 
 
 

4. Interview the individual’s other managers.  Do this by: 
 
Ask them in passing or e-mail the following questions: 

• “Tell me three things that __________ must do to reach his/
her peak performance level?” 

• “When would you like to see them start doing this?” 
 
 
5.  Start the review on time and do the following to guarantee it only lasts 30-

minutes: 
• Close your door 
• Post a busy sign on your door handle 
• Place your phone on hold 
• Listen 
• Make eye contact 

 
 
6.   Review the “C.A.N. Performance Improvement Form” (created at the TPC)    
      in this order. 

 
 A.  Goals & Progression 

• Measure and use statistics 
• Give basis for the evaluation 

 
 B.  Reaching Expectations 

• Cover the list that they brought on what can be initiated to  
assist them in reaching their objectives.  Write their  
suggestions in the space provided. 

• Discuss the integrity and behavioral issues that management 
feels stand in the way of peak productivity.  
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The “C.A.N. Performance Improvement Process” (cont.) 



C.  New Objective & Deadlines 
• Review one goal at a time covering all three sections:  

Continue, Attempt & No Longer. 
• Schedule follow-ups for a week and no more than a month 

away; confirm that your suggestions are understood. 
 

 D.  Next C.A.N. Performance Boosting Review 
• Schedule the next review three months out. 

  
 E.  Signatures 

• Before signing, discuss the review itself. 
• Ask for feedback on how to improve the process. 
• Address any concerns the employee has. 
• Answer any questions. 
• Confirm follow-up dates and times. 
• Sign and make copies for both of you. 
 
 

7.  Place the documented and signed review form in their employee file. 
 
 
8.  Confirm each follow-up a week before it is to take place. 
 
     Hold and document your three to five minute follow-up reviews. 
 
 Continually evaluate the employee’s performance over the next two months 

by offering resources and guidance as you address their recommendations on 
what can be initiated to help them surpass personnel and professional  
objectives. 
 

 
9.  Run the process three months later, and three months after that… 
 
 
10.   Try the C.A.N. Process for 12 months, or four reviews, and we guarantee  
         that every manager and employee will start performing at their peak  
         levels.  It has happened at our other client’s organizations and it will  
         happen at yours. 
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-  0 out of 5 = “It’s time for you to look for another job”  

-  1 out of 5 = base salary & ultimatum 

-  2 out of 5 = base salary 

Use the  
C.A.N.  
Performance 
Grading Form 

-  3 out of 5 = base salary + bonus of $__________  

-  4 out of 5 = base salary + bonus of $__________  

-  5 out of 5 = time to talk about a promotion  

Business owners always ask us how to set up a “performance based pay” or 
“incentive based pay” program for their positions.  The “C.A.N. Performance 
Improvement” Form and Process allow you to do this.   
 
Once you have developed your C.A.N. Performance Review and hold your  
review (following the 10-step process), you are 90% of the way to creating an 
incentive based pay program.  You now have a “scorecard” to assess employees 
performance in relations to their goals...   
 
& then, here is how you can base bonuses, raises or promotions on performance  
reviews to create an incentive based pay program:     
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Bonus #6 - How to Create Incentive Based Pay Programs  


