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Congratulations for downloading this very powerful book! 
 
It has been used for over 15 years by some of the most successful organizations 
around the world to hire quality and qualified candidates.  Whether you are a  
seasoned HR Manager, a very successful Small Business Leader or a brand new  
Entrepreneur hiring your first employee, this book will help you fill your business 
with the personnel you need to accomplish your goals.   
 
 

About this Book & How to Use It: 
 
The first version of this book was written in 2004.  Since then, no matter the  
economy, the unemployment rate, the most popular recruiting source, etc., the  
information and stats in this book have remained accurate... and many of the best 
practices then are still practiced today.   
 
Every few years for the past 15-years, this book has been updated to reflect the 
current most successful strategies to select the right people for your company.  No 
matter the position, your geographic location, or the size of your company, these 
strategies will help you grow your business and become your market’s leader.    
 
Along with the very valuable 3 Simple Steps to “Clone” Your TOP  Performing 
Employees, here’s what else you'll discover in this book: 
• Why 8 of 10 Employees Disappoint in Their Job  
• 6 Most Persistent (& Costly) “People Problems”   
• The True Cost of Poor Performance in YOUR Business 
• 5 Biggest Mistakes You Make While Hiring that is Causing You to  

    Consistently Select the Wrong People 
• How Doing Everything You’ve Learned & Done in the Past Will Only      

Give You a 50% “Hiring Success Rate” 
 

• BONUS:  Just for reading to the end of this book and discovering all of the  
  valuable information above, you’ll get $498 in free gifts 

 
If you’ve had difficulty in the past recruiting and selecting reliable, motivated, 
productive employees, you’re not alone.  In this book, you’ll learn what the  
typical “Hiring Success Rate” is and why it’s so low.  And even better, you’ll  
discover the strategies the most successful organizations (in your industry) have 
used to quadruple your odds of hiring the right people… the 1st time.   
 
So as you read this book, think of a position you will be hiring for soon.  And 
then... actually take notes after each section to help you start creating or  
enhancing YOUR hiring system guaranteed to hire TOP Performers that fit your 
company’s culture, teams & jobs from today on.  
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About the Author: 
 
  Grant D. Robinson is the President of People Values and Author   
  of the TOP Performance System (used to Recruit, Hire, Train,  
  Develop & Retain TOP Performers in every position). 
 
  (Okay… from now on, Grant is going to write this book in first    
  person and rather than referring to himself as “Grant” as most  

authors do on their “About the Author” page, throughout the rest of this 
book he’s going to use the word “I”) 
 
I started People Values in 2000 at the age of 27.  It didn’t take me long in 
life to realize I was unemployable due to my stubbornness, need for  
independence and great intellect knowing I could do things better than  
others.  Okay, that’s some sarcasm… but actually true.  I was already done 
with working my way up the ladder only to find that my managers were 
even more stubborn than me to initiate the changes required to improve the  
organization.   
 
And the changes I always wanted to make were to solve our number one 
problem… the “People Problems” that other managers seemed to ignore.  
Acting as if they'll somehow magically disappear (but never do without 
effort).  It always seemed whatever business I worked at, I was surrounded 
by unreliable, unmotivated people holding the business back.   
 
I decided if I wasn’t going to be able to affect real change at the companies I 
worked for, I’d just start my own business helping open-minded small  
business leaders (& their teams) become more productive.  My goal was to 
create a process to help my clients keep incompetent, lazy, non-producers 
off their payroll.   
 
Today, more than 20-years later, I’m proud to have become a leader in the 
Small Business Management Consulting arena.  At People Values, we’ve 
created an award winning process used by thousands of organizations 
around the world to find, hire and develop their most productive (&  
profitable) staff ever.    
 
Our TOP Performance System has been recommended by these  
organizations, associations & publications (as well as many others): 
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Why 8 of 10 Employees Disappoint in Their Job (cont.)  

Your People are Your Busines! 
 
You may believe that if you have the best products, location, website, marketing,  
social media, sales system or anything else the experts tell you to focus on  
claiming that it will insure your success... but you’re wrong.   
 
Here is the actual formula for success:  Productive People = Productive Business.   
 
The systems you implement into your business will only be successful if the  
people running these systems are effective.  For a business to be successful, you 
need two things.  
 
Productive Systems & Productive People.  You can’t have just one and expect to 
become any more successful.   
 
The wrong people will always hold your business back.  Just 1 wrong person can 
destroy all of your efforts and keep your business from becoming more successful.  
 
With just one unreliable, unmotivated or unproductive person on your team, you 
and your managers will be forced to spend time and energy on activities that  
prevent you from servicing your clients, improving sales and growing your  
business.  
 
Studies have shown, managers and small business owners spend most of their 
time solving problems… actually 63% of their time.  In a 40-hour work week, 
that’s over 25-hours a week - or 5 hours a day!   
 
And most of these problems you’re being forced to solve are “People Problems” 
created by recruiting, hiring and retaining the wrong people on your team.  
 
 

Here are the top 6 most persistent “People Problems” you spend 
your days solving: 
 
Even though you’d rather be spending all of your time developing sales and  
growing your business, the wrong people on your payroll are forcing you to divert 
your attention to solve the problems they cause.   
 
Problems like: 
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Why 8 of 10 Employees Disappoint in Their Job (cont.)  

#1 - Work Ethic & Reliability Issues 
 
Studies have shown that getting people to show up on-time everyday and give 
you a full day’s work for their full day’s pay is the number one challenge that 
business leaders face.   
 
For whatever reason, many people find it difficult to behave like adults and  
adhere to time constrains.  Even with all of the statements in your Employee 
Manual (& you better have one) about tardiness and absenteeism, you still spend 
a good majority of your time urging people and giving ultimatums to become 
more dependable.  
 
Remember this… the more you let reliability issues slide, the more your team 
members will take advantage of you.  So if you have the wrong person on your 
team that is constantly late or absent, do something about it today before it  
becomes and epidemic.  
 
Give one last ultimatum of job loss… and then follow through.  This will be the 
only way to send a message that you’ll no longer be allowing your employees to 
take advantage of their teammates and YOU.   
 
 
#2 - Turnover Issues 
 
When you don’t have an effective selection process, you'll continually hire the 
wrong people for your jobs.  And when you do, you’ll spend more and more time 
performing activities that take you away from growing your business.   
 
Time-consuming, costly activities like: 
 - Writing or rewriting recruiting ads 
 - Dabbling with multiple online job posting sites trying to find the ones that 
      actually produce quality, qualified candidates 
 - Actively recruiting with your network (hopefully you’re using “active”  
       Recruiting strategies for this is where 90% of TOP Performers come  
         from - not from passive classified ads, general web boards or expensive   
      recruiters) 
 - Reviewing resumes over the computer, printing them out, categorizing  
      them, etc.  
 - Sending emails, leaving messages, playing phone tag and performing  
      phone screens 
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Why 8 of 10 Employees Disappoint in Their Job (cont.)  

 - Replaying conversations in your head trying not to mix up responses to  
        your interview questions from each candidate 
 - And finally coming to a decision… so you can now spend weeks on  
           onboarding, orientation and training the new employee 
 
This is NOT what you went into business for… if you have a revolving door of 
employment in your company, today is the day to do something about it.   
 
 
#3 - Poor Customer Service & Stagnant Sales 
 
Nothing has more of an impact on your bottom-line than how you service your 
customers.  Good service brings customers back.  Bad service drives them to 
your competitors.   
 
And nothing has more of an impact on how you service your clients than your  
employees.   
 
This is why it’s imperative to hire people with the same perspective on how a 
customer should be treated.  But even more important to use this book to  
establish standard and train every new (& current) employee on how to exceed 
the customer’s expectation every time.   
 
You probably already know this but I’ll remind you anyway… just one service 
error by an employee could lose you a client.  Whether a small or large client, 
with every one you lose, it becomes harder and harder to accomplish your sales 
goals.   
 
 
#4 - Morale & Apathy Issues 
 
So where do poor morale and apathy issues come from?  Well… 
 
When employees are forced to perform the job of an unreliable team member that 
constantly shows up late for work (or doesn’t show up at all), they get upset with 
the double-standard.   
 
And when employees are forced to do the job of more than one person or work 
overtime because another incompetent employee was let go, management is  
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Why 8 of 10 Employees Disappoint in Their Job (cont.)  

once again trying to hire the right person, they get even more upset (and can feel 
taken advantage of).   
 
And when an employee’s pay raise, commission or bonuses are based on sales 
and customers are constantly being driven away by a lack of service, you’ll be 
spending time micro-managing, externally motivating and dealing with employee 
engagement issues.   
 
It’s important to know:  Once apathy issues start infecting your business, it’s  
inevitable you’ll spend more and more of your time solving these issues until you  
eliminate the problems once and for all.  And yes, this is possible by hiring the 
right people in every position of your company.   
 
 
#5 - Poor Teamwork 
 
Are you starting to see that all of these issues are related? 
 
And if you are struggling with any of them, how can they not damage the unity of 
your teams?  Poor dependability leads to turnover, which leads to service errors, 
which leads to morale issues, which leads to conflict between employees.   
 
Do opposites attract?  Maybe in fairy-tale land… 
 
Each job and team in your company requires different skills and interests.  It is 
your job as the manager to attract and hire people with those skills and interests.   
 
More importantly, each job also requires the ability to work well with others.  
People work best when they are surrounded by those with similar personalities 
and communication styles.  Since opposites rarely attract, it’s your job as the  
manager to hire people with similar behaviors as the rest of your team (or at least 
your TOP Performers).  If you don’t, you’ll continue to struggle with  
communication, conflict and unity issues.  
 
(If hiring people with the skills, interests and behaviors to succeed on your teams 
sounds difficult… it’s actually not.  Just continue reading this book and I’ll tell 
you how to do it.) 
 
Did you really go into management to spend your days solving problems? 
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Why 8 of 10 Employees Disappoint in Their Job (cont.)  

Surely not… but because you continue to hire the wrong people, you’re probably 
starting to feel like a professional “problem solver” rather than a business leader.  
 
But you’re not alone… for studies have shown here is the 6th most common,  
costly and persistent issue that businesses face: 
 
 
#6 - Ineffective Management 
 
Because they spend most of their time solving people problems, leaders are  
ineffective, unproductive and fail to accomplish their professional (and personal) 
goals.   
 
By continuing to allow turnover, reliability, customer service, apathy and  
teamwork issues to infect your company, your team, department or business will 
never reach its potential.   
 
You can no longer accept or ignore these problems.  Living in denial that they will 
eventually disappear is no longer an option either; because they do not magically 
disappear.   
 
Every minute (or hour / day / week) you spend trying to solve these issues, takes 
you further and further away from being the leader you can (& should) be.   
 
So the sooner you can rid your company of these problems, the better.  Only then 
can you do your job of leading by example.  And the only way to assure you no 
longer spend your time on people problems is to hire TOP Performers in the first 
place.   
 
Read on to discover how to start doing so today! 
 
 

Do You Know That You’ve Budgeted for Poor Performance &  
Mediocrity? 
 
If you’re still with me, I’ve probably struck a nerve.  Which means you could be 
doing a better job of hiring.  Right? 
 
Well, hang in there.  I’ll soon show you how… 
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Why 8 of 10 Employees Disappoint in Their Job (cont.)  

But before I do, let me ask you an important question: 
 
Do you have any non-producers on your payroll right now? 
 
Yes, well think about this.  You have set your budget to pay these people your 
hard-earned revenue whether they perform… or not.  
 
Every week -or month- you are paying unreliable, unmotivated, unproductive 
people to hold your business back.  You are paying an underperformer to create 
the people problems you have to spend your days solving.   
 
So you need to realize… 
 
If you aren’t planning to replace them today (or very soon), you’ve basically 
budgeted for and are accepting poor performance and mediocrity.   
 
 

There is NEVER a good time to have the wrong people on your 
payroll.  
 
So how can you tell who are the “wrong” people?  Well, it’s simple… 
 
Step 1 - Write down the name of every member of your team in every position.   
 
Step 2 - X out the names of those you wouldn’t hire again (for any reason)… 
 
The people with X’s on their names are the wrong people.  They are the ones  
forcing you to spend your days solving problems.  They are the ones you need to 
replace ASAP if you want to start reaching your business potential.   
 
Yes, there are some employees that most of the days, weeks or months accomplish 
their goals as your best people do.  But then, for whatever reason they are unable 
to maintain peak productivity without being micro-managed and their  
performance slips.   
 
You need to realize, their sporadic performance is hurting your bottom-line… and 
anyone who hurts your bottom-line is the wrong person to have on your payroll.  
 
And there is never a good time to have the wrong people on your payroll;  
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Why 8 of 10 Employees Disappoint in Their Job (cont.)  

especially now in this time of economic uncertainty.   
 
 

The True Cost of Poor Performance in YOUR Business 
 
Use the list you made earlier to figure out who are the “wrong” people and  
complete the chart below to discover how much of your revenue is being wasted 
on the salaries of the wrong people.  
 
(Actually do this exercise - because having a $$$ figure should motivate you to 
make some changes in your people and business) 

 
Shocking, isn’t it? 
 
And the figure you came up with above is what you are spending a month just on 
the salaries of non-performers.  
 
Now multiply that figure by 12 to find out how much your annual revenue is  
being wasted paying people to hold your business back.   
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Why 8 of 10 Employees Disappoint in Their Job (cont.)  

Remember, this is only the payroll expense of these people.  You are also paying 
benefits, payroll and unemployment tax, L & I, etc. which will double this figure.   
 
And when you factor in the people problems they create, the unhappy customers 
and lost sales because of disregard or incompetence, you can triple this figure.   
 
Let’s take it one step further and figure out what your Sales Potential is with 
TOP Performers in every sales position: 
 
Studies have shown, top performing salespeople are 5 to 8 times more productive 
than average, mediocre salespeople.   
 
So if you don’t currently have anyone that is producing 5+ times more than their 
counterparts… this probably means you don’t attract, know how to hire or  
develop TOP Performing sales stars.   
 
► The quickest and easiest way to double or triple your profits is to replace all  
non-performing salespeople with TOP Performers. 
 
To prove this point, complete the following exercise to realize what your sales  
potential is with TOP Performers in every sales position: 
 
#1.  Write down your number of Salespeople: _____ 
 
#2.  What is the monthly average sales of your top 20%? $______________ 
 
#3.  What is the monthly average sales of your “Workplace Survivors”  
        $______________ (Your Workplace Survivors are what I call the other 80%) 
 
#4.  What is the gap between the two? $_____________ (#2 minus #3) 
 
#5.  Gap $___________ X ____ # of “Workplace Survivors” = $____________ 
        - The total in #5 is your Monthly Sales Losses (to your competitors) 
 
#6.  The total in #5 ____________ X 12 (for months in the year)  

 

                = $__________________ 
 
The total above is your Annual Sales Loss (from hiring mediocre salespeople) 
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Why 8 of 10 Employees Disappoint in Their Job (cont.)  

To realize YOUR Sales Potential with top performers in every position, add the 
total in #6 to your last year’s sales.  This is what your annual sales would be if you 
employed only TOP Performing salespeople. 
 
 

The Make Up of the Typical Organization: 
 
In the typical organization, studies have shown that 16% of their employees are 
“mis-hires” 
 
They are people that lack integrity, can rarely be depended upon, cannot motivate 
themselves, will never meet performance expectations… and should not have 
been hired in the first place (& after today, you’ll assure they’re not).  
 
You already know who these people are.  So if you haven’t yet, do what must be 
done legally to replace them ASAP.  
 
And replace them with TOP Performers… or people that can help your business 
reach the potential you know it has.   
 
Once you do, some interesting things will immediately start happening in your  
organization.   
 
Here are a few: 
 

-  Other mis-hires will see that low performance is no longer tolerated and 
they'll either start accepting the suggestions you’re giving them to improve 
their performance… or they will leave on their own before being force out.  

 
-  You might think that people will be upset with management for letting people 

go.  But usually the opposite is true - morale will improve.  When the people 
that create drama and are impeding others from producing at peak  
performance levels are finally let go, your productive team members will be 
happy.  

 
-  After recruiting, phone screening, interviewing, making your selection and  
 training once again… by hiring the right person, you’re time that used to be 

filled with solving problems can now be spent developing business.   
 
In the typical organization, only 16% of their workforce is comprised of TOP  
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Why 8 of 10 Employees Disappoint in Their Job (cont.)  

Performers.  You cannot accept this reality at your company any longer.   
 
The good news is, as soon as you replace your mis-hires with TOP Performers, 
32% of your workforce will be the people you need to achieve your potential.  
 
Now of course, that’s not enough… 
 
So next, do what must be done to improve the performance of your “Workplace 
Survivors” (or the remaining 68% of employees that are good employees most of 
the time but for whatever reason are unable to continually perform at expected 
levels).   
 
Yes, when a workplace survivor is producing, they make your business more  
productive and profitable.  Bun when they have a bad month for whatever  
reasons, they are usually just as disruptive as your mis-hires. 
 
Once you’ve removed your mis-hires, you’ll finally have time to focus on helping 
your workplace survivors improve their performance levels.  
 
But if they can’t (or don’t) become consistent, you have a tough choice to make.  
It’s either accept that your workplace survivors will have strings of good months, 
followed by a bad one… or realize that their bad months put your company in 
jeopardy of accomplishing important goals.   
 
Here’s why… for many workplace survivors, their bad months also damage the 
reliability of their team, the productivity of others, the service provided to  
customers and in turn, cost your company sales.  
 
So if you can’t steady a workplace survivor’s performance (and this is difficult 
because it’s been proven that only about 20% of people can actually change their 
“natural” behavior - when they really want to), my suggestion is to replace them 
with a TOP Performer.  
 
So when should you stop replacing people?   
 
How about when your entire organization is comprised of TOP Performers  
producing at expected levels.  Why should you or would you want to accept  
anything less? 
 
You shouldn’t… and can’t any longer.  By doing so you’ll continue to spend your  
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Why 8 of 10 Employees Disappoint in Their Job (cont.)  

hard-earned revenue on people holding your business back, causing you  
headaches and stress.  
 
So make this promise to yourself today:  If less than 100% of your employees are 
TOP Performers and your business has more potential, you will implement the 
strategies I’ll soon be introducing to fill your business with the right people.   
 
 

How to Escape this Vicious Cycle of Settling for Less than You  
Deserve: 
 
Do you ever feel like you are trapped and being held hostage by your employees? 
 
You are not alone. 
 
But if after reading this book you decide not to make any changes to your hiring 
process, get used to being held hostage.  Because if you continue to do things the 
same way you always have, you can’t expect anything to change.   
 
You will continue to hire the wrong people, battle personnel issues, waste your 
hard-earned money on payroll and accept mediocrity.  You’ll also continue to fall 
short of YOUR professional and personal goals. 
 
Then again, 
 
If after reading this book, you decide to implement the hiring strategies you'll 
soon be introduced to… Congratulations!  Your life is about to change. 
 
But there are a few things that must happen in your own mind and business for 
this to actually happen.  
 
First - It’s important to realize, the people problems you are now facing cannot 
only be solved, they can be eliminated.   
 
For whatever reason, most management books and courses focus on strategies and 
techniques to battle these problems, rather than eliminate them.  It’s as if these  
authors feel they can’t actually be eliminated.  Well they can.   
 
The management teams of the most successful organizations do not have to spend 



Why 8 of 10 Employees Disappoint in Their Job (cont.)  

their time and efforts trying to get employees to do the job they’ve been hired 
(and are being paid) to do.  And in the future, neither will you.  
 
Second - When you’re finally fed up with paying people your hard-earned  
revenue to hold your business back and have realized that people rarely change 
(no matter how successful your ultimatums have been with one or two employees 
in the past), cut your losses and start replacing non-performers.  
 
Whether you actually believe this yet, there really are good people out there.  You 
first need to know where to attract them… because they ARE looking for a  
position with a company like yours. 
 
(If you need help with this, be sure to  
download my other free book on recruiting.  
It comes with 50 no or low-cost recruiting 
strategies to attract quality, qualified  
candidates.  And more importantly, helps you 
write recruiting ads that attract TOP  
Performers… and detract incompetent, lazy, 
unproductive people from ever replying to 
your ads, which costs you time and money in 
the first place.  Here is where you can  
download this book for FREE:  
www.PeopleValues.com/Books) 
 
And more importantly, there are good people 
more than willing to make a long-term commitment to a loyal company like yours 
that will soon value it’s employees (even more than you do now).  
 
So do what must be done to retain the best (which rarely means provide top  
pay - this is only 5th on the long list of what motivates employees to stay with 
their employer). 
  
Now it’s just a matter of finding the right people and having a system to assure 
they’ll be productive in your positions and at your company.  And this is what 
we’ll be discussing from this point on.   
 
The next section of this book will show you why so many of the wrong people are 
hired in the first place.  And the final section will be the 3 Simple Steps to take to 
hire only TOP Performers from today on... 
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5 Biggest Mistakes You Make While Hiring that is Causing 
You to Consistently Select the Wrong People 

Not sure if you know this… Studies have shown that 84% of new hires will 
“disappoint” their employers in the first year on the job.  That is 6 out of 7  
employees.   
 
In this section, you’ll discover the 5 biggest mistakes hiring managers make in the 
selection process that cause them to continually pick the wrong people for their  
positions.  
 
Which is very important - especially… 
 
When you consider that the Department of Labor estimates the minimum cost of a 
“mis-hire” is $11,713, the wrong people are surely the greatest liability to your 
productivity, profitability and continued success.  That figure of almost $12K only 
tells half of the story.  
 
When you factor in the personnel issues that stem from the wrong people on your 
team like drama, apathy, poor work-ethic, theft, etc., you can double that figure.  
 
When you factor in the lost sales, lost opportunities and lost customers that stem 
from errors, poor service and the inability to sell, that figure triples.  Anybody that 
has actually measured what a mis-hire has cost them, will say this figure is more 
accurate.   
 
► Don’t forget, there is cost in replacing the employee also.  Running ads, phone 
screening, interviewing and background checks can all add up to literally  
eliminate your revenues and cause your business to fail.  
 
That is why it is so important to assure that your new hires “fit” the company  
culture, their team and the job before hiring them.  And yes, it is possible to do 
this. 
 
But it can’t be done by... 
 
 

Hiring Mistake #1 - Using the Traditional Hiring Process 
 
Most hiring decisions are made on: 
 
1.  A resume and/or application 
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2. An interview (or multiple interviews / group interviews) 
 
3. You are forced to make the decision to hire the individual from instincts… 
 
And unfortunately, only 16% of those hired this way become permanent,  
productive, TOP Performing employees.  
 
So why is this? 
 
Well, first of all, 95% of resumes contain exaggerations.  Perhaps not blatant lies, 
but “exaggerations.”  
 
Then we base the decision to perform a phone screen and interview on the  
exaggerated resume.   
 
And finally decisions to hire are usually made in haste (or in the first 4.3 minutes 
of an interview) based on the exaggerated resume, the subjective interview and 
the person’s demeanor.  
 
No matter how good your interviewing skills or interview questions are, every 
hiring decision you’ve ever made lacked the information to be based on anything 
but gut feel, chance and luck.   
 
A 16% “Hiring Success Rate” means just 1 of 7 people hired from a resume or  
application, interview and your instincts become the TOP Performers that you 
need to fill your business with to reach your potential.   
 
Yes, you can have multiple interviews with a candidate or group interviews with 
other members of your team.  But if you are doing nothing more than reflecting 
on what they’ve written and said in attempts to “sell” you on hiring them, you are 
still basing the decision to hire on “gut feel,” chance and luck.  
 
And you need to stop depending on luck to grow you business, reach your  
potential and accomplish your goals.  
 
Just because this is the way people have always been hired, it doesn’t mean it’s 
right.   
 
This is why over the past 50 years, many techniques have been created to help 
you improve your odds of hiring the right people the first time.   

5 Biggest Mistakes You Make While Hiring that is Causing 
You to Consistently Select the Wrong People  (cont.) 
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Hiring Mistake #2 - Adding These 6 Unsuccessful Techniques to  
                                   Your Selection Process 
 
Because so many employees fail in their first year, many organizations have  
added techniques to the traditional hiring process in hopes of improving their 
team’s productivity.   
 
Unfortunately, all of the techniques they’ve added have some pros but even more 
cons.   
 
Here are the 6 most popular and unsuccessful techniques many organization have 
tried out: 
 
 
Unsuccessful Hiring Technique #1 - Recruiters / Headhunters / Temporary 
Agencies 
 
If you’ve ever used a  hiring agency to provide you candidates or hire for you, 
you’ve probably been disappointed… and wasted a lot of money.  Because  
basically, all you’ve done is allowed someone else to interview for you and  
depend on their instincts to make your hiring decision.  
 
If you just spent a few minutes and wrote an attractive recruiting ad, posted it 
yourself -or even better, actively recruited through your network (friends,  
colleagues, employees, clients, vendors, etc.)- you could have saved yourself 
thousands of dollars in recruiting fees.   
 
Because what is the service actually doing? 
 
Step 1 - They post ads for many different types of positions (& yours) until they 
have a diverse base of candidates.   
 
Step 2 - Choose a few of the “passive” job seekers to send your way and coach 
them on how to impress you enough to get a second interview. 
 
Step 3 - Persuade you that this is the person you’ve been searching for and is 
worth their fee of thousands of dollars.  
 
Okay, so some agencies do a better job of attracting more active job seekers, but 
think about it... 

5 Biggest Mistakes You Make While Hiring that is Causing 
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What kind of person would use these services to get a job in the first place?   
Unless they are someone already employed and too busy to actively search for  
another position (but these are not the majority of people using these services)… 
 
Most people who depend on a recruiter or agency to find them a job are NOT the 
most skilled or qualified people on the market.  If they were, they wouldn’t have 
to depend on someone else to find them a job.   
 
So here, from my point of view, are the pros and cons of recruiting / headhunting 
firms... 
 
The Pros:  You’re busy running a business and… you don’t know how or just 
haven’t spent the time to write a very attractive recruiting ad that motivates TOP 
Performers to apply for your jobs, you don’t know how (or where) to find the 
right people and you need someone to fill a gap ASAP - an agency can help.   
 
The Cons:  When you think about it - agencies are basically in the business of  
persuading you to pay them thousands of dollars for sending you an embellished 
resume of a passive job seeker, lacking the skills of selling themselves without 
help.   
 
Of course there are exceptions to this rule and some agencies / headhunters are 
different…. 
 
But don’t expect anything more than a 16% hiring success rate of TOP Perform-
ers when you use a Temporary Service, Recruiter or Headhunter.   
 
 
Unsuccessful Hiring Technique #2 - Reference & Background Checks 
 
A reference check is performed by contacting a previous employer of a job  
applicant to determine his or her job history.   
 
These checks are important to conduct to assure that the candidate actually 
worked for the employer, during the times they claim and performed the jobs on 
their resume.  This is all important information to verify.   
 
In the past, you could also gather important information like:  Previous salary,  
responsibilities, strengths and weaknesses, what kind of teammate they were and 
whether or not they are eligible for rehire.   

5 Biggest Mistakes You Make While Hiring that is Causing 
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But now, because of legal implications, many previous employers will do nothing 
more than verify employment at their company.  Of course, the better questions 
you ask, the more information you can get in a reference check… but don’t expect 
too much.  
 
And for this reason, many companies have started performing Background 
Checks.   
 
Depending on position, there are a number of checks you can have performed on 
your candidates.  Some include:  Criminal history (felony or misdemeanors),  
Social Security verification, review of driving records, employment verification, 
credit checks, etc.  Drug and substance tests are also a popular form of checks that 
employers are performing these days.  
 
The Pros:  Yes, these checks will be very beneficial if anything is found.   
 
The Cons:  Many times, these expensive checks can still be incomplete or  
inaccurate for the following reasons: 
 
• Many times when an employee is caught stealing merchandise (or money) 

from an employer, they are just let go.  Rarely will the employer involve the 
police so the crime is not reported or listed on a background check or their 
criminal record.   
 

• Most drug users are smart enough to stay away from substances when they are 
looking for a job and will be able to pass a drug test. 

 
And this is why, even by taking your time to perform Reference Checks and 
spending money on Background Checks and/or Drug Tests, your odds of hiring 
the right person do not increase very much.   
 
 
Unsuccessful Hiring Technique #3 - Pre-Employment Integrity Assessments 
 
Many organizations have implemented tools that give their managers much better 
information than Reference and Background Checks ever did.  
 
My company, People Values even provides a Pre-Employment Integrity  
Assessment.  This 20-minute, online survey that our clients administer before  
ever meeting with a candidate helps them insure the following:   
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1. Integrity - Can the applicant be trusted not to steal from them (or their clients) 
2. Reliability - Is the applicant dependable, will they show up for work on-time 

everyday and can they follow direction / get along with co-workers.   
3. Work Ethic - Are they a hard-working employee and will they give you a  

full-day’s work for their full-day’s pay 
4. Substance Use - Do they have the attitudes of those that can pass a drug-test 

(not only a pre-employment drug test but random ones too) 
 
The Pros:  These tools limit the amount of candidates managers have to spend 
time interviewing.  They eliminate almost a third of the people managers have to 
phone screen and assure before ever meeting with a candidate that they can fit 
your company culture.  
 
They are very successful in hiring dependable, hard-working people.  But don’t 
stop here because... 
 
The Cons:  Studies have shown when you use an Integrity Assessment alone, just 
26% hires become TOP Performers.   
 
 
Unsuccessful Hiring Technique #4 - Skills Tests 
 
The Pros:  Skills Testing can also be implemented to improve your odds of hiring 
the right person the first time.  A Skills Test can be used to assure the candidate 
can do the job on day one without additional training and helps you create  
customized training programs based on their needs.  
 
There are hundreds of skills tests on the market you can choose from.  Testing  
anything from knowledge of computer programs to sales techniques to how to use 
specific equipment.   
 
The Cons:  But here is the most important thing that a Skills Test will not tell 
you… Does the candidate have the competency to continue learning and process 
new information.  
 
► Yes, it’s important to make sure that they come to the job with the basic skills  
required to perform their duties… but it’s even more important to assure that they 
can be trained to continually improve and increase their skills.  This is something 
that a Skills Test will not tell you and really is more important to realize than what 
they know today.   

5 Biggest Mistakes You Make While Hiring that is Causing 
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This is why even by having candidates take one, or a battery of Skills Tests, you’ll 
not be much happier with your hiring success rate.   
 
 
Unsuccessful Hiring Technique #5 - Interest Tests 
 
Probably the last time you took an Interest Test was in high school or college.  By 
including them in your hiring process, you can once again improve your odds of 
hiring right.   
 
The Pros:  An Interest Test can assure the candidate will actually be satisfied in 
the job, internally motivated and engaged without having to be micro-managed.   
 
The Cons:  Here is the major problem with Interest Tests… You can be interested 
in something but it doesn’t mean you will be successful at it if you don’t have the 
competency or behaviors required to perform the tasks properly.   
 
And this is why even by using the best Interest Test on the market, your odds of 
hiring the right people improve… but not enough to insure the success of your 
company.   
 
 
Unsuccessful Hiring Technique #6 - Personality Tests 
 
If you’re like many companies struggling to select the 
right people to your team and jobs, you’ve tried using a  
Personality Test in your hiring process.  
 
The Pros:  You’ll know more than you did before about 
your candidate.   
 
The Cons:  Odds are, you’ll end up wasting your time  
and money because most of them don’t work.  
 
The Department of Labor calls over 90% of the 2,500  
assessments on the market “gimmicks.” 
 
There are many reasons for this.  Here are the main ones: 
 
• Most Personality Tests don’t have very high validity  

ratings (meaning the information is subjective and  
inaccurate).   
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Below are images from some of the 
popular but invalid personality tests 

(that were not even developed  
to be used in the hiring process): 
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• There is no way to measure if the candidate is being honest while taking the  
survey or if they’ve tried to “beat” it by answering questions the way they 
think you’d like them answered 

• Most of them are not assessing the behaviors that lead to “natural” productivity 
in a position so the information is pretty useless 

• They are built on “technology” 70+ years old and were never created to be 
used in the hiring process in the first place 

• Plus, every personality test simply puts people into a category -perhaps by  
labeling them with a D or an I, or places them in a blue section of a graph for 
example- which is very generalized (and actually considered “discrimination” 
by the Department of Labor… because not all S or C people or red or yellow 
people are exactly the same) 

 
And this is why Personality Tests should NOT be used for hiring and if they are, 
they will only improve your odds of 1 of 3 hires becoming TOP Performers.   
 
 

Hiring Mistake #3 - Thinking these 6 Flawed Techniques Will  
                                   Improve your Odds to More Than 50% 
 
Yes, there are Pros to implementing each of the 6 techniques we just discussed.   
 
But studies have shown, even by implementing all of them into the Traditional 
Hiring Process (of using a resume, interview and “gut feel”), your odds barely 
surpass 50%.   
 
So unfortunately, after spending hundred of  
dollars to learn more about your candidates, 
the information you’ve learned may not be 
accurate, complete or effective in assuring 
the candidate fits your company culture, their 
team and the position.   
 
So you are still stuck with basing the  
majority of your decision in instincts, chance 
and luck.   
 
Which gives you the same odds of coming up 
with two candidates and flipping a coin to 
make a hiring decision.   
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Hiring Mistake #4 - Not Knowing the 6 Reasons Employees  
                                   Actually Fail in Their Jobs 
 
So you’ve hired people that have disappointed you in the past.   
 
They couldn't show up for work on-time everyday, give you a full-day’s work for 
their full-day’s pay, get along with others, take direction or do the job you hired 
them to do without constant external motivation from you and/or their manager.   
 
Here’s why… 
 
If an employee fails to “fit” just one of the following 5 areas, they will not reach 
your productivity expectations.  The more areas they fail to fit, the bigger the  
disaster they will be to your productivity, teamwork and bottom-line.   
 
#1 - No Culture Fit 
 
Culture has to do with integrity, reliability and work-ethic.  Another word for this 
is “attitude.”  If a new hire doesn’t have the same internal vision or mission as the 
company, they will fail to show up for work on time, have a good work-ethic and 
will not respect the property of the company, their co-workers or your clients.  
 
#2 - No Team Fit 
 
To maintain teamwork, unity and alignment, employees must fit the dynamics of 
your team.  If you want a stress, conflict and drama free atmosphere, you must 
hire employees that can get along with others, follow rules and respect their  
leaders.  But you’d be surprised, not every company wants this.  There are some 
companies where questioning the status quo and challenging others is appreciated; 
and when this is the case, you need to hire people who are comfortable doing so.  
Either way, in business, opposites usually don’t attract.   
 
#3 - No Skill Fit  
 
Skill here has to do with the natural competency of the employee.  In other words, 
their competency to communicate effectively, learn at the pace required, continue 
to process new information and be accurate in their work.  Everybody has hired 
someone with the training, experience and education to do the job, but they’ve  
later failed in your organization.  This is because they don’t have the skill, or 
competency required to succeed in the position YOU hired them to do.   
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#4 - No Interest Fit  
 
Almost as important as skill fit is interest fit.  Having similar interest to the job 
leads to job satisfaction.  This is imperative for it then leads to internal  
motivation, natural productivity and profitability.  If someone is most interested in 
mechanical and administrative duties, but you’ve hire them to service your  
clients, lead others or create systems, it will take on-going micro-management, 
external motivation and coaching to get this person to succeed.  Don’t you have 
more important things to do?   
 
#5 - No Behavior Fit 
 
This is the most important area in deciding success or failure in the job.  Natural 
behaviors, or traits and comfort level, have such a huge effect that failing to fit 
just one of the required behaviors of the job can lead to failure.  You have surely 
seen this in an employee that was just about perfect but by not being able to  
multi-task, work independently or make decisions for example, they never met 
your expectations.   
 
 
Now I know what you are saying to yourself…  I must fit an employee to all five 
of these areas for them to be successful.  But if I try some of the techniques to 
measure for interest, personality, integrity, etc., I will still be unsuccessful.   
 
So why is this?  As you read earlier... 
 
A lot of the popular tools used to assess for skills or team fit or personality just 
don’t work.  They are not validated.  They are not reliable.  They can be beat.  
And you simply won’t be happy with the results.   
 
And most of all… using so many technique and tools together makes it  
impossible to combine and analyze all the separate data you now have on each 
candidate.  It is also very expensive.   
 
 
Okay, there is one more reason why an employee can fail in their job even when 
they fit all five of the areas above (Culture, Team, Skill, Interest and Behavior).   
 
Unfortunately it’s nothing that you can assess for and through our studies and 
work of hiring TOP Performers for 20+ years, it’s common enough to talk about.   

5 Biggest Mistakes You Make While Hiring that is Causing 
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Here’s what it is:  “Personal Problems” 
 
As much as we’d like for all employees to be able to leave their personal issues at 
home and away from the office, many can’t since it affects all aspects of their life.  
 
When someone is having marital problems, issues with kids, someone close to 
them dies, financial struggles, is experiencing addiction, etc., it will affect their 
reliability, motivation and performance at work.   
 
The good news is, personal problems are only the cause of ≈15% of people that 
end up disappointing   
 
The bad news is (as you’ve probably seen), it can happen to anyone, anytime and 
is something you don’t have much control over.   
 
 

Hiring Mistake #5 - INSANITY 
 
I know you surely have read, seen and heard this in many of the business books, 
courses and seminars you’ve attended over the years.  
 
“Doing the same thing over and over again expecting different results” is the true 
definition of insanity.   
 
If you are depending on passive recruiting websites and overpriced recruiters, 
you’ll continue recruiting the wrong people… and that would be insane! 
 
If you base your hiring decisions strictly on a resume, interview and your “gut 
feel,” you’ll continue to hire the wrong people… and that would be insane too! 
 
And when you recruit and hire the wrong people, it doesn't matter how great your 
reputation, location, marketing, products or service is… because the wrong people 
will cause your business to underperform.   
 
So if you are struggling with underperformance from the wrong employees right 
now, can you really blame them for failing in the job?  No, you can’t! 
 
Without a system to hire TOP Performers… you have to start blaming yourself.   
 
 
So turn the page to discover the 3 Steps to Hire TOP Performers from today on! 

5 Biggest Mistakes You Make While Hiring that is Causing 
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Finally…  The 3 Simple Steps to Clone TOP Performers 

Okay, so after learning why so many of the wrong people are hired, we can finally 
get to how to hire TOP Performers in every position… from today on.   
 
The following are the 3 Simple Steps of “cloning” your most productive  
employees.   
 

So who would you want to clone in the first place?   
 
Again, studies have shown TOP Performers are 5 to 8 times more productive than 
their counterparts.  You can easily recognize these people on your team.  They are 
the ones you can depend upon to be reliable, team-players, and productive month 
after month after month.  They continually make your business more profitable.  
  
In some support positions (or entry-level positions), it’s not as easy as in other  
positions to figure out who is 5 to 8 times more productive but if you have  
someone who shows up for work on-time every day, is conflict free, exceeds  
customer’s expectations and can perform their job without micro-management, 
they too are someone you’d want to clone.   
 
Usually when we start working with clients, they ask us how to figure out who 
they should be cloning.  We have them make a list of every employee on their 
team (or in their business).  And then pretend that they had a bunch of resumes 
from quality, qualified candidates that were referred to them by their most  
productive employees - the people you want to get referrals from.   
 
Finally, we have them circle the names of employees they would rehire and not 
even consider replacing (even with their stack of resumes).  That is the easiest way 
to figure out who to clone in your company.   
 
If you haven’t yet made a list like this, I’d do so right now.  It will be good to 
know who you are going to clone when you finish reading this book and start  
implementing the following three strategies… that you’re now going to discover. 
 
 

Step 1 – Clone TOP Performer’s Drive 
 
It was hard for us to come up with the exact term of what we want to clone here, 
but years ago “drive” was determined to be the closest description by our team at 
People Values.   
 
Because TOP Performers have drive, or ambition, that mid to low-level producers  
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The 3 Simple Steps to Clone TOP Performers (cont.) 

don’t have.  This drive leads to their natural performance without needing any  
external motivation, micro-management or coaching that their counterparts  
usually require to perform their job.   
 
And in 20-years of studying TOP Performers, we’ve realized what formulates this 
drive in the most productive people in positions.  Here’s what it is… 
 
TOP Performers in every industry, in every business and in any position establish 
goals for themselves.  Not only professionally that allows them to produce for 
your company, but personally too.  They usually go hand in hand.   
 
And they also constantly review their performance in relation to their professional 
and personal goals.  This is where their continual, internal drive comes from.   
 
On the contrary, studies have shown that low and mid-level performers do not  
create goals for themselves.   
 
When reviewing performance with these people, we learn that they don’t create 
goals for a number of reasons.   
 
Here are the most common: 
- They never learned how to create goals (from parents or in school) 
- They have created some in the past but since they couldn’t hold themselves  
   accountable or didn’t have anyone else holding them accountable, they quit  
   creating them 
- Just like New Year’s Resolutions, the goals were not very realistic, were not  
   accomplished and so it became a negative experience rather than something that  
   inspired drive 
 
So, to clone your TOP Performer’s drive, here’s what you must do (because most 
people don’t or can’t do it themselves)… 
 
Create performance standards, objectives and goals for not only your organization 
and departments, but for every team and individual on the team.   
 
Do this by establishing 5 SMART Goals for every position.  
 
If you can’t come up with at least five for every one of your positions, consider 
giving the responsibility of accomplishing that specific goal to another employee.   
 
The more detailed you can be, the better because these goals are the basis of your  
entire management system and productivity expectations.   
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But don’t stop by just creating goals, put them in writing for each position.   
 
Because as you are seeing, without these goals and written performance  
expectations, your poor performers will continue to require direction and external 
motivation.  
 
Simply because they don’t know what is expected of them.  Even though you may 
tell them weekly, daily and even hourly, it’s been proven by people who study  
human performance for a living…  until a goal is in writing, it’s only a wish. 
 
This is the fastest way to improve the performance of your individuals, teams and  
organization.  So this is something you should start working on today (or right 
now)! 
 
These written goals will show every candidate and employee from management to 
entry level exactly what is expected of them to get the job, to keep the job and to 
be eligible for a raise or promotion in the future.   
 
But the most successful organization don’t stop there, and neither should you…   
 
 
Step 2 – Clone TOP Performer’s Actions 
 
Now that you have goals for every position and employees know exactly what is 
expected of them (because each of the goals are at least Specific and  
Measurable), it’s time to let each employee know exactly how to accomplish the 
goal. 
 
You’ll do this by providing the “actions” that TOP Performers take to exceed 
these expectations.   
 
This will include: 
- Exactly what TOP Performers do  
- Exactly what TOP Performers say (& how they say it) 
- Exactly what TOP Performers think 
… in all situations to continually accomplish their goals.   
 
Now, I know what you are saying…  “If I have to provide them all of these  
actions, isn’t that the same as micro-managing them?” 
 
Well, it is if these actions are not in writing and you have to continually remind 
them verbally, by email, in writing for their employee file, etc.  

The 3 Simple Steps to Clone TOP Performers (cont.) 
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That is why all of these actions must be in writing too.  Somewhat like employers 
try to do in their Job Descriptions… but don’t really.  Because Job Descriptions 
usually just provide a long list of activities that must be accomplished in no  
specific order and usually just confuse employees on their priorities.   
 
The documents we suggest you create, our clients call “TOP Performance  
Blueprints” where you’ll list each goal and then provide a list of actions to  
accomplish the goal.   
 
The 5 Goals for each position become the “what” is expected from employees in 
every position.  
 
The list of 5-10 Actions under each goal are exactly “how” employees in every 
position accomplishes their goals.   
 
Just in case you need help in creating these actions, here is a screenshot from a 
document we provide clients to “clone” the actions of their TOP Performers.   

The 3 Simple Steps to Clone TOP Performers (cont.) 
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To come up with these actions, you must spend some time with your TOP  
Performers.  Interview them, work along-side of them, etc. to figure out what they 
do, say and think in all situations.   
 
Then document what they do, say and think in a specific (& measurable if  
possible) action.  Write it in a way that makes sense to all in the position so the 
actions of TOP Performer can be trained and cloned by all others in the position.   
 
Yes, I know it sounds like a lot of work to create these TOP Performance  
Blueprints.  But once they are created, all you have to do is maintain them by  
adding a new action or modifying an existing one from time to time.   
 
And best of all… 
 
Once these Goals & Actions are on the desks of every employee, the TOP  
Performance Blueprint becomes their manager and gets you out of the business of 
managing people so you can manage your business.   
 
 
Step 3 – Clone TOP Performer’s Competency, Behavioral Traits &  
               Motivators 
 
So you read earlier that Skill, Behavior and Interest Test don’t improve your odds 
of hiring TOP Performers to over 50% (even if you use all three together - which 
would probably be very expensive).   
 
Here again are some of the reasons for this: 
- They can be “beat” and most are not valid or reliable 
- They only test current skills and not whether the candidate can learn more 
- You can be interested in something but it doesn’t mean you have the behavior or  
   skills for it 
- Most personality tests weren’t even developed to be used in the hiring process 
- Most reports require a high-paid consultant to interpret the results and help you  
   determine if the candidate is right for your job 
- They are built on “technology” over 7 decades old 
- & the list goes on and on 
 
How then would you be able to clone your TOP Performer’s Competency,  
Behavioral Traits and Motivation?   
 
I’ll let you know, but before I do… Here exactly is what you need to clone in your 
TOP Performers.  

The 3 Simple Steps to Clone TOP Performers (cont.) 
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Competency: 
 
Companies use skills testing to discover what the employee knows now, what they 
will need training on to perform their job, etc. That’s all important, but not all that 
you need to know.   
 
By assessing a finalist’s competency (rather than their current skills), here’s what 
you can learn and what you really need to know before hiring: 
• How quickly the individual can be trained or learn your unique systems 
• If required, whether the individual can process new information and has the 

capacity to learn more in the future 
• Whether they will be accurate in their work or whether it must be constantly 

reviewed by others (whether verbally, written or numerically) 
• How they will communicate with others and the best way to communicate with 

them to assure they comprehend based on their verbal reasoning capacity 
• And best of all… what job in your company they can (and can’t) do based on 

their competency 
 
This is all very important to know before making a hire… and before today is 
something you haven’t been able to clone in your TOP Performers.  By doing so 
in the future, you can keep incompetent people off your payroll. 
 
Isn’t that something you need to do to assure your team’s productivity and the 
profitability of your business?   
 
 
Behavioral Traits: 
 
You would think by using a personality test, you would learn the finalist’s natural 
behaviors, but you don’t.  Studies have shown (when the test is even valid or  
reliable), you just learn the person’s desired style of performing the job, working 
with others, etc.   
 
Of course, this is important to know in managing, but the information gathered on 
most personality tests must be discounted because a 10-20 minute ranking of a 
bunch of descriptive words of a person’s personality (or who they think they are  
- not what others think of them), is not going to give you very valid information.   
 
By assessing a finalist’s “natural” Behavior Traits (rather than their situational, 
desired or self-perceived personality), here is what you can learn: 
• Whether they can multi-task, if they are more methodical in doing their job 

and when they’ll become overwhelmed 

The 3 Simple Steps to Clone TOP Performers (cont.) 
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• Whether they will need structure, systems and continual coaching from a  
manager to perform their job of if they can work independently 

• How deliberate or bold they are in making decisions… and more importantly if 
their decisions will be based on intuition or facts 

• If they’ll want to form relationships or if they have a more reserved social style  
• If they can delegate, trust others and whether they are optimistic (as some jobs 

require) or more skeptical of situations and people (as other jobs require) 
• And best of all… whether they have the behavior traits of your TOP  

Performers to assure once training ends, they can produce to your expectations 
 
This is all very important to know before making a hire… and before today is 
something you haven’t been able to clone in your TOP Performers.  By doing so, 
you can keep unproductive, trouble-makers off your payroll. 
 
Isn’t that something you need to do to assure your team’s productivity and the 
profitability of your business?   
 
 
Motivators:   
 
In high school, you probably took a test that told you what you should do for a 
living or study in college.  The problem was, you can like or want to do  
something but if you don’t have the competency or fit the behavioral traits  
required, success might never be found.   
 
This is why these tools that find strengths usually don’t work.  Especially in  
hiring because most of them are also unreliable and can be beat.   
 
By assessing a finalist’s interests, here is what you can learn: 
• Whether they will be satisfied in the job at your company   
• If they’ll show up for work on time, everyday ready to give you a full day’s 

work for their full day’s pay (because they actually enjoy what they are doing) 
• And best of all… if any external motivation will be required to get them to 

perform the duties listed in their TOP Performance Blueprint 
 
This again is all very important to know before making a hire… and before today 
is something you haven’t been able to clone in your TOP Performers.  By doing 
so, you can keep lazy people off your payroll. 
 
Again, isn’t that something you need to do to assure your team’s productivity and 
the profitability of your business?   
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So how do you clone your TOP Performer’s Competency, Behavioral Traits and 
Motivators?   
 
There is only 1 way… 
 
By using a “Total Person” Assessment that measures all three of these areas.   
 
You probably didn’t know there was such a thing… but there is.  And the  
technology has been around and used by most of the Fortune 500 for almost 20-
years now.   
 
Over the past decade, these tools have become more available to smaller  
business too.  Technology has made them affordable for businesses of all sizes.  
 
Organizations large and small that have initiated these assessments into their  
hiring systems feel these unique assessments are their “secret advantage” for 
keeping incompetent, lazy, unproductive people off their payroll.   
 
The term “Total Person” Assessment comes from the Department of Labor for 
these assessments measure behaviors, interests and both verbal and numerical  
competency in just one assessment.  Yes, when you are measuring three areas 
(instead of just one like all other tests), they do take longer to administer.  But 
most finalists are willing to spend another 30-60 minutes to prove they fit the job.   
 
That is not the only thing that makes them unique though…  here is how the 
“Total Person” Assessment differs from all (or most) other tests: 
• They can be administered anywhere (even on a smartphone) and report  

immediately with a click of a mouse button 
• They have a built in “lie detector” assuring the candidate was honest while  

taking the survey 
• They come with 8 different reports used for hiring, candidate comparison, 

coaching, improving leadership skills, team development, conflict resolution, 
succession planning, etc. 

• They are rated the most valid and reliable assessments (in a market of over 
2,500 business assessments) assuring you accurate data on your candidates 

 
But most importantly… they can help you clone YOUR TOP Performers.   
 
Here’s how: 
 
Every job requires a different level of competency, natural behaviors and unique 
interests.  To be successful in a position, an individual must have a “fit” to the 
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required competency, behaviors and interests.  No matter their past training,  
experience or education.   
 
It’s determined that success comes down to “Job Fit.”  And Job Fit comes down 
to competency, behavior and interest fit.   
 
With these assessments, you can create a benchmark for every position in your 
company.  And every benchmark will be different based on the level of  
competency, and required behaviors and interest an individual must have to fit the  
specific job.   
 
If that sounds complicated, difficult to create or time consuming, there’s good 
news.   
 
Through 20-years of studying TOP Performance and assessing the most  
productive employees in virtually every position (from truck driver, to assistant 
brewer, to bookkeeper, to sales manager, to CEO), over 2,000 benchmarks have 
already been created to allow companies to assure job fit.  That’s important.   
 
But even more important, with these assessments, you can customize benchmarks 
to exactly what you are looking for… to clone YOUR TOP Performers.   
 
How exactly will you know what you’re looking for?  It’s simple.  Just have your 
TOP Performer (or between 2-100 TOP Performers in the same position) take the  
assessment to figure out their unique competency, behaviors and interests to set 
the scales.   
 
Then, when you have a finalist for a position, have them take the assessment that 
will measure the individual’s level of fit to the 20 different competency,  
behavior and interest scales.  The report will show how they fit each scale and 
give you a percentage of fit to each section and the position’s benchmark.   
 
(To see an example, visit:  https://www.peoplevalues.com/sample-reports.  The 
“Comprehensive Selection Report” is the report used in hiring and Job Matching 
employees to jobs.  There are also examples of the other 8 reports available.) 
 
So what will adding this extra step to your hiring process do for you?  Besides 
helping you eliminate “gut feel,” chance and luck from hiring, it will improve 
your odds of hiring the right people… the first time… to over 85%.   
 
And when you fill your business with TOP Performers, you’ll finally be able to 
accomplish your important business goals and live the life you desire.   

https://www.peoplevalues.com/sample-reports


As Promised…  Your FREE Gifts 

How to Get Your $498 in FREE Gifts (& a Bribe): 
 
Many people have asked how and why I give all of this valuable information 
away for free.  Especially when I used to charge for it or benefit from all of 
these strategies when I was an expensive recruiter offering a guarantee.  
 
Well, I’ll be honest with you because you’ve probably already realized it,   
this is how we introduce motivated business owners and managers like  
yourself to our services.  We hope that you’ll like the free information we 
provide in this book, will tell others about it and consider using our tools to 
start hiring and developing your most productive (& profitable) staff ever.   
 
But I guess I don’t give it away completely free…  because I do bribe you.  
 
You only get the two gifts below after writing me a 1-3 sentence testimonial 
on this book.  (And a bad testimonial is fine if you don’t feel you got any 
valuable information from reading - I’ll still give you your free gifts)  
 
To provide your feedback and let us know the best thing you learned by 
reading this book, use this link:  Get Your Free Gifts 
(PeopleValues.com/book-hiring-gifts) 
 
Once you submit your feedback (whether positive or negative), you’ll  
immediately get an email with links for the following gifts… and also be 
connected to a webpage to get started immediately.   
 
 
Gift #1  -  TOP Performance Assessment & Scorecard 
 
Over the past 20-years, in studying the most successful organizations, we’ve 
been able to document the best practices in Recruiting, Hiring, Training,  
Developing and Retaining a TOP Performing team.   
 
It’s actually the basis and outline of our online course that will be available 
in early 2021 called TOP Performing Teams.   
 
We’ve created an online assessment that takes just 5-10-minutes to  
complete.   
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Here are the benefits of taking this assessment:  
• You’ll measure your organization's current HR Systems to the TOP 10  
     (of the 50) Best Practices of TOP Performing Small Businesses 
• You’ll receive a Scorecard and a letter grade on your current HR  

Management System 
• You’ll figure out how much revenue you are currently wasting on the  

salaries of underperformers 
• You’ll discover your sales potential if you hired only sales stars 

 
For many organizations, “People Problems” (turnover, reliability issues, 
conflict, ineffective management, etc.) have been the #1 issue holding them 
back from reaching their potential for years.   
 
The real-world solutions, ideas and simple actions to implement into your 
HR Systems that you’ll learn about by taking this assessment and getting 
your scorecard are well worth 10-minutes of your time.   
 
 
Gift #2  -  1 FREE “Total Person” / Job Matching Assessment 
 
After learning about the “Total Person” Assessment you read about in the 
final section of this book, I’m sure you want to take one yourself.   
 
Good News!   
 
That is the second gift we offer and you’ll receive a self-improvement, Job 
Matching, Coaching and Leadership Report on yourself.   
 
Or, you can choose to have another productive member of your team take 
the survey allowing you to get a head start on building your benchmark and 
cloning your TOP Performer’s competency, behaviors and interests.   
 
Even though the reports don’t require extra interpretation, as an added  
bonus, a TOP Performance Consultant with People Values will review the 
reports with you and answer any questions you have on how to boost you (or 
your employee’s) performance.   
 
We look forward to providing this very valuable gift.   
 
Don’t wait…  Get Your Free Gifts Right Now! 
(PeopleValues.com/book-hiring-gifts) 
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