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Appendix A: Materials for Pilot Study 

Demographical Information 

1. Age: __ years 

2. Gender: M / F 

3. What is your highest level of education obtained to date? (check one) 

High School __ 

Post-Secondary Diploma __ 

Currently Completing Undergraduate Degree __ 

Completed Undergraduate Degree __ 

Currently Completing Graduate Degree __ 

Completed Graduate Degree __ 

4. What was your major? __________ _ 

5. What industry do you work in? 

Service Retail/Sales Oil and Gas Government/Public 

Manufacturing/Production__ Office/ Administrative work 

Engineering __ Other 

6. Are you currently (previously) working in a: 

Recruiting firm _ Internal recruiter 

7. How many years have you been involved in recruiting? __ 

8. Have you ever supervised other recruiters? yes I no 
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Semi-structured Interview 

1. What are the seven most important tasks that recruiters do frequently in their daily jobs? 

2. What do you think makes the difference between an average and an exceptional recruiter? 

3. What is an example of an exceptional recruiter? What made him/her so effective? 

4. What are the qualities or characteristics of an above average recruiter? (prompt if necessary 

to get an exhaustive list) 

5. What does your organization do to improve the effectiveness of recruiters? What do you 

think they should they do? 

6. Have you received training on how to recruit? 

-How were you trained? 

-Was it effective? 

-What would you say is the most effective way to train recruiters? 

7. What tactics do you find are successful in getting applicants to accept a job offer? 

8. Are the same qualities/characteristics successful for recruiting at all levels of organizations/ 

types of industries? 
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Appendix B: Materials for Recruiting Study 

Demographical Information 

1. Age: _ years 

2. Gender: OM or OF 

3. What is your highest level of education obtained to date? ( check the highest level) 

0 High School 

• 
• 
• 
• 
• 

Post-Secondary Diploma 

Currently Completing Undergraduate Degree 

Completed Undergraduate Degree 

Currently Completing Graduate Degree 

Completed Graduate Degree 

4. If so, what industry do you work in? 

• Service • Retail/Sales OOil and Gas • Government/Public 

• Manufacturing/Production • Office/ Administrative work 

• Engineering 00ther 

Control Variables 

1. How many years have you been working with the Southwestern Company? __ _ 

2. How many years have you been recruiting? 

3. On your campus, how many other Southwestern recruiters are there? 

4. On average, how many hours per week are you recruiting? 
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5. I believe that there are lots of alternate employment opportunities in this area. 

Neutral 
Strongly Disagree (neither Agree Strongly 
Disagree agree nor Agree 

disagree) 

1 2 3 4 5 

Recruiter Focus 

Please read each statement and decide how much you agree or disagree with that statement. 

Then write your response in the space next to the statement using the following scale: 

Neutral 

Strongly (neither Strongly 
Disagree Agree 

Disagree agree nor Agree 

disagree) 

1 2 3 4 5 

1. The major focus of this interview was to evaluate the applicant. 

2 . This interview was used primarily to determine the applicant's qualifications. 

3. The purpose of this interview was to market the company. 

4. My major focus of this interview was selling the company. 
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Applicant Orientation 

Please read each statement and decide how much you agree or disagree with that statement. 

Then write your response in the space next to the statement using the following scale: 

Neutral 
Strongly 

Disagree 
(neither 

Agree 
Strongly 

Disagree agree nor Agree 
disagree) 

1 2 3 4 5 

1. I try to recruit as many people as possible rather satisfy an applicant. 

2. I try to figure out what an applicant's needs are. 

3. A good recruiter has to have the applicant's best interests in mind. 

4. It is necessary to stretch the truth in describing a position to an applicant. 

5. I paint too rosy a picture of my employment position to make it sound as good as possible. 

6. I try to find out if the Southwestern Company would be the best employment opportunity for 

the applicant. 

7. I try to help the applicant achieve their goals with regards to finding employment. 

8. I try to get applicants to discuss their needs with me. 

9. If I am not sure the Southwestern Company is right for the customer, I will still apply 

pressure to get him/her to apply. 

10. I spend more time trying to persuade a potential applicant to apply than I do trying to 

discover his/her needs. 
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Recruiter Training 

1. How many times have you attended the Great Recruiters Seminar? 

2. How many times have you attended a Sales Managers Meeting with the Southwestern 

Company? 

3. How many times have you attended the fall ball? 

4. Have you received training on recruiting other than GRS? Dyes OR Ono 

If so, what? 

Recruiter Effectiveness (self-report) 

1. How many dealers' agreements did you receive last year? __ 

2. How many letters of credit did you receive last year? __ 

3. How many people attend your recruiting sessions on average per week? __ 

4. Approximately, how many people attended your recruiting sessions on average 

last year? __ 




