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HIRING PEOPLE IS LIKE FISHING 

BY: DAVID J. SAXTON  

PRESIDENT, NORTH AMERICAN RECOVERY 

This month’s article was a fun and creative way I came up with 

to share my philosophy on hiring people with my management 

team. I hope you enjoy! 

Hiring people is like fishing. I’m serious. You have 

to select the appropriate bait, plan your trip so you’re in 

the right place at the right time, cast your line, then be 

ready to hook a fish and to reel it in. 

Hiring people is exactly the same—we just use dif-

ferent terms. During the past 25 years of owning my 

business, I’ve learned what does and doesn’t work when 

it comes to hiring people. Strangely enough, it is just like 

fishing, but I need to make a confession: I’m not a good 

fisherman. In fact, I can barely fish at all. That’s bad be-

cause I spend a lot of time on my boat, mostly relaxing 

and decompressing, but regardless, I should be a better 

fisherman. 

Realizing this, I recently made an effort to improve. I 

watched a few instructional videos and read some articles. 

This helped a little, but more importantly, going through 

the process of teaching myself how to fish helped me rec-

ognize similarities with the process of hiring the right 

people for our organization. 

Let’s start with the bait. I quickly learned that put-

ting a slimy worm on a hook, throwing it out as far as 

possible, letting it sink to the bottom, and hoping for the 

best would land an ugly carp. I’m fishing, but carp is not 

what I want. I want striped bass. When you’re hiring, if 

you post a stripped-down help wanted ad that lists basic 

duties and the wage, you’re going to get someone looking 

for just that: a basic job, but nothing more. 

Here’s what such an ad looks like: 

Collector. Must be able to type 35 WPM and not be 

afraid to talk on the phone. Experience preferred but not 

required. Hours: Monday through Friday 8 a.m. to 5 p.m. 

Base salary: $15/hour plus commission. Health and den-

tal benefits offered. Email your resume to Con-

tact@North-American-Recovery.com. 

This ad attracts people who want to do the bare min-

imum to get by, but we’re looking for motivated, driven 

individuals who are seeking opportunities for advance-

ment — people who will elevate the job, their co-

workers, and the company to another level. Those people 

respond to a different type of ad. 

LAST MONTH’S LUCKY WINNER 

The lucky winner of our client prize for  

June is Sevier Valley Anesthesia. They have been 

using our agency since 2010! We will be sending 

Clarie a $100 Visa gift card! Enjoy! 

THIS  MONTH’S  PRIZE 

This month we will be giving away a Visa gift 

card! Each client who sends new accounts during 

the month of July will have their name entered into 

a drawing. At the end of the month, we will draw a 

name. If it’s yours, you’ll win the prize. 

Don’t miss out on your chance to win. 

Send new accounts in July! 

Good Luck!! 

http://www.north-american-recovery.com/
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It’s just like fishing. If I want better fish, I need bet-

ter bait. Catching anything was exciting at first, but I 

quickly grew tired of pulling carp out of the lake. So I 

ditched the worm and went with premium smoked turkey 

from Costco. (By the way, that turkey is delicious on 

wheat bread with mayo, mustard, lettuce, tomato, and 

extra onions.) Anyway, in addition to better bait, I added 

a couple of sinkers and a bobber. I cast the line closer to 

shore and waited. That bait and better placement proved 

to be a magical combination for Lake Powell catfish. The 

first time I cast this bait-line setup, I had a fish on the line 

within 60 seconds! I was shocked. My wife was equally 

shocked. My new technique proved flawless—during the 

right time of day. It was so good I bragged to friends that 

I could catch a fish within one minute of casting my 

line—and I have routinely proven it. 

Hiring great employees also requires better bait. In-

stead of a stripped-down help wanted ad, you need a so-

phisticated ad with rich content. Potential employees need 

to know about your company, how you rank in your in-

dustry, how long you’ve been in business, the pay, bene-

fits, job duties, responsibilities, etc. The list goes on. You 

also need to “sell” the job—and your company—in the 

ad. Click on this link to view an example: Help Wanted.  

The right bait—or the right ad—is just the start. 

When you run an ad like this, you also need to make sure 

your Internet presence impresses a potential employee. A 

lot of business owners and managers don’t realize this. 

They know how great their company is, so they assume 

everyone wants to work there. That’s a mistake—and one 

reason small businesses struggle to find talented employ-

ees. You have to convince a great applicant they’re join-

ing a great team if you want great employees. 

Your company website needs to talk about your 

positive work environment. You also need examples of 

how your employees feel about working there, like this: 

NAR Employee Testimonials. Your social media sites 

need to be content-rich. Prospective employees will visit 

them—or even look at your personal Facebook or 

LinkedIn pages. Make sure they are impressive. NAR on 

Facebook, NAR on LinkedIn. 

I learned the hard way. When I asked a potential 

public relations candidate, “Why we should hire you?” 

She responded with, “So you can have more than 29 likes 

on your Facebook page.” Your online image should sell 

your business to prospective customers, clients, and po-

tential employees. Use Kirkland Brand Premium Smoked 

Turkey, not a worm. 

However, that’s still not enough. Just like with fish-

ing, you can’t expect to cast your line at any time of the 

day or night and catch the fish you want. It’s crucial you 

choose the right time to run your ad. When is that? Mon-

day morning at 7:30 AM. That is by far the best time to 

run an ad—regardless of where you post it. There are two 

reasons. First, job sites by default list the newest jobs 

first. If you post a job Monday morning at 7:30, it’s going 

be at the top, no matter what job someone is looking for. 

Second, the employees you want to hire will be looking 

first thing Monday morning. 

Think about it. Motivated, talented people get up 

early Monday morning and “start looking for a job.” They 

apply for jobs during the first two hours. By Monday af-

ternoon, they are receiving calls and scheduling inter-

views. They interview Tuesday and Wednesday. They’re 

offered a job by Wednesday afternoon. They accept and 

stop looking. 

On the other hand, those who aren’t as motivated 

will sleep in Monday morning (long weekend). They’ll 

roll out of bed around 10:30, have some coffee, and 

watch a bit of TV. By noon, they’ll be distracted by “Ha-

lo” or the dog. Then, it’s lunch. After a big lunch, they’re 

sleepy, so it’s nap time. After their siesta, they’ll have lost 

their motivation to look for a job. 

Tuesday will have a similar routine but will include 

some nagging from their mom, girlfriend, boyfriend, etc. 

They hear, “I thought you were going to look for a JOB 

this week.” The same thing happens Wednesday, but the 

nagging intensifies. Finally, by Thursday around 9:00 am, 

they start looking. 

If you had a staff meeting Wednesday, and you de-

termined you need to hire a few people in department X, 

if you post your job that afternoon—or even worse— 

Thursday morning, guess who’s going to apply? That’s 

right. Mr. Motivated. The people you want to hire already 

have a new job by Thursday. Even if you use a great ad 

(the correct bait), posting a job on any other day, or at any 

other time is like fishing in the middle of the lake at noon 

when it’s 112 degrees. Don’t do it. No matter when you 

realize you need to hire someone, wait until Monday 

morning at 7:30 AM to run your ad. You’ll get responses 

from smart, motivated, and talented job seekers. These 

are the people you want to interview. 

Okay, we have the right bait; an appropriately word-

ed ad. We’re casting that bait at the correct time on the 
correct day; Monday at 7:30 AM. Now we have to watch 

the line and be ready to “set the hook.” 

http://www.north-american-recovery.com/
http://www.north-american-recovery.com/files/Human%20Resource%20Manager-Client%20Service%20Representative-Personal%20Assistant%20to%20the%20President(2).pdf
http://www.north-american-recovery.com/employee-reviews.html
https://www.facebook.com/NorthAmericanRecovery
https://www.facebook.com/NorthAmericanRecovery
https://www.linkedin.com/authwall?trk=bf&trkInfo=AQFWUumf-_VgkwAAAWwgVYvIN67lnRfPaMEN5ywD5LQaTVNvEYJXo8w79sh7Hm5PflrmPdZEs-ILBjiW-jJiYJwyKfmQuQcN0p3ex3Fzsxfm0bSaZDfkqNekXs5VLTgFiRl7GCM=&originalReferer=&sessionRedirect=https%3A%2F%2Fwww.linkedin.com%2Fcompany%2Fnorth-american-recovery
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After success with catfish, I was ready for more. 

During a visit to Good Hope Bay, there were bluegill 

everywhere. I could see them just off the back of my 

boat. The ones at the surface were small, three or four 

inches. But every once in a while, a BIG one would 

swim up from the depths. Big for a Bluegill is 12 to 14 

inches. These were the guys I wanted to catch. 

I dropped the hook about two feet deep. All the lit-

tle guys went after it, and eventually I had one, but I was 

embarrassed. It was too small. I needed to go deeper. I 

added a few sinkers, and a bobber then cast again. The 

bait and sinkers dropped out of sight. I was patient. I 

waited, and I watched the bobber closely. When I saw it 

start bouncing, I yanked on the line and had a fish! A 14-

inch bluegill! The wife was impressed. 

When adding people to your staff, you need to be 

ready to watch that bobber and set the hook when they 

bite. You accomplish this by using an email address that 

will be diligently monitored Monday morning. The per-

son monitoring the email will give each resume and cov-

er letter a cursory review to ensure the applicant meets 

the minimum requirements. Then, the moment they’ve 

identified a qualified candidate, get that person on the 

phone and set up an interview—for Monday afternoon if 

possible. Set the hook! 

If Monday afternoon doesn’t work, set the appoint-

ment for Tuesday. If they can’t meet Monday or Tues-

day, tell them those are the only two days available right 

now, but we can get back with them later in the week if 

something changes. This is another way to filter out 

those not committed to finding a job. If you’re fishing, 

this is when you try to set the hook, but the fish gets 

away. That one wasn’t serious about taking the bait, so 

it’s okay. Cast the line again. 

Reeling in the applicant and “catching” them hap-

pens when they arrive at your office. In our company, 

we have two people interview every applicant. They plan 

on being available to interview all day if necessary. If 

you have testing procedures, have the candidate com-

plete as much of the testing as possible online before 

they get to your office. Then, when the candidate arrives, 

conduct your first interview. 

If the first interviewer likes the candidate, he or she 

will ask them to stick around for a second interview. If 

both interviewers like the candidate, the second inter-

viewer should offer the candidate the job on the spot—

before they leave. Cast the correct bait, at the right time, 

hook the fish, now reel it in! Making an immediate offer 

to a talented, qualified, well-interviewed candidate im-

proves your chances of them accepting. 

If they are that good, they will certainly have other 

interviews lined up. If you wait until “tomorrow” to de-

cide, they will have already interviewed with other com-

panies and quite possibly accepted a job from someone 

else (perhaps a good fisherman). Don’t let that happen! 

Be ready. Get them in the boat (your company) without 

the line breaking or them working off the hook (taking 

another job). 

You will, of course, give them a disclaimer about 

passing any background checks and/or drug tests as a 

condition of the offer, but the most important part is to 

make the offer before they leave. There’s nothing worse 

than reeling in a great catch just to have it wiggle off the 

line before you get it in the boat. 

Now you know how to prevent that. Use a good ad, 

run it at the right time, get applicants in for an interview 

ASAP, then make an offer. You’ll have better success at 

hiring people. As for your fishing—sorry, as I mentioned 

earlier, I’m not a good fisherman. I still haven’t caught a 

striped bass. Maybe next year. 

© 2015 David J. Saxton 

 

About the author. David J. Saxton is the President, 

CEO and owner of North American Recovery, a third-

party collection agency founded in 1993 and headquar-

tered in Salt Lake City, Utah. Dave and his 62 full-time 

employees provide debt-collection services to more than 

3,000 businesses in nearly 47 states. Dave enjoys writ-

ing, the great outdoors, sports cars, motorcycles, and 

spending time with his wife of 31 years, Shelley, and 

their two daughters, Jorden and Breeanne. Dave would 

love your feedback and comments. Contact him at: 

DaveSaxton@North-American-Recovery.com or (801) 

364-0777 ext. 106. 
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