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Everything to help you tether tape
measures, power tools, and small tools
up to 10 pounds, in one grab-and-go kit.
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Fifteen years ago | started selling in our industry. Prior to that, my
only sales jobs were CSR-type positions. When | started working
for a local office supply company, | was thrown into real selling
and introduced to the thrill of cold calling. And yes, | said “thrill!”

Like most under-experienced salespeople, initially | was terrified
of picking up the phone and trying to make a sale.

| wondered if | would sell enough to keep my job, or if | had any
kind of real future in this business. So how did | change my at-
titude towards sales from terrified to thrilled? There is one very
simple answer: by taking direction from the Motivator.

Under the leadership of a manager | called the Motivator, | de-
veloped into one of the most successful salespeople at our com-
pany. Here are five reasons why this style of leadership works so
well:

1. The Motivator practices what they preach. This manager
will jump on a sales call anytime. They know how to sell and
in many cases they continue to work key accounts, so that
they remain in the game and engaged with real-world custom-
er needs. They earn credibility with their staff because they
lead by example.

Take Action: Do you have a sales representative who
is struggling with prospecting? Get together and have
them listen to you calling ten prospects. Then listen
to them calling ten prospects. Demonstrating how to
make effective calls will go much further than telling
them.

2. The Motivator is your #1 fan. They always believe in their
team members, even the bench warmers. Sales teams are
made up of people with various skill levels, just like a baseball
team. While we would all love to have a team composed en-
tirely of Derek Jeters, there is a need for those 2nd- and 3rd-
string players as well. In some cases, that salesperson who is
always behind goal just needs someone to encourage them
and invest time in them.
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3. The Motivator shows genuine appreciation. He or she is
always thinking of small, creative ways to show appreciation.
From a handwritten note or goodies (keep them on hand) left
on someone’s desk to recognition in a company meeting, the
Motivator is always highlighting the team’s successes.

Take Action: Think of one team member you would
like to recognize and send an email to your owner/CEO
pointing out the great job they’re doing and copy your
team member on it.

4. The Motivator values your time. Working for the Motivator
means you will actually look forward to your weekly sales
meetings. They are well prepared and always feature specific
talking points. They make it a point to have the people at the
meeting walk away feeling energized and ready to sell.

Take Action: Want to improve your next meeting?
Email me at Jessica@methodsnmotion.com and we'll
send you a mini-playbook on the 10 Ground Rules for
Running a Damn Good Meeting.

5. The Motivator is a goal setter. This manager is always setting
goals for the team—and posting them. They can be weekly,
monthly or yearly goals. They know how many new accounts,
appointments and total sales are needed for the team to thrive.
They find ways to motivate their team members to achieve
goals, such as a special team lunch or contests with prizes.

Motivation comes from within each individual. The best leaders
bring out the best in every person on their team while removing
the barriers to success. What can you do as a motivator or inspi-
rational leader to help your employees motivate themselves to
work hard at being successful in 20177

Interested in delving further into the subject of becoming a better sales leader and
motivator? Please feel free to reach out to us at www.MethodsnMotion.com.

PAGE 40


mailto:Jessica@methodsnmotion.com
http://www.MethodsnMotion.com

Not a subscriber?
oign Up Now

Not an Advertiser?
Start Next Month

Got an article idea?
VWe Want 1o Hear About [t

Cal Simon, 703-379-8583



Last month’s column focused on con-
ducting a winning first hiring interview. A
major objective of the first interview is to
break down the résumé through detailed
questions, making sure that the person in
front of you is who they say they are. But
even after your candidate clears the first
interview, you’re not done with the veri-
fication process. Now comes the phase
that | call “due diligence,” i.e., using read-
ily available information to again verify
your candidate. Due diligence consists of
several key components:

Criminal background checking. Always
perform a criminal background check on
each final candidate. It’s both human and
natural to assume that someone who is an
applicant for a professional job will have
a clean background. It’s also an incorrect
assumption, more often than most of us
would care to know.

| once had a five-year stretch of nothing
but clean background checks on job ap-
plicants and then had top candidates in
three different searches come up with fel-
onies. What’s worse, even if their explana-
tions were 100% true, it showed such bad
judgement that | couldn’t possibly consid-
er hiring them.

Failing to conduct a background check on
a candidate you subsequently hire comes
with a risk. If your new employee has a
felony conviction in their record and they
commit more crime while working for you,
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you can be liable in a court of law if you
haven’t done a background check. For in-
stance, you hire someone with a burglary
conviction and then they steal from your
client.

Please note that | am not instructing you
NOT to hire someone with a past felony—
there are numerous factors including age,
situation, etc. that can be mitigating—but
make sure that you do what you do with
full information.

Some jurisdictions have implemented
“ban the box” legislation that prohibits
asking a prospective employee if they
have a felony prior to hiring. Check with
your lawyer on this one, but my under-
standing is that it’s still legal pretty much
anywhere to make the job offer contingent
upon passing a background check.

You should also do a sex offender check
for reasons that should be obvious. There
are numerous companies out there that
will do this reasonably; my favorite is
Validity Screening. You can find them at
www.validityscreening.com.

Reference checking. “Aw, Troy, it's use-
less to check references. They’ll just put
down people who will only say good
things about them.” Yes, you’d think so,
wouldn’t you? Again, you’d be wrong. |
always checked references in my search-
es. | called dead people. | called people
who didn’t have good things to say. On
one occasion | even called someone who
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told me, “I have no idea why you’re call-
ing me. | physically hate the guy and I'd
punch him in the mouth if he was in front
of me.” He was serious!

Here’s where it's helpful to understand
numbers. Forty percent of all hires are
made without checking references, even
when they’re requested. So if you can’t
find someone to say nice things about
you, you can still put down three names
and have a 40% shot at the job—not bad
odds if you’re wildly unsuccessful.

Don’t be that person’s victim. Request
BUSINESS references. Former bosses
are the gold standard, former co-workers
and customers are second and there is no
third.

Then CALL them. Ask good, detailed
questions about the person and their per-
formance on the job. You need no nega-
tive references and at least two positives
(you might, from time to time, not be able
to get hold of one reference).

I'm also asked a lot about “name, rank
and serial number” references. That's
where you only get the applicant’s title
and dates of employment.

Normally that’s a response you get from
HR, not from a supervising manager. No-
body gets into legal trouble for bragging
on a past employee. Don’t use HR for
your references.

continued on page 43 >>
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Secondly, if you get this type of a refer-
ence from a past supervisor, that’s a sig-
nal that something is wrong.

Ask this follow-up question: “Would this
person be eligible for re-hire?” If the an-
swer is “no” or even if there’s a hesitation,
you have a problem. Remember, you need
your applicant to have at least a 2 and 0
record in references if not a 3 and 0 re-
cord. If you don’t get that, move on to the
next applicant.

Employment History, Again, companies
like Validity will call and verify employment
history (this is where you do call HR), or
you can do it yourself. You'll probably find
that it’s cheaper to outsource it. Unlike
reference checking, all you’re looking for
here is to make sure that the résumé is a
reflection of actual work history.

Education Credentials. Here’s where it
gets a little sticky. You might be tempted
to disregard the education section on the

résumé if your job doesn’t require a de-
gree. Don’t.

Remember, one of the major red flags in
any hiring process is a lack of truthful-
ness. Education is one of the most com-
mon areas for candidates to falsify. They
might claim a degree that they don’t have
or even a school attendance that didn’t
happen. You can usually check these cre-
dentials through the registrar’s office or
again, you can have an outside firm check
them. Don’t neglect this.

Credit Check. | only mention this to ad-
vise you NOT to do this. First of all, legally
speaking, credit checks only have valid-
ity when dealing with a position such as
a CFO or controller, where your applicant
will be dealing directly with the company’s
finances.

Secondly, credit reports tend to be wild-
ly inaccurate, and denial of employment
based on them is a quick path to a law-

suit. | don’t check credit and | advise you
not to.

Other info. Check driving records if you
provide a car or car reimbursement; I'd
also advise testing for drugs.

If you’re thinking that’s a lot of informa-
tion to gather, you’re right, and we hav-
en’t even talked about social media. But
the right candidate will pass all of these
checks. Don’t shortcut and you won’t
have anything to regret later.

Troy Harrison is the author of “Sell Like You Mean
[t!” and “The Pocket Sales Manager,” and a

speaker, consultant, and sales navigator who helps
companies build more profitable and productive
sales forces. For information on booking speaking/
training engagements, consulting, or to sign up for
his weekly E-zine, call 913-645-3603, e-mail Troy@
TroyHarrison.com, or visit www.TroyHarrison.com.
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OPWIL

OFFICE PRODUCTS WOMEN

nLEADERSHIP

Linked [T}

Join our conversatfion on Facebook and LinkedIn for more information.

CONNECT UP!

Office Products Women in Leadership (OPWIL)

is a professional organization connecting women in
leadership roles within the Office Products industry.

Together we can learn, develop and grow while forming
professional connections and developing lasting friendships.
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Your
Voice

Matters

By Krista Moore

It's a New Year, a great time to wipe the
slate clean, begin a fresh new journey or
continue to build upon last year’s success.
It is always a time for reflection, visioning,
and planning. Set goals, share your vision,
be a motivating leader, have accountability
...and the list goes on.

Last month, K.Coaching proudly celebrat-
ed its 14th year anniversary. It seems like
yesterday that | was working on this start-
up business in the extra bedroom of my
town house. | remember the planning, as
| called a targeted list of potential clients
to ask them what was happening in their
business, what their successes were and
what challenges they were having.

| wanted to fully understand my potential
clients’ needs and discover what was re-
ally on their hearts and minds. By doing
this, | was able to build our initial training
and development programs that would
truly address their obstacles to growth and
success.

Fast forward 14 years, | still don’t want to
be just that person who is telling you how
you need to be, or what you need to be
doing in your business. | want K.Coach-
ing’s IDGrowth Solutions to be the prod-
ucts and services that our office products
clients truly need for continued growth and
development. That is why today, | still ask.

Your Voice Matters is our survey that cap-

tures what is on the minds of the Indepen-
dent Dealer Community. What you tell us
not only enables us to develop new indus-
try programs. We also share the results
with survey participants.

We are in this together. We encourage you
to take the Your Voice Matters survey on-
line, make your voice heard, and discover
what your fellow dealers are up to.

By taking this SURVEY you will share your
successes, your focus areas and your
biggest obstacles and then learn how
you compare to other dealers across the
country.

continued on page 45 >>
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ASSOCIATION

Join the Business
Solutions Association
for the 2017 Annual
Forum!

The Forum will take place at the

Austin Hilton.

www.businesssolutionsassociation.com

Save the Date:
2017 BSA Forum in Austin, TX
September 6 - 7, 2017
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1. What growth did you have from 2015
to 20167
O Negative growth
O We were flat
O Up 1-4%
O Up 5-10%
O 10-20%
O Greater than 20%

2. What has been your greatest success

in 20167 (Choose the Top 2)

O Improved margins

O Investment in technology

O Hiring new talent

O Growth/expansion into other
product categories

O Improved web/digital presence

O Training and development of our
people

O Exceeding revenue growth

O Lowering operating costs

O Other (Explain)

3. What is your #1 focus area for 201772
O Leading and managing better

O Customer loyalty and retention

O Expanding into other product
categories

O Hiring new talent

O Redesigning sales compensation
plan

O Retiring/selling your company

O Acquiring other companies

O Better work/life balance

O Other (Explain)

. What are your company’s biggest

obstacles to growth over the next 3

years? (Choose the Top 3)

O Underperforming sales reps

O Antiquated technology

O Competitive pricing strategies

O Leading the needed changes in our
business

O Improving profitability with
deteriorating margins

O Remaining relevant in a digital world

O Company mission, vision, and
strategy

O Execution and accountability

O Myself
O Other (Explain)

5. What type of learning and development
do you and your team need to continue
to compete and grow profitably?

6. What is the one thing you would do to-
morrow if you weren’t worried or afraid?

We look forward to collecting these results
during February and then producing a full
report to share with participating dealers
from across the country. At IDGrowth,
we are asking and listening because your
voice does matter. We care about you and
we care about your continued growth and
success.

Krista Moore is president of K.Coaching, Inc. and
founder of IDGrowth Solutions. The IDGrowth Sales
Vault, a learning management system, is utilized
by hundreds of independent dealers to enhance
their sales strategies, training and leadership
development. For more information, visit the
IDGrowth web site at www.idgrowth.com.

WE WANT TO HEAR WHAT YOU HAVE TO SAY

TAKE OUR SURVEY NOW!

Enter to win [
an iPad Mini! ¢

=l.."!

Go to www.idgrowth.com today and answer 6 simple questions and enter to win an
iPad Mini and receive the collective survey results.

At K.Coaching, we created IDGrowth Solutions™ so we could give you a collection
of OP industry-specific best practices, easy-to-execute strategies, and easy-to-access

training modules.

Visit idgrowth.com now!

GROWTHSOLUTIONS

With IDGrowth Solutions™ we make it easy for you to play big and grow profitably.
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