9-Minute
Crash-Course
for CEOS with Sales Teams

With rock solid selling systems?
Or is your team just showing up
and hoping for the best?




Why settle for mediocrity
when you can have top
performers?

No one hires salesperson expecting poor
performance, yet business owners accept lackluster
results from their sales team.

Managers usually think they hired the wrong
person, yet they make only minor changes to their
processes of recruiting, hiring and on-boarding
processes to find the right person.

You might have mistakenly invested in the least
productive direction for your sales force. Easily
corrected!

Learn the 2 models of sales teams: RockStars and
Garage Bands. So you can see the distinct signs of
your own team and retool for greater success.

This 9-Minute Crash Course will introduce you to

the single KEY INSIGHT that transforms the usual
struggle for growing sales consistently into a
powerful sales and recruiting and team management
approach in your business.
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CRAS# Course
For CEOs with Sales Teams

ROCKSTARS
OR

GARAGE
BAND?

e Do you have RockStars on your sales
team?

e With Rock Solid selling systems?

e Oris your team just showing up and
hoping for the best?
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Are you deliberately ignoring your results?
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Why you should
study this
o-minute course
and apply it
immediately

B ecause there is something you don’t

see that’s preventing you from reaching
your full sales potential.

| t sbresssing you out, spoiling your fun as CEO.

For less effort, you canboost your salesand have
fun doing it.

Everything you need toknow is right here in this
crash course.



I just met Rusty,
CEO with
a sales team

He is a great guy, very personable.
So we talked.

Rusty: | 0upset. My salesare stuckin the mud.
Me: How so0?

Rusty: | did everything right.

| interviewed every one of my sales people. | got
people with experience and drive. And still we fail
to meet our sales goals. Month after month. . . .

| 6 mupaerndd | dondét Know what

Me: L e tmet your salesteam and explore this.



He tries to look
proud and cover
up...but his
frustration is
busting out of
him

Rusty: Meet my sales teant Al, Bob, Carol, Dirk,
and Ellen.

Me: Hi. Great to meet you. Do you know why
sales are flat?

Al: | t tbeseconomy.

Bob: Summer is always slow.

Carol: It takes a while to build up contacts.
Dirk: | dondét think our
Ellen: | dondét know.

Me: Thanks for sharing. Rusty and | are going to
discuss your feedback now.

(The sales team leaves the room.)

s al



It’s obvious

Me: So what do you say, Rusty?

Rusty:1 t 6s obvious that our t
results. Yet nobody knows why or how to correct
it.

Me: Ri ght. So | etbds set wup a
conversation tomorrow.

Rusty:Please | et ds notbodyut it

language is shouting to me that yousee something

I donoét . I need to find a

dinner? | want to continue talking with you.

Me:Sur e. Letds go.



(They sit down for dinner at a café.)

Our process of |
. Me: Do you think they can do better?
selection Rusty: That 0

what keeps me up

Me: How did you choose them?

Rusty: Every one was different:

e Al | knew from when we worked together at
a different company.

e Bobismywife 6s cousin. She re€
him.
e Carol answered our LinkedIn posting.

e Dirk just knocked on the door and said he
would bring rain.

e Ellen was referred to us by one of my clients.
Why do you ask?

Me: Did you interview them?

Rusty: Of course. | think our pro cess is very
demanding.

Me: How?
Rusty: | look them over and they have to impress
the hell out of me.

Me: How has that worked out for you?

Rusty: My results are all over the map.



Gotta do
something

Me: What are going to do now, Rusty?
Rusty:1 61 | h aAl and hire sorheione else

Me:What 6s the | ogic?

Rusty: His attitude is infecting the rest of the
team. And | have to find someone better as a
replacement.

Me: Ok. So how will you do that?
Rusty:1 61 1 just hire ddb.e s ame

Me: Right, and how do you know it will be
different this time?

Rusty: Welll gottad o s omet hing, don
if | hire more sales peoplel can kick up my
numbers.

Me: But if you do the same thing as you did
before, why do expect any improvement?

Rusty: | think | know what the problem is with Al
and | won't hire any people like him.



Doesn’t every
sales team go
through this
cycle?

Me: How many times have you gone through this
cycle, Rusty?

Rusty: Cycle? What do you mean?

Me: Do you do this every half year?Every year?

Rusty: Hiring and firing? Of coursel do it as |
need to. Doesndt every

Me: Right, but | want you to look at the last 3
year s . yblubeea doing this over and over,
with flat sales-- maybe you get an oddfew good
months-- but overall flat results? And you keep
hiring one and firing one. Or hiring a few more
and hoping that will kick up your numbers. Am |
wrong?

Rusty: No.

CEO



Listen to
the music

Me:l 6m finished eatindondatet
want to leave you stuck and frustrated.

Rusty: Sure. And whilewewalk,y ouo !l | t el |l
better way.

Me: Of course | will.

Rusty: STOP'Hey, can you hear it ?
band playing down the street. A free street
concert. | love hearing them out in the open.

Me: Me t oo0. Music is one of
playing Led Zeppelin.

Rusty:Let 6s go!



Ouch!

Me: Whattaya think?

Rusty:l know t heyor epainingsity Kk i c
ears to listen to them.

Me: Ouch!



What’s so bad?

Rusty:] dondét want to be unki
drummer is off -beat. | was a drummer in my high
school band.Thisguyc ané6t keep a r hy-

Me: | like his shocking pink t -shirt.

Rusty: And the bassguitard o es ndt under s
chord progressions. Playing a simple bass is not
complicated.

Me: Ok, so who there is doing a good job?

Rusty: | think the organist is missing a few
fingers. Every other note is a fumble.

Me:l donot t hiemk yeeu Olsi K e aty

Rusty:l doné6t bel i eavthatriffz !' Di
The lead guitar just massacred Jimmy Page. Have
mercy!

Me: Frontman is playing well with the audience,
dondt you think?

Rusty: Yeah, the frontman had some sexy moves.
| donodot Kkerga himsklfosuch dcollection
of goof-balls.

Me: The audience seems happy.
Rusty: Mindless teenagers! They came to hang

out. What do they know abo
If I listento thisany more | 61| have



Garage Band

Me: Theyrealypus hed your buttons
kids having fun.

Rusty: Not for me. When | was a teenager,
playing rock music was everything. It was as
serious to me as ¢ésending

livedr ock musi c. | didndot car
school. All I wanted was to whack my sticks on
those skins. | 6d | ove to g

Me: Yeah, deep down every kid wants to be in a
rock band and make music.

Rusty: Pl eas e! Dondot call that
garage band! They make noise! They take p space

and disturb the neighbor s!
band.



“Good”

Me:YOou know a | ot about r oc
Rusty: Yes | do.

Me: So if you were the manager of that band,
what would you do to make them really good?

Rusty: Good? I f | were in that
allow the word Agoodo to b
about Agreat??o

Me: | like your approach.

Rusty: When you join my band

about 0 g arentjoining¥agarage band,
dude, youdbre joining MY ba
Me: Go on.

Rusty: We only acceptRock Stars in my band.



STOP!

Me: How do you choose aRockStar? How do you
know who is a RockStar?

(rusty stops and faces me...
he steps closer, looks me in the eyes,

and looks me over...

he relaxes and we continue walking together...)



RockStars

Rusty: RockStars are born.
Me: So how do you find them?

Rusty: You put the word out in the grapevine that
youore | oRokkStarg f or a

Me: And then?

Rusty: And then have them play for you. They
have to know every riff that was ever played from
Chuck Berry to Jimmy Hendrix.

Me: And then?

Rusty: Then they have to play with me and | run
thr ough every challenge known to man. | check
their improv, their fingering skill, their rhythm,
their eye contact, their willingness to fit in, their
guts to push into the lead, their imagination, and
their joy of rock.

Me: And if they pass that test?

Rusty: That 6s just the mini mur

everyone playing in the band. | want to see good
days and bad days. | mark it all in color so | can
get a clear temperature about thesedudes.

Me: How long do you track them?

Rusty: Forever. As long as they play in my band.

bt

-

Rusty: That 6s just the beginning. They have to

come to rehearsals. On time. If they mess up and
actdoppydot hey ér asnaput i n

Me: L e tsdy shey pass that test?



Burning inside

Me:Butl es 4y theyodre not yet
Youdre still «owudestiggetrem.ng t
Wh a théx®

Rusty: They have to prove to me that they are a
natural. RockStars are born. Youc a rpét it into
them if it isn't there already. | mean it must be
BURNING inside them.

Me: How do you know if it is?

Rusty: | watch them over time. | give them thre e
months. If they walk around with a guitar

wherever they go...or t h e yd@imnang with their
fingers whenevert h e ywalkingé at hey ér e
fingering a keyboard whent h e ysitlingat a

tabled those are good signs. But not enough.

Me: Man! You are pushing it. Can anyone be good
enough for you?

Rusty:Dondot wuse that word fAgc
presence.

Me: Sorry.



RockStars
are born

Rusty: RockStars are born. Theyc a meélg
themselves. Theyhave to play music. And if they
wanna play in my band they gotta fit into my
music.

Me: So?

Rusty: We play together every day. | demonstrate
my music. They gotta love it. They need to be able
to play it the way | need it to be played. And |
check them on every one of my songs. For weeks

Me: And if they pass?

Rusty: If they make it to that point , they are
really good. Il 611 try out
that point. BUT 0 if they prove they are born to

rock...l let them ROCK!

Me: What do you mean?

Rusty:l dondt hol dbebdackepnyod o wn
know, those faceless people you see in concerts

that play in the background.

Me:Y e s , | 6ve seen t hem.
Rusty: Once | find a rocker, | let them rock. |

dondét hol d t hem thlad toplayl wa
out, and surprise me every gig.



Every single one

Me: It seems impossible to get into your band. Do
you ever lack for players?

Rusty:l dondt need many pl aye
single one is aRockStar!



But that’s not
all...

Me:Butonce you find them the
right?

Rusty: Nod then my problems have just begun
Me: How so0?

Rusty: Well once you have those rocker$® they
can go all over the place.

Me: What do you mean?

Rusty: They can spend their whole day just
playing and jamming and laughing and arguing.
Or listening to music.

You have to set them up. You have to direct them.

Me: | dondt wunderstand. | sno
play music together?



He stops and looks at me again.

Direct them

Rusty: You dondét get it do yol

RockStars ar enét just pothead
music to the moon. Or to their dog.
RockStars must have gigs. They LIVE for that gid

Me: D o e stimabjust come naturally? W hen
youor e t hathedgs psdicome to you?

Rusty: | wish. It takes planning and

management. | have to direct them. | have to

work with the studio producer to refine their

sound. | work with a promoter to refine their

Il mage. We donoé6t perform in
thought goes into exactly where to perform, which

songs, how to advertise.

Me: | never knew.

Rusty: Yes. And if | do all my preparation and

direction & the band can be free onstage to

improvise and play full out. But that only works if

| 6ve set the st aegseqguysiwé | d
might never get gigs. Wemight never finish
anything. Theydd just pl ay
woul dndét record songs, mak
on tour.

Me: | Suppose every band needs a manager.

Rusty: Exactly. Even the RockStars. Especially
the RockStars.



RockStars or
Garage Band?

(We reach the parking lot where our cars are
parked.)

Me: Thanks so much for teaching me about how
to chooseRockStars. How to create a great band.

Rusty: | really enjoyed answering your questions.
Hey! You promised to help me with my sales
t eam! Remember ? My sal es a

Me:l havenot forgotten. Weo
now | leave you with one question:

Rusty: Yes?

Me: RockStars or Garage Band?



Perfect

Rusty:lcoul dndét sl eep all nig
Me: Worrying about flat sales?

Rusty: NO!'l sndhtat funny? Uswual |
keeps me up. But last night | dreamt | was sixteen

again. Playing in my band. | was so hot | threw off

the covers.

Me: Perfect. Stay in that dream.

Rusty: What?

Me:l f youol | manage your sa
managed your rockbanddy o u 6 | | rock the
Your sales will climb.

Rusty: Keep talking brother.

Me:Let 6s do this in clear S

Rusty: Lead me.



STEP ONE:

Choose how
you’ll manage
your team

Me:
STEP ONE... Choose how you’ll
manage your sales team:
RockStars or Garage Band?

Rusty:
RockStars! For sure! Rock on!



STEP TWO:
Look at your
sales chart

Me:
STEP TWO: Look at your sales for the
last three months. Is it up? Yes or no?

Rusty:1 t 6s fl at. Not wup.

Me: Is it going up?

Rusty: No.

Me: Any answer i xuops! pot nieYaenss,
chose Garage Band.

ANoO means you chose Garag

Rusty: But you just asked me and | told you: |
chooseRockStars, not Garage Band.

Me: Are you sales going up?
Rusty: No.

Me: Then you chose Garage Band.

Rusty:l dondot get it.

Me: You will.



STEP THREE:
Answer seven e

° STEP THREE...
queStlons Answer my seven questions

in a QUICK TEST:

1- Did you identify specific markets to address
when you decided to hire a new salesperson?

2- What multiple channel strategy did you
employ to find one?

3- Did your selection process include these
three steps: initial screen, interview process
and pre-established testing (DISC, etc.)?

4- Did you ignore any unfavorable results and
allow them to be accepted?

5- Did you develop a marketing strategy and
prospecting plan with the candidates as soon
as you hired them?

6- Did you set a three month revenue goal for
eachnew hire?

7- Did you monitor their success weekly in
achieving the goals you set and make
adjustments?

Did you answer no to any of these
questions?

e If you answered no to any one of these
questions: you chose the Garage Band
System.

¢ |If you answered yes to al 7 : you chose the
RockStars System.




System?

Rusty: Why do you 8yasltleni?hbe m a

Me: A System is just a sequence of actions. Think

back on what actions you took to hire and manage
your sales team. Thystdmds t h
Because it produces flat sales. Just like a garage

band produces flat music. Off-key, off-beat.

Rusty:l doné6t get it.

Me: The garage band plays awful music because
they hire the wrong people. They hire the wrong
people because the sequence of aiins they take
to choose players is haphazard and blind, without
clear requirements and tests to find exact
characters and skills. And then once the players
join the band there is no energizing framework to
direct them and support their constant creativity .

Rusty: Exactly.

Me: Just list actions you took to create a band of
RockStars and translate them into actions you

take to manage your sal es
applying the RockStars System.

Rusty: Cool.



STEP FOUR:

Discover which
System you
really chose

STEP FOUR: Now you know what
system you really chose. You chose
the Garage Band System for your
sales team.

Rusty: Remind me how | know that?

Me: Go back to step two: look at your sales for the
last 3 months. Is it up? Yes or no?

Rusty: Right, right. They were flat, not up.

Me: Then review the seven questions did you
answer yes to all 7

Rusty: Not even one.

Me: So you have now two definitive proofs that
you chose the Garage Band System.

Rusty: That hurts.

Me: No!' T h a gréad Nowy o & & STEP FOUR:
Learn what behavior defines each salesSystem.

Rusty: How do | do that?

Me: | 0 prepared you my complete guide. All you
have to do isstudy it and learn the two Systems.
Will you do that?

Rusty: Show me.



The Garage Band System
for generating fiat sales
and frustrated GEOS

Activity

Result

You d ecide to hire a salesperson

You finally decide to take the risk because you
candét keep going with

f

at

You put together a conservative compensation
program designed to minimize yo ur risk and hopefully
still attract potential candidat es.

Y o u Ouncertain if you r compensation plan is
appropriate for the job and for you

Tell a few key employees or other people and maybe
put it out on a job board or recruiting web site

Candidates are intermittent and diverse and
many are unqualified

Your employee suggests their cousin who has an
outgoing personality and some sales experience

You now have one candidate in front of you and
need to make a decision on them

You getaresume andre viewit .

You decide it is worth a look

You decide to interview him or her

You ask them about their experience, why they want
the job, what they think they can do for you, and what
they see for themselves in the future

These are the typical intervie w guestions you
always ask sales candidates. Their predecessors
answered them with skill and so did this one.
They impressed you or at least you thought they
were worth a shot, you hired them and were
disappointed. This time you asked more
guestions r elated to the things you noticed that
were lacking for your last few hires. The




guestions are focused on experience and
expertise not attitude and behavior.

They tell you everything you want to hear (you
woul dndt hire a sal esper stvaes, W
would you?)

The first problem is you
enough pool of qualified candidates to choose

from. It may only be one. Each one has some

things about them you are not sure about , but
because you are anxious to fill the position , you

tend t o ignore them and do not ask detailed
enough questions to find out if there will be a
problem. Instead you focus on the things they
said that you really liked.

d

You hire them .

Many times salespeople just present themselves
and you need to make a decision on them. This
is less than ideal compared with a formal process
where you have analyzed what you are looking
for, developed an interview process and other
ways to test for it, thought about where you
would find one, prospected and advertised in
multiple places and channels, screened
unqualified candidates, and put everyone who is
qualified through a rigorous interview and testing
process, narrowed it down to 4 or 5 and selected
the best one.

They start doing some behavior and you think it will
work out this time .

You notice there is behavior and it appears to be
the right behavior and the right amount. There
was not an onboarding process that included
what markets they will be responsible for,
development of their prospecting plan, goals and
the formu la for the activity that will get them
there, the dialogue in the prospecting channels
and the questions that should be asked in order
to qualify prospects.




The sales are slower than expected

There is a pipeline but less than expected

revenue. The sal es cycle is longer than expected
and the deals sizes are smaller and fewer than
expected.

They start to become complacent and stop doing the
behavior .

They start to become discouraged and start
making excuses. They always have a reason for
why suggesto ns wondét wor k.
the things they are comfortable with and are not
producing enough results. Old habits are hard to
break and there seems to be too much risk in
trying new or different things.

The

They stop getting you r results.

They get fr ustrated and leave or you let them
stay and they stress you out.

Finally , they leave or you fire them

You decide it is too risky or too hard to hire a
salesperson or you start all over again.




The RockStars System
for climhing the sales charts
and rocking the CEOs

Ak
%

Activity

Result

You decide to hire a salesperson

You finally decide to

keep going with flat sales

t ake

t

You define the WORK ENVIRONMENT
environment includ es:
e What products and services do you want them
to be selling and how much do they cost?
e What targets do you want the salesperson to go
after ?
e Who are the decision makers?
e How is the decision made?
e What channels will they be working to get to the
targets?
e What tasks will be required for them to be
successful?
e What skills will they need?
e What results will be required?

The work

Having thought through who they will be required to
wo rk with and how , you identify
that defines the right pe  rson.

the essential criteria

You work with 3 to 7 people who are either

supervising, doing successfully, or work closely with

the position and brainstorm all the key accountabilities
and expected results.  The key accountabilities include
the attitude, behavior and soft skills required . Once
these things are listed categorized and prioritized, you
use your assessment tool to create a benchmark
the motivators, behavioral style and soft skills

for

When you look at why any salespeople falil
get beyond mediocre results  , we typically find
be classified and they did not have the right attitude
or were not doing the right b ehaviors. Knowing
right attitudes and behaviors are essential for the
job and being able to test for them is critical to
mitigate these problems

, or fail to

it can

the




required to be successful in the positi on.

The benchmark will be used to compare the
assessments for your viable candidates against.

You make surey our job description  for a sales
professional lists the tasks they will be required to do,
the characteristics that define the right attitude and
behaviors, the experience and expertise re  quired , and
requirements for  self -management and organization.

You have a foundation for the skills, expertise,
experience, attitude and behavior that will be
required for the job

You do research on the compensation programs for
salespeople in similar positions in similar industries
and put together a compensation plan that fits

You have a compensation and benefits plan that will
be acceptable to the right person and incentivize
them to produce and earn you a healthy return on
your investment

You brainstorm on where your candidat e is now and
what they are selling. Many times you r ideal
candidate has a job already and your opportunity is a
step up for them. You put together a plan for multiple
channels to find the right person using a combination

of job boards, web sites, social m edia, word of mouth,
and recruiters if the budget allows for it. You create

an appealing advertisement from the job description

and post it in these locations. You tell your

customers, strategic alliances, vendors, and others
that you are looking. You u se your databases and
other on -line tools to search for top producers for your
competitors. You call them or get referred to them

and ask if they know anyone who may be interested in
the position.

You are now able to source resumes in multiple
places and putting yourself in a position to get
connected with good candidates who are interested.

You get lots of resumes from good candidates that fit
all of the requirements in the job descriptio n.

You now have many viable candidates instead of a
few intermitten tly that have only some of the
qualities and experience you are looking for




You review the resumes and send the viable ones an
initial screening tool by email. It tests them for their
values, spirit and sales skill.

You have a way to screen them with
interviewing people you will never hire

out wasting time

You set up interviews with the candidates that pass
the initial screen

You have a number of viable candidates that can be
successful in the job instead of one at a time that
you are not sure abou t.

You develop an interview sheet that has questions to
test them on their ability to complete the required
tasks, discuss their experience, their approach in their
previous positions, and their approach in your job as
well as their attitude, behavior st yle and how they
manage their time.

Your questions are designed to uncover what they
did so you can determine if they were successful in
previous positions, how did they go about achieving
success and how much of that success was due to
their knowledge, expertise, approach, skill and
creativity versus th  ings that other people did or
circumstances unrelated to their direct effort such as
good marketing or existing customers they already
had. You are also testing them for attitude,
behavioral style and how they manage their time.
These are things you did not pay attention to before

You take good notes on these items . You know what
you are |l ooking for and when
answers you are looking for you have multiple layers

of questions to deter mine what they really did, what

their approach really was and how they will approach

their work if you hire them. You flag any potential
guestionable areas in these things as well as in their

attitude, behavioral style and how they manage their

time.

You now know where they are strong candidates and
where there are gaps in their previous experience,

their potential approach, attitude, behavioral style or

how they manage their time. You can compare

these strengths and weaknesses with those of other

cand idates. If you decide to interview them again ,
you know what areas to focus on to determine if

they are fatal flaws or if you think they can adapt

and be trained and coached to change.

You narrow down the selection to 4 or 5 of the best
candidates .

You now have more than one choice all with good
characteristics and can choose the best candidate

You have the option to have them all complete the
DISC and Motivators (attitude test) or do second
interviews with all of them first and then do the

You can make a selection knowing that you are
picking one with the right skills, approach, attitude,
behavioral style and they have what it takes to be a




testing w ith the final candidates. In the second
interviews you focus on the areas of question with
them. You give them situations to test them on how
they will respond. They can respond in various ways
logically but you are looking for a particular response.

top producer and they are coachable.

You pick the final candidate and make them an offer.
You pre pare an employment behavioral contract that
not only defines what you are offering them in a
position, salary and benefits but also defines what
they are supposed to do for you and when (30 days,
60 days, 90 days and beyond) and how they will be
measured.

You get the best choice - one that will produce and
has the potential to be a top producer. Itisin

writing what they are signing up to deliver and it is
clear what is expected of them in case these things
dondt materialize. Y 0 u eslthatv ¢
are also strong (this is important because they are

all in demand since they all are top producing
individuals ). This means they have other options.
They are also smart so if they are thinking about
making a change , they have talked with other
companies to see what else is out there. | f they
decide to take another offer, you have the next in

line to go to.

Your onboarding process goes well beyond product

and ser vice training. You have a well -defined market
strategy for the new hire, one that t akes into
consideration their skills, existing relationships, and
knowledge of the opportunities in marketplace and

your company strengths. You train them on your

value proposition and differentiators in the market.

You help them to develop SMART Goals b ased on the
company goals, their job description, what you think

they can do and what they want to do. You prepare a
prospecting plan with them with multiple channels

they will work to develop prospects and leads. You
develop the formula of how much dail y, weekly and
monthly activity is required in each channel for them

to achieve their goals and you have a system to track
leads, activity and booked business. They are armed

Your salesperson has all the tools they need to
effectively and efficiently sell. They have a
marketing and prospecting plan and are tracking
things so you can see that they ar e getting the
leads, meetings and are doing the behaviors that will
result in sales.




with the right questions to ask to properly qualify
prospects and they have a pro specting dialogue to
help getthe amount of = meetings they need to be
successful .

Your salesperson is doing the activity and tracking

leads, activity and booked business . They are getting
meetings with qualified prospects through multiple
channels and start to close business of t he type you
want.

You can see they are getting results and how and
why they continue to improve.

The salesperson has been tracking leads, activity, and
booked business for 2 or 3 months now and know

what is working and what is not. They are excited

beca use they see how they are getting better and how
they can make more money

Results improve with every month . The pipeline is
becoming fuller and you can see how they will be
tracking their monthly goal in 2 or 3 more months.

They keep on doing what is wo rking.

They are tracking their monthly goal within 6
months .

You take what you have learned from them and
systemize the process for the rest of your sales team.

The others start to produce the same type of results.
Those who are not willing to pay the p rice leave and
you replace them with people who will. You

continue to hire more with the same program and

scale the business. Now you have a team of top
producers not just 20%




AR
SR

CHOOSE the
System you’ll
use from now on




Me: Good. Now that you know the exact behavior
of each Systeméwhich Syste
now on?

Rusty: The RockStars System, of coursée

Me: Fine. So check the boxbelow to make your
choice clear:

RockStars

| | Garage Band

All you have to do now is learn it and follow it step
by step. Will you do that?

Avoid this pitfall

Rusty: | get it, now. You charted it so clearly.



Ask yourself these questions:

e Are you wildly excited about this person?
e And how many good reasons can you list?

The Key Insight

A Many business owners grab the first person

that comes along that tells them what they want to
hear.

Dondt



Hire salespeople
based on attitude and behavior,
not just experience.

The 2 Key
Questions:




THE 2 KEY QUESTIONS:

Look at your sales team..

Is each one there for a good
reason?

Are they all working the same
sales systems?



YOUR CRASH

COURSE ENDS
HERE.
NOW ASK YOURSELF:
Which System will you apply from

e RockStars
e or Garage Band?



Do you know
what to do next?

Get answers NOW!
Or remain confused!

Ask that one question stuck
in your gut
to Me, the author of this course:

Ken Cheo
“The Sales Maestro”

508-735-5399

| will answer you personally within 24 hours.
Ask all your questions!

(There is no such thing as a stupid queston.)



Do you know
exactly what to
do next?

C THE PURPOSE OF THIS COURSE
Is to CRASH YOU
into The Key Insight.

C And ASK The 2 Key Questions.

C Now go find the answers!



Ken Cheo
“The
Sales
Maestro”

Formulator of

“THE MUSIC MOMENT”

D 4
C oLook at your sals chart and see
if it goes ug Yes or NCH

C Why continue to do what yields
unsatisfying results?

QUESTIONS?

Call Me:
Ken Cheo
“The Sales Maestro”

508-735-5399



Ugh! Does that Garage Band stink!



