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Recruiting Tactics of the Past Won’t Work in Today’s Reality
And, we need talented sales professionals more than ever

Only 24% of local leaders agree that they are adequately staffed to 
meet their digital revenue goals. 

53% of the local leaders did not agree that their staff is 
adequately trained to reach digital revenue goals. 

Talent recruitment/retention was the #1 challenge cited 
by CEOs, VP’s of Digital and local leaders across the 
board. 

The employee net promoter score of 3, for much of our 
industry. 

LMA, 2/2018: The Big Disconnect in Local Media – How Can We Fix It? 



How To Fix it?
Make a Promise….

And Keep It.

Market the Opportunity to 
Potential, Passive Sales Talent

Differentiate Your Opportunity 
from Competitive Positions

Fulfill Your Promise Once They 
are On-Board



Define Your Ideal Sales Person
Build a “Customer Persona”

Why they would find value in working for Your Brand?
How will they find out about new positions with Your Brand?
Who are competitors trying to recruit the same high caliber people? 
What is Your promise to new hires?
What it will be like during the interview process?
What the on-boarding for a new hire will look like?
What compensation and benefits does this person expect from a role within 
Your Organization?



New Hire, Sales Persona

The Ideal Sales Team

The sales people we wish to attract are looking for a dynamic, yet stable, 
environment with a solid brand, product offering, and credibility. They want to 
build a career and are not eager to start over with a new company or new 
offering unless the pay, products, and environment are considered number one 
in their market.  They value their reputation more than anything and need to be 
able to stand behind what they are offering and who they are working for over 
an extended period of time.  They are motivated by providing the best value 
(value = help their clients build their business) for their clients and thus, through 
success, the best life style for themselves and their family.  They are driven, 
passionate, focused, and friendly. They build relationships easily and are 
confident in their abilities.



Elevator Pitch to The Ideal Sales Professional



Use the Right Marketing…this is not Marketing



Use the Right Marketing..this is Marketing



What Makes Your Culture a Unique, Desirable Place to Work



Use the Right Marketing..this is Marketing
My professional reputation means everything to me. That's why I'm 
building my career at The Gazette #LoveWhereYouWork Ready to represent a solid 

brand, robust offering, with 
credibility and professionalism? 
Build your career with The 
Gazette. #WeWantYOU

Sales is all about great 
offerings and the tools 
to make your job easier 
and help you succeed. 
Yeah, we've got that!  
Thanks for crushing it 
everyday Gazette Sales 
Team 
#LoveWhereYouWork

We are building audiences 
as diverse as our 
communities.  Our sales 
team reflects our mission 
and our role in the 
#ColoradoSprings
#Community #JoinUs
#WeWantYOU

Hiring #
#ThisIsTheGazette
#GazetteWork
#WeWantYOU
#LoveWhereYouWork



• Solid base, good benefits, uncapped commissions/earning potential
• Top Product In-Market – Ability to take best of breed offerings to their 

clients 
• Products that delivers measurable results
• Confidence your ability to execute
• Ability to do more then sell, but consult, the customer to grow their 

business and attract the right customers (Marketing Problem Solver)
• Surrounded by a committed professional peer group and leadership 

team that is professional in their appearance, approach and behavior
• Tools and training that set them up for success and efficiency; turnkey 

sales support and automation
• Autonomy and trust that they will get to their objective – they want 

leadership not management

Our Ideal Candidate Will Work for Your Publication Because…



Have a True Recruitment Site



Your Promise to Potential Employees



Promise to Potential Employees
Gazette Media is hiring digital-native sales professionals seeking to build their career with the second largest media company in Colorado. 
We continue to invest in innovation and people, developing new businesses and state-of-the art tools that support new products that 
produce superior ROIs for clients. We believe that a creative, learning environment staffed with talented people who want to grow and 
utilize the newest and best tools will result in a dynamic and successful culture that has a positive impact on our clients business and our 
community. The Gazette brand is one of the most trusted in our community. We’ve built this reputation by providing award-winning news 
coverage and by being engaged in our community at all levels. As a true marketer, we want you to bring your experience and expertise to 
develop the best advertising and audience programs for local advertisers needing to engage with the community to grow their business.

We value teamwork. We embrace opinions, perspectives, cultures and backgrounds that energizes the company and fuels our passion to do 
what’s right for our readers, our advertisers and our employees. If you’ve got the drive and the passion, together we can take your career 
farther than you’ve ever imagined.

We are building a sales team that will be the face of the changing media landscape.  We are looking for people who are excited to represent 
our emerging brands and our trusted, traditional ones too. Join our team, working from our downtown offices or community-centered 
outlets. If you’re as passionate as we are about our mission to grow and engage our community, please apply.

The Gazette offers competitive pay and a comprehensive benefit package that includes medical, dental, vision, life, and disability insurance; 
a 401(k) plan, and paid holiday, vacation, sick and personal time.  As an added bonus, you’ll office less than 90 minutes from the best 
Colorado has to offer in outdoor recreation.



Hiring Process

HR Screening should include an 
assessment of the candidates 
sales skills

With assessment as input, the hiring 
manager can dig into scenarios, skill areas 
of concern, and past experience

Cultural fit is as important as skill set



Assessment Tools 

Sales Aptitude
Identifies strengths and areas of need within a comprehensive sales 
framework – HR can conduct the initial screening and provide only 
qualified candidates to hiring managers

Evaluates potential sales professionals ability to apply a structured sales 
process to their day-to-day work

Allows managers to dig-deeper in to areas of concern to truly evaluate 
the candidates sales abilities

Provides a quantitative way to measure performance growth over time 
within the sales organization beyond the traditional sales process and 
revenue metrics.



Assessment Tools 

Understand how current and prospective sales professionals 
stack up against your company’s expected sales competencies

• Preparing: How a salesperson prepares for the sale and 
prepare yourself 

• Targeting: Markets or groups they tend to target as 
prospects. Assesses what sales strategies and tactics the 
sales professional has developed 

• Connecting: The initial contact step in selling where you 
must appeal to people intellectually so that they see you 
as a credible resource and emotionally so that they trust 
you as a person 

Sales Aptitude



Solving: Assesses how a sales professional addresses the buyer’s problem. How this person 
presents solutions, tell their stories, recommend services or describe the outcomes that 
buying will produce

Confirming: Once you have shown that you can solve their problem, it is time to gain their 
commitment to buy. Assess how well a sales professional will confirm the commitment to 
purchase

Assuring: A confirmed sale needs assuring that the value promised will be received. This is 
where relationships are built and customer loyalty is to be gained 

Managing: Because sales is not one and done, the final phase of the sales cycle assesses 
how a potential candidate will manage sales and accounts and manage themselves. 
Ultimately, we are all our own ‘sales manager’ 

Assessment Tools 

Sales Aptitude



Sales IQ Assessment  
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Assessment Tools 

Behavioral + Learning Styles + Motivators 

Provides quantitative and qualitative data that gives managers insights 
into how to coach & motivate

Shows training teams and managers how to deliver training and on-going 
professional development

Provides HR with guidance on what “types” of sales professionals are 
missing from the organization



How to Motivate Your Sales Teams

DOMINACE

INFLUENCE

STEADINESS

CONSCIENTIOUS

COMMANDER

ORGANIZER

ENTERTAINER

RELATER

“Treat others the way THEY want to 
be treated”

“Know who you are at your 
CORE” 

DiSC CORE



Influencers, Entertainer 

HOW TO MOTIVATE:

Show them that you admire & like them.

Create an fast, optimistic, up-beat environment.

Support their feelings when possible.

Avoid involved details, focus on the “big picture”.

Vary the routine; avoid requiring long-term repetition. 

Compliment them personally and often.

Do it together.

Support their ideas and don’t poke.

Mention their accomplishments, progress and your other genuine appreciation. 



HOW TO COACH

Put the details in writing, but don't plan on discussing them too much.

Plan some extra time in your schedule for talking, relating, and socializing.

Be certain to conclude the communication with modes of action and 
specific instructions for the next step.

Offer input on how to make ideas become reality.

Provide testimonials from people he sees as important and prominent.

Plan to talk about things that support his dreams and goals. 

Influencers, Entertainer



Conscientious, Organizer

HOW TO MOTIVATE

Approach them in an indirect, nonthreatening way.

Show your reasoning. Tell them “why” and “how .

Give data to them in writing.

Allow them to think, inquire and check before they make decisions.

When delegating, let them check procedures, and other progress and performance 
before they make decisions.

Compliment them on their thoroughness and correctness.

Let them assess and be involved in the process when possible.

Allow them time to find the best or “correct” answer.



HOW TO COACH

Come well prepared to meetings, feedback or coaching sessions because observant, noticing 
details that others usually miss.

Compliment them for their attention to detail.

They are perceptive, sensitive and alert to subtle changes in environment or mood, so 
always start coaching sessions with an agenda that clearly defines expected outcome.

These team players don’t want the spotlight, but do want to be a recognized contributor to 
the team – if it is a highly functioning team.

Surprising idealist, set goals that include the “big picture”.

As an alliance builder, show them where and how they positively contribute to the 
organization.

Conscientious, Organizer



Steady, Relater
HOW TO MOTIVATE

Create a steady, consistent environment.

Show reasoning.

Provide data and proof.

Demonstrate your interest in them.

Personally “walk them through” instructions.

Compliment them for their steady follow-through.

Act non-aggressively, focus on common interest or needed support.

Allow them to provide service or support for others.

Provide a relaxing, friendly atmosphere.

Acknowledge their easygoing manner and helpful efforts, when appropriate. 



HOW TO COACH

Avoid confrontation

Help them weigh options when faced with making decisions. 

Give them a private opportunity to share their point of view.  They won’t naturally 

speak up in a group setting.

Tell them the “why” behind your feedback, direction or correction.

Invest in the relationship.

If you trust them, demonstrate that trust through your actions.

Offer them opportunity to mentor another team mate.

Steady, Relater



Director, Commander

HOW TO MOTIVATE

Show them how to win.

Give them new opportunities.

Display reasoning.

Provide concise data.

Agree on goal and boundaries, the support or get out of their way

Allow them to “do their thing,” within limits.

Vary routine.

Compliment them on what they’ve done.

Let them take the lead, when appropriate, but give them parameters.

If necessary, argue with conviction on points of disagreement, backed up with facts; 

don’t argue on a “personality” basis 



HOW TO COACH

Stay on track. Don't talk about extraneous issues or items.

Do your homework,  prepared with goals, objectives, support materials, but don't plan on 

using all of them. 

Be clear in your explanations.

Present your items in a logical way.

Ask "what"-oriented questions that close the issue or topic. 

Be specific about what's needed, and who is going to do it.

When you disagree, take issue with the methods or procedures, not with the person. 

Director, Commander



On-Boarding Plan

Multiple weeks of of hands-on, real world coaching and mentoring 
from their peers and their manager, coupled with audience & 
solution offering training.

Sales enablement tools that facilitate efficiency & 
accountability .

Check points to ensure they have mastered 
each component of what makes your brand, 
offering, audience unique in the 
marketplace.



Diversity of Experience is Important Too

Millennials

Gen X

Baby Boomer



Millennials
The team & culture is important to job satisfaction.

They prefer environments where they feel empowered, supported, and 

have freedom to do their job, their way.

Let them learn though through trial and error, rather than by rules and 

guidelines.

Flexibility in work hours, work place are motivating.  Give them a deadline 

or goal, and let them build the path to get there.

They don’t jump jobs because they are finicky.  They jump because of 

culture and their manager.



Gen X
Work hard. Play hard.

Work/Life balance is a motivator.

Options: Options for task selection, options for challenges, options to 

formulate new processes.

Focus on the outcome, and let them determine the path.

GenX’ers are:

Multi-taskers

Collaborative

Prefer structure



Baby Boomer

Have paid their dues.

Prefer static, linear methods when learning new things.

Publicly recognize their efforts and contributions.

View meetings are a structured, important way for management to 

communicate expectations, goals, and information to the team.

Feedback should be specific and direct when bad, and best accompanied by 

monetary or public recognition when positive.

Want to know they are valued.



39% 
of respondents left jobs 
because they didn’t like their 
direct managers. 

Sales Fuel
“What Salespeople Say”

Only 20%
said their managers have meaningful 
discussions about their careers. 

21% 
are looking for learning 
opportunities, training or 
education. 

December 29, 2016 to January 3, 2017, SalesFuel surveyed an online panel of 1,194 salespeople. 

49% say their 

manager has coached them in 
ways that make a difference 

43%
of surveyed salespeople only meet 
with their managers once a month 
or even less 
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