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CASE
A New Sales Representative

6 An additional Supplemental Case can be found on MyManagementLab.

After 10 years in business, John Shurtman has determined that it is time to hire a sales representative. As the
Fleet Service (UFS), John has been the main driver of new business sales

founder and president of United
for the company. However, as UFS has grown, John has found that he must spend more time on planning

and administrai.tion, le?ving little time to generate new sales leads or call on potential customers.
. UF.S provides maintenance, mechanical repair services, and body repair services to organizations that
maintain ﬂeets of large vehicles. UFS customers include mostly school districts that own bus fleets and
| municipalities that own fleets of fire and police vehicles. While UFS has a strong hold on these public sec-
tor orgam?,z.anons, John. sees many opportunities for expansion through targeting other potential customer
such as utility companies and commercial trucking companies.
, UFSU;:S has sevleral competitors in its geographic area, but none provide as comprehensive a service &
: Y MR ..m;)'r exaﬂr}np ofl’x sc\llleracll competitors proylde mech'anical repair services, but do not provide body repair
s cg}m ices; on €16 ; %rF San , several competitors provide body repair services, but do not provide mechani-
. cal repair services. U7 also has a reputation for high-quality repairs and fast t d ti I Service
ith these strengths in mind, John is convinced that an effective sal — e et
o tesicn tonsips Wi ' e sales representative that can take he tume
elationships with potential customers can h . -
| pe; teady growth over the past 10 elp lead the organization to expans™®
W customets have come years, acquiring just two or three new customers
: primarily through referrals from current cusio™™

§ t0 secure sales. ,
] ; Once a target was established as a customer, John
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: dsvci3 ofore he begins recruiting for this position, John

esentative. He’s researched market rates for sales Tepresentatives in his industry and has a targeted sal-

range, but he wants to make sure that the compensation plan provides enough incentive to both secure
~ . sales and spend time developing relationships with current customers,
W

must determine how to compensate the new sales

L QueSﬁO"s: les objectives for th les representative?

| t are the sales objectives for the new sale sentative? |
8"‘75' x;::; role will the compensation design play in motivating the new sales representative?
g,-g' What kind of sales incentive plan do you recommend? Why?
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