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How to use this guide:  

1. Have this document and your Talent Insights Sales Report open before you.  
 

2. As this guide directs, turn to the appropriate pages in your Talent Insights Report and follow the 
instructions in this guide. Each checkbox (       ) indicates an action item you should complete.  
 

3. As you work through the Success Discovery process, seek to understand yourself more.  For 
several decades, abundant research has shown that the better people know their own strengths 
and blindspots (aka weaknesses), the better they are able to adapt when necessary to succeed 
in whatever they do.  

Behaviors Overview:  

1. The first half of your report reviews your DISC Profile. DISC is a system that measures behaviors 
in four areas: Responding to problems, interacting with people, maintaining your pace, and 
adhering to procedures.  

Your DISC Profile also provides insights for how you like giving and receiving information, and 
also how you deal with several core emotions.  

2. DISC Profiles are NOT psychological assessments, nor do they measure intelligence, education, 
training, or experience.  They measure behavioral preferences, communication preferences 
(which correlate to “selling styles”), and how certain emotions are displayed behaviorally.  
 

3. No “good” or “bad” styles exist, but you should be aware that individual styles can be more 
effective or less effective in any given situation. Therefore, you should know your preferred style 
and also how to adapt your behavior to improve your effectiveness in various situations.  

NOTE: DISC preferences should NEVER be used as an excuse for poor manners and/or inappropriate behavior.  

Motivators & Driving Forces Overview:  

1. The second half of this report reviews what you value and your reasons for doing what you do.  
 

2. The six motivators measured in this report are how one seeks information and knowledge; how 
one uses his/her time and resources; one’s desire for balance and harmony; how one helps 
others and contributes to causes; one’s desire for authority; and one’s system of living.  
 

3. Unlike DISC, values are developed as a result of our environment, and are often established in 
childhood.  People tend to be more comfortable around others with similar values, and can be 
uncomfortable around those who have opposite values.   
 

4. Similar to DISC, it is wise to know the different values so you can adapt and work effectively with 
people who hold value systems different from your own.   
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Behaviors Success Discovery:  

This section guides you through the first half of your report. Remember each checkbox is an action-item for you. 

1. Read the overview found on the Introduction for the Behaviors Section (p. 2).  By way of review, 
DISC measures your behavioral preference (HOW you do things), and Motivators (the second half of 
your report) measures your internal Driving Forces (WHY you do things).   
 
Most of your behavioral preferences are “hard wired” from birth (the nature part of the phrase 
“nature vs. nurture”). It is VITAL to remember that with four scales of measurement, we are BLENDS, 
as no one behavioral measure can define us. It’s also necessary to remember that every place on a 
graph has a strength as well as a corresponding weakness (which we sometimes call a “blindspot”).  
 
Review your Style Insights® Graphs (bar graphs ~p. 26). Read each of the following  
summaries to better understand the four behavioral scales and your preferences on them:  
 
The DOMINANCE (D) scale measures how people respond to problems and challenges. Those 
scoring high on this scale are driving & ambitious when faced with problems, and are often seen as 
strong-willed and determined. People scoring at the low end of this scale are more cautious when 
encountering a problem. They prefer a peaceful, agreeable, & unobtrusive approach to problem-solving.  
 

People scoring high in “D” have a short fuse, and can get angry quickly. They are also quick to become 
un-angry.  People with low “D” scores tend to have a long fuse, taking a long time to display anger. 
 
The INFLUENCING (I) scale measures how people influence others to their point of view. People 
scoring high on this scale are enthusiastic, inspiring, and even “magnetic” in their efforts to 
persuade others. People scoring low on this scale are more matter-of-fact and logical about things. 
They are often suspicious of new ideas, and tend to keep their opinions to themselves.  
 

People scoring high in “I” are optimistic and can be seen as “spark plugs” that energize a team. People 
with low “I” scores tend to be skeptical and are often seen as pessimistic by those with higher I scores. 
 
The STEADINESS (S) scale measures how people respond to the pace of their environment. People 
scoring high on this scale are consistent, predictable, and can appear relaxed, even in the face of 
chaos. People scoring low on this scale are more active, restless, and even impulsive. They can thrive 
easily in pressure situations and are often flexible and eager to manage many things at once.  
 

People scoring high in “S” often have deep feelings about things, but rarely show those feelings; Others 
may think they are unemotional. People with low “S” scores tend to wear their hearts on their sleeves. 
 
The COMPLIANT (C) scale measures how people respond to rules and procedures set by others. 
People scoring high on this scale are cautious and careful, preferring a systematic and accurate 
approach to ensure nothing is out of order. People scoring low on this scale are uninhibited by rules, 
being more self-willed and independent. Those at the very low end can be seen as arbitrary.   
 

People scoring high in “C” are deeply concerned about making a wrong decision, which can be perceived 
as being afraid. People with low “C” scores tend to be bold, without much display of concern or fear. 
 



3 
 

1. Sales Characteristics are usually found on pp. 3 & 4 of your report.   These are three paragraphs 
describing how you approach selling.  
 
a) For each paragraph, read each sentence.   

    If the sentence is true, place a “T” at the end of the sentence.   
    If the statement is false, place an “F” at the end of the sentence.   
    If you’re not sure, place a “?” at the end of the sentence.  
 

b) For each paragraph, identify one or two sentences that are the MOST true of you.  Underline 
those sentences.  
 
 

2. Your Behavioral Selling Overview is usually found on page 5.   Read the narrative at the top of the 
page.   To clarify, your “natural” style is what you are most comfortable doing; Your “adapted” style 
indicates how you believe you can and should adapt to be successful in that category.  

Your scores do not indicate your knowledge level in these six phases of a sale, only your relative 
comfort and confidence of being able to perform the task(s).  

Prospecting = Identifying potential buyers; gathering detailed information about them 
First Impression = Displaying sincere interest; developing mutual respect & rapport 
Qualifying = Asking questions to learn what someone will buy, when, & under what conditions 
Demonstration = Presenting a product/service in a way that fulfills a prospect’s needs 
Influence = Solidifying the prospect’s belief in the product / service and the supplier 
Closing = Asking for the sale; handling objections/negotiations to complete the transaction 

If you wish to be a top-performing sales person and you score less than a 7 in any area, you can still 
do well and be a top performer. However, it will help if you become steeped in the knowledge of 
what is expected in that area so you can apply that knowledge while you are selling.   

Your Potential Strengths or Obstacles to Behavioral Selling Success (usually on pp. 6 – 8) can help 
you examine your tendencies in each of the six phases.  Read through each phase and identify what 
you can capitalize on & where you can improve.  Make a list and work on these areas with your coach.  
 
 

3. Read the bullet points outlining your Value to the Organization (usually ~p. 9).  
 
a) Which three have you relied on most to be successful?   Circle those bullet points.  

 
b) Who in your current management structure needs to be aware of your talents?  

Schedule a meeting with that person / those people to explore how you can best put your 
talents to work for your future self and/or your team.  

 

4. Read the bullet points on the Checklist for Communicating – Ways to Communicate page (usually 
~p. 10).  These statements are what OTHER people should do when talking with you.  
 
If you were given the opportunity to tell your co-workers how to communicate with you to achieve 
optimal, win-win results, but were restricted to ONLY THREE of the bullet points, which three would 
you choose? Circle or check those three bullet points.  



4 
 

5. Read the bullet points on the Checklist for Communicating – Ways to NOT Communicate page 
(usually ~p. 11).  These statements are what other people should NOT do when talking with you. 
 
If you were given the opportunity to tell your co-workers how NOT to communicate with you 
because doing so would cause friction, but were restricted to ONLY THREE of the bullet points, 
which three would you choose? Circle or check those three bullet points.  
 
Identify 3 – 5 people with whom you associate frequently.  Show them these two pages and the 
three statements you selected on each page.  Clarify your intention to keep communications clear.  
 
 

6. The Selling Tips page (~p. 12) provides information to help you when communicating with others.  
We will explore this information with more depth in a separate training.  
 
 

7. The Perceptions page allows you to understand how and why you behave the way you do under 
pressure.  
a) Read the bullet points in the “Self-Perception” box.  Select two that you think describe you best.  
b) In the “Others’ Perception – Moderate” box, select two words that you think describe you or 

others have used to describe you when you are under moderate pressure, stress, or fatigue.  
c) In the “Others’ Perception – Extreme” box, select two words that you think describe you or 

others have used to describe you when you are under EXTREME pressure, stress, or fatigue.  
 

An analogy to help you use this page:  
 

People are like sea shells.  They have a well-intentioned interior, they have some rough areas on the 
outside, and also some sharp edges.  In polite society, we’ve learned to take mental energy and 
create subconscious “pads” that cover our rough areas and sharp edges.  This way, we don’t hurt 
people when we move about during our day.  
 
However, keeping those pads in place requires energy, and when we’re under moderate stress, we 
don’t have enough energy to keep all the pads in place. Our pads wear thin. Our rough exteriors 
start showing, and that’s when we start coming across like the words shown in the second box 
(Others’ Perceptions – Moderate).  
 
Finally, when we’ve been up for three days and have a looming deadline, we have NO energy to 
keep those pads in place. That’s when our sharp edges are out and we’re injuring people as we work 
in close cooperation with them … And we come across in ways that resemble the words you 
selected in the third box (Others’ Perceptions – Extreme).  
 
How you can use this information:  What’s happening when you’re extremely stressed is your well-
intentioned interior is trying to succeed at doing what you are naturally wired to do, but the rough 
and sharp edges are showing through.   When you finally realize this, apologize immediately.  Slow 
down and acknowledge the situation using the words at the bottom of the page, saying something 
like this:  
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“Wait a minute – I need to apologize.  I realize I’m coming across _______ and _______, 
[words from the 2nd or 3rd box], but I’m really just trying to be  _______ and _______, 
[words from the 1st box]. I believe we can do this. I’m just really [tired/exhausted/under a 
lot of pressure].  Let’s work together on getting this done.” 

 
The fact that you apologized will eliminate much of the tension. The fact that you know yourself and 
your own blindspots will further move the situation along.  It won’t be perfect, but it will get you 
back on the road toward getting things done.  
 

8. Many successful people advocate playing to your strengths.  But everyone has areas of their lives 
that are not ‘strong,’ and it helps to know what those are. The more you know about your 
preferences, the easier it is to adapt as necessary to succeed. The Absence of a Behavioral Factor 
page (~p. 14) provides advice for how to adapt or adjust for your lowest behavioral preference.  
 

Read through this page and identify situations in your work where you may need to adjust or adapt. 
Talk about these with your supervisor.  
 

 
9. On the Descriptors page (~p. 15) you’ll find shaded words on the DISC grid.  The words will be the 

same on everyone’s report – what changes are the shaded areas.  

Use this page for self-awareness; However, keep in mind that the shaded words can be used to 
describe you ONLY IN THAT COLUMN’S MEASURED AREA.   More specifically:  

Words shaded in the red Dominance column describe you only in how you deal with problems.  
Words shaded in the yellow Influencing column describe you only in how you deal with people.  
Words shaded in the green Steadiness column describe you only in how you prefer your daily pace.  
Words shaded in the blue Compliance column describe you only in how you deal with procedures.  
 

10. Use the Natural and Adapted Selling Style pages (~pp. 16 – 17) for self-awareness.  
11. The Adapted Style page (~p. 18) lists behaviors that you perceive you must use to succeed.  The 

statements are based on your ADAPTED STYLE graph (at the bottom of the page).   
 
If your Adapted graph is significantly different from your Natural graph (greater than 20% shifts in 
two or more areas), explore the statements on this page and identify any behaviors that may not be 
needed.   Also identify any that may be causing you stress.  If you identify either type of statement, 
talk with your supervisor to clarify what behaviors are required for your success.  
 

 
12. Your report lists several Time Wasters (~pp. 19-22), which are tendencies you may have that make 

you inefficient.  These are based on tendencies typical of someone with your DISC scores.  
 
You may already be aware of these factors and have already found ways to prevent them from 
eating away at your time.  If not, use these pages to identify factors impacting your performance 
and select two or more strategies based on the possible solutions listed.  
 
As before, list at least two benefits you will receive by addressing these time wasters.  
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13. The final Success Discovery page for the DISC portion of your profile is the Areas for Improvement 

page (~p. 23).    First things first:   
Cross off the word “HAS” at the top of the list where it says “_____ has a tendency to:”, and 
above that write the words “may have.”  This report should not be so declarative.  

 
The items on this page are behaviors you MAY HAVE that make you ineffective. All of them may not 
be true, but some of them will be.  Read through the list and identify the two or three items that, if 
they were different / if you were to change in that area, you would be more effective.  Circle those 
two or three items. Also identify what actions would be more effective for you.  
 
As before, list at least two benefits you will receive by addressing each of these areas. 
 
 

14. Take the items you circled from # 8, 12, & 13 above (Absence of a Factor, Time Wasters, and Areas 
for Improvement) and meet with your supervisor.   
 
Review those items with him/her and establish an action plan for your professional development.  
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Motivators & Driving Forces Success Discovery:  

This section guides you through the rest of your report. Remember each checkbox is an action-item for you. 

1. Read the overview found on the Introduction for the Motivators Section (~p. 29).  By way of review, 
DISC measures your behavioral preference (HOW you do things), and Motivators measures your 
internal Driving Forces (WHY you do things).   
 
Each person’s report reviews the six different motivators in the order of that person’s strongest 
drivers.  IMPORTANT: Your top two (or three) motivators are your primary drivers.   
 
Review your motivator rankings (~p. 41). [NOTE: The horizontal line in each column represents the 
national average for that motivation.] Read each of the following summaries to better understand 
the six motivational scales and your preferences on them:  
 
The THEORETICAL (THE) scale measures how one values the discovery of knowledge and one's drive 
for learning.  People who score high on this scale value the opportunity to learn, acquire knowledge 
and discover truth. They have an inherent drive to learn new things. People who score lower on this 
scale value their intuition. They are precise about what they need to learn, relying on their past 
experiences when possible, seeking out new information only when it's necessary. 
 
The UTILITARIAN (UTI) scale measures one's interest in money and what is useful. People who score 
high on this scale are driven to attain practical results, maximizing both efficiency and rewards for 
their investments of time, talent, energy and resources.  People scoring low on this scale are those 
who generously assist others, with minimal expectation of personal return. 
 
The AESTHETIC scale measure's one's relative drive for "form and harmony." People scoring high on 
this scale seek balance in their lives, valuing and enjoying the experience and beauty of their 
surroundings.  People scoring low on this scale are able to compartmentalize chaotic situations and 
focus on the desired outcome with little attention paid to their surroundings.  
 
The SOCIAL (SOC) scale measures one's drive to better the community and one's inherent love of 
people. People scoring high on this scale desire to help others by giving generously of their time, 
talent, and resources with no expectation of personal return. People scoring low on this scale will 
assist others for a specific purpose, not just for the sake of helping.  
 
The INDIVIDUALISTIC (IND) scale measures how one values power and authority. People scoring 
high in this area value status and recognition, and want to assert control over their own destiny.  
People who score lower on this scale feel comfortable in a supporting role and do things without a 
need for recognition. 
 
The TRADITIONAL (TRA) scale measures one's interest in what may be called unity, order, or tradition. 
People scoring high on this scale value a clearly articulated worldview that provides a solid, defined 
system for living through which they make decisions. People scoring at the low end of this scale are 
open to new ideas, methods and opportunities that fall outside of a defined system for living. 
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2. Turn to the explanation of your strongest Motivator (The first one listed, usually ~p. 30).   

Read each bullet point. 

a) Circle the bullet points for four statements you think describe you best. 
b) Of all the statements listed, which two have helped you most in being successful in life?  
       Write “Success factor” next to those statements. 
c) Of all the statements listed, which two might cause problems in your work? 
       Write “Potential problem” next to those statements. 
 

3. Turn to the explanation of your SECOND strongest Motivator (usually ~p. 30).   

Read each bullet point. 

a) Circle the bullet points for four statements you think describe you best. 
b) Of all the statements listed, which two have helped you most in being successful in life?  

Write “Success factor” next to those statements. 
c) Of all the statements listed, which two might cause problems in your work? 

Write “Potential problem” next to those statements. 

 
NOTE: If your Personal Motivator Ranking (at the bottom of ~p. 29) shows you have THREE strong 
motivators, repeat the above process and review each section in your third strongest Motivator.  
 

4. Turn to the pages titled. “Navigating Situations Outside Your Comfort Zone” (usually ~pp. 36-37).   

These pages provide insights to help you see the value of your weakest motivator through the eyes 
of your strongest motivator.  It is common for people to “discount” dialog along the lines of their 
lowest motivator, or even other people who score strongly in that motivator. The unintended ripple-
effect is missed sales opportunities.   

Because these pages show the strengths of your #6 motivator in ways that will appeal to your 
strongest (#1) motivator, study these pages and identify two or three actions you can take to 
improve your relatability with people who value things differently than you.  

 

5. Turn to the pages titled, “Motivators – Norms & Comparisons” (usually ~pp. 38-39).   

The six bars on the chart indicate the motivational “norms” – where 68% of the population will 
score. Your score for each motivator is indicated by a star.   

If your star is to the right of the bar, you are passionate about that motivator and your zeal in that 
area may appear “extreme” to most people. Conversely, if your star is to the left of a bar, you are 
“indifferent” to that motivator, and people who score strongly in that area may appear 
unnecessarily zealous to you.  

These differences can be a source of conflict.  Review these two pages to build self-awareness.  

 



9 
 

6. Turn to the page titled, “Potential Behavioral and Motivational Strengths” (usually ~p. 44).   

This page was created by integrating your Behavioral preference (DISC Natural Graph) with your 
strongest (top two) Motivators. It shows statements that are true of other people who score 
similarly to you in both Behavioral Style AND Motivators.  Read each bullet point.  

Because successful people play to their strengths, circle the bullet points for three or four 
statements you think will help you most at being successful 

 

7. Turn to the page titled, “Potential Behavioral and Motivational Conflict” (usually ~p. 45).   

Similar to the previous page, this page was created by integrating your Behavioral preference (DISC 
Natural Graph) with your strongest Motivators.   

However, because each strength has a corresponding weakness, this page identifies potential 
problems that surface in people whose Behavioral Style AND Motivators are similar to yours. 

Read each bullet point.  

Circle the bullet points for three or four statements you think may impede your success.  

8. On your Ideal Environment page (usually ~p. 46), read the header section, then circle three or four 
bullet points that resonate most with you when you think of your ideal workplace.  

 

9. Statements on the Keys to Motivating page (~p. 47) identify aspects of your workplace that you like.  

If your supervisor was working to create the ideal work environment for you, but could only provide 
three of the conditions listed, which three would you choose?  Circle the three statements.  
 

10. Statements on the Keys to Managing page (~p. 48) are different from the previous page, in that they 
identify things that help you to be more effective.  As the saying goes, each strength has a 
corresponding weakness. On this page you will find a list of things your supervisor could assist you 
with (or provide you with some kind of support) so that you can be more effective in areas where 
you may have weaknesses, or “blind spots.”  
 
If your supervisor could provide only three of the conditions listed on this page, which three would 
create the biggest impact on your effectiveness and efficiency?  Circle the three statements.  
 
Also, list at least two benefits you will receive by having those three conditions.  

 

11. Take the entire Motivators section of this document and your individual Talent Insights profile and 
meet with your supervisor.  Review the items you identified and work with him/her to establish an 
action plan for your professional development.  
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How to use this guide: 

1. Have this document and your Talent Insights Sales Report open before you. 


2. As this guide directs, turn to the appropriate pages in your Talent Insights Report and follow the instructions in this guide. Each checkbox (       ) indicates an action item you should complete. 



3. As you work through the Success Discovery process, seek to understand yourself more.  For several decades, abundant research has shown that the better people know their own strengths and blindspots (aka weaknesses), the better they are able to adapt when necessary to succeed in whatever they do. 

Behaviors Overview: 

1. The first half of your report reviews your DISC Profile. DISC is a system that measures behaviors in four areas: Responding to problems, interacting with people, maintaining your pace, and adhering to procedures. 

Your DISC Profile also provides insights for how you like giving and receiving information, and also how you deal with several core emotions. 

2. DISC Profiles are NOT psychological assessments, nor do they measure intelligence, education, training, or experience.  They measure behavioral preferences, communication preferences (which correlate to “selling styles”), and how certain emotions are displayed behaviorally. 


3. No “good” or “bad” styles exist, but you should be aware that individual styles can be more effective or less effective in any given situation. Therefore, you should know your preferred style and also how to adapt your behavior to improve your effectiveness in various situations. 

NOTE: DISC preferences should NEVER be used as an excuse for poor manners and/or inappropriate behavior. 

Motivators & Driving Forces Overview: 

1. The second half of this report reviews what you value and your reasons for doing what you do. 


2. The six motivators measured in this report are how one seeks information and knowledge; how one uses his/her time and resources; one’s desire for balance and harmony; how one helps others and contributes to causes; one’s desire for authority; and one’s system of living. 



3. Unlike DISC, values are developed as a result of our environment, and are often established in childhood.  People tend to be more comfortable around others with similar values, and can be uncomfortable around those who have opposite values.  



4. Similar to DISC, it is wise to know the different values so you can adapt and work effectively with people who hold value systems different from your own.  

Behaviors Success Discovery: 

This section guides you through the first half of your report. Remember each checkbox is an action-item for you.

1. Read the overview found on the Introduction for the Behaviors Section (p. 2).  By way of review, DISC measures your behavioral preference (HOW you do things), and Motivators (the second half of your report) measures your internal Driving Forces (WHY you do things).  



Most of your behavioral preferences are “hard wired” from birth (the nature part of the phrase “nature vs. nurture”). It is VITAL to remember that with four scales of measurement, we are BLENDS, as no one behavioral measure can define us. It’s also necessary to remember that every place on a graph has a strength as well as a corresponding weakness (which we sometimes call a “blindspot”). 



Review your Style Insights® Graphs (bar graphs ~p. 26). Read each of the following 
summaries to better understand the four behavioral scales and your preferences on them: 



The DOMINANCE (D) scale measures how people respond to problems and challenges. Those scoring high on this scale are driving & ambitious when faced with problems, and are often seen as strong-willed and determined. People scoring at the low end of this scale are more cautious when encountering a problem. They prefer a peaceful, agreeable, & unobtrusive approach to problem-solving. 


People scoring high in “D” have a short fuse, and can get angry quickly. They are also quick to become un-angry.  People with low “D” scores tend to have a long fuse, taking a long time to display anger.



The INFLUENCING (I) scale measures how people influence others to their point of view. People scoring high on this scale are enthusiastic, inspiring, and even “magnetic” in their efforts to persuade others. People scoring low on this scale are more matter-of-fact and logical about things. They are often suspicious of new ideas, and tend to keep their opinions to themselves. 



People scoring high in “I” are optimistic and can be seen as “spark plugs” that energize a team. People with low “I” scores tend to be skeptical and are often seen as pessimistic by those with higher I scores.



The STEADINESS (S) scale measures how people respond to the pace of their environment. People scoring high on this scale are consistent, predictable, and can appear relaxed, even in the face of chaos. People scoring low on this scale are more active, restless, and even impulsive. They can thrive easily in pressure situations and are often flexible and eager to manage many things at once. 



People scoring high in “S” often have deep feelings about things, but rarely show those feelings; Others may think they are unemotional. People with low “S” scores tend to wear their hearts on their sleeves.



The COMPLIANT (C) scale measures how people respond to rules and procedures set by others. People scoring high on this scale are cautious and careful, preferring a systematic and accurate approach to ensure nothing is out of order. People scoring low on this scale are uninhibited by rules, being more self-willed and independent. Those at the very low end can be seen as arbitrary.  



People scoring high in “C” are deeply concerned about making a wrong decision, which can be perceived as being afraid. People with low “C” scores tend to be bold, without much display of concern or fear.



1. Sales Characteristics are usually found on pp. 3 & 4 of your report.   These are three paragraphs describing how you approach selling. 


a) For each paragraph, read each sentence.  
   	If the sentence is true, place a “T” at the end of the sentence.  
   	If the statement is false, place an “F” at the end of the sentence.  
   	If you’re not sure, place a “?” at the end of the sentence. 


b) For each paragraph, identify one or two sentences that are the MOST true of you.  Underline those sentences. 




2. Your Behavioral Selling Overview is usually found on page 5.   Read the narrative at the top of the page.   To clarify, your “natural” style is what you are most comfortable doing; Your “adapted” style indicates how you believe you can and should adapt to be successful in that category. 

Your scores do not indicate your knowledge level in these six phases of a sale, only your relative comfort and confidence of being able to perform the task(s). 

Prospecting = Identifying potential buyers; gathering detailed information about them

First Impression = Displaying sincere interest; developing mutual respect & rapport

Qualifying = Asking questions to learn what someone will buy, when, & under what conditions

Demonstration = Presenting a product/service in a way that fulfills a prospect’s needs

Influence = Solidifying the prospect’s belief in the product / service and the supplier

Closing = Asking for the sale; handling objections/negotiations to complete the transaction

If you wish to be a top-performing sales person and you score less than a 7 in any area, you can still do well and be a top performer. However, it will help if you become steeped in the knowledge of what is expected in that area so you can apply that knowledge while you are selling.  

Your Potential Strengths or Obstacles to Behavioral Selling Success (usually on pp. 6 – 8) can help you examine your tendencies in each of the six phases.  Read through each phase and identify what you can capitalize on & where you can improve.  Make a list and work on these areas with your coach. 




3. Read the bullet points outlining your Value to the Organization (usually ~p. 9). 


a) Which three have you relied on most to be successful?   Circle those bullet points. 


b) Who in your current management structure needs to be aware of your talents? 
Schedule a meeting with that person / those people to explore how you can best put your talents to work for your future self and/or your team. 



4. Read the bullet points on the Checklist for Communicating – Ways to Communicate page (usually ~p. 10).  These statements are what OTHER people should do when talking with you. 


If you were given the opportunity to tell your co-workers how to communicate with you to achieve optimal, win-win results, but were restricted to ONLY THREE of the bullet points, which three would you choose? Circle or check those three bullet points. 

5. Read the bullet points on the Checklist for Communicating – Ways to NOT Communicate page (usually ~p. 11).  These statements are what other people should NOT do when talking with you.


If you were given the opportunity to tell your co-workers how NOT to communicate with you because doing so would cause friction, but were restricted to ONLY THREE of the bullet points, which three would you choose? Circle or check those three bullet points. 


Identify 3 – 5 people with whom you associate frequently.  Show them these two pages and the three statements you selected on each page.  Clarify your intention to keep communications clear. 




6. The Selling Tips page (~p. 12) provides information to help you when communicating with others.  We will explore this information with more depth in a separate training. 




7. The Perceptions page allows you to understand how and why you behave the way you do under pressure. 

a) Read the bullet points in the “Self-Perception” box.  Select two that you think describe you best. 

b) In the “Others’ Perception – Moderate” box, select two words that you think describe you or others have used to describe you when you are under moderate pressure, stress, or fatigue. 

c) In the “Others’ Perception – Extreme” box, select two words that you think describe you or others have used to describe you when you are under EXTREME pressure, stress, or fatigue. 



An analogy to help you use this page: 



People are like sea shells.  They have a well-intentioned interior, they have some rough areas on the outside, and also some sharp edges.  In polite society, we’ve learned to take mental energy and create subconscious “pads” that cover our rough areas and sharp edges.  This way, we don’t hurt people when we move about during our day. 



However, keeping those pads in place requires energy, and when we’re under moderate stress, we don’t have enough energy to keep all the pads in place. Our pads wear thin. Our rough exteriors start showing, and that’s when we start coming across like the words shown in the second box (Others’ Perceptions – Moderate). 



Finally, when we’ve been up for three days and have a looming deadline, we have NO energy to keep those pads in place. That’s when our sharp edges are out and we’re injuring people as we work in close cooperation with them … And we come across in ways that resemble the words you selected in the third box (Others’ Perceptions – Extreme). 


How you can use this information:  What’s happening when you’re extremely stressed is your well-intentioned interior is trying to succeed at doing what you are naturally wired to do, but the rough and sharp edges are showing through.   When you finally realize this, apologize immediately.  Slow down and acknowledge the situation using the words at the bottom of the page, saying something like this: 



“Wait a minute – I need to apologize.  I realize I’m coming across _______ and _______, [words from the 2nd or 3rd box], but I’m really just trying to be  _______ and _______, [words from the 1st box]. I believe we can do this. I’m just really [tired/exhausted/under a lot of pressure].  Let’s work together on getting this done.”



The fact that you apologized will eliminate much of the tension. The fact that you know yourself and your own blindspots will further move the situation along.  It won’t be perfect, but it will get you back on the road toward getting things done. 



8. Many successful people advocate playing to your strengths.  But everyone has areas of their lives that are not ‘strong,’ and it helps to know what those are. The more you know about your preferences, the easier it is to adapt as necessary to succeed. The Absence of a Behavioral Factor page (~p. 14) provides advice for how to adapt or adjust for your lowest behavioral preference. 

Read through this page and identify situations in your work where you may need to adjust or adapt. Talk about these with your supervisor. 



9. On the Descriptors page (~p. 15) you’ll find shaded words on the DISC grid.  The words will be the same on everyone’s report – what changes are the shaded areas. 

Use this page for self-awareness; However, keep in mind that the shaded words can be used to describe you ONLY IN THAT COLUMN’S MEASURED AREA.   More specifically: 

Words shaded in the red Dominance column describe you only in how you deal with problems. 

Words shaded in the yellow Influencing column describe you only in how you deal with people. 

Words shaded in the green Steadiness column describe you only in how you prefer your daily pace. 

Words shaded in the blue Compliance column describe you only in how you deal with procedures. 



10. Use the Natural and Adapted Selling Style pages (~pp. 16 – 17) for self-awareness. 

11. The Adapted Style page (~p. 18) lists behaviors that you perceive you must use to succeed.  The statements are based on your ADAPTED STYLE graph (at the bottom of the page).  

If your Adapted graph is significantly different from your Natural graph (greater than 20% shifts in two or more areas), explore the statements on this page and identify any behaviors that may not be needed.   Also identify any that may be causing you stress.  If you identify either type of statement, talk with your supervisor to clarify what behaviors are required for your success. 




12. Your report lists several Time Wasters (~pp. 19-22), which are tendencies you may have that make you inefficient.  These are based on tendencies typical of someone with your DISC scores. 


You may already be aware of these factors and have already found ways to prevent them from eating away at your time.  If not, use these pages to identify factors impacting your performance and select two or more strategies based on the possible solutions listed. 



As before, list at least two benefits you will receive by addressing these time wasters. 





13. The final Success Discovery page for the DISC portion of your profile is the Areas for Improvement page (~p. 23).    First things first:  

Cross off the word “HAS” at the top of the list where it says “_____ has a tendency to:”, and above that write the words “may have.”  This report should not be so declarative. 



The items on this page are behaviors you MAY HAVE that make you ineffective. All of them may not be true, but some of them will be.  Read through the list and identify the two or three items that, if they were different / if you were to change in that area, you would be more effective.  Circle those two or three items. Also identify what actions would be more effective for you. 


As before, list at least two benefits you will receive by addressing each of these areas.





14. Take the items you circled from # 8, 12, & 13 above (Absence of a Factor, Time Wasters, and Areas for Improvement) and meet with your supervisor.  

Review those items with him/her and establish an action plan for your professional development. 





















































Motivators & Driving Forces Success Discovery: 

This section guides you through the rest of your report. Remember each checkbox is an action-item for you.

1. Read the overview found on the Introduction for the Motivators Section (~p. 29).  By way of review, DISC measures your behavioral preference (HOW you do things), and Motivators measures your internal Driving Forces (WHY you do things).  



Each person’s report reviews the six different motivators in the order of that person’s strongest drivers.  IMPORTANT: Your top two (or three) motivators are your primary drivers.  



Review your motivator rankings (~p. 41). [NOTE: The horizontal line in each column represents the national average for that motivation.] Read each of the following summaries to better understand the six motivational scales and your preferences on them: 



The THEORETICAL (THE) scale measures how one values the discovery of knowledge and one's drive for learning.  People who score high on this scale value the opportunity to learn, acquire knowledge and discover truth. They have an inherent drive to learn new things. People who score lower on this scale value their intuition. They are precise about what they need to learn, relying on their past experiences when possible, seeking out new information only when it's necessary.


The UTILITARIAN (UTI) scale measures one's interest in money and what is useful. People who score high on this scale are driven to attain practical results, maximizing both efficiency and rewards for their investments of time, talent, energy and resources.  People scoring low on this scale are those who generously assist others, with minimal expectation of personal return.



The AESTHETIC scale measure's one's relative drive for "form and harmony." People scoring high on this scale seek balance in their lives, valuing and enjoying the experience and beauty of their surroundings.  People scoring low on this scale are able to compartmentalize chaotic situations and focus on the desired outcome with little attention paid to their surroundings. 



The SOCIAL (SOC) scale measures one's drive to better the community and one's inherent love of people. People scoring high on this scale desire to help others by giving generously of their time, talent, and resources with no expectation of personal return. People scoring low on this scale will assist others for a specific purpose, not just for the sake of helping. 



The INDIVIDUALISTIC (IND) scale measures how one values power and authority. People scoring high in this area value status and recognition, and want to assert control over their own destiny.  People who score lower on this scale feel comfortable in a supporting role and do things without a need for recognition.



The TRADITIONAL (TRA) scale measures one's interest in what may be called unity, order, or tradition. People scoring high on this scale value a clearly articulated worldview that provides a solid, defined system for living through which they make decisions. People scoring at the low end of this scale are open to new ideas, methods and opportunities that fall outside of a defined system for living.

2. Turn to the explanation of your strongest Motivator (The first one listed, usually ~p. 30).  

Read each bullet point.

a) Circle the bullet points for four statements you think describe you best.

b) Of all the statements listed, which two have helped you most in being successful in life? 
       Write “Success factor” next to those statements.

c) Of all the statements listed, which two might cause problems in your work?
       Write “Potential problem” next to those statements.



3. Turn to the explanation of your SECOND strongest Motivator (usually ~p. 30).  

Read each bullet point.

a) Circle the bullet points for four statements you think describe you best.

b) Of all the statements listed, which two have helped you most in being successful in life? 
Write “Success factor” next to those statements.

c) Of all the statements listed, which two might cause problems in your work?
Write “Potential problem” next to those statements.


NOTE: If your Personal Motivator Ranking (at the bottom of ~p. 29) shows you have THREE strong motivators, repeat the above process and review each section in your third strongest Motivator. 


4. Turn to the pages titled. “Navigating Situations Outside Your Comfort Zone” (usually ~pp. 36-37).  

These pages provide insights to help you see the value of your weakest motivator through the eyes of your strongest motivator.  It is common for people to “discount” dialog along the lines of their lowest motivator, or even other people who score strongly in that motivator. The unintended ripple-effect is missed sales opportunities.  

Because these pages show the strengths of your #6 motivator in ways that will appeal to your strongest (#1) motivator, study these pages and identify two or three actions you can take to improve your relatability with people who value things differently than you. 



5. Turn to the pages titled, “Motivators – Norms & Comparisons” (usually ~pp. 38-39).  

The six bars on the chart indicate the motivational “norms” – where 68% of the population will score. Your score for each motivator is indicated by a star.  

If your star is to the right of the bar, you are passionate about that motivator and your zeal in that area may appear “extreme” to most people. Conversely, if your star is to the left of a bar, you are “indifferent” to that motivator, and people who score strongly in that area may appear unnecessarily zealous to you. 

These differences can be a source of conflict.  Review these two pages to build self-awareness. 



6. Turn to the page titled, “Potential Behavioral and Motivational Strengths” (usually ~p. 44).  

This page was created by integrating your Behavioral preference (DISC Natural Graph) with your strongest (top two) Motivators. It shows statements that are true of other people who score similarly to you in both Behavioral Style AND Motivators.  Read each bullet point. 

Because successful people play to their strengths, circle the bullet points for three or four statements you think will help you most at being successful



7. Turn to the page titled, “Potential Behavioral and Motivational Conflict” (usually ~p. 45).  

Similar to the previous page, this page was created by integrating your Behavioral preference (DISC Natural Graph) with your strongest Motivators.  

However, because each strength has a corresponding weakness, this page identifies potential problems that surface in people whose Behavioral Style AND Motivators are similar to yours.

Read each bullet point. 

Circle the bullet points for three or four statements you think may impede your success. 

8. On your Ideal Environment page (usually ~p. 46), read the header section, then circle three or four bullet points that resonate most with you when you think of your ideal workplace. 



9. Statements on the Keys to Motivating page (~p. 47) identify aspects of your workplace that you like. 

If your supervisor was working to create the ideal work environment for you, but could only provide three of the conditions listed, which three would you choose?  Circle the three statements. 


10. Statements on the Keys to Managing page (~p. 48) are different from the previous page, in that they identify things that help you to be more effective.  As the saying goes, each strength has a corresponding weakness. On this page you will find a list of things your supervisor could assist you with (or provide you with some kind of support) so that you can be more effective in areas where you may have weaknesses, or “blind spots.” 


If your supervisor could provide only three of the conditions listed on this page, which three would create the biggest impact on your effectiveness and efficiency?  Circle the three statements. 



Also, list at least two benefits you will receive by having those three conditions. 



11. Take the entire Motivators section of this document and your individual Talent Insights profile and meet with your supervisor.  Review the items you identified and work with him/her to establish an action plan for your professional development. 
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