 “I have a fabulous sales rep in my team who always hits her targets (and more!) and is hugely self motivated. The trouble is that she has her own way of doing things and seems to think the usual rules don’t apply. I don’t want to squash her go-get-em attitude but how do I manage someone like this?”
…

Answer:
What a great question! Many managers don’t realize how important it is to recognize, hire, manage and retain these high achievers. As you have experienced, these individuals are mavericks who have strong values and insist on being able to work independently with trust being the key ingredient, to accomplish their jobs with a high degree of integrity.

They can add so much to a team
Why would you want to hire a Top Achiever?

These people have a Vision, are Goal Driven, they have a plan and a purpose – you seldom have to drive them.

They have a simple, consistent and impeccable business process

They don’t blame and find excuses – they hold themselves accountable and responsible for their actions and their sales.

They have good attitudes, are professional, passionate, ethical and because they want to be the best, they demand high performance from themselves and won’t settle for second best.

Let me start by defining what I think some of the key attributes of a high achiever are: 

· Top Achievers definitely know where they are going and have a CEO mentality.  They are risk takers and believe in themselves. They have Big Hairy Audacious Goals, a vision, a plan and a purpose to get them to their goals. 

· Top Achievers are people who are absolutely passionate and enthusiastic about every thing they do. They have high energy and dare to be different. These are true leaders, they are change makers, they question the status quo, and existing belief systems.

· These people have systems, they understand the value of networking and being amongst positive people. “Feedback is the breakfast of champions” and use feedback as a means of achieving their goals.

· They have a fighting and winning spirit and believe that “Action is the source of vision – and they live the vision.”

THIS GOES TOWARDS BOTH THE TOP ACHIEVER AND THE TOP ACHIEVING MANAGER. THEY DEFINITELY KNOW WHAT THEY WANT AND WHERE THEY ARE GOING
Lost and bewildered Alice meets the Cheshire Cat. Would you tell me please which way I ought to go from here – she asks the grinning cat. That depends a great deal on where you want to get to, replies the cat. I don’t much care where… begins Alice – then, interrupts the cat, it does’nt matter which way you go.

.
1. Aligning rewards to the individual

Awards, rewards, celebrate successes, recognize, reward, praise, encourage and motivate on a daily, weekly, monthly and annual basis.

What motivates each one of these people e.g. I may be motivated by only working 4 days of the week so that I can spend 1 day with my kids. Another person may be motivated by receiving vouchers for groceries, or movie tickets, a weekend away, the ability to drive a fancy car on the weekends for the next month, cash in hand, or an overseas incentive.

What drives each person can be very different and therefore one size will not fit all.

If you are able to look at profit sharing depending on whether the person meets and achieves certain criteria.

2. Being clear about non-negotiables
Be very clear on the job and the specific expectations, duties, KPI’s that are expected on a daily, weekly, monthly and annualized basis and how these are going to be monitored. Make sure that you are specific about how the person will achieve the short and long term goals for them to be successful in their position. Never move the goal posts – this will de-motivate a top achiever.

Tell them about performance evaluations and how often these will take place and what will happen (the process) should they not be achieving their goals.

3. Identify the achiever’s strengths and build on them
Have a look at their personality profiles and see their strength and weaknesses. Motivate them on their strengths.  
You are aware of the strengths and weaknesses of each team member and work on the strengths as a way of achieving success. 

These people have a lot of energy and drive so as a manager you need to manage or focus that energy. They have a winners mind so focusing them and giving them direction so that they don’t go off on a tangent is a good thing. They go above and beyond the call of duty which is good, but making sure that they don’t get stuck in the process is part of a good managers skills. These guys demand excellence so a good manager will make sure that they don’t destroy the team when things don’t go right.

4. Coach your tall poppies to keep them performing

As a manager of high achievers, you need to be aware that because your staff are different, and want to be the best, - the Tall Poppy Syndrome is alive and well!. There will be plenty of people who will tell them want they can or cannot do and why. Who will try to derail them   Tell your tall poppies to be on the look out for these people and tell your poppies to take their advice with a pinch of salt. Keep them away from negative people and encourage them to spend time with positive people, people who will encourage them, people who they aspire to be like or are like minded. These people will encourage and motivate  them and allow them to “fly”. They will also pick them up when they are a little down.

5. Be aware of your leadership style and use it to encourage your high achievers
· You lead from the front. You would not ask your team to do anything that you yourselves would not, or could not do.

· You take every opportunity to acknowledge the successes of your team. You have ways of rewarding and motivating your staff. Acknowledge successes at every opportunity but make sure that you are honest with them and let them know when they have not pulled their weight or not met the target.
· You build relationships with your staff and insist on relationship building with clients. Sales is a “Marathon” and not a sprint and as such they have to learn to “go the distance”. 
You are leader who are comfortable in yourselves. You know who you are, what you are and what you are capable of.

You are believers in systems and processes.

You give your people a clear picture of expectations in terms of calls, appointment, quotes, sales, dress code, dates and times for reports to be handed in, meetings to be attended what your staff can and cannot do. The targets and budgets are clearly set out and offer a clear vision of how they can be achieved.

You have a passion for your people, your products, your company and your industry.

You admit mistakes and then move on to find a solution to rectify the situation.

You have a winner’s mentality. You also mentor, support and empower your staff to work to their very best potential. You trust your staff and allow them to work independently, all the while keeping the staff on track and focused on the goals.
If you have one of these high achievers, you may be keen to recruit more of them (once you’re confident of managing them!)
So, how do you attract these top achievers?

.
· You will be able to see that the qualities that these Top Achievers look for in the company that they work for are clearly mirrored by their own goals, aspirations and values. These people have strong values and beliefs in themselves, are leaders and change makers – they will be drawn to strong managers who reflect their same values and beliefs.

· High achievers will embrace and be motivated and drawn to a company or manager who gives clear boundaries, specific details of what is expected in terms of the job, dress code, company culture etc will invest in appropriate and ongoing training, product knowledge, territories, gives a clear job description of expectations and outcomes together with the warning process if the expectations are not met.

· The company must have a good, comprehensive and clear reporting structure. [The manager must have core values of honesty, integrity, transparency and support your staff and their goals in order to reach your own goals.]
· They will work for a company who clearly awards, rewards, celebrates successes, recognizes achievements, encourages them, and acknowledges their successes every day, week, month and year.  They will work for people and companies that care about them where they can Fit in but are able to Stand Out.
Have very clear induction processes that cover all the questions that relate to the company and the person to make sure that they stay focused all the time on the job and can make some clear, educated and empowering decisions. 
I thought I would leave you awesome Leaders and Managers with a Success story.
I had the opportunity to be a part of a team of 25 top achieving people.  Each of these people was fiercely independent and had a strong personality. Each of these people was achieving their visions, goals, targets and budgets, and exceeding them.

However, their paperwork was never completed on time, when it was handed in, it was incomplete. Service sheets were a bit of a nightmare, however the good news was that these top achievers were handing in good contracts, with high revenue, good profit margins and consistently. They were a fairly raucous group, almost like a mobile party when together in the same room, fiercely competitive, but like a family – in that they could call each other names, and have ferocious arguments, but would never allow anyone to pick on the other members – unless you wanted to take on all 25 team members.

The manager came up with a policy whereby commissions/salaries/bonuses would not be paid unless the contracts were handed in on time, properly filled out, with all information completed. The Manager also instituted penalties for all team members that if any one team member was late then everyone suffered.  The outcome was  that the other team members would jump all over the  person or persons that had let the team down, and a phenomenon occurred, whereby the manager did not have to manage this tiresome issue,  the team sorted themselves out and contracts and paperwork were handed in on time and completed. This was a very smart manager. I am sure that he took a fair amount of heat over the initial decision but then left it up to the team to monitor and manage themselves.

It was a win-win situation. The manager got the contracts, reports, and paperwork he needed on time and complete and the team received their bonuses and commissions on time.

