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Ql) Read the lollowjng case study and answer the questions given below:

I{olden Electrical Supplics Company: Manufacturer of Electrical Equipment,

Recruiting Sales Personnel.

Holden Electrical Supplies Company, Cincinnaij, Ohio, manufhctured a wide line of
electrical equipment used in both home and industry. The sales force called on both

electricai wholesalers and industrial buyers v,,ith the greater pafi of their eflorts

concentrated on industry buyers. The industrial products required considerable

technical expertise upon the part of salespeople. Sales offices situated in twenty

cir;e" 
"pread o'er Ihe countD had ruo hundred Ja'er personncl operaring o.Lr uf

then. In the past eighr years sales volume increased by more than 50 percent, to a

level ofnearly $150,000,000. The fasl rise in sales volume and the accompanying

plant expansion created a problem in that more sales personnel were needed to kcep

up with the new accounts and to make sure the additional plant capacity was used

profitably.

In addition, Holden's sales recruiting problem was compounded by a noliceable

decline in the number ofcollege seniors q,anting a selling career. Holden recruiters

had obscryed this at colleges and r.rniversities where they went searching lor

prospective salespeople. Another indication ofthe increased difficulty in altracting

good voung peof,le inro,e.lint $a. rtsgre..ive relruiLrng b) morc and tnore

companies. Thesc lactors combined io make the personnel recruiting problem

serious for Holden; consequently, management ordered an evaluation of recruitilrg



colleges by district sales managers. Typjcally, Holden recruiters screened

hundred college seniors to hire ten qualified sales engineers. It was estimated 10

Holden $600 to recruit a candidate. Management believed the college recr

program was deficient in light ofthe high cost and the fact that only 5 perceni of

candidates intervjewed accepted employment with Holden.

Evaluation of the college recruiting program began with the College Recru

Division of the company asking district sales managers for their appraisals.

district managers felt that Holden should discontinue college recruiting for

reasons, including the time required for recruitin!, the intense competition and

Vittually ail Holden salespeople were recruited from twenty-five en

candidates' lack of experience. Other district managers, however, felt the

program and believed the company should adopt an aciive recruiting p

requirements for selling the Holden line and werc in continual contact with

should continue with a few modifications, such as recruiting college junion

summer employment more or less on a trial basis, concentrating on fewer

and getting on fridndly terms with placement directors and professors.

Holden's general sales manager favoured abandoning the college re

utilizing other sources. He reasoned that, while engineering giaduates had a

technical background, their lack of maturity, inability to cope with busin

problems, and their lack of experience prccluded an elfective contriblrtion

Holden selling operation.

The general sales manager felt that the two hundred sales engineers

working for Flolden were an excellent source of new recruits. They

salespeople: By enlisting the support ofthe sales force, the general manager

an end to Holden's difficuhy in obtaining sales engineers.

The prcsident prcfened internal recruiting from the non-selling divisions,

engineering, design and manufacturing. He claimed that their familiarity

Holder and their proven abilities were impodant indicators of potential

sales engineers.

A complete analysis ofHolden's entire personnel

and, regardless of the approach firally decided

recluiting program \Ias in

upon, it was paramount



Q2) a)

b)

d.

c)

company Lave ll co li|luous prograDr lo attract satisf'acior! people lo the sales

organization

Questtons:

(i) Why it is an impoftant task lor organization to have an effective recruiting

system lor Sales force?

(07 Marks)

(ii) Evaluale Holden's sales force recruiting program. suggesting whether or

not tlre company should have continued its college recrujting of sales

engineers,

(08 Mark)
(iii) As a Sales Manager fbr this organization, workout alternative plans for

recruitjng ofsales tbrce and give the pros and cons ofthose alternatives.

(09 Marks)

(Total 24 Marl6)

Describe b efly the significance ofpersonal selling in today's highly competitive

marketing environment.

(06 Marks)

How would you meet sales resistance/objection in the following situation?

(i) A sincer€ objection raised by the customer about the high price olyour

product.

(iD An insincere objection relating to the shape of the bottle in which your

cough syrup is ieing sold.

(06 Mark)

"When companies have determined how many to rccruit tbey can examine the

sources of potentially qualified job applicants". What are the int€rnal and

external sources throLrgh which tbe qualified job applicants could be seek our and

briefly give an account ofthe advantages and disadvantages ofthese ttvo sources?

(06 Marks)

What is a Sales territory, and what may be some reasons a firm establishes sales

territories and reason why a firm may not want to have sales territ'ories?

(06 Marks)

(Tohl24Marks)



Q3) a) What types ofsales quotas do organization set ard brief out how these t'Jpes

different ftom each other?

(04

b) The selection process consists of

sales manager has available to aid

usually obtained at these steps?

increases informati

kinds of information

a
:
m

series of steps that

the decision, What

c)

(0s

shouldWhy is evaluation of sales training such an important step? How

process be conducted?

(0s

d) "Qualitative forecasting lechniques are sometimes referred to as judgn

subjective techniques because they rcly morc on opinion and less on mathe

their formulation". Briefly describe about the different qualitatiac tcchniqu€!

focusing on how they are different from each other.

(06

(Totat 20

Q4) a) How would you relate the exp€ctancy theory and Equify theory in noti

salespeople for [igh performance?

b) What are the three fundament'al ways to compensate performance?

these has the most impact?

c) "Performance evaluation is often a complicated affair and takes a

However its importance cannot be overiooked". Two general ca

performance criteria exist, describe the diff€r€nce between them, and

why a salei manager needs to use both kinds?

(06

(Total l6

"Leadership research has not found any single best leadership style. A si

approach suggests that a number of appropriate leadership styles exist, and

one may be best will depend on the situation". Desc be the four major lea

sfyles?

(0s

lot of

Qs) a)

(06



b) In the light ofthe changing role ofthe salesperson, explain the qualit'ies or traits of
good sales personnel.

(05 Marks)

What are lhe aspects of€thics that sales people have to Consider when dealing w;th

their employers?

(05 Marks)

(Total 16 Marks)


