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Increase Results by 
Building Endorsement 
“Why is it that so many companies 

invest millions in buildings and 
equipment, and yet invest so little in 

the development of their most 
important asset-people?  It would 
seem we should take care of the 

people first and then they will take 
care of the company.”  

─ Judy Suiter 

he most effective way to gain the commitment and 
cooperation of others is to “get into their world” 
and “blend” with their behavior style.  By 

meeting a person’s behavioral needs you are able to 
earn endorsement. Through this endorsement you are 
able to diffuse many problems before they happen. 
Also, endorsement allows a person to gain the most 
benefit from their time with you. Every interaction you 
have with a person either increases or decreases your 
endorsement.  Human performance is directly 
proportionate to endorsement. 

There are 6 ways in which you can build endorsement 
of which 1 is earned (position) and all the others can be 
learned. 

1. Position – A person’s position gives them a certain 
amount of endorsement.  However, this 
endorsement increases or decreases based on 
“how” they act and “what” they believe. 

Continued on page two – Endorsement  
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Rewards and 
Recognition 

‘Satisfied, dependable and productive 
employees make business happen. 
Often a consumer will choose to 
purchase your product or service 

based on the employee who 
represents that product or service’ 
t seems that one of the secrets to a 
productive workforce – and therefore 
a successful business – is an elusive 

thing called good morale. Just what is good morale? It 
usually refers to how your employees feel about their 
jobs, you and your business. And that can directly 
affect your bottom line.  

So the next question would be: "What contributes to 
good morale in the work environment?"  

It’s a myth that good employees care only about 
money. Money is important, but there are many items 
that contribute to an employee’s morale. Interestingly, 
some are so fundamental that we tend to miss them 
completely. For instance, do your employees feel:  

 Treated fairly and respectfully?  
 Valued and appreciated?  
 Recognized and possibly even rewarded for 

their work? 
It shouldn’t take you long to realize that if you wish to 
attract, recruit and retain good employees, fair and 
respectful treatment is a given.  Employees who do not 
feel valued and appreciated will either contribute less 
effort as time goes on, or leave for greener pastures 
where they will be appreciated.  

In addition, everyone likes to have achievements and 
efforts recognized. Even though personal satisfaction is 
usually generated from within ourselves, it is always 
more meaningful if someone else notices and shares 
the success. Thus, the concept of recognition and 
rewards. Rewards can motivate and encourage 
employees to contribute to their own success and that 
of your business. 

Continued on page three – Rewards  
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Continued from page one – Endorsement  

2. Appearance – Whether you like it or not, your 
appearance will dictate whether you are liked or 
not.  People notice the way you dress, your 
stationery, briefcase, eye contact, handshake, walk, 
etc.  Anything a person sees can positively affect 
your endorsement. 

3. Beliefs – People who do what they say and say 
what they do will develop greater endorsement 
than people who are “wishy-washy” in their 
actions.  A straight shooter will develop a greater 
level of endorsement because of his/her reliability 
and trustworthiness.  

4. Competence (technical, 
systems, and people 
relations) – A specialist in a 
field is seen as the one to 
listen to in order to solve 
problems.  Also, if you 
develop good people skills 
you have a competence that 
can build your endorsement. 

5. Oral Presentation Skills – A person who stands 
up and is unable to effectively present his/her ideas 
will have trouble gaining endorsement. 

6. Feedback – The ability to give, receive, and act 
upon various forms of information from others 
greatly impacts endorsement.  Most people want to 
do a good job.  The manager’s task is to give 
effective feedback allowing the employee to make 
appropriate changes. 

The following 5 steps will assist you in achieving 
greater endorsement with those around you: 

1. Know Yourself – Awareness of your own 
behavioral tendencies provides the basic 
foundation for increased communication.  Each of 
us has certain inherent behavioral tendencies that 
make us unique, and to be aware of these provides 
us with the knowledge to modify our behavior. 

2. Control Yourself – Once you have developed a 
heightened awareness of your behavior, you can 
begin to consciously control your behavior. 

3. Know Others – Know yourself first, and then 
learn to recognize behavioral differences in others. 

4. Appeal to Others’ Basic Needs – Before you can 
appeal to a person’s basic needs, you must know 
their needs.  By knowing their basic needs, you can 
intentionally do something that will appeal to their 
basic needs, giving you greater endorsement. 

Continued on next column – 

5. Provide a Climate for Motivation – There are 
three types of motivation: 

a. Fear Motivation – “Do it or else we can 
replace you” approach.  Fear motivation 
always results in inner anger and resentment 
against the person using the fear tactics.  
Sometimes the threat of loss or punishment 
must be used, but should only be used when all 
other methods have failed.  Fear motivation is 
the lowest form of motivation and usually 
results in: “when the cat is away, the mice will 
play.” 

b. Incentive Motivation – Is the “carrot” held 
out that causes the person to want to run the 
race.  “If you do this, then we will do this for 
you.”  Incentive motivation can be vary 
powerful and should be a part of your 
compensation program.  However, it is not the 
strongest or highest form of motivation. 

c. Causal Motivation – The highest form of 
motivation occurs when an environment is 
created that causes people to want to work and 
be the best they can be.  As the title implies, 
casual motivation is working toward a 
“cause.” 

Lastly, here are some thoughts 
you should discuss with others in 
your organization:  

 You cannot motivate another 
person; you can only create 
an environment in which 
people become self-
motivated. 

 All people can be motivated. 
 People do things for their reasons and not yours! 
 An individual’s strengths overextended may 

become a weakness. 
 If I understand me better than you understand me, 

then I can control the communication or the 
situation! 

 If I understand me, and I understand you better 
than you understand yourself, I can control you! 

─ Adapted By Howard Shore of Elite Advisory Group from 
“The Universal Language DISC: A Reference Manual,” by 
Bill J. Bonstetter and Judy I. Suiter 

 
It is not the strongest of the species that survives, 
nor the most intelligent, but the one most 
responsive to change. 

─ Charles Darwin  
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Continued from page one – Rewards  

Now, we’re not talking big-ticket items like a car or 
trip to some exotic locale. On the contrary, employees 
are often delighted with a range of rewards that can be 
provided at little or no cost.  Most importantly, ensure 
your program fits the culture and image of your 
company. 

THE MOST EFFECTIVE REWARD AND RECOGNITION PROGRAMS 
HAVE FIVE ELEMENTS:  

1. Achievable: Set achievable standards. If it can’t be accomplished, it 
becomes a de-motivator. 

2. Objective: Tell employees exactly what it takes to achieve a reward 
or recognition. 

3. Sensible: Include rewards that are logical motivators. If you are in 
your busy season, don’t award additional time off if your schedule 
can’t tolerate it for another six months. 

4. Timely: Waiting too long to deliver a reward or recognition will 
lessen the impact. 

5. Useful: If possible, measure and reward something that helps to 
produce useful business results. 

THERE ARE NO FIRM RULES ABOUT WHAT TO RECOGNIZE, BUT 
MANY PROGRAMS RECOGNIZE THE FOLLOWING: 

 Productivity/quality  
 Customer service  
 Peer recognition  
 Superior performance or extraordinary achievement  
 Safety  
 Length of service 

Remember, recognition and rewards need to be offered with sincerity and 
thoughtfulness. Recognizing employees is about giving thanks and credit 
where credit is due and making those employees feel valued and appreciated 
for a job well done. 
─ Copyright © 2006-2007 Tourism HR Society. All Rights Reserved. Republished 
under license. Permission granted by: NS Charney & Associates 

 

US Facing Surplus of Hispanic Workers? 
he second largest contributor to Mexico’s Gross Domestic Product is 
the money sent back to families in the country from citizens who are 

working in other countries, particularly in the United States. That amount 
may soon surpass the revenue generated from Mexico’s leading industry, 
oil. Labor, much of it unskilled or semi-skilled, is the country’s most 
significant export.  
A wide range of American employers use Hispanic workers as full-time, 
long-term employees, and as transient and temporary workers. Employers 
have found that these employees are most often dedicated and hard working. 

Continued on page four – Hispanic Workers

 

MMoottiivvaattiioonnaall  QQuuootteess    
FFoorr  22000077  

There is nothing like a dream to 
create the future. 

─ Victor Hugo 

It is not your aptitude, but your 
attitude, that determines your 

altitude.  
─ Zig Ziglar 

Live out your imagination not 
your history.  

─ Stephen R. Covey 

Too many leaders act as if the 
sheep – their people – are there 
for the benefit of the shepherd, 

not that the shepherd has 
responsibility for the sheep.  

─ Ken Blanchard 

 
 

MMaannaaggiinngg  FFoorr  SSuucccceessss®®  
SSooffttwwaarree  SSeerriieess  
The ability to interact effectively 
with people may be the difference 
between success or failure in our 
work and personal life. 
MANAGING FOR SUCCESS® 
(MFS) SOFTWARE is a family of 
software products that meet a 
variety of needs and special 
applications required for increased 
individual and organizational 
effectiveness. 

FFrreeee  PPrrooffiillee  OOffffeerr  
Increase your knowledge of self 
and others with our personal 
profiling software. Visit our web 
site at: www.thejenksgroup.com to 
receive your complimentary 
profile.  
The response link for the FREE profile 
is: XQ3054PF!
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Continued from page three – Hispanic Workers 

Their strong work ethic is accompanied by a welcome appreciation for having a job and respect for management. 
Interestingly, these values which built American industry are lacking in many US citizens – both white and black. 
While longer-time workers complain about employer use of Hispanic immigrants, there are important differences in 
productivity and attitude.  
Undocumented Mexican workers in the United States are a primary source of day 
labor for landscapers, construction and home remodeling companies, cleaning 
contractors, and similar employers whose need for less-skilled labor may vary 
from day to day. In many cities, there are established pick-up points where day 
workers congregate for employment opportunities. Employers looking for people 
drive up, hire workers on the spot, and transport them to the job site(s). At the end 
of the workday, they return them to the meeting point.  
Many of these companies hiring undocumented workers pay them in cash, usually a reasonable wage. The amount 
is typically economical for the employer, but substantially more than the workers could make if they had remained 
back home in Mexico. They don’t pay taxes, insurance, or other benefits. This practice is illegal, of course, but 
enforcement authorities simply do not have enough staff to adequately police this shadowy segment of the 
economy. With low overhead, businesses employing this type of labor have a competitive advantage.  
When work is plentiful, foreign workers encourage their friends from Mexico to join them. So many have migrated 
to the United States, that in some areas, there is a slight surplus of labor. This problem will intensify, potentially 
driving down wages.  

© Copyright from "The Herman Trend Alert," by Roger Herman and Joyce Gioia, Strategic Business Futurists. 
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Enjoy your issue of ‘Performance Solutions’ 
Please send any comments to us! 

The Jenks Group – A Strategic Services Company 
Visit Our Web Site at: www.thejenksgroup.com 

© Copyright 2007, all rights reserved 


