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Redmond takes TradeMark independent
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in 2013
10 PeoPle to Watch

We at TBJ have compiled a list of the top 10 
people in the Triangle that we think are poised 

to have a big impact here in 2013. This list 
contains new CEOs, green solar farmers, small 
business executives and much, much more ...
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By Amanda Jones Hoyle

RALEIGH – One of the Triangle’ largest commercial 
real estate firms, TradeMark Properties, is dropping 
its national affiliation with the Coldwell Banker 
Commercial network to become, once again, an in-
dependent, regional brokerage group.

Raleigh-based TradeMark Properties began us-
ing signs with its new name and a new logo on Dec. 
31 after its 10-year franchise agreement with Cold-
well Banker Commercial expired, says TradeMark 
Properties’ longtime CEO, Billie Redmond.

TradeMark Properties had been one of CBC’s 
elite-level brokerage firms, ranking among its top 
15 revenue-generating affiliates in the country. But, 

Redmond says her leadership team decided after 
much deliberation that the TradeMark Properties 
brand was strong enough to stand on its own. 

“I think our industry has forever changed after 
the recession,” Redmond says. “We can obtain real-
time information and make decisions in a com-
pletely different way than we could have 10 years 
ago.”

Redmond notes also that TradeMark has cre-
ated its own network of 250 brokers across the 
southeastern U.S. through its Special Asset Solu-
tions Division that was started in 2008. The divi-
sion was formed to help national, regional and 

SEE TRADEMARK PAGE 20
STEVE WILSON

Billie Redmond says her team agreed with the move.
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OK, let’s not start the new year with a boat-
load of negativity. Because that’s all I hear 
from the so-called pundits on the way the 

fiscal cliff deal was done.
President Obama signed off on the deal after 

the U.S. Congress voted in favor of a bill that would 
protect 85 percent of the Bush-era tax cuts and 
avoid higher taxes for 98 percent of Americans.

It was done at the last minute, and frankly most 
of the issues relating to spending, entitlement 
reform, and the country’s ability to pay its bills 
remain unresolved.

So we will see much of this Washington postur-
ing continue in the next  few months.

But for now, let’s acknowledge the fact that a bill 
was passed in the U.S. Congress that had members 
from both parties voting for it and members voting 
against it. Isn’t that how it is supposed to be with 
legislation? So why this negativity?

Is it because legislators from both parties did 
not get what they wanted? Perhaps they need to 
focus a little less on what they want and more 
on what their constituents want.

There is very little doubt in anyone’s mind that 
the U.S. has a spending problem. Actually, based 
on Congressional Budget Office estimates, we just 
added another $4 trillion to our spending ledger 
with the fiscal cliff bill.

The question is, what do we cut to bring the 
spending down? And therein lies the pessimism, 
obstructionism and selfishness among lawmakers, 
taxpayers and economists.

If you touch a government aid program that 
affects a particular individual because he or she is 
in it, they are inevitably against cutting or restruc-
turing that program. But they are “all in” when it 
comes to cutting other government programs that 
don’t affect them. 

So, whose job is it to educate the taxpayers in 
understanding the situation? Here’s a news flash 
: It’s the lawmakers’ job to keep their constituents 
informed.

Do we see them doing that? No. They are on 
television, radio and on the Internet spouting off 
their venom for all to consume. 

And then, we have noted market experts such as 
Mohamed El-Erian, the CEO & co-CIO of Pimco, 
one of the largest investment firms in the world 
that was founded by the legendary Bill Gross. 

El-Erian calls the latest fiscal deal a “micro deal.” 
He adds that the deal is “nowhere near enhanc-
ing the country’s ability to dominate in a highly 
competitive global economy.”

Maybe so, Mr. El-Erian. But all I have heard from 
you in the past few weeks are “words.” You run 
one of the most influential investment firms in the 
world. How about presenting us with a possible 
solution that includes some sacrifices from Pimco?

Maybe then you bring value to the conversation 
rather than just joining others in voicing how this 
country is going to hell in a hand basket.

We need optimists. We have enough pessimists 
amid us who will try to bring us down.

Taking the right steps to hire the right people
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For any business, there are count-
less decisions that must be made 
minute by minute, but one of the 

most vital choices that your company 
will make comes down to your em-
ployee makeup – who exactly are you 
hiring to sit at the table? 

When taking into account the 
tangible and intangible costs of hiring 
the wrong employee for the job, the 
company expense is immense, easily 
ranging from $400,000 to $500,000 – 
and that number can be expected to 
multiply depending on an individual’s 
level of management and decision-
making experience. 

Rarely do we consider the overall dol-
lar amount that is attached to the hiring 
and firing process, but the expense can 
be detrimental to your staff, productiv-
ity and your overall company growth. 

For companies to reach their highest 
level of success, investment must be 
made into a strategic and sophisti-
cated recruiting process. Jack Welch 
stated at the 2012 North Carolina CEO 
Forum that the team that fields the 
best players wins – it is about hiring 
and firing, training, and motivating 
your people, which then allows differ-
entiation to happen. 

Developing the best team of employ-
ees must begin with the recruiting and 
hiring process. 

For effectiveness, the process should 
be conducted by the potential hire’s 
immediate manager and must include 
a screening interview to determine 
if the individual holds the necessary 
skills and requirements. 

Before taking the candidate through a 
comprehensive interview, references from 
previous managers and co-workers must 
be thoroughly evaluated and confirmed, a 
process that is sometimes overlooked. 

By utilizing behavioral tools, such 
as DISC, AVA or Myers Briggs, employ-
ers can better determine and match a 
person’s natural behavioral tendencies 
with the necessary traits for the job 
that is being filled. 

For example, consider the traits 
needed for an engineer compared to 
those of a salesperson. 

While introverted, detail-oriented 
and highly-structured individuals may 
flourish as engineers, they would prob-
ably fall behind in the social and more 
sporadic role of a salesperson. 

But understanding your employee 
make-up cannot conclude with the 
initial recruitment phase. 

As companies look to promote staff 

from within, behavioral assessments 
must be critically evaluated as well. 
Too often, individuals are promoted 
from a position in which they are 
highly productive to another that is 
a poor match. For example, when a 
highly skilled technical individual is 
made into a manager, it almost always 
requires a different skill set as well as 
a completely different personality. 
This usually means that someone who 
is an analytical, detail-oriented and 
process-driven problem solver is pro-
moted to a position that requires him/
her to work  with a greater company-
wide focus leading and motivating 

others, making quick decisions with 
limited information, meeting budget 
and delivery deadlines, and keep-
ing customers satisfied. These roles 
require completely different person-
ality traits. 

Additionally, beyond the hiring and 
promoting process, proper train-
ing is necessary for the highest level 
of employee performance. A study 
published recently in the Harvard 
Business Review confirmed the 
importance behind employee train-
ing, as the data demonstrated that 
young top performers – employees 
that organizations would most like to 
retain – are leaving their jobs in droves, 
mostly  due to a lack of training op-
portunities in the workplace. With an 
increased focus on hiring and training, 
your company will be able to better 
retain and hire employees. Effective 
training leads to high-functioning and 
self-motivated employees who can 
self-manage, allowing employees and 
senior leaders to perform at a higher 
level, benefitting the overall perfor-
mance of your entire company. 

With an emphasis on effective train-
ing, organizations can position them-
selves to become high performing 
companies through the development 
of high-performing teams.

Willy Stewart is founder of Stewart Engi-
neering in Raleigh.

Ted Geoff | Cartoonist

“Is that a final 
no? Or is that 
only a no to 
fill the time 
until you get 
bored with 
saying no and 
instead say 
yes?”

HEY WASHINGTON!
LOSE THE NEGATIVITY

Sougata Mukherjee is editor of Triangle 
Business Journal.

The cosT of The 
hiring and firing 

process can be 
deTrimenTal To your 

company’s grwoTh.
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