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•
•
•

Please put your phone on silent mode

Q&A will be taken at the close of this presentation

There will be time at the end of this presentation for you to take a few moments to complete the session
survey. We value your feedback which allows us to improve this annual event.
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“Build Star Performers in
Your Company”
The keys to talent success
that drives results
Goal Today:
Share with you ideas and
approaches that you can utilize to
identify and create more
Star Performers in your company
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a Glance

•

•

A Trusted Business Advisor since 1990 with over 200 training and
talent management projects completed throughout the U.S., Asia and
Europe.
The company’s broad services portfolio includes:
•

Talent Management Consulting & Training: Employee surveys,
capability and competency programs, performance management analysis,
human resources strategy development, star performer programs, etc

Sample of the Industries We Serve:

Oil & Gas

Financial Services

Charitable Orgs.

Technology

Engineering & Construction
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Today’s Presenter: Mark Hordes
Mark Hordes is currently a talent management consultant and managing principal with
Mark Hordes Management Consulting, LLC a consulting and training firm based in
Houston, Texas USA.
A former partner with a “Big Five” management consulting firm, Mark has successfully led
global talent management engagements, leadership development, behavior change
management and cultural alignment engagements for clients such as Chevron, Hoechst
Celanese, Shell Oil, Baker Hughes, Blue Star, SADARA, KBR, SaudiaAirlines,Tasnee,
Marathon Oil, Conoco Phillips, Schlumberger, Tenneco, Dow, well as clients representing
Energy, Manufacturing, Services, Refining, Consumer Goods, Travel & Transportation, and
Governmental Bodies in the North America, Europe, Middle East, Far East, China,
Scandinavia and Europe.
MHMC,LLC
CONSULTANT
1220 A Welch St.
Houston, Texas 77006
Phone: 713 416 1781
mark@hordesconsulting.co
m

Mark is a “Talent Management” Thought Leader” founder and former managing editor of
the Organizational Excellence Journal (OEJ) an electronic Leadership newsletter with a
subscriber base of over 16,000 monthly readers. He is a sought after “key note” speaker,
and co-author of the best-selling business book: S-Business: Reinventing the Services
Organization published by Select Press, New York, New York.
Mark has been profiled in the media and press, “The Houston Business Journal: “Face to
Face with Mark Hordes”, Houston Chronicle, “His Job is to Help Companies Ease the Pain
of Change” and interviewed on radio and television.
Mark conducts talent management performance improvement projects and star performer workshops
for clients throughout the U.S. and globally. He resides in Houston, Texas and is a graduate of the
University of Houston, and holds an MBA and MS in Human Behavior from Aurora University.
A 2014, “Who’s Who in Energy Honoree” from the Houston Business Journal
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What and Who are Star Performers?

Star Performers
are individuals and teams capable of
delivering outstanding business results,
and who take responsibility for achieving
positive outcomes, despite customer
challenges, cultural issues, and
organizational and political dynamics.
“One great performer is equal to 3 average performers”

Have you Ever Felt Like This?
Where to Begin?

Understanding Archetypes

Archetypes :
What is typical of you.
Your patterns, talents, things that are constant in
your nature.
The essence of you.
What is representative of you.
Observation of self, influences on your
thoughts, attitudes and behaviors.
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With Which “Archetype Symbol/Picture Do
You Most Identify?
Athlete

Visionary

Coach/Mentor

Technical/Data

Source: Archetypes; Carolyn Myss, Hay House 2014

Star performers utilize all of these
behaviors and more…
Athlete

Visionary

Competition/self/others
Sense of personal power
High levels of endurance
Pace themselves
Plays fair
Encourages others
Likes to “Win “and not give up

What if? Innovator
Not intimated by risk
An agent of change
Break free/transform
Unconventional
Looks to the future not the past
New Possibilities

Coach/Mentor

Technical/Data

Compassion for others
Develops strong team
Maintains boundaries
Not selfish
Get’s along with others
Listens and communicates
Willing to not know something
Willing to share learnings
Can put themselves in other
shoes
Empathetic
Sense of what others need

More is better
Deep dives
Logic
Seeks truth through data
Analytical
Pursue and preserve
knowledge
Details are important
The life of the mind
Spend hours online letting
curiosity lead
them in a quest for the truth
Examines closely before

Source: Archetypes, Caroline Myss,

Let’s Get Personal!

How would your company benefit if you had 10X
more Star Performers?

What BENEFITS would you obtain?
– Emergence of a high performance organization and
teams.
– Better recruiting, interviewing and hiring.
– A positive shift in culture.
– Sharing of best practices.
– More revenue generation.
– Increased customer satisfaction.
– Increased performer satisfaction.
– More targeting and effective training.
– Increased productivity/performance and
accountability.
– New behaviors become actionable.
– Increased attraction of “A” players to your company.
– Your market brand shines, creating competitive
advantage.
– Your teams become more collaborative and value
driven.

How Do You Determine Who Are Your Star
Performers?
• Ask Employees.
• Conduct a “Star Performer Analysis”
and utilize findings in the recruitment
process.
• Spend time talking to and observing
Star Performers on the job, in teams
with customers, and in the field.
• Identify Star Performer behaviors and
create videos into short learning
lessons.
• Benchmark other Star Performers
behaviors and actions outside your
company and division.
• Conduct an all employee capability
survey.
• Review your training priorities and
investments.

What does current research reveal?
“Top 10 Trends” impacting Global Human Capital in 2014*

1. Leadership Development
72%

2. Retention and Engagement
3. Re-skilling the workforce

65

4. Talent acquisition and access
5. Workforce capability
6. HR analytics
7. Global HR an talent management
8.Learning and development
9. Performance management
1

10.HR technology
0%
20%
40%
60%
80%
100%
“7 out of the top 10” 2014 Global
Human
Capital
Trends
directly support
your need to have more star performers in the your company.
.

*Source: Global Human Capital Trends in 2014/research of 2,532 HR Leaders in in 94 countries
Deloitte and Bersin, 2014

What’s wrong with this Picture?

How Not to Establish a Star Performer Environment!

Leadership & Talent Management Behaviors
It is critical to determine the gap between the current and
desired future state.
An assessment of
behavioral attributes
exhibited in today’s
environment
A representation of
today’s environment
• Many cultures.
Turnover high.
• Change resistance.
• Lack of cooperation
across teams

Results captured from
interviews, survey’s,
profiles and assessments

Results captured from
shared working sessions
Behavioral attributes
desired in the future
environment

Today’s
Environment
In today’s environment talent
management approaches are
highly situational and
inconsistently applied

Future
Environment
Leaders and HR are committed to
becoming a High Performance
Organization with ever increasing
“A” players within teams and across
the entire company

• High performance
teams

• People do not meet
performance targets
• Inconsistent
leadership and team
alignment with the
workforce
• Limited application
and integration of
high performers
behaviors and
attributes

A visual
representation of
the future
environment

• Value creation
• Effective recruiting

Cultural Behaviors

Cultural Behaviors

• Open
communications
and involvement
• Flawless execution

Managing the Transition

• Increased
numbers of high
performers
• Training aligned

Self-Assessment: Current Reality
1. Training Budget and Allocation
_____% Poor Performers

______% Average

______% Stars

= 100%

______% Stars

= 100%

2. Coaching/Mentoring
_____% Poor Performers

______% Average

3. Involved in Community of Practice Groups
(COPs)
_____% Poor Performers

______% Average

______% Stars

= 100%

4. Participate in Improvement Teams/Six
Sigma, CI, etc.
_____% Poor Performers

______% Average

______% Stars

= 100%

Self-Assessment: Recommended
1. Training Budget and Allocation
10% Poor Performers

40% Average

50% Stars

= 100%

25% Stars

= 100%

2. Coaching/Mentoring
25% Poor Performers

50% Average

3. Involved in Community of Practice Groups
(COPs)
10% Poor Performers

70% Average

20% Stars

= 100%

4. Participate in Improvement Teams/Six
Sigma, CI, etc.
5% Poor Performers

70% Average

25% Stars

= 100%

Retaining Your Stars: What’s Required?
•
•
•
•
•
•
•
•
•
•
•
•

Let them make a contribution.
Don’t take them for granted.
Constantly challenge them.
Communicate the company
accomplishments.
Respect them for their expertise.
Pay well for performance.
Present opportunities for your stars to
speak and write.
Give frequent and accurate feedback on
performance.
Involve your stars in decisions that impact
them directly.
Treat them fairly.
Ensure they have clear objectives.
Present opportunities to network crossfunctionally.

“Creating
“Moments that Matter”

Example of a
“Moment that
Matters”

“Moments That Matter” –
When I stopped by the “beverage and
food machines” and asked you for
feedback / a discussion or to raise a
new idea, you…

Positive Behaviorial Principles
•
•
•

Actively listened to me
Made time for me
Encouraged me

Positive Behaviors
1. Take a moment to stop and actively listen to
me.
2. Schedule time in your calendar to discuss the
topic further.
3. Ahead of our meeting, appropriately prepare
by researching or seeking input from others.
4. During our meeting, share that these types of
discussions help the organization.
5. Proactively encourage me to continue to
share ideas/ask for feedback.

Non-Supportive Behavioral
Principles
•
•
•

Failed to listen to me
Differed or ignored me
Would not make the time meet

Negative Behaviors
1. Try to distance yourself from me as you see me
walking toward you.
2. State that you are “too overloaded” or that the
topic is not important enough to discuss.
3. Tell me that the best time to review the topic is in
a formal meeting
4. Once you commit to meet with me, cancel the
meeting multiple times, and make little attempt to
reschedule.

How you as a “boss, leader or organization” can influence this moment…
•
•
•
•

Encourage positive behavior’s through leadership, communications, training, mentoring and coaching to
all staff
Make sure that staff have behavior objectives as part of their professional development plans
Train managers and first line supervisors in behavior-based leadership and commitment management
Develop “role plays and simulations” where everyone gets an opportunity to practice positive
“moments that matter” that foster positive not negative consequences

Star Performers Consistently Exhibit These
Characteristics

Take the Initiative
Leadership
Strong
Networking &
Relationship
Building

Share Best
Practices Through,
Show &
Tell

Stars
Are Disciplined
And SelfManaged

Demonstrate
Organizational
Savvy
Demonstrate Team
Effectiveness

Five Steps to Creating a Star Performer Program
Star Performer Methodology and Tools Approach
1.0 Assessment of
Talent and Culture

2:0 Talent
Management Needs
Identification/
Scorecards

3.0 Psychometric
Profiles of
Leadership Team

4.0 Assessment
of HR Talent &
Performance
Mgmt Systems

5.0 Continuous
Improvement and
Strengthening of
Talent Bench

Insights
• Understanding of the
talent mix in the
organization

• A 360 understanding of • An analysis of the
• An understanding of
• Identification of best
Talent Management
behavioral
HR talent and
practices in talent
strengths and
characteristics of
performance
management
weaknesses
individuals and the
management systems
• Understanding of
• Identification of best
leadership team overall and impact on:
• An understanding of
organizational health
practices for building
• Communication
• An identification of
future strategic talent
and strengthening the
• Identification of SP
• Teamwork
leadership strengths
needs
talent bench
actions and behaviors
• Productivity
and voids
• Identification of key
• Identification of what’s
• Customer Focus
• A gap analysis of
Human Capital metrics • An assessment of how
required to build star
•
Culture
company performance
well leadership skills
and targets
performance teams
•
Retention
and talent needs
align with HR strategy

Outputs
• Identification of talent
skill set and voids

• Scorecards with clearly •
defined metrics for
communicating
• Identification of high
performance expectations
performing employees
and holding employees
• Evaluation of the
accountable
strength of the culture
• Recommendations for a
and its impact on
future TM program and
performance
organization

Transformational
• Identification of tools/
recommendations for
systems/processes
building a high
needed to support
performing Leadership HR goals
team:
• A clearly-defined
• Talent and skills
path to maximize the
• Growth/training
effectiveness of
opportunities
human and capital
• Communication
resources

• Best practice
recommendations to
consider for future state HR
Talent and Performance
Management
organization/programs
• Process to ensure
continuous improvement
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Management’s To Do List…
•

Calculate how large the gap is between your average and Star
Performers?

•

Determine what types of training are appropriate and with whom?

•

Review your coaching processes to ensure that the organization is tracking
expectations and results.

•

Be more flexible in hiring “top talent” when it comes to compensation and
“fast tracking” best and brightest.

•

Pay incentives to employees who identify “top performers” in their personal
network or other companies.

•

Ensure that every employee has a development program.

•

Encourage, train and support writing and sharing case studies, lessons
learned and best practice examples.

•

Review your Talent and Performance Management HR practices to ensure
you are utlilizing best practices.

•

Create and train on “Moments that Matter” opportunities and situations.

Key Take Aways…
• Characteristics and behaviors of Star Performers can be
replicated if you follow a process of assessment.
documentation and observation.
• One star performer is equal to 3 average performers. The
leverage is quite high.
• Human Capital research clearly indicates that
organizations are looking for new approaches to attract
and retain top talent.
• Re-allocate your training investments to increase greater
performer results.
• Create and train managers, supervisors and leaders on
“moments that matter.”
• Initiating a 5 Step “Star Performer Program” and process
can yield a 10X return on effort.

Let’s Talk…

Thank You for Your
Attention and Participation!
I Welcome Your
Questions & Comments

Contact Information

• Speaker: Mark Hordes, Talent Management
Performance Consultant
• Company: Mark Hordes Management Consultants LLC
• Website: www.trustedadvisortraining.com
• Phone: 713 416 1781
• E-mail: mark@hordesconsulting.com

Thank You
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Next Steps: Resources and Programs Available from MHMC Consulting, Coaching and Training
Since the 1990’s, MHMC has delivered
organizational effectiveness, Leadership
development and change management
solutions and training programs that have
helped our global clients achieve
outstanding results in behavior-based
Leadership and workforce performance
improvement in support of company-wide
change projects and strategic initiatives.
The Road to Change is never easy. Our
cultural alignment and change
management strategies, tools and training
programs accelerate employee
involvement and engagement and provide
your employees with the skills and
knowledge to successfully manage any
transformation or transition.
We work with you as “trusted advisors”
delivering sustainable solutions that are
measureable and based on over 20+ years
of global experience, working with clients
across manufacturing, energy, chemicals,
consumer goods, transportation,
technology and services value-chains.

Culture Change & Alignment
• Culture assessments and alignment programs
• M&A cultural integration workshops
• Culture change training and coaching
• Safety culture training and coaching
• Building the High Performance Organization

Coaching & Mentoring
• Coaching essentials core training
• 360 degree/multi-level feedback program

Human Capital Consulting
Behavior-Based Leadership Development
• Behavior-based Leadership development & training
• Senior Leadership team development
• Leadership style analysis and management training
• Creating a Leadership Culture
• Multi-cultural project team leader and member
The
Management of Change
training
• Change management program/process development
• Change readiness assessments
• Change management skills and tools training
• Communications plan development

Professional
Services
Transformation
• Change
measurement
and tracking
• Services and solutions sales training
• Trusted advisor training and coaching
• Business development skills for the technical staff
• Internal Core Consulting skills training

Copyright © 2013 MHMC,LLP| Confidential – Reproduction prohibited

• Performance management improvement
• Talent Management program development
• Human Resources strategic planning and programs
• Employee involvement/engagement development
•Organization
Competency/jobs/skills/roles
development
Development &
Design
• Strategies to revitalize /strengthen the organization
• Development of organizational models
• Strategic planning and development

Project & Team Development
• Building the high performance team
• New-Team project start-up development
• Meeting management and group facilitation

Organizational Assessments & Surveys
• Employee satisfaction survey’s
• Organizational effectiveness survey’s/interviews
• Voice of the Customer/Clients studies
• Team and project effectiveness studies

