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“An   emp loyee   who    i s    a s ses sed   a s   hav ing    the   
ab i l i t y,    o rgan i sa t i ona l commi tment ,    and   
mot i va t i on    to    r i s e    to    and    succeed    i n   more   
sen io r   pos i t i ons    i n    the   o rgan i sa t i on”

What  or  who  is  a  high  
potential?  

Centre  for  Creative  Leadership,  2014



“The  ability  to  build  and  lead  teams  
that  can  consistently  outperform  the  
competition”

Hogan  HIPO  Definition



98%  of  companies  see  development  of  future  talent  as  
a  top  priority

POTENTIAL  IS  A  PRIORITY

Over  two-­‐thirds  of  HiPo programs  have  failed  
to  build  a  strong  pipeline  of  future  leaders

50%  of  HR  professionals  worry  about  their  
company’s  HiPo program



HiPo  systems  are  subject  to  error:
• Politically  driven
• Personal  favouritism
• Talented  subordinates  as  threats
• Budget  limitations

ISSUES  WITH  IDENTIFYING  HIPOS  

Impact  of  demographic  and  generational  
changes

Current  and  potential  performance  are  different



YOUR  HIPOS  HAVE  BEEN  IDENTIFIED
Now  what?

Leadership  failure  rates  are  high

Entitlement,  expectations,  and  retention

Development  can’t  be  forced



RISKS  OF  FAILURE

• External  hire  failure  rates  are  high

• Cost  of  a  bad  leadership  
placement:  between  £1-­‐2  million

• Loss  of  institutional  knowledge  



PERFORMANCE  IS  NOT  POTENTIAL

• Over  90%  of  HiPo  programs  focus  on  potential  for  leadership

• Past  performance  is  not  predictive  of  future  success  if  the  role  changes  
in  scope,  scale,  or  complexity  

• Potential  for  what?  

• Emergence  is  not  effectiveness



EMERGENCE  IS  NOT  EFFECTIVENESS
• Emergent  vs.  effective  managers*

• 457  managers  from  multiple  organisations studied  over  4  years

• Managing  up  vs.  managing  down

• Only  10%  of  those  groups  overlapped

• Persistence  and  humility  are  key  to  great  leadership

• Politically-­‐based  processes  identify  emergent  managers  and  
overlook  effective  and  humble  leaders  

*(Luthans,  et  al.,  1988)



Personality  has  two  components:  identity  and  reputation

Identity  matters,  but  reputation  defines  the  individual’s  potential

“Potential”  is  based  on  others’  subjective  judgements

Judgment  calls  regarding  potential  are  rooted  in  reputation

PERSONALITY
A  note  on  the  importance  of

Knowing  one’s  own  reputation  is  to  know  one’s  potential

Building  your  reputation  puts  potential  in  your  control

Leaders  with  strong  reputations  experience  greater  career  success



• Literature  review
• Available  HIPO  solutions,  gaps  in  existing  models
• General  leadership  characteristics  are  universal

• However,  every  organization  is  unique  at  the  leadership  level

• Always  room  for  development

HOGAN  HIPO  Research



HOGAN  HIGH  POTENTIAL  MODEL



LEADERSHIP  FOUNDATIONS

o FOLLOWING  PROCESS:  obeying  rules  and  respecting  convention

o THINKING  BROADLY:  solving  a  wide  range  of  business-­‐related  problems  by  
adopting  a  strategic  perspective  and  thinking  outside  the  box

o GETTING  ALONG:  being  cooperative,  pleasant,  and  rewarding  to  work  with

Managing  one’s  career  and  being  a  good  organizational  citizen



LEADERSHIP  EMERGENCE
Getting  noticed  and  being  labeled  as  a  leader

o STANDING  OUT:  making  others  aware  of  contributions

o INFLUENCING  OTHERS:  persuading  others  to  pursue  desired  outcomes

o BUILDING  CONNECTIONS:  creating  strategic  networks  and  relationships



Guiding  teams  toward  productive  outcomes

LEADERSHIP  EFFECTIVENESS

o LEADING  THE  BUSINESS:  achieving  critical  outcomes  

o MANAGING  RESOURCES:  securing,  optimizing,  and  deploying  key  assets

o LEADING  PEOPLE:  motivating  others  to  pursue  shared  goals



USING  THE  
HOGAN  HIGH  
POTENTIAL  
MODEL



HOGAN  HIGH  POTENTIAL  TALENT  REPORT

Solution  to  develop  high-­‐potential  talent  based  on  a  three-­‐part  
high-­‐potential  model

Individual  development  report  designed  to  provide  practical  insight  and  
development  for  an  organisation’s selected  HiPo talent  population

Designed  to  assess  and  close  the  skills  gap  between  what  your  organisation
requires  in  a  leader  and  what  is  in  your  talent  pipeline  today



ASSESSMENTS  USED

Can  you  do  
the  job?

Will  you  like  
the  job?

What  will  get  in  
your  way?  

Everyday  strengths  
and  weaknesses

Personal  goals,  
interests,  and  drivers

Overused  strengths  
that  derail  careers









HIPO  REPORT  BENEFITS

• Builds  a  solid  foundation  for  leadership  success

• Identifies  strengths  and  most  pressing  development  needs

• Development  needs  tailored  to  the  individual

• Focused  on  universal  elements  of  leadership



HIPO  REPORT  BENEFITS

• Challenge  employees  to  reach  their  greatest  potential

• Sets  clear  measurable  priorities  for  behavioral  change

• Everyone  stays  humble  but  feels  valued  

• Facilitates  data-­‐driven  career  path  conversations  and  actions



CASE  STUDY:  High  Effective,  Low  Emergent

• Standing  Out:  Low  Colourful,  Bold,  Recognition

• Developmental  Outcomes:
• Identify  achievements  and  activities  to  help  increase  your  visibility  in  the  

organisation
• What  gets  others  noticed?  Learn  from  this
• Build  staff  engagement  by  paying  attention  to  individual  needs
• Think  about  how  to  promote  the  success  of  your  team,  both  within  the  team  

and  the  wider  organisation



CASE  STUDY:  High  Effective,  Low  Emergent

• Influencing  Others:  High  Excitable,  Cautious

• Developmental  Outcomes:
• Recognise triggers  for  emotional  outbursts,  take  a  break  when  irritated  but  

ensure  you  finish  what  you  started
• Harness  positive  elements  of  your  passion  and  intensity
• Look  for  opportunities  to  take  calculated  risks,  identify  an  area  where  you  

would  be  comfortable  taking  on  more  risks
• Give  team  permission  to  point  out  when  you  are  being  overly  cautious



CASE  STUDY:  High  Effective,  Low  Emergent

• Leading  the  Business:  High  Power,  Commerce

• Developmental  Outcomes:
• Ensure  you  seek  input  and  buy-­‐in  from  key  colleagues  when  making  decisions
• Reflect  on  whether  you  prioritise the  business’s  financial  outcomes  over  

building  and  fostering  team  talent
• Understand  that  others  may  be  motivated  by  different  rewards  to  you,  e.g.  

having  work  recognised rather  than  receiving  a  bonus



IMPLEMENTATION  RESOURCES
Career  Development  Workshop  —5-­‐20  high  potentials  at  a  time

Facilitator  Guide  
Participant  Workbook

Development  Plan

Self  Reflection  Worksheet



PRACTICALITIES
Certification  required  on  all  3  Hogans

HIPO  online  certification  available  (free)
-­‐ Contact  info@psychological-­‐consultancy.com

All  resources  free  with  certification

£150.25  +  VAT  per  person

Quote  HiPoWebinar  2017  – receive  15%  discount  on  HiPo reports  when  ordered  
by  end  July  2017

45-­‐60  minutes  candidate  completion  time

Microsite:  www.hoganhipo.com



QUESTIONS?


