A

Aberdeen Group, 160, 208, 789
Abilities, basing assessments on, 426,
428. See also specific abilities
Ability, defined, 260
Ability tests, 254-255, 267-268
“Academy” company, 617-618
Acceleration pools, 14, 228, 663
Accelerator roles, positions that are
key, identifying, 329-330
Acceptance: organizational, research
needed on, 777-778; of outcomes,
505; social, gaining, 167, 168, 171
Acceptance step, in the high-potential
identification process, 233
Accommodating new experiences, 359
Accountability: clearly defining,
benefit of, 636; for the development
and success of talent, 584; for
experience-based learning, 338; of
human resources, 750; influence
of, perspective on, 724-725; for
integrated talent management,
64; of leadership, and financial
performance, 524; for managing
talent pools, 431; onboarding,
184-186, 206; for talent
management practices, 509, 543.
See also Responsibility
Accounting and reporting
competencies, example of, 484
Acquiring talent. See Attracting
and recruiting talent; Executive
onboarding; Selecting talent;
Talent acquisition strategy

Subject Index

Acquisitions and mergers, 431, 469

Action learning, 285, 287, 306-309,
315, 487, 488, 581-582, 588, 608

Action orientation standard, 414

Action steps, building experiences
into, in the development plan, 333

Active sense makers, newcomers as,
169-170

Adaptability and flexibility. See
Flexibility

Administrative assistant, new leader’s,
onboarding responsibilities of the,
181, 206

Adult development, 353, 359-360

Adult learning theory, 289, 354,
359-360

Affective engagement components,
440, 442, 443

Agendas, talent review, 423-425

Agilent Technologies, 177, 188

Agreeableness, 371

Alcatel, 596

Aligned stage, 31, 32-33, 34

Alignment: benefit of, 683, 684; con-
tradictory signals sent from lack
of, 729; ensuring, 96, 652; failure
to build underlying framework
for, 319; importance of, 28, 65, 85,
111-112, 113, 154-155, 298, 550,
729; with organizational values,
lack of, 756; poor, with strategy,
challenge of, 753-754

Alignment model, 35, 45

Alignment tool, 88

All Aboard (Aberdeen Group), 789-790
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Allied Signal, 43, 88, 258-259, 260,
711, 722, 726

Allstate, 8

Allstate case study: background in the,
670-673; commitment to talent
decision making in the, 675-676;
conclusion in the, 697-698;
employees as entrepreneurs in
the, 676—679; human resource
partnership in the, 691, 694-697;
integration in the, 683-691; move
to leadership critical success
factors in the, 679-683; outsider
perspectives in the, 673-675;
personal point of view in,
669-670

Alumni employees, staying connected
to, 109-110

American Association of Retired
Persons (AARP), 148, 659

American Chambers of Commerce
Beijing & Shanghai, 596, 612

American Express, 160, 187, 192,
204, 205

American Productivity and Quality
Center, 4, 17, 31, 35, 36, 44, 58,
59, 68, 781

American Society for Training and
Development, 313

America’s Army, 147

Analytical decision making, issue of,
54-55

Anheuser Busch, 711

Annual planning cycle, 400

AOL, 220

Aon Consulting, 193

Apple, 137, 138-139

Applicant tracking system (ATS),
149, 150

Apprenticeship programs, 467

Asia Pacific: developing talent in, 608,
609, 717; emerging markets in, 9;
expansion into, 596; global
leadership development in, 576

ASPIRA Association, 660

Aspiration, defined, 260

Assessing development: in succession
planning, 332-333; ways of,
defining, 321, 322

Assessing engagement, 440

Assessing retention risk, 421-422,
424, 454-455

Assessing talent: accuracy in, social
psychology research needed on,
435-436; accurately, 217-218, 625;
across an organization, 339-340;
and also focusing on development
needs, 433; approaches to, issue
of, 426, 428; area of, metrics for
evaluating the, 528, 529-530;
consistently, 625; and customized
talent management systems, 111,
112; evidence-based standard for,
414; in functional talent systems, 485,
486, 488; in global organizations,
563-570; in the high-potential
identification process, 233, 235-236;
honesty and accuracy in, challenges
of, 631-632; in integrated talent
management, 89, 90-91, 93, 96,
100-102; as a main talent process,
21, 22; in the Microsoft talent
management approach, 649, 650,
651; and using the performance-
potential matrix, issue of, 421;
when developing a leadership
brand, 140. See also Identifying
and assessing high-potential talent;
Performance appraisals/reviews

Assessment bias, 218

Assessment centers, 217-218, 235,
267, 268, 276, 324, 522, 571,

662, 663

Assessment firewalls, 101

Assessment skills, improving, issue
of, 276

Assessment tools, 215, 236, 265—269

Assimilating new experiences, 359

Assimilating New Leaders (Downey,
March, and Berkman), 790-791

Assimilation of talent. See Executive
onboarding



Assimilation risk, identifying areas of,
and addressing, 179-180

Associate director competencies,
example of, 483

Association of Executive Search
Consultants, 145

Assumed inputs, 519, 520, 540,
541, 542

AT&T, 24, 38, 712, 720, 721, 724

Attitudes, as a factor in identifying
high-potential talent, 262

Attracting and recruiting talent:
alignment critical to, 154-155;
conclusion on, 156-157; by
crafting your talent brand, 136-140;
by creating an employment value
proposition, 131-136; first step in,
123; identifying the strategy for,
124-131; as a main talent process,
21, 22, 35; measuring your success
in, 150-154; overview of, 123-124;
relevant resources on, summaries
of, 786-789; research agenda for,
156; steps to, 124-154; through
productive talent channels,
141-150. See also Recruiting talent

“Attracting Applicants in the War
for Talent” (Trank, Rhynes, and
Bretz), 788

Attraction drivers, 453, 611

Attribution research, need for
additional, 436

Attrition costs, 204

Attrition rates, 579

Attrition risk, 273

Audits, development plan, 334

Australia, 574

B

Baby boomers, 402, 468

Backward-looking decision making,
54-55, 83, 751

Backward-looking strategy, 634

Bad assessment decisions, 631-632

“Bait and switch” cases, avoiding, 133
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Balanced scorecard framework,
505, 512

Balancing values and results,
defined, 261

“Bamboo ceiling,” 601

Band-level categories, 228, 229,
230, 232

Bank of America, 196-197, 538,
539-544

Bank One, 712

Banking industry, in China, 600-601

Bayer Diagnostics, 5564

Becton Dickinson and Company, 581

Behavior change: importance of, 703;
knowledge of, coaches grounded
in, 380, 382; measuring, 386-387,
388-389; resisting, 355, 762; theo-
ries of and research on, 352-362.
See also Changing leader behavior

Behavioral competency survey,
255-256

Behavioral diversity, allowing, 432

Behavioral engagement components,
440, 442, 443

Behavioral outcomes, 440, 442

Behaviorally anchored rating scales
(BARS), using, 481, 482, 484,
491, 492

Behaviorism, 353, 355-357

Beidu.com, 605

Ben & Jerry’s, 448, 449, 453

Benchmarking: with Fortune 500
companies, 469; with search
firms, 154

Benchmarking studies, 44, 58, 59, 92,
154, 523-524

Benefits: integration of, 86-87;
perspectives on, 730-731; retention
strategies moving beyond, 108

Best Employers in China survey, 605

Biases, 47-48, 218, 221

Big Five Model, 369-372

“Big three” clusters, 447-449

Bind strategy, 130-131

Blackwell, 599, 612

Blessing White, 457
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Blue Cross Blue Shield, 453

Board of directors: and implementation
of talent stewardship, 113; influence
of, perspective on, 723-724; roles
and responsibilities of, 57-59, 60,
738-739; and the talent review
process, 626, 628

Body Shop, the, 133

Boeing Company, 334

Books, examples of, for developing
functional competency, 490

Borrow strategy, 129-130, 142

Boston Consulting Group, 79, 117

Boutique recruiting firms, 144-145

BP China, 596

Brand enhancement, 709

Brand from the Inside (Sartain and
Schumann), 787

Brand protection, 149-150

Branding: clear, as key, 664; employ-
ment, 134-136, 452—-453; investing
in, 203; the onboarding program,
206; strong, example of, 671;
talent, 136-140, 154-155

Brandstorm International Marketing
Award, 604

Bristol-Myers Squibb, 12, 39, 40, 220,
273, 418, 425, 454-455, 574, 587

Buddies: assigning, benefits of, 188;
onboarding responsibilities of, 182

Budget decentralization, challenge
of, 666

Build strategy, 97, 127-129, 142, 143,
145, 467-469, 554, 707, 715, 730

Building functional expertise:
benchmarking, 469-472; buying
vs., 467-469, 477-478; conclusion
on, 500-501; factors influencing,
473; importance of, and need for,
463-464; key roles in, 496-499; and
lessons learned, 499-500; meth-
odology for, 472-499; overview of,
464-472; relevant resources on,
summaries of, 809-812

Building Leaders (Conger and
Benjamin), 795-796

Building sustainable talent. See
Effective talent management

Bureau of Labor Statistics, 459

Burger King, 712, 720, 729

Burnout, 109

Business environment: change in the,
8-9, 11, 53, 284, 463, 468, 549;
competitive state of the, 550;
strategic links and the, 29, 767

Business evolution, influence of;,
perspective on, 724

Business group ownership, 566

Business impact and effectiveness,
measuring, 472, 493-494, 495

Business improvement projects,
involvement in. See Action learning

Business knowledge, importance of:
in the career growth model, 620,
622; for coaches, 380, 381

Business partnering, 476

Business practice, core, managing tal-
entas a, 23, 37-40

Business priorities: competency assess-
ment for, 97, 98; establishing, in
evaluating talent management, 506

Business results: and business strategy
and talent management,
relationship among, 20-21;
delivering, 621, 684, 708; focusing
exclusively on, example of, 451;
linked to intervention, measuring,
386-387; ratings of, separating
people results ratings from, 451;
strategic links and, 29, 30, 767.
See also Outcomes; Results

Business sector reviews, 564

Business situations, facing new
executives, types of, 198-199, 200

Business strategy: accomplishing the,
evaluating talent management
on, 519-521; aligning with, 28, 65,
111-112, 113, 683, 684, 715, 725,
753-754; analysis of, investment
decisions based on, 475; context
of, always considering the, 642;
core, example of a, 617; developing,



roles in, 64-65; driven by, 23-30,
33, 38, 125, 552, 741, 745-747;
focusing on achieving, 33;
identifying and articulating the,
318-319; identifying talent needs
to achieve, 78; influence of, on
aspects of the onboarding process,
199; integrating with, 34, 80,
81-84, 96-97, 98, 113, 318, 584,
652; linking defined organizational
capabilities with, 469, 470, 499;
matching executive talent to,
10-13; perspectives on the influence
of, 714-717; reviewing the, and
building functional expertise, 474;
strategic links and, 29, 30, 767;
symbiotic relationship between
human resources and, 675-676;
talent as a driver of, research
needed on, 771; and talent
management and business
results, relationship among,
20-21. See also Talent strategy

Business strategy competency matrix,
553-554

Business unit leaders: changing, case
of, 680-681; and job complexity,
378, roles and responsibilities of,
471-472, 496-497, 499

Buy strategy, 97, 126-127, 142, 143,
145, 467, 469, 477, 554, 573, 707,
715, 730

Buy-in, obtaining, for development
programs, 664

By-breadth definition, 222, 223, 224,
226, 227

By-level definition, 222, 223, 224, 226,
227, 230, 232

By-record definition, 222, 224,
226-227

By-role definition, 222-223, 224,
226, 227

By-strategic-area definition, 222,
224-225, 227, 233

By-strategic-position definition, 222,
224, 226, 227, 233
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C

Calibration meetings, 485, 488,
561-562, 563, 625

Calibration standards, 265, 485, 488,
561, 562

California Psychological Inventory,
256, 267

Canadian organizations, 226

Candidate suitability decision, and use
of culture scans, 176

Capital One Financial, 25, 26, 41, 43,
54, 145, 260, 771

Capitalism vs. communism, 80

Career Builder, 143

Career development guides, 488

Career drive, as a factor in identifying
high-potential talent, 244

Career driver lifestyle, changing
preference for, 450

Career drivers, cluster of, 447, 448, 449

Career Growth Model (CGM),
620-623

Career growth potential, as a factor in
identifying high-potential talent,
245, 257

Career interests, talent review
discussion covering, 417

Career models, 643-647

Career opportunities: covertly
pursuing, 249; emphasizing, 135;
exclusion from, issue of, 27, 50,
221, 764; failing to discuss, 240; for
the military, partnering to provide,
660; as a target, 620, 622. See also
Mobility; Promoting talent

Career stage results, 644, 645, 646

Career websites, 136

CareerCompass, 643-647, 652, 653

Cargill case study, 699-710

Cargill Incorporated, 8

Cascading initiatives, 303-304

Cash driver lifestyle, changing
preference for, 450

Cash drivers, cluster of, 447, 448, 449

Celanese, 59
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Center for Creative Leadership
(CCL), 103, 106, 160, 177, 325,
333, 360, 372, 549

Center for Creative Leadership Handbook
of Leadership Development (McCauley
and Van Velsor), 800-801, 803-804

Center for Effective Organizations, 58

Center for Human Resource
Management, 673

Centralizing budgets, issue of, 666

Centre for Economic Performance, 351

CFO Services, 58, 69

Challenges: employee-level, 761-764;
international, 735-736;
organizational, 399, 463, 468,
753-761. See also specific challenges

Champions of Change (Nadler), 490

Change: in the business environment,
8-9, 11, 53, 284, 463, 468, 549;
and cultural fit, 176, 177, 259;
difficulty of, with a build strategy,
128; frequency of, 340; leading,
personal example of, 701-704;
organizational, time involved in,
654; perceived need for, 366; quote
on, 703; strategic, learning to lead,
importance of, 300-301; systems
supporting, example of, 704-706

Change agility, defined, 178

Change beliefs, internal. See Self-efficacy

Change readiness, in coaching, levels
of, 375, 376

Changing business unit leaders, case
of, 680-681

Changing leader behavior: charac-
teristics of coaches required for,
379-381, 381-382; developing
critical success factors for, 683—684;
and differences in leadership
level and job complexity in, 375,
377-379; and factors influencing
individual change, 363; focusing
on, personal perspective on, 704,
705-706, 709-710; implications
and lessons learned, 390-392;
importance of, because leadership

matters, 350-352; and measuring
the effectiveness of executive
coaching, 385-390; organizational
factors influencing, 383-385;
overview of, 349-350; process of,
model for the, 364-366;
psychological theory and research
on, 352-362; relevant resources
on, summaries of, 801-804; role of
individual differences in, 366-375

Changing strategic issues, influence
of, on talent review focus, 405—407

Changing workforce, challenge of a,
634-635

Chief executive officers (CEOs):
advice for, from personal interview,
709-710; and allocating time to
talent management, issue of,
691, 694, 717, 718; change in,
challenge of a, and the talent
approach, 755; designation of,
220; formal global development of,
581; global reviews of, 564; impact
of, on direction of talent manage-
ment, perspectives on, 717-719;
and implementation of talent
stewardship, 113; influencing
vs. being influenced by, 56-57;
lack of interest in talent issues and
support from, 763; learning style
of, knowing, importance of, 697,
objectives of, addressing, in
evaluating talent management,
511, 513; onboarding failure of,
160; perspectives of, interviews
reflecting, 669-698, 699-710;
recruiting, from external sources,
issue with, 403; relationship with,
perspective on, 727; roles and
responsibilities of, 59, 60, 63;
stakeholder mapping and interviews
involving, 192; supportive role of,
738; survival of, view needed for
the, 55-56; talent mindset
championed by, 43; and the talent
review process, 411, 412-413, 423,



626, 627; tenure of, 12, 74;
termination of, 10; turnover of,
24. See also Senior executives

Chief financial officers (CFOs), 28,
58, 65, 220

Chief human resource officer
(CHRO) perspectives: conclusion
on, and future directions, 741; on
defining talent management,
712-714; on the influences on
talent management, 714-725;
on integration of human resource
functions, 728-732; on international
challenges, 735-736; on lessons
learned, 738-741; on measuring
talent management success,
736-738; overview of, 711-712;
on predictors of high potential,
732-735; on their influence,
725-728

Chief human resource officers
(CHRO:s): designation of, 220;
importance of, 65; responsibility
of, 763; role of, 633. See also Human
resource executives/leaders

Chief information officers (CIOs), 220

Chief marketing officers (CMOs), 220

Chief operating officers (COOs), 220

China: assigning top talent to work
in, importance of, 580; banking
industry in, 600-601; competition
for talent in, 467; cultural factors
in, recognizing, 565; employment
value proposition in, perspective
on, 736; expansion into, 8, 80, 225,
243; and global assessment, 565;
leadership pool in, 402; mobility
in, 251; research and development
capabilities in, building, 596;
soliciting talent for operations in,
234; students from, 574; traveling
to, as part of global leadership
development, 581. See also
Managing talent in China

China Global Workforce Study
(Towers Perrin), 821
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China Hand (Economist Intelligence
Unit), 820

China Staff, 453

“China’s Increasingly Stressed-out
Execs,” 611, 612

“China’s People Problem,” 467, 501

Chinese context, 597-602, 603,
609-610

Chinese labor law, 604

Classroom-based leadership
development programs, 289,
315, 581, 608, 609. See also
Corporate colleges/universities;
Individual skill development;
University-based programs

Cluster profiles, engagement,
use of, 446-450

Coaches: implicit assumption in
using, 366; investing in, 204;
onboarding responsibilities of,
182, 206; trusting, 365; using, 188,
241, 308, 624, 652, 690. See also
Executive coaches

Coaching: in China, 608; follow-up,
624; in global organizations, 576,
578, 581; measuring impact of,
on business results, 386—-387; in
the PepsiCo talent management
model, 623, 624. See also Executive
coaching

Coaching contract, 188

Coaching for Leadership (Goldsmith
and Lyons), 801-802

Coaching methodology, sound,
importance of a, 380

Coaching outcomes, 376, 385-390

Coaching skills, building, in China, 609

Cognitive ability: and job complexity,
327, 369; and leadership learning
capability, 327-328

Cognitive ability tests, 254-255,
267-268

Cognitive behavioral psychology,
353, 357

Cognitive connection, engagement
components focusing on, 440
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Cognitive engagement components,
440, 442, 443

Cognitive evaluation theory, 360, 361

Collaboration, lack of, challenge of, 756

Collectivism, institutional, awareness
of, 202

Collectivistic cultures, 565

College alliances, 145-146

College graduates: in China, issue of,
600; new or soon-to-be, focusing
on, 135, 145-146, 661, 662

Colleges, corporate. See Corporate
colleges/universities

Columbia University Teachers
College, 490

Commercial competency
taxonomies, 324

Commitment: of business units to
action learning, 308; to decision
making, perspective on, 675-676;
and engagement, 443; to leadership
behavior, 707; to onboarding
programs, 205; ongoing, leadership
development as an, 309, 310

Commitment ratings, 645, 647-648

Commitment to the company. See
Employee commitment

Common performance standards,
need for, in functional areas, 469

Communication: of high-potential
status, issue of, 237-238, 239-240,
276; investing in, during the
onboarding process, 203

Communication skills, importance of,
for coaches, 379

Communism vs. capitalism, 80

Communist Party, 597, 598

Company life cycle, influence of, 719

Company reputation, 453

Company scorecards, 738

Companywide mentoring
program, 651

Compelling Offer; The (Corporate
Leadership Council), 807-808

Compensation: area of, metrics for

evaluating the, 528, 529-530; in

China, 598, 600-601, 606, 607;
determining, 683, 685; integration
of, 85-86, 88—89; perspectives on,
730-731; retention strategies
moving beyond, 108, 456-457
Compensation systems, 18, 550
Competencies: to be developed,
defining, 321, 322; defining, 644,
645, 647; difference between
learning capabilities and, 326;
of executive coaches, 380-381,
381-382; listing too many, problem
with, 292-293, 324; perceptions
of, measuring impact of talent
system on, 495; rating, 646;
standardized taxonomy of, need
for, 342-343. See also Leadership
competencies; Organizational
competencies
Competency assessment: in functional
talent systems, 485, 486, 488; in
integrated talent management, 89,
90-91, 97, 98, 100-102; as a main
talent process, 21; using surveys
for, to identify high-potential
talent, 255-256, 265-267
Competency development guides,
488, 489-490
Competency level, determining, 644
Competency models: accepting new,
issue of, 688—689; adopting
formal, for leaders, 323; building,
for leaders, 324-325; for developing
functional expertise, 470-472, 479,
480; for developing leadership
talent, 481, 482, 483484, to drive
development in China, 608-609; in
global organizations, 553-554, 560,
588; for identifying high-potential
talent, 247-248; for integration,
88; outdated, addressing, 507;
relying solely on, issues with,
319, 324, 329; in the talent
review process, 417, 418
Competency protection, of a bind
strategy, 130-131



Competency system, new, designing a,

example of, 686-689
Competency-based leadership pro-

grams, limits of, 292-295
Competitive advantage: achieving,

evaluating talent management on,

519-521; basing investment

decisions on, 475; sources of, 213,

351, 401, 415, 465, 466, 468, 576
Competitive advantage, building.

See Integrated talent management
Competitive environment, 550
Competitive markets, and a borrow

strategy, 129-130
Complexity: of field research, issue of,

767; of global organizations, 549,

564; mastery of, defined, 261; of

programs and processes, challenge

of, 757. See also Job complexity
Comprehensive potential model,

need for, issue concerning, 275
Comprehensive stage, 31, 32
Comtex News Network, 596, 612
Conference Board, 18, 35, 36, 58, 59,

63, 64, 90, 440, 523, 525, 546, 608
Confidentiality vs. transparency, 53, 760
Conoco, 562
Conscientiousness, as a predictor of

leader change, 367, 370-371
Consortium surveys, reviewing, 523
Consultants/consulting firms. See

External consultants
Consumer demand, 349
Contextual factors, influence of: on

behavior change, 384; in China,

597-602, 603, on potential,

issue of, 275; on stability of

assessments, 421
Contingency model, 199, 200
Contingency recruiting firms, 145
Continuous learning, 372
Contradictory signals, sending,

issue of, 729
Contribution ratings, 645, 648
Contributions, talent review discus-

sion covering, 417
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Contributor, 627

Control theory, 361

Core business practice, managing
talent as a, 23, 37-40, 89, 748

Cornell University, 490

Corning, 554-555, 562, 564, 581, 584

Corporate center of excellence, 729

Corporate colleges/universities,
107-108, 284285, 289, 340,
704-705, 706, 707

Corporate culture. See Organizational
culture

Corporate Executive Board study, 160

Corporate Leadership Council, 4, 69,
80, 82,102, 117, 133, 157, 160, 176,
188,192, 195, 198, 204, 205, 209,
214, 219, 225, 242, 260, 277, 278,
325, 344, 352, 379, 385, 386, 387,
389, 390, 394, 399, 405, 421, 430,
437, 440, 442, 444, 445, 446, 450,
451, 453, 455, 457, 467, 501, 561,
575, 591, 733, 742, 792, 805, 807,
809, 810

Corporate leadership team: creating
a, 702; as teachers, 705, 706

Corporate ownership of leadership
development, 300

Corporate social responsibility, 634

Corporate success, key driver of, 301

Cost control, 129

Costs: of assessing talent, 236; of
investing in onboarding, 203-204;
of onboarding failure, 159-160,
161, 204; of socialization programs,
298; of talent management
interventions, challenge of, 758

Courage, of coaches, 382

Credibility: branding and, 155; of
chief human resource officers,
740; of coaches, 380; of the
employment value
proposition, 133

Critical experiences: cross-
organizational list of, need
for a, 341; focus on, in the career
growth model, 620, 622
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Critical function areas: identifying,
474-475; talent management
approach for, perspectives on,
721-723

Critical indicators, talent pool, 423

Critical issues, understanding,
importance of, perspective on, 726

Critical mass, failure to build, 291-292

Critical positions, highlighting and
assessing, 424

Critical professionals, defined, 627

Critical research agendas: conclusion
on, 779; on outcomes and cultural
issues, 776-778; overview of, 767,
768; on programs and processes,
771-776; on strategic issues, 767-771;
on talent expertise, 778-779

Critical success factors (CSFs):
developing, 674-675, 680, 681-683;
as an integrating framework for
talent management, 683-691;
personal perspective on using, 670;
revising, 683-684, 685, 686. See also
Leadership competencies

Cross-functional process examination
teams, 510

Crotonville, 298

C-suite roles, 220, 223

Cultural adjustment issues,
recognizing and acknowledging,
importance of, 577

Cultural Dimension of International
Business, The (Ferraro), 574

Cultural fit: as a factor in identifying
high-potential talent, 258-259; as
an issue in global talent assessment,
564, 565-566; measuring, 174-177;
prioritizing, 575

Cultural Revolution, the, impact of,
598-599, 600, 603

Cultural stage, 35, 81

Cultural understanding, importance
of, 578

Cultures. See National culture;
Organizational culture

Culturewizard, 578

Current critical contributors. See High
performers

Current performance: basing
high-potential identification on,
issue of, 214, 247, 248, 263, 264;
competency-centric programs
focused on, 294-295; dashboard
reflecting, 516, 517; and the
performance-potential paradox, 637

Current performance standards, 248

Customer intimacy, identifying talent
needs to achieve, 78

Customer objectives, addressing, in
evaluating talent management,
505, 510-519, 512

Customer satisfaction and retention,
351, 352

Customer solutions focused, 708-709

Customers, learning from, 338

D

Dah Sing Bank, 453

Dangerous practice, 633

Dashboards, use of: for evaluating
talent management, 516, 517, 521,
542-543; during the onboarding
process, 194-195, 203

Data collection and analysis in talent
management evaluation, 532-539

Data collection planning template,
example of, 533, 534-536

Data source, designating, example of,
533, 534-536

Data, types of, 533

Data-based decision making, issue of,
54, 55, 750-751, 751-752

DDI, 261, 524

Decentralized budgets, challenge
of, 666

Decision making: commitment to,
perspective on, 675-676; and deci-
sion science, 22; drivers of, 125,
689; investment, 475; looking for-
ward vs. looking back in, 54-55, 83;
promotion, global, 573; research



needed on, 775-776; small group,
further research on, need for, 436;
subjective, 270, 271, 754-755;
sustainable, 750-751, 751-752

Decision science, 22, 116, 670

Deep experience, defining, example
of, 322

Defense mechanisms, 354-355

Defensiveness scale, 372

Deloitte Touche Tohmatsu, 27, 69

Demographics, 416, 724

Department “schools,” 340

Deploying talent. See Moving/
deploying talent

Derailers: applying, to expatriates,
research needed on, 588; defining,
644, 645, 646; of leadership, 328;
personality, that affect leader
behavior change, 372-373;
potential, of onboarding
efforts, 163, 174, 189, 193, 195;
rating, 646

Descriptive statistics, using, 538

Design and execution issues,
balancing, 51-53

Developed talent vs. natural
talent, 47-49

Developing potential, issue of,
275, 277

Developing readiness, 623, 624

Developing talent: and alignment
with the talent brand, 155; area
of, metrics for evaluating the, 528,
529-530; broad or narrow inclusion
in, 49-50; in China, 601, 603, 606,
607—610; and customized talent
management systems, 111, 112;
effect of strong leadership on,
351; in functional talent systems,
tools for, 486, 487, 488, 489-490;
in the high-potential identifica-
tion process, 233, 240-241; in the
Home Depot talent management
approach, 661-663; in integrated
talent management, 90, 91, 93, 96,
102-108; in leadership branding,
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140; for leadership in global
organizations, 575-582; as a main
talent process, 21, 22, 35; in the
Microsoft talent management
approach, 643, 650, 651-652; in
the PepsiCo talent management
approaches, 619, 620-625;
reemphasis on people and,
example of, 451-452; vs. selecting
talent, 48—-49; using assessments
for, 101, 102, 215. See also
Experience-based leadership
development; Formal leadership
development; Leadership
development programs/systems

Development acceleration, need
for, 610

Development Dimensions
International, 4, 69

Development needs: basing
movement on, 623; focusing on,
need for, 433

Development opportunities:
accelerated, providing, 233;
availability of, for existing internal
talent, importance of, 432, 665;
demand for, 606; identifying, 240,
564; as an incentive, 53; mixed
approach to offering, 50;
satisfaction with, issue of,
524-525; and turnover risk,
273. See also specific opportunities

Development plan checklist, 334,
335-336

Development plans: audits of, 334;
discussing need for, 433; drafting
and reviewing, 186-187, 188; in
experience-based leadership
development, 317; integrating
experiences into, 333-334

Development potential, assessing
current skills vs. predicting, 218-219

Development systems, and the global
marketplace, 550-551

Developmental actions, talent review
discussion covering, 417, 424
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Developmental Assignments
(McCauley), 800

Developmental assignments: emphasis
on, 241; optimal, planning, 104-105;
and retaining talent, 109. See also
Job assignments

Developmental initiatives, new,
creating, 430

Developmental moves. See Moving/
deploying talent

Developmental orientation and
progress, 258, 261

Diageo, 712

Dialogue: as a critical element,
582-583; identifying organizational
capabilities through, 470;
importance of, in managing
talent pools, 433-434

Differential investment: acceptance
of, challenge of, 756-757; impact
of, on employees in nonstrategic
areas, issue of, 764; importance of,
747; measuring, 737-738; principle
of, 407; research needed on, 775

Differential rewards, issue of, 422

Differentiation, of the employment
value proposition, 132-133, 452

DIME model, 23-44

Director competencies, example of, 483

Disciplined follow-up standard, 414

Discrimination, legal concerns about,
569-570

Discussion areas and questions for
talent reviews, 412-413

Disengagement, early indicators of,
453-454

Diversity of behavior, allowing, 432

Diversity talent pools, 231-232, 738

Divestiture tactics, 201

Division ownership of leadership
development, 300

Division “schools,” 340

Documenting action plans, 428

Dominant people, 370

Domino effect, strategy that avoids
the, 127

Double-loop learning, 328

DTZ, 604

Dun & Bradstreet (D&B), 220

Duration, of a build strategy, issue
of, 128

Dynamic environments, highly, issue
of, 326-327

Dysfunctional team dynamics, 309

E

Early high potentials: defined,
570-571; identification process
for, implementing, importance of,
585-586

“Early Identification of International
Executive Potential” (Spreitzer,
McCall, and Mahoney), 794-795

Economic shifts, sudden, challenge
of, 755-756

Economist Intelligence Unit, 4, 27,
69, 600, 612, 820

Eddie Bauer, 453

Education: basic, lack of, in China,
599; developing functional
competency through, example
of, 489, 490; executive, 240-241,
284-285; higher, issue with, in
China, 599-600, 603; to prepare
for global assignments, issue of,
578, 579. See also Training

Educational institutions, senior
leaders associating with, 426

Effective leadership, attributes
associated with, 203, 555-556,
557-558. See also Leadership
competencies

Effective management, importance
of, 350-352

Effective talent management:
challenges to, 753-764; conclusion
on, 765; future of, 765; lessons
learned about, perspectives on,
738-741; overview of, 745; as
strategy-driven, benefits of, 752-753;
themes associated with, 745-752



Effectiveness, measuring, 390,
493-494, 495

Efficacy beliefs, 362, 366, 368, 373-374

Efficiency, measuring, 390

80/20 rule, 585, 672—673, 676

Emergency succession situations, 571

Emerging leaders, defined, 570-571

Emerging markets, 9, 580

Emotional attachments, 440, 442

Emotional intelligence, 255, 284

Emotional stability, as a predictor of
leader change, 370

Employee benefits, 18

Employee commitment: in defining
engagement, 443; effect of strong
leadership on, 351, 352; as a factor
in identifying high-potential
talent, 244, 248, 249-250;
important engagement
elements for, 444—445

Employee Engagement (Gibbons), 808

Employee engagement. See
Engagement; Engaging talent

Employee evaluation. See
Performance appraisals/reviews

Employee involvement programs:
shift to, 40; use of, impact of, 7

Employee management, assessment
targeting, 175

Employee-level challenges, 761-764

Employees: acceptance by, of
differential investment, challenge
of, 756-757; alumni, staying
connected to, 109-110; average
turnover rate of, 161; as
entrepreneurs, example of, 674,
676-679; failure of, during the
onboarding process, cost of,
159-160; individual resistance of,
challenge of, 763; and length of
employment, 74; objectives of,
addressing, in evaluating talent
management, 512, 515; roles and
responsibilities of, 62, 67, 102, 103;
that are of concern, defining, 627,
truly knowing, 625
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Employer of Choice survey, 605

Employment brand: building an,
example of, 452—-453; creating
an, 134-136

Employment value propositions: in
China, perspective on, 736;
creating, 131-134; and
employment branding, 452;
evolving, example of, 641-642;
restructuring, 443, 455-456

Engaged dreamers, 261

Engagement: assessment of, 440—-441;
definitions of, 260, 440, 442—-443;
dimensions of, 440; elements of,
440; historical context of, 441-442;
level of, measuring impact of tal-
ent system on, 495; measuring, 87,
88, 95, 436, 440; monitoring, 708;
stakeholder, as essential, for
conducting evaluations, 510

Engagement packages, creation
of, 456

Engagement phenomenon, 439

Engaging talent: defining terms and
history for, 440-443; effect of
strong leadership on, 351; future
of, 455-456; important elements
for, 443-446; as a main talent
process, 21, 22, 93; in nonstrategic
areas, challenge of, 764;
overview of, 439; practice of,
examples of, 450-455; relevant
resources on, summaries of,
807-809; and the use of cluster
profiles, 446-450

Enron, 475

Enterprise Rent-a-Car, 135-136

Entitlement, sense of, creating a, 128

Entrenched managers, issue of, 305

Entrepreneurs, employees as, example
of, 674, 676-679

Equity theory, 360

Ernst & Young, 467

Europe: global leadership development
in, 576; leadership pool in, 9, 402

European Union, 761
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Evaluating behavior change, issue of,
387, 388

Evaluating employees/talent. See
Assessing talent; Performance
appraisals/reviews

Evaluating talent management: case
study on, 539-544; challenges of
metrics in, 631-633; conclusion
on, 544-546; data collection and
analysis in, 532-539; defining the
metrics for, 523-532; effective,
groundwork for, 504-523;
intuitive and informal indicators
for, 696—697; overview of, 503-504;
perspectives on, 708-709, 736-738;
relevant resources on, summaries
of, 812-815

Evaluation cycle, 538-539, 542

Evaluation design, well-crafted,
example of, 531-532

Evaluation priority setting, 518

Evaluation questions, 513, 514, 515, 540

Evaluation strategy, 513, 514, 515,
539, 540

Evidence-based assessment standard, 414

Evidence-based decision making, issue
of, 22, 54, 750-751

Execution (Bossidy and Charan),
804-805

Execution, lack of, challenge of, in
program implementation, 758-759

Execution stage, during the onboarding
process, 173, 193-195

Executive coaches: actions of, effect
of change readiness on, 375, 376;
characteristics of, 379-381,
381-382; implications for, from
lessons learned, 391-392; in the
Microsoft talent management
approach, 652; roles and
responsibilities of, 359-360

Executive coaching: and defense
mechanisms, 355; defined, 363;
and differences in leadership
level and job complexity in, 375,
377-379; effectiveness of, measuring,

385-390; evaluating potential
derailers during assessment phase
of, 372; influence of, 363; model
of, 364-366; readiness for, 375,
376; spending on, 350

Executive coaching market, 349

Executive development: in global
organizations, 580-582; greatest
impact on, 103-104. See also
Leadership development
programs/systems

Executive education: and identifying
high-potential talent, 240-241;
shift in, 284-285

Executive failure: causes of, 11-12,
258-259, 403; cost of, 159-160,
161; impact of, 161, 259; rates of,
176, 403

Executive Knowledgeworks, 214,
219, 226, 278

Executive leadership. See Leadership
entries

Executive learning skills, 327

Executive management. See Board of
Directors; Chief executive officers
(CEOs); Senior executives

Executive onboarding: challenge
of, 162-165; contingencies in,
198-203; effective, key
denominators of, 205-206;
investing in, 203-205; in the
Microsoft talent management
approach, 652; overview of,
159-162; process of, stages in the,
173-198; questions on, 207-208;
relevant resources on, summaries
of, 789-792; science of, 165—-172

Executive success, 379

Executive Succession (Kesner and
Sebora), 806

Executive talent, 161; and integration,
36; matching, to business strategy,
10-13, 24, 25

Executive talent management
approach, 45, 55-56

Executive tenure, 12



Executive turnover, 10-11, 24,
160-161, 403, 444-445

Executives. See specific type of executive

Existing data, mapping out, example
of, 533, 534-536

“Expanding into China?” (Dessler), 819

Expansion, 8, 80, 225, 243

Expatriate assignments: and cultural
adjustment, 577; expense of, 130,
574, 587; minimizing failure of,
research needed on, 588; objectives
for, 575; preparing individuals for,
578-579; returning from, issue of,
579-580; success of, influence
of family on, 207

Expectancy theory, 360-361, 441

Expectancy-valence frameworks,
441-442

Expectations: managing, in China,
606; misalignment of, preventing,
189; outcome, clearly defined, 307

Expeditious approaches, research
needed on, 501

Experience definitions: aspects of,
321; detailed, and measures for
assessing development, 333;
example of, 322

Experience Economy, The (Pine &
Gilmore), 349

Experience gaps, highlighting, 331

Experience profiles, updating, 646

Experience-based leadership
development: belief about, 281;
building a talent management
taxonomy that leverages experi-
ence for, 318-330; embedding
experiences in talent management
systems for, 330-340, 383-384;
focus on, in the career growth
model, 622; future directions and
issues in, 340-343; in global orga-
nizations, 576-580; and identifying
high-potential talent, 241; lessons
learned about, 653; overview of,
313-314; relevant resources on,
summaries of, 798-801; and why
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experiences are so important,
314-318. See also Leadership
development programs,/systems

Experiences: accumulating, through
movement, 623; critical, 341, 620,
622; detailing, issue of, in global
talent profiles, 569; development
through, 105-106; as a factor in
identifying high-potential talent,
244, 253; identifying, of leaders,
316-317, 319-323, 329; importance
of, 313, 314-318; key, defining,
644, 645, 646, 647; learning from,
research needed on, 342; linking
leadership competencies with,
matrix for, 331-332; openness to,
328, 367, 371-372, 578, 579;
operationalizing, more effort
needed in, 341; process of learning
through, 359-360; standardized
taxonomy of, need for, 342-343

External assessments, 218

External coaches, using, 188, 241, 624

External consultants, 52, 408, 410,
497, 630, 686, 687

External environment: changes in
the, changing assessments, 421;
impact of, on individual change,
384; and investing in managing
leadership talent pools, 402;
predictability of, influencing
talent review focus, 405—407

External evaluations, issue of,
268-269

External talent: and assessing cultural
fit, 176-177; availability and quality
of, evaluation of the, 425-426;
buying, 126-127, 467; celebratory
workshop for, 198; failure rate of,
403; hiring and developing, program
focusing on, 661; identifying, in
succession planning, 422; and the
need for stakeholder mapping,
191-192; and onboarding failure,
204; success rate of, 205; and
turnover risk, 160
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External talent pools, review of, 426

External talent sourcing: focused on,
111, 400; issues with, 128, 403, 575,
707; process of, 99-100; ratio of
internal to, determining, 97

Extravert personality, 172, 328,
369-370

Extrinsic motivation, 366, 368

Exxon, 38

F

Face concerns, 601-602, 603, 606, 607

Facebook, 146, 635

Facilitators, using, 303, 306, 308

Factor analysis, use of, 446, 448

Failure: employee, 159-160; expatriate,
574, 588; organizational, 213.
See also Executive failure

Family: as a factor in mobility, 251;
role of, in the onboarding process,
issue of, 207. See also Work-life
balance

Fast Company, 448, 453, 457

“Fast-Start,” 206

Fear, of the unknown, offsetting
the, 124

FedEx, 139, 298, 606

Feedback: annual, on performance,
648; in China, 602, 603, 607, 608,
610; constant, importance of, 653;
for developing leadership talent,
285, 288, 290; in experience-based
leadership development, 317, 318;
foundation for, following talent
reviews, 417; on high-potential
nominations, 234; to identify
high-potential talent, 247, 248,
265-267; importance of, 36, 739;
inadequate, during onboarding,
195; and motivation, 360, 361;
research on the impact of, need
for, 435; rich sources of, 326; from
stakeholders, obtaining, 196-197;
from talent reviews, providing,
issue of, 428-429; valuing, 647;

wanting, importance of, 735.
See also 360-degree feedback

Feedback loops, 648

Feedback mechanisms, active, for
leadership development, 304

Feedback orientation, 366, 372

Feedback-oriented training
programs, 290

Financial industry, recent crisis in
the, 10-11

Financial objectives, addressing, in
evaluating talent management,
505, 512, 513, 514, 519-523

Financial performance, linking talent
and talent management to, 4-8,
115-116. See also Business results;
Results

Financial stewardship, 476

Firewalls, use of, in assessments, 101

First 90 Days, The (Watkins), 791-792

Fit: interest in determining, 255;
perceptions of, by newcomers,
169; question of, addressing the,
102. See also Cultural fit

Flexibility: as a factor in identifying
high-potential talent, 244, 251-253,
260, 585; of global succession
plans, 585; of talent management
systems and processes, need for,
638-639; toward individual
mobility, challenge of, 764; of work
arrangements, improving, 634

Flextronics, 605

Focus groups, use of, 482

Focused recruiting teams, 126

Follow-through, lack of, challenge
of, in program implementation,
758-759

Follow-up coaching assignments, 624

Follow-up development efforts, lack
of, 295, 305-306, 309, 310

Follow-up review actions, 409, 410,
411, 414, 428, 429-430,
430-431, 434

For Your Improvement (Lombardo and
Eichinger), 799



Forced ranking, 638

Ford Motor Company, 562, 673

“Foreign Investors Select China as
R&D Base,” 596, 613

Forethought, 362

Formal leadership development:
conclusion on, 309-310; example
of framework including, 619; in
global organizations, 576, 580-582;
historical perspective of, 282—-286;
and identifying high-potential talent,
240, 241; overview of, 281-282;
place for, 337; relevant resources
on, summaries of, 795-798; rely-
ing on, issue of, 313; supplements
to, 309; typology of approaches to,
286-309. See also Leadership
development programs/systems

Formal orientation programs, 192

Formal training, developing talent
through, 107-108, 487, 488, 489,
490, 623, 624

Fortune Global 500 Report, 549-550

Fortune magazine, 352, 591, 611

Forward-looking leadership
competency models, use of, 417, 418

Frito-Lay, 617

Fudan University, 604

Functional area ownership, 566

Functional areas, differentially
investing in, 500

Functional competency models:
building, with behaviorally
anchored rating scales, 481, 482,
484; and developing a competency
matrix, 481, 482, 483; and
identifying competencies, 479,
480; leveraging, 470-472. See also
Competency models

Functional excellence, focus on, in
the career growth model, 620, 621

Functional expertise: buying, 467,
469; defined, 465; distinction
between organizational capability
and, 464-465; history of, 466—467;
level of, organizational capabilities
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tied to the, focusing on, 466.
See also Building functional expertise

Functional Knowledge Competencies
and Training for General Managers
(Corporate Leadership Council),
809-810

Functional managers, skills required
of, 378

Functional reviews, 564

Functional standards, defining, at the
individual level, 478, 479, 480-481,
482, 483484

Functional talent systems, 501;
business imperatives driving, 471;
components of, identifying and
building, 478, 485-493; foundation
for, 470-471; impact of, difficulty
measuring the, 472; launch tactics
in, varying the, 472; leading
development and implementation
of, 471-472; measuring the impact
of, 493-494, 495; responsibility for,
497-498; reviewing and updating
the content of, 494, 496-499. See
also Building functional expertise

Functional unit “schools,” 340

Funding pipeline programs,
challenge of, 666

Fungibility, 260

Future back thinking, 257, 636-637

Future orientation, awareness of, 202

Future outcomes, predicting, 526

Future performance: basing
high-potential identification on,
227; challenge of making
predictions about, 216-219, 242,
417; and the performance-poten-
tial paradox, 637; predicting,
269-270, 271; predictors of, 242-262,
263, 368-369. See also Identifying
and assessing high-potential talent

Future potential. See High-potential
talent

Future talent management,
characteristics of, 765

Future-looking strategy, 634, 740
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Future-oriented decision making,
54-55, 83, 751-752

Future-oriented indicators, 526-527,
528,532

Future-oriented leadership standards,
use of, 247-248

Future-oriented performance
standards, basing talent judgments
on, 431-432

G

G. D. Searle, 673

Gallup, 440

Gaps, identifying, and actions needed,
97, 98, 329, 331, 434, 485, 726-727

GE China, 604

Gender egalitarianism, awareness of, 202

General abilities, looking for, 257

General Electric (GE), xxiv, 25, 26,
32, 39, 50, b5, 65, 66, 82, 137, 139,
285, 298, 404, 418, 562, 604, 724,
726, 730

General evaluation approach, issue of
a, 516, 518

Generation X, 239, 634, 635

Generation Y (Millennial), 239, 634, 635

Geographic matrix, dismantling,
example of, 702-703

Geographic regional ownership, 566

Geographies, strategic, talent for, 79-80

GlaxoSmithKline, 581, 586

Global centers of excellence,
establishing, in China, 596

Global competence, increased, 579

Global experience definition, example
of a, 322

Global leadership development,
575-582

Global leadership models: cultural
factors in, recognizing, 555,
559-561, 588; establishing,
555-559; framework for,
developing, 584-585

Global Leadership Talent management
approach, 45

Global management talent,
solicitation of, 234

Global markets, expanding or
integrating into, issue of, 56

Global mental maps, new set of,
developing, 581

Global nationals, 735

Global performance appraisals/
reviews, b61

Global performance management,
561-562, 563

Global Relocation Services, 579, 591

Global talent assessment, 563-570

Global talent management: and
actions to develop leaders,
575-582; conclusion on, 589;
framework for, 552-575; getting
started on developing, 582-583;
overview of, 549-551; practical
advice on, 583-587; relevant
resources on, summaries of, 815-819;
research needed on, 587-589; truly
strategic, 580. See also Managing
talent in China

Global talent ownership, issue of,
566-567

Global talent profiles, 564, 567-570

Global talent reviews, 570-575

Global Workforce Study, 453

Globalization: defined, 549; expected
acceleration of, 550; impact of,
550; leaders required for, 549

Globalization strategy, 35

GLOBE consortium research,
202, 203

Globesmart, 578

Goal setting: and engagement, 441;
realistic and relevant, 374; specific
and challenging, 360, 361, 365

Goals and objectives approach, 477

Goal-setting theory, 361

Goldman Sachs, 448, 449, 453

Google, 138, 468, 604—605

Governmental organizations,
partnering with, 6568-659. See also
specific government organization



Graduate-level talent, common source
of, 145

Group discussions, eliciting, across
functional units and levels,
302-303

“Growing Global Executives”
(Fulkerson), 817

“Growing Leaders for Turbulent
Times” (Karaevli and Hall), 798

Growing Your Company’s Leaders (Fulmer
and Conger), 796-797

H

Haier, 611

Handbook of Adult Learning and
Development (Hoare), 802

Handbook of Industrial/ Organizational
Psychology (Hellervik, Hazucha, and
Schneider), 350

Hay Associates, 577, 586

Headhunters. See Search firms

Health benefits, integration of, 87

“Health of the bench” metrics,
543-544

Heart of Change, The (Kotter and
Cohen), 490

Hewitt Associates, 4, 7, 45, 55, 69, 92,
117, 219, 278, 440, 458, 524, 605,
607, 613, 785

Hierarchy, issues of, 602, 606

High change readiness, 375, 376

High Flyers (McCall), 799-800

High Performance Leadership Acad-
emy, 704-705, 706, 707

High performers: identifying, who are
not high potential, 260-261; valu-
ing, importance of, 432

High Potential Identification
(O’Connell), 794

“High Potentials as High Learners”
(Lombardo and Eichinger), 793-794

High professionals: defined, 571;
including, issue of, 518-519

Higher-level positions, and job
complexity, 369, 377, 378, 379
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High-Impact Succession Management
(Corporate Leadership Council),
805-806

High-potential identification models,
260, 261-262

High-potential status, designating
a, issues surrounding, 237-238,
239-240, 276

High-potential talent: agreeing on the
meaning of, importance of, 421;
categories of, 228-229, 232-233,
570-571; challenge of defining,
628, 630-631, 638; changing defi-
nitions of;, issue of, 630, 636; char-
acteristics of, input on, 733-735;
definitions of, 220-228, 232, 270,
421, 627, focusing solely on, issue
with, 432, 518-519; identifying,
learning agility and, 177; lack of
consensus on definitions of, chal-
lenge of, 759; mapping, 562, 563,
570; perspectives on defining,
732-733; predictors of, perspectives
on, 732-735; retaining and devel-
oping, effect of strong leadership
on, 351; selecting a small group
of, for reviews, 425; separately
evaluating, 518; timeframes for,
229-230; tracking, 271-273.

See also Identifying and assessing
high-potential talent; Pivotal
talent pools

High-potential timeframes,

229-230

“Hipo Alpo” effect, 637

Hiring managers, onboarding
responsibilities of, 180, 206

Hiring partnerships/alliances,
145-146, 657, 658-661, 664

Hiring talent. See Attracting and
recruiting talent; Selecting talent

Hispanic Advisory Board, 660-661

Hispanic Association of Colleges and
Universities (HACU), 659, 660

Hispanic Association on Corporate
Responsibility (HACR), 660
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Hispanic community: addressing the,
at Home Depot, 658, 659, 660;
cultural factors in the, recognizing,
565; and global assessment, 565

Hispanic Summit, 661

Hogan Assessment Suite, 624

Hogan Personality Inventory, 256,
267, 573

Holding positions, issue with, 579

“Holy grail” of talent management, 630

Home Depot, 8, 135, 137, 148-149, 220

Home Depot case study: the case for
talent management in the,
655—656; conclusion in the, 667;
hiring partnerships in the,
658-661; leadership pipeline
programs in the, 661-663; lessons
learned in the, 664-667; overview
of, 6565; talent channels in the,
657-658

Honeywell, 25, 43, 224, 258-259,

260, 711, 722

Honolulu Police Department, 135

How the Top 20 Companies Grow Great
Leaders (Hewitt Associates),
785-786

How to Measure Human Resources
Management (Fitz-enz and
Davison), 814

HR Metrics, the World Class Way
(Sullivan), 814-815

HR Policy Association, 74, 117

Hua Wei, 611

Human capital bridge decision
framework, 81

Human capital scorecard, 521

Human resource and talent
professionals: breadth of expertise
required of, challenge of, 757-758;
and building functional expertise,
464; functional competency
development guide for, 488,
489-490; hurdle facing, 44;
and implementation of talent
stewardship, 113, 114; and
measuring the impact of functional

talent systems, 494; and the need
for visionary skills, 216-217;
partnership between line
managers and, for managing
talent, 407—-411; research
needed on, 778-779; roles and
responsibilities of, 61, 63-65, 408,
410, 411, 472, 637; shortage of, in
China, contextual factors causing,
600; strategic, need for, 28, 64-65.
See also Human resource generalists;
Human resource talent specialists;
Industrial-organizational
psychology practitioners

Human resource executives/leaders:
expectations of, 408; hurdle facing,
44; onboarding responsibilities of,
180, 206; perspectives of, 669-698,
711-742; roles and responsibilities
of, 408; strategic role of, 28, 64-65;
survey of, 66; using, as coaches to
develop talent, 241. See also Chief
human resource officers (CHROs);
Human resource and talent
professionals

Human resource generalists:
developmental assignment for,
example of, 489, perspective of,
618; perspective on, 728; roles of,
408, 410, 496, 497, 633, 637.
See also Human resource and
talent professionals

Human resource management:
activities and functions of, and
their role in talent management,
19-20; distinguishing between talent
management and, perspectives on,
712-714; using talent management
as a synonym for, 14, 15, 20

Human resource partnerships,
example of. See Allstate case study

Human resource planning, 37, 38

Human Resource Planning Society,
55, 69, 490, 670

Human resources (HR): accountability
of, 750; alignment across processes



and functions of, importance of,
85, 550, 729; evolution of, 765;
expectations of, 10; integrated,
683-691, 728-730, 748; leadership
role of, in shaping business
strategy, need for, 771; outsourcing
functions of, 469; perspectives on
integration of, 728-732; as a
police force, seeing, issue of,
683; pressure to transform, 740;
principles of, for integration,
85-87; responsibility of, for
managing onboarding programs,
205-206; strategically driven, 9-13,
27-30, 39, 64—65, 318-319; symbi-
otic relationship between business
strategy and, 675-676; technology
of, that facilitate integration,
87-88. See also specific human
resource activities and functions

Human Resources Program-Frvaluation
Handbook, The (Edwards, Scott,
and Raju), 812-813

Human resource strategy: aligning
business strategy with, 28;
distinguishing between talent
strategy and, perspectives on,
713; in the integrated talent
management model, 96; integrating
with, 34, 65, 81, 84-89, 318, 584.
See also Talent strategy

Human resource talent specialists:
developmental assignment for,
example of, 489, perspective on,
728; roles of, 408, 410, 497-499.
See also Human resource and talent
professionals; Industrial-organiza-
tional psychology practitioners

Humane orientation, awareness of, 202

Hunter Douglas, 205

Hurricane Katrina, 674

I

IBM, 137, 147, 293, 596, 604, 606
“IBM Asks Recruiters for Refund,” 613
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IBM China, 611

Identifying and assessing high-potential
talent: in the Cargill talent
management system, 707; and
categorizing talent pools, 228-229,
232-233; conclusion on, 273-274;
corporate survey to determine
current practices in, 219, 220,
and definitions of high-potential,
220-228, 232; and distinguishing
between assessment and predic-
tion, 269-271; future directions
and issues in, 274-277; overview of,
213-21215; in the PepsiCo talent
management model, 623-624; and
the prediction challenge, 216-219,
242; and predictors of future
performance, 242-262; process
of, typical steps in the, 232-242;
relevant resources on, summaries
of, 792-795; and the size of the
talent pool, 230-232; and tracking
individuals over time, 271-273;
and the use of high-potential
timeframes, 229-230; and using
a performance-potential matrix,
421; using predictor data for, sum-
mary of, 262-269. See also Assessing
talent; Identifying talent; Talent
review process

Identifying talent: and customized
talent management systems, 111,
112; early in careers, importance
of, 585-586; in integrated talent
management, 89, 90, 93, 96, 97,
99-100; in succession manage-
ment, 106. See also Identifying
and assessing high-potential talent

Impact, measuring, 390, 472,
493-494, 495

Impact time frame, designating,
example of, 533, 534-536

Implementation: of functional talent
systems, 472, 500; of integrated
talent management systems,
113-115; of talent management
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programs, 51-52, 758-759; of
talent strategies, and lessons
learned, perspectives on, 738-740

“Improving Business Results with
People Model,” 45

“In the Eye of the Beholder” (Javidan,
Dorfman, de Luque, and House),
820-821

Inclusion, broad or narrow, in
development programs, 49-50

Inclusion metrics, focusing on, issue
of, 516

Inclusive culture, 619, 638

India: assigning top talent to work
in, importance of, 580; expansion
into, 8, 225, 243; integrated
talent management case in, 90-91;
students from, 574; traveling to, as
part of global leadership
development, 581

Indiana University, 737

Indices, use of, 521

Individual differences, and capacity to
change, 368-375

Individual employee resistance,
challenge of, 763

Individual needs: and engagement,
441, 442; vs. organizational needs,
52,115, 433

Individual Psychological Assessment
(Jeanneret and Silzer), 793

Individual skill development, 286,
287, 288-295

Individual talent model, outlining an,
research needed on, 771-772

Individualism, issue of, 203

Individualistic cultures, 565

Industrial-organizational psychology,
165, 390, 466, 482, 497, 500, 628, 630

Industrial-organizational psychology
practitioners, 47, 65, 156, 243, 251,
341, 363, 408, 464, 494, 610, 618,
631, 735. See also Human resource
and talent professionals

Ineffective leadership, universal
attributes associated with, 203

Ineffective talent management, sign
of, 757

Ineptness, feeling of, 167-168

Inflexibility, 372

Information sharing, issue of, 53,
760-761

Information systems: for assessing
the talent mix, 339-340; tactical
metrics in, 150; well-designed,
facilitating integration with,
87-88. See also Technology

Information-processing perspective,
165-166

Infrastructure requirements, 128,
666-667

Ingersoll Rand, 8, 39, 40, 83-84,
93-95, 97, 105, 220, 711, 716, 719,
722,724, 726, 737

Ingersoll Rand University, 717

Ingersoll-Rand Company Limited, 93,
105,117,118

Inputs, assumed, 519, 520, 540, 541, 542

Institutional collectivism, awareness
of, 202

Instrument type, designating,
example of, 533, 534-536

Insurance industry: key assets in
the, 675; personal perspective of the,
671; revolutionized, 674. See also
Allstate case study

Integrated and Integrative Talent Manage-
ment (Morton), 784

Integrated processes, 23, 30-36, 44,
65, 80, 89-91, 324, 384, 487, 491,
493, 652, 748

Integrated talent management:
accountability for, 64; definitions
for, 75-80; evolution to, initial
challenges of the, 545-546; future
challenges and new directions
in, 115-116; and implementation
of talent stewardship, 113-115;
level of integration in, evaluating,
509-510; model of, 95—-113; overview
of, 73-75; relevant resources on,
summaries of, 784-786; successful,



requirement for, 503; and
sustainability, 116, 748; three
levels of, 80-95

Integrated talent management
perspective. See Microsoft case study

Integrating experiences, 330-340

Integrating mechanisms, primary,
suggested, 314

Integration stage, during the
onboarding process, 173, 179,
189-193

Integrity: of coaches, 380, 382; of
talent channels, 149

Intel, 26

Intelligence, as a predictor of leader
change, 367

Intelligence factors, 255, 262, 284

Intentionality, 362

Internal assessments, 218

Internal Audit Leadership Program
(ILP), 662-663

Internal coaches, using, 188, 241

Internal environment. See
Organizational environment

Internal evaluations, combining
external evaluations with,
268-269

Internal talent: and acquisitions, 431;
availability and quality of, evaluation
of the, 425, 426; building, 127-129,
403; as a driver of business strategy,
research needed on, 771; existing,
investing in, importance of, 665;
and failure, 403; identifying, in
succession planning, 422; investing
in, 403-404; lists of, including, in
staffing plans, 430; and the need
for stakeholder mapping, 191;
and outsourcing, 430-431; and
turnover risk, 160

Internal talent sourcing: favoring,
403, 707; focused on, 111, 400;
process of, 99-100; ratio of
external to, determining, 97

International assignments, 576-580,
608, 611, 708
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International challenges, perspectives
on, 735-736

International Coaching Federation
(ICF), 380

International students,
recruiting, 574

International travel programs, 581

International /multinational talent
management issues. See Global
talent management

Interpersonal attraction research,
need for additional, 435-436

Interpersonal skills, importance of,
for coaches, 379, 380

Interview guides, 691, 692-693

Interview question example, on
functional competency, 491, 492

Interviews: to evaluate talent
management integration,
509-510; to identify high-
potential talent, 267, 571; to
identify required leadership
competencies, 324; integrating
experiences into, 339

Intrinsic motivation, 366, 368

Investiture tactics, 201

Investment decisions, 475. See also
Differential investment; Return on
investment (ROI)

Israel, 565

J

Japan: and international assignment
failure rate, 574; leadership pool
in, 9, 402

Job analysis, focus of, 466

Job assignments: accelerator, issues
with, 314; example of, for human
resource professionals, 489,
international, 576-580, 608, 611;
in the PepsiCo talent management
model, 623, 624; relying solely on,
benefits of, 317-318; short-term,
315-316

Job boards, 141, 143, 149
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Job candidates, objectives of,
addressing, in evaluating talent
management, 512

Job characteristics, consideration of,
in engagement, 442

Job complexity: and cognitive ability,
327, 369; differences in, influence
of, on coaching change, 375,
377-379; and the need for
functional expertise, 468

Job group, competencies by, example
of, 483

Job performance: conscientiousness
and, 371; impact of knowing
high-potential status on, issue of,
237-238, 239-240; intelligence
and, 369; and organizational social-
ization, 168; personality traits and,
442; using metrics on, to measure
impact of talent system, 495. See
also Current performance; Future
performance; Past performance

Job previews, realistic, providing,
175-176, 188, 610

Job profiles, creating, 479, 480

Job rotations, 315-316, 466-467

Job satisfaction: and engagement,
441, 442, 445; and organizational
socialization, 168, 171. See also
Engaging talent

Job-hopping behavior, 635

Jobster, 146

Johnson & Johnson, 55, 66, 453

JP Morgan Chase, 220, 559, 583,
712,729

Judging change, issue of, 387

K

Kaiser Permanente, 453

Key contributors: defined, 627; other,
including, issue of, 518-519

Key stakeholders, partnership
between, 113

Knowledge management, and a bind
strategy, 131

Knowledge, skills, and abilities

(KSAs), defining, focused on, 466
Known capabilities, benefit of, 127-128
Korea, 169

L

Lagging indicators, 526, 527, 529-530

Language, issue of, 500

Large recruiting firms, 144

Latin America, emerging markets in, 9

Leader behavior, changing. See Chang-
ing leader behavior

Leader-as-teacher model, 581

Leader/manager index (LMI),
93, 94,95

Leaders. See specific type of leader

Leadership: definitions of, lack of
consensus on, challenge of, 759;
knowledge of, coaches grounded
in, 381; strong, importance of,
350-352; summary assessment
of, talent review discussion
covering, 417

Leadership approach, 477

Leadership attributes: core, for
effective global leadership,
555-556, 557-558; personal list
of, 700, 70I; universal, associated
with effective and ineffective
leadership, 203. See also
Leadership competencies

Leadership behavior: commitment
to, 707; discussing, in talent
reviews, 417-418; and organiza-
tional culture, 91-92, 417-418;
and retaining talent, 109. See also
Changing leader behavior

Leadership behavior expectations.
See Critical success factors (CSFs)

Leadership Brand (Ulrich and
Smallwood), 788-789

Leadership brand: described,
138-139; developing, 139-140

Leadership by example, importance
of, 696



Leadership capabilities. See
Leadership behavior; Leadership
competencies

Leadership competencies: addressing,
in evaluation, 507, 508; basing
assessments on, 428; discussing,
in talent reviews, 417; as a factor in
identifying high-potential talent,
244, 247-248; focus on, in the
career growth model, 620, 621;
and functional expertise, 465, 470;
identifying, 316, 317, 323-325;
linking experiences with, matrix
for, 331-332; needed, for the
future, defining, 243. See also
Competency models; Critical
success factors (CSFs); Leadership
attributes

Leadership derailment. See Derailers

Leadership development
market, 349

Leadership development programs/
systems: and a build strategy, 128;
comprehensive, 32; importance of,
36, 350; improving, role of critical
success factors in, educating
leaders on, 689, 690; integrating
experiences into, 337-338; vs.
leadership pipeline programs,
661; strong, impact of having, 7,
524-525. See also Developing talent;
Experience-based leadership
development; Formal leadership
development

Leadership engagement. See
Engaging talent

Leadership forecast report, findings
from a, 524-525

Leadership Institute, 298

Leadership levels: cognitive demands
by, and job performance, 369;
differences in, influence of, on
the coaching process, 375, 377-379

Leadership life cycle, influence of, 719

Leadership mindset, shared, building
a, 705. See also Talent mindset
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Leadership models: in global
organizations, 555-561, 584-585,
588; use of, for developing talent,
288, 289

Leadership pipeline, different levels
of the, skills required at, 377, 378

Leadership pipeline programs:
components of, 657-658; creating
successful, example of, 661-663;
defined, 661; lessons learned
about, 664—665. See also Leadership
development programs/systems

Leadership Pipeline, The (Charan,
Drotter, and Noel), 377

Leadership pool, shrinking, 9, 26,
281, 402-403. See also Managing
leadership talent pools

Leadership promise, defined, 261

Leadership success factors. See Critical
success factors (CSFs); Leadership
competencies

Leadership talent category, 76-77

Leadership talent model, 44

Leadership taxonomy, 316-317

Leadership Without Borders (Cohen),
816-817

Leading Change (Kotter), 490

Leading indicators, 526-527, 528, 532

Learn-by-doing activities, preference
for, 360

Learn-by-observing opportunities,
preference for, 360

Learning: attitude of, adopting a,
importance of, 710; continuous,
372; from experience, research
needed on, 342; measuring impact
of coaching on, 386; as a predictor
of leader change, 374-375; team,
increasing, 365—-366; team-based,
285. See also Action learning

Learning ability: as a factor in
identifying high-potential talent,
244, 253-255, 260; importance of,
perspectives on, 733, 734;
intelligence and, 368-369; as a
predictor of leader change, 374-375
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Learning agility: defined, 374;
demonstrating, need for,
578-579; measures of, 327;
measuring, 177-179; research on,
need for further, 342

Learning and Development
Roundtable, 346

Learning capabilities, identifying, 316,
317, 326-329

Learning curve, 165

Learning methods: different,
preferences for, addressing, 360;
multiple, use of, 289-290

Learning orientation: as a predictor
of leader change, 368, 374-375;
shift from a training orientation
toa, 316

Learning periods, extended,
conducting, 290

Learning process, onboarding as a,
164-165, 182, 187, 206

Learning sessions, multiple,
conducting, 290

Learning the ropes, transition tasks
for, 163-164, 187

Legal concerns, 569-570

Lenovo, 611

Lessons of International Experience,

The (McCall and Hollenbeck),
797-798, 818-819

Lessons to be learned: defining,
321, 322; failing at the, 322

Levi Strauss, 220

Lexus, 139

Life balance issues, 611, 732, 764

Life balancers, cluster of, 448, 449

Life experiences, 359

Life stage theories, 359

Limited, The, 739

Limited experience, defining,
example of, 322

Limited potential, mapping, 562, 563

Linden Labs, 147

Line managers: accountability of, 431,
543; developing, 108; formal global
development of, 581; and imple-

mentation of talent
stewardship, 113, 114; and job
complexity, 377, 378; objectives
of, addressing, in evaluating
talent management, 511, 514;
overzealous, issue of, 762;
partnership between, and human
resource and talent professionals,
for managing talent, 407-411;
perspective on, 739; pivotal role
of, 679; questions for, to ask
during talent reviews, 412-413;
roles and responsibilities of, 61,
66-67, 408, 409, 411; talent
management expectations for,
establishing, 110; using, as
coaches to develop talent, 241;
view of human resource
professionals, 64

Linkage Incorporated, 490

Linkage Inc.’s Best Practices in Tools
Guidebook (Plotczyk, Jones, and
Stimson), 490

LinkedIn, 141, 146

Links, strategic, 29-30, 65,
767-769

“Little Emperors” generation, 601

Local talent selection, 573-574, 587

Locus of control, 374

Logic models/maps: context of,
indicators put in the, 527;
developing, 519-521, 522, 540;
example of, 520, 541;as a
foundation, of the business
case, 542

Lominger, 560, 571

Long-term career growth, 620, 622

Long-term view, taking a, issue of,
55-56

“Look-forward” vs. “look-back”
approach, 54-55, 83

L’Oreal, 604

Lost generation, the, 599

Low change readiness, 375, 376

Lower-level positions, and job
complexity, 369, 377, 378



M

Maersk, 220

Management calibration meetings, 265

Management effectiveness, importance
of, 350-352

Management metrics, 195-196, 197

Management of talent. See Talent
management

Management resource review
(MRR), 726

Management training market, 349

Management-by-objective (MBO)
performance management
process, 451

Managerial leadership. See Leadership
entries

Managers: awareness of, building,
of turnover warning signs,
454-455; developing assessment
skills of, 217-218; for the
development and success of
talent, 584; entrenched, issue
of, 305; impact of, on individual
change, 383; and job complexity,
377, 378 mindset needed for, 41,
42, 43, 66, 81, 110; perspective
on, 739; program, objectives of,
addressing, in evaluating talent
management, 511-512;
relationships with, learning
from, 106; resistance of, challenge
of, 761-762; role in developing
talent, 102-103, 104; shortage of,
in China, contextual factors
causing, 597-601; success factors
for, 377, 379; and the talent review
process, 626; transnational, effective,
559. See also Line managers

Managing global talent. See Global
talent management

Managing leadership talent
pools: alternative talent review
approaches for, 425-426, 427, and
the architecture of a talent review,
415-425; the business case for,
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402-404; and characteristics of
successful talent reviews, 414—415;
conclusion on, 437; effective
approaches to, research needed
on, 435; foundations for, 404—405;
future directions in research on,
434-436; key factors in, 405-407;
lessons learned about, 431-434;
and outcomes of talent reviews,
428-431; overview of, 399-402;
relevant resources on, summaries
of, 804-807; and roles in the
talent review process, 407-411,
412-413; and talent assessment,
426, 428

Managing talent in China: challenges
of, addressing, 602, 604-610; and
the Chinese context, 597-602, 603;
conclusions on, 611-612;
introduction to, 595; overview of
multinational companies and,
595-597; perspectives on, 716-717;
relevant resources on, summaries
of, 819-821; research needed on,
610-611. See also Global talent
management

Managing Transitions (Bridges), 490

Manpower, 439, 458

Manpower China, 596, 601, 602, 605,
606, 607, 613

Mapping: critical success factors,
686-687; and interviewing
stakeholders, 191-192; the
organization, as a transition task,
164, 187; performance and
potential, 562, 563

Market shifts, sudden, challenge of,
755-756

Market value: increased, example of,
672, 673; strong leadership and, 351

Marriott, 220

Mastering the position, as a transition
task, 164, 187

Maturity levels, and potential, issues
concerning, 276

Maturity path approach, 93
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Maximizing the Return on Investment in
Technical Expert Pools (Corporate
Leadership Council), 810-811

Maximizing vs. satisficing talent,
50-51

Maytag, 134

M.B.A. programs, 574, 737

McDonald’s, 134-135

McKinsey & Company, 7, 26, 27, 42,
70, 139, 351, 402, 550, 596

McKinsey Global Institute, 600, 613

McKinsey Global Survey, 550, 551

McKinsey Quarterly, 550, 592

McKinsey studies/surveys, 4, 6, 26,
43-44, 57-58, 63, 64, 66, 550, 600

MDA Leadership Consulting, 261

“Meaning of Employee Engagement,
The” (Macey and Schneider),
808-809

Measurement: of attraction and
recruitment efforts, 150-154; of
behavior change progress, 365; of
coaching outcomes, 385-390; of
cultural fit, 174-177; of engage-
ment, 87, 88, 95, 436; frequent,
538-539, 542; of functional tal-
ent systems, 472, 493-494, 495;
importance of, 36; in integrated
talent management, 87-88, 93, 95;
of leadership competencies, 621;
of learning agility, 177-179; in the
onboarding process, 165, 195-197,
203; of potential, issues concerning,
275-276; of results, 621, 708-709;
in staffing and workforce planning,
339-340; of talent management
evolutionary stages, 116; of
turnover, 108. See also specific
measures and melrics

Measuring progress: strategic links
and, 29, 30; in the talent
management framework, 21, 22.
See also Evaluating talent
management

Medium change readiness, 376

Megachange (Joyce), 490

Mental agility, defined, 178

Mental maps, global, new set of,
developing, 581

Mentoring: in China, 608; evaluating,
194; in global organizations, 576,
578; impact of, on individual
change, 383; investing in, 204

Mentoring programs: companywide,
651; integrating experiences
through, 338-339

Mentors: in experience-based
leadership development,
317-318; onboarding
responsibilities of, 182, 206;
training of, 206; using, 241

Mercer Human Resource Consulting,
58, 69

Merck, 25, 711, 712, 715, 720, 721,
722,727,733, 738

Mergers and acquisitions, 431, 469

Merriam-Webster Inc., 33, 71

Merrill Lynch, 220

Metacognitive activity, 327-328

Metaphors, use of, 694-695

Metric operational definition,
designating, example of, 533,
534-536

Metrics. See specific type of metric

Microsoft, xxiv, 8, 40, 137, 138, 220,
562, 605, 739

Microsoft case study: integrated
talent management in the,
642—-652; lessons learned in the,
652-654; overview of the, 641-642

Middle managers, and job complexity,
377, 378

Military talent, 659, 660, 663

Millennials (Generation Y), 239,
634, 635

Mindset, shared, around leadership,
building a, 705. See also Talent
mindset

Misaligned starts, 261

Mobility: as a factor in identifying
high-potential talent, 244,
250-251, 252, 635; and the next



generation, concern over, 635;
perspective on, 735. See also
Moving/deploying talent

Moderate experience, defining,
example of, 322

Moderate potential, mapping, 562, 563

Momentum, maintaining, importance
of, 305

Monster, 143

Morale, negative impact to, with a
bind strategy, 131

Morgan Stanley report, 142

Motivation: to advance, 244, 248-249,
275-276; to change, 366, 367, 368;
to learn, 316, 368, 374-375

Motivation theories and research: and
behavior change, 354, 360-361;
and engagement, 441-442

Motorola, 605

Motorola China, 606

Movement metrics, 632

Moving/deploying talent: early in
careers, importance of, 585-586;
flexibility in, 585, 764; and formal
leadership development, 297; in
global organizations, 573, 589, 736;
in integrated talent management,
90, 93, 99, 106; lessons learned
about, 653; as a main talent
process, 21, 22, 35; in the
Microsoft talent management
approach, 643, 650, 651; to optimize
objectives, 625; in the PepsiCo
talent management model, 623,
624-625; and the talent review
process, 430, 433; using metrics on,
to measure impact of talent system,
495. See also Developing talent;
Mobility; Talent review process

Multilevel development approach,
303-304

Multinational/international talent
management issues. See Global
talent management

Multiphase onboarding process,
173-198
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Multiphase socialization process,
170-171

Multiple leadership models, issue
of, 289

Multiple learning methods, use of,
289-290

Multiple learning sessions,
conducting, 290

Multiple reflective learning
opportunities, incorporating, 308

Multiple talent channels, importance
of, 664

Multivariate analyses, 538

“Muscle-Build the Organization”
(Pearson), 806-807

MySpace, 141, 146, 635

“Myths, Mystiques and Mistakes in
Overseas Assignments” (Beaman),
815-816

N

National Academy of Human
Resources, 673

National Board of Jobs for America’s
Graduates, 673

National Council of L.a Raza (NCLR),
659, 660

National culture: addressing
differences in, in global talent
assessment, 564, 565-566;
embracing the, 578, 579;
influence of, on the onboarding
process, 202-203; and prioritizing
fit, 575; recognizing factors of,
in global leadership models, 555,
559-561; respecting, importance
of, 736

Natural talent vs. developed talent,
47-49

Naysayers, listening and responding
to, 665

Needs. See Individual needs;
Organizational needs

Networking relationships, learning
from, 106-107
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Networks, virtual social, 141, 146-147

Neumann Homes, 205

Neuroticism, defined, 370

New employment contract, issue of
the, 340

New leader assimilation. See Executive
onboarding

New leaders, onboarding responsibilities
of, 181, 206

Newcomer adjustment, critical aspects
in, 166-168

“Newcomer Adjustment During
Organizational Socialization”
(Bauer, Bodner, Erdogan, Truxillo,
and Tucker), 790

Next generation needs, meeting,
challenge of, 634-635

Next Generation Talent Management
(Tucker, Kao, and Verma), 551

Nike, 147

“Nine box” model, 567, 570, 637

Nissan, 147

Nokia, 560, 562, 584, 611

Nomination, in the high-potential
identification process, 233,
234-235, 760

Nonprofit organizations, partnering
with, 659

Nordstrom, 134, 475

North America, leadership pool in, 9

Numbered scales, use of, 644

Nurturing environment, creating a,
586-587

o

Observing change, 387, 388

Onboarding checklist, 183

Onboarding plans: addressing
contingencies in, 199; creating,
179, 182, 183-187; skillful
execution of the, importance
of, 206; standardized templates
for, 187-188; updating, 189, 192

Onboarding process. See Executive
onboarding

Onboarding program management,
responsibility for, 205-206

Onboarding support, closing out,
197-198

Onboarding team: identifying the,
180; meeting of the, agenda for
the, 184 roles and responsibilities
of the, 180-182, 188, 206

100 Best Companies to Work for in
America list, 352

“One Philips” talent management
system, 596

“One size fits all” model, issue with a,
639, 736, 740

One-child policy, impact of, 601, 603

Ongoing metrics, set of, creating,
example of, 538-539, 542

Ongoing program implementation
and execution, importance of,
758-759

Online assessment process, 485

Online talent management systems,
643-647, 652, 653

On-the-job leadership development.
See Experience-based leadership
development

Openness: to experience, 327, 328,
367, 371-372, 578, 579; to
feedback, 327

Operating plans/planning, 82, 400,
401, 415, 726, 748

Operation Career Front, 659

Operational excellence, identifying
talent needs to achieve, 78

Operational issues, discussing, in
talent reviews, 417

Operational metrics, 195, 197

Operational objectives, addressing,
in evaluating talent management,
505, 508-510

Operational objectives perspective,
addressing, in evaluation, 512, 514

Operationalizing experiences, need
for, 341

Optimal development assignments,
planning, 104-105



Organization and leadership review
(OLR), 725-726

Organization brand, alignment
between the talent brand and the,
154-155. See also Branding

Organization Development
Network, 490

Organizational acceptance, research
needed on, 777-778

Organizational behavior modification
(OBM), 356

Organizational capabilities, 475;
assessment of competency and, 96,
553-554; building, 82, 463-464,
465, 469-470, 477-479, 499;
defining and identifying, 476-477;
loss of, risking the, 432; necessary,
realizing, 9; needed, for the future,
defining, 243; required, shortage
of, 465-466; review of, importance
of, 97. See also Building functional
expertise

Organizational capability: defined,
464-465; history of, 466-467

Organizational Capability: Competing
Jrom the Inside Out (Ulrich and
Lake), 490

Organizational challenges, 399, 463,
468, 753-761

Organizational change, time involved
in, 654

Organizational characteristics,
assessment targeting, 175

Organizational chart, mapping the, as
a transition task, 164

Organizational climate, impact of, on
individual change, 384

Organizational commitment, and
organizational socialization, 168, 171

Organizational competencies: and
business strategy, 97; models of,
374, 470. See also Organizational
capabilities

Organizational competency models,
374, 470. See also Competency
models
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Organizational culture: assessing,
175-176; and a borrow strategy,
130; and a build strategy, 127;
creating an, of talent stewardship,
93-95, 110; discussing leadership
behavior and, in talent reviews,
417-418; engraining a shared
talent mindset in the, 41-42, 66,
81, 748-749; foundations of,
building talent management on
the, 694-695; in global organiza-
tions, 575; of “haves” and “have
nots,” avoiding a, 665; impact of,
on individual change, 384; impact
of the high-potential definition
on, 638; importance of, 36, 732;
inclusive, 619, 638; influence of,
on designing onboarding, 199,
201; integration with, 34-35,

80, 81, 91-95, 113; knowing and
understanding the, importance of,
739-740; power of, 722; and
prioritizing fit, 575; sustainable,
710; understanding the, as a
transition task, 164, 187. See also
Socializing leadership vision

and values; Talent mindset

Organizational culture assessment
instrument (OCAI), 175-176

Organizational downturns/crises,
impact of, on leadership
development, 300

Organizational environment: impact
of, on individual change, 384-385;
and investing in managing
leadership talent pools, 402

Organizational failure, primary
reason for, 213

Organizational glue, assessment
targeting, 175

Organizational growth, expectations
for, influencing talent review
focus, 405—-407

Organizational inertia, 177

Organizational leadership, assessment
targeting, 175
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Organizational needs: customizing
talent management to fit,
746-747; vs. individual needs,

52, 115, 433; linking talent
development to, 103

Organizational operations, planning.
See Operating plans/planning

Organizational outcomes: positive,
strong leadership and, 351;
sample of, 513, 514, 515; talent
management linked to, 505

Organizational paradigms, reinforcing,
issue of, 298-299

Organizational performance, effect
of strong leadership on, 351, 352,
524-525

Organizational planning processes,
81-82, 243, 400-401, 402, 415, 761

Organizational role, in developing
talent, 102, 103

Organizational size, and the
high-potential identification
process, 232

Organizational socialization: con-
ceptual development of, 165-166;
defined, 165; findings from litera-
ture on and trends in, to inform
onboarding practice, 166-172; and
onboarding contingencies, 201.
See also Socializing leadership
vision and values

Organizational strategy: aligning with,
520; choosing an, requirements
for, 400; driven by, 125; integration
with, 81. See also Business strategy;
Human resource strategy

Organizational success: criteria for,
assessment targeting, 175; primary
reason for, 213, 351-352

Organizational support systems,
having, to reinforce leadership
behaviors, 290-291

Organizational systems, impact of, on
individual change, 383-384

Organizational talent strategy and
models, broad, research needed

on, 770-771. See also Talent
strategy; Talent strategy models

Organizational values: impact of the
high-potential definition on, 638;
lack of alignment with, challenge
of, 756

Organizational vision: principal
guardian of, 300; well-articulated,
importance of, 297

Organizations: challenges facing,
from a talent perspective, 399;
implications for, from lessons
learned about executive coaching,
390-391

Orientation programs, 192

Osram Sylvania, 146

Other people, role of, in
experience-based leadership
development, 338-339

Other valuable contributors: defined,
627, including, issue of, 518-519

Outcome descriptions, example of,
533, 534-536

Outcome evaluation, 513, 514, 515,
519-521, 540, 541

Outcome expectations, clearly
defined, 307

Outcome goals, measurable,
establishing, 338

Outcome measures: to assess learning,
identifying, 332-333; poor, or
lack of, challenge of, 759-760; for
potential, determining the best,
issue of, 277; relevant, importance
of, for sustainability, 750-751;
research needed on, 776-777.
See also Measurement

Outcome type, designating, example
of, 533, 534-536

Outcomes. See specific type of outcome

Outsourcing, 65, 430431, 469,
554, 581

Ownership: clear lines of, in any talent
management process, 635-636; of
global talent, issue of, 566-567;
of leadership development, 300; of



talent management plans, 431; of

talent management practices, 509,
543, 739, 740

P

Pacific Rim. See Asia Pacific

Paradigm shift, 503

Partner meetings, 189

Past performance: basing high-
potential identification on, issue
of, 214-215, 224, 226-227, 248,
262, 263, 264-265; challenge of
making predictions based on, 218,
417; competency-centric programs
focused on, 294-295; and the
performance-potential paradox,
637. See also Performance record

Past performance standards, 248

Past relationships, legacy of, as
potentially limiting, 305

Past-oriented decision making,
54-55, 83

Past-oriented indicators, 526, 527,
529-530

Peace Corps, 449

Peer integration meeting, 190-191

Peer participation during talent
reviews, issue of, 411

Peers: learning from, 106-107, 188,
317-318, 338; resentment among,
avoiding, 665

Peking University, 605

People agility, defined, 178

People approach, focusing on a,
477479

People impact and effectiveness,
measuring, 472, 493, 494, 495

People planning process, 621, 623,
624, 625—-628, 629. See also Talent
planning; Talent review process

People results: delivering, 621;
ratings of, separating, from
business results ratings, 451

People-oriented culture, 5

People’s Daily, 595
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People’s Republic of China. See China

PepsiCo, xxiv, 8, 39, 40, 41, 220, 231,
251, 252, 404, 408, 418, 450-452,
454, 475, 559, 562, 567, 575, 585,
587, 596, 724

PepsiCo case study: conclusion in
the, 639; lessons learned in the,
635-639; overview of the, 617-618;
talent management in the,
618-628; trends and observations
in the, 628, 630-635

PepsiCo International, 622

PepsiCo University, 619

Performance: financial, 4-8, 115-116;
organizational, 351, 352, 524-525

Performance and potential:
distinction between, 214-215;
mapping, 562, 563

Performance appraisals/reviews,
195-196, 265, 317, 337, 561, 669,
670, 683, 685, 707; under China’s
planned economy, 598. See also
Assessing talent; Talent review
process

Performance indicators of
disengagement, 454

Performance management: to address
wrong leader behaviors, 690; area
of, metrics for evaluating the,
528, 529-530; in China, 602, 603,
formal, impact of having, 7; in
global organizations, 561-562,
563; importance of, 36; measuring
results in, 621; in the Microsoft
talent management approach, 643,
645, 647-648; using, to support
development and engage talent,
450-452

“Performance Management and
Appraisal—China’s First-tier
Cities,” 607, 614

Performance management systems:
feedback in, lesson learned about,
653; good, 101; integrating experi-
ences into, 333, 337, 384; revising
standards for, example of, 685
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Performance measurement,
integrating, 87-88

Performance orientation, awareness
of, 202

Performance record: as a factor in
identifying high-potential talent,
244, 246-247, 264; incomplete,
using, 637

Performance reporting, 152, 154

Performance reviews. See
Performance appraisals/reviews

Performance standards, future-
oriented, basing talent judgments
on, 431-432

Performance with purpose business
strategy, 634

Performance-based compensation
systems, in China, 607

Performance-potential matrix, using
a, and examples of, 418-421

Performance-potential paradox, 637

Perseverance, importance of, 709

Personal connection, importance of, 380

Personal development orientation,
defined, 261

Personal indicators of
disengagement, 453

Personal performance priorities,
developing, 685

Personality derailers, 372-373

Personality dimensions/ traits:
basing assessments on, 426, 428;
as drivers of motivation, 442; and
engagement, 440, 442; as a factor
in identifying high-potential talent,
245, 255-256, 262; and leadership
learning capability, 328; measures
of, 178-179; as a predictor of
leader change, 366, 369-373; role
of, in organizational socialization,
171-172

Personality inventories, 256, 267, 388,
571, 573

Person-centered psychology, 353, 358

Personnel Decisions International

(PDI), 571, 686, 687, 688, 689

“Phased retirement” programs, 86-87

Philips, 453

Photographs, issue of, in talent
profiles, 569-570

Pilot testing of programs, 762

Pivotal talent pools, 14, 15, 25, 46,
75, 229

Planned economy, China’s, impact of,
597-598, 599, 600, 603

Planned movement metric, 632

Planning cycles: annual, talent reviews
in, 400; differences between,
challenge of, 761

Planning talent actions: as a main
talent process, 21, 22; as part of the
talent review agenda, 424. See also
Managing leadership talent pools;
Talent review process

Plug-and-play programs, reactive, 32

Poaching employees, 604

Population control, impact of, 601, 603

Potential: best indicator of, 417;
defined, 214; difficulty defining,
issue of, 630; distinction between
performance and, 214-215, 562,
563, drivers of, 242; as a dynamic
state, 215; enhancing, effect of
strong leadership on, 352; issues
concerning, 275-277; opportunity
to realize, importance of, 731-732;
performance and, using a matrix
based on, in the talent review
process, 418-421

Power distance, issue of, 202, 602, 603

PPG, 220

Practicality, importance of, 499

Practice, future directions for, in
experience-based leadership
development, 342-343

Practice of Competency Modeling
(Schippmann, Ash, Carr, Hesketh,
Pearlman, and Battista), 811-812

Practice of Leadership, The (Conger and
Riggio), 796

Practicing leaders, using, as instructors,
297-298, 298-299



Preboarding stage, 167, 173, 180-189

Pre-course preparation, importance
of, 289

Predicting future outcomes, 526

Predicting leader change, 366-375

Prediction skills, improving, issue
of, 276

Predictions, making, about talent:
challenge of, 216-219, 242; factors
used for, 242—-262; and the issue
of short-term vs. long-term
predictions, 262, 264-265, 428,
752; perspectives on, 732-735

Predictor data, sources of, 262, 263

Predictor variables: assessment for,
269, 270-271; identifying, 269, 270

Preferred culture, assessing, 176

Prepackaged programs, issue with, 749

Pretest-posttest design, 537

PricewaterhouseCoopers, 390, 439,
459, 600

Principles for Employee Selection (Society
for Industrial and Organizational
Psychology), 482

Print media, 142, 149

Privacy concerns, 53, 760

Private equity-owned companies,
issue of, 723

Proactive newcomer behavior, 169-170

Proactive personality, role of, in
organizational socialization, 172

Process approach, 477

Process examination teams,
cross-functional, 510

Process excellence, generic stages of,
93, 94

Process sustainability, 749

Procter & Gamble, 145, 146, 448, 449,
453, 465, 475, 557, 576

Product innovation, identifying talent
needs to achieve, 78

Productivity: coaching and, 387;
strong leadership and, 351

“Professional Business Partner to
Strategic Talent Leader” (Boudreau
and Ramstad), 784-785
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Professional development,
importance of, 36

Professionalism, importance of, 380

Professionals, shortage of, in China,
contextual factors causing,
597-601

Profiler 360-degree assessment, 571

Profit and loss statements (P&Ls),
multiple, issue of, 723

Profit, strong leadership and, 351, 352

Profit-sharing incentive, 696

Program elements, specifying, 520,
520-521, 541

Program evaluation, purpose of, 504

Program managers, objectives of,
addressing, in evaluating talent
management, 511-512, 514

“Program of the year” approach,
issue with, 757

Program sustainability, 749

Programmatic stage, 31, 32, 35, 81

Progressive boards, 113

Project selection, issue of, 307

Promoting talent, 487, 491, 573, 601,
606, 663. See also Acceleration
pools; Developing talent; Moving/
deploying talent

“Prospecting for Petroleum
Engineers,” 502

Proven results, focus on, 620, 621

Proxy, performance, 637

Psychodynamic theory, 352, 353,
354-355

Psychological assessments, 267

Psychological state, and engagement,
440, 442

Psychological theories and research,
352-362

Psychologists, industrial-organizational.
See Industrial-organizational
psychology practitioners

Psychology of Executive Coaching
(Peltier), 804

Psychology research needs, 435-436

Psychology training, 379

Pulse surveys, 193-194, 203
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Q

Q-Afactor analysis, 446, 448
Qualitative measures, 532-533
Quality circles, 40
Quantifying unique contributions,
research needed on, 501
Quantitative data, 538
Quantitative measures, 532
Quasi-experimental designs, 537

R

Rapid response, of a borrow
strategy, 129

RBL Group, 92, 118

Reactions to coaching, measuring,
385-386

Reactive stage, 30, 31, 32

Readiness development, 623, 624

Realignment business situations, facing,
during onboarding, 198, 200

Realistic previews, providing,
175-176, 188, 610

Reality shock, reducing, 167

Realizing the Full Potential of Rising
Talent (Corporate Leadership
Council), 792

Recruiting firms: expense of, 127,
143-144; as a talent channel,
143-147. See also Search firms

Recruiting talent: area of, metrics
for evaluating the, 528, 529-530;
in China, 601, 603, 604-605; for
global organizations, 574;
importance of, 36; methods of,
127, 128-129, 130; need for,
realizing, 9. See also Attracting
and recruiting talent

Recruiting tools, 136

Recruiters, onboarding
responsibilities of, 181

Reduce strategy, 554

Reebok, 147

Referrals, 142-143, 155

Reflective learning, 308, 362

Reframing, 357

Regional reviews, 564

REI, 133

Reinforcement, power of, 355,
356-357

Reinforcing development,
consistently, lack of, 305-306

Relationship-building skills, importance
of, for coaches, 379, 381

Relationships: building, as a transition
task, 164, 167, 169, 187, 191-192,
206, 325; with the chief executive
officer, perspective on, 727,
developing talent through,
106-107, 241; and effective talent
management, 115; identifying,
of leaders, 329; importance of,
326; key, identifying, for leaders,
316, 317, 325-326; networking to
create, facilitating, 582; in partner-
ships, and brand protection,
149-150; past, legacy of, as poten-
tially limiting, 305; quality of,
impact of the, 172, 358, 444-445;
shift in, at the end of official
onboarding, 197-198; trusting,
importance of, 365, 379, 727, 740

Relevance standard, 414

Reliability/validity issues, 270-271,
276, 414, 421, 478, 527, 537

Relocation, role of family in, issue
of, 207

Repatriation: research needed on,
588; successful, 579

Replacement planning: characteristic
of, 37 shift from, 38; and a
short-term view, b5; vs. succession
planning, 404-405, 422; talent
pools originating with, 228.
See also Identifying and assessing
high-potential talent

Replicas, avoiding, 499-500

Research and development
capabilities, building, in China,
596, 611-612

Research in Organizational Behavior
(Van Maanen and Schein), 165



Research needs. See Critical research
agendas; Suggested research
agendas

Resilience, importance of, 735

Resistance, 355, 761-763

Resource-intensive talent
acquisition, 127

Responsibility: holding onto, issue
of, 40—41; for managing
onboarding programs, issue of,
205-206; personal, unwillingness
to take, for development, 763.

See also Accountability

Results: balancing, with values, 261;
delivering, stage of, 173; early,
newcomers attempting to produce,
problem with, 193; measuring,
621, 708-709; proven, 620, 621.
See also Business results

Results agility, defined, 178

Results Based Leadership, 138

Retained search firms, 127, 145

Retaining talent: challenges of,
compared to acquiring talent,
123-124; in China, 600-601, 603,
605—607; and customized talent
management systems, 111, 112;
difficulty of, with a build strategy,
9; effect of strong leadership on,
351, 352; first step in, 123; and the
global marketplace, 551; in global
organizations, 579; importance of,
36; in integrated talent manage-
ment, 90, 91, 96, 100, 108-110; as
a main talent process, 21, 22, 35;
need for, realizing, 9; and orga-
nizational socialization, 167, 168,
171; perspectives on, 731-732;
pressure for, 161; success rate in,
measuring, 736, 737, 738; using
metrics on, to measure impact of
talent system, 495. See also Engaging
talent; Executive onboarding

Retention drivers, 453

Retention predictor, key, 664

Retention risk, 421-422, 424, 429-430
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Retired workforce, tapping into
the, 659

Retirement provisions, 86-87

Return on investment (ROI): in
building functional expertise, 493;
in developing talent, 219; and
engagement, 443; evaluating,
521-523, 737-738; in execu-
tive coaching, 389-390; in the
onboarding process, 204;
research needed on, 775

Reuters, 147

Revenue growth, strong leadership
and, 351

Reviewing talent: alternative
approaches to, 425-426, 427,
effective approaches to, research
needed on, 435; in the high-
potential identification process,
233; as a main talent process, 21,
22, 82. See also Managing leadership
talent pools; Talent review process

Reward systems: building talent
management into the, 95;
integrating experiences into, 384

Rewards, differential, issue of, 422

R-factor analysis, 446

Risk taking, issue of, 203

Ritz-Carlton Hotels, 1384, 187, 475

Road maps, providing new leaders
with, 187-188

Rohm & Haas, 596

Role ambiguity, 167

Role clarity: creating, 702; developing,
167, 168; issue of, 635-636

Role document, 702

Role models: exposure to, in China,
608; of ideology, practicing leaders
as, 297; influence of, 291; peers as,
106; poor, 298, 304-305, 338;
positive, 338; senior executives
as, 59, 63, 304-305

Role test drives, 128

Role theory, 165

Rotational programs, 100, 314, 663

Royal Philips Electronics, 596
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S

Sara Lee, 729

Sara Lee Corporation, 220, 712

Saratoga Institute, 525

Sarbanes-Oxley Law, 475, 476

SAS Institute, 143

Satisficing vs. maximizing talent,
50-51

Saville Consulting, 573

Scalability, importance of, 653

Schlage brand, 83

Scorecards, use of, 154

Search firms, 127, 145, 149, 154, 426,
630. See also Recruiting firms

Sears Roebuck & Company, 672,
673, 674

Second Life, 141, 147

Segmenting talent, 147-149

Selecting projects, issue of, 307

Selecting talent: and alignment with
the talent brand, 155; focusing
on, 48-49; in functional talent
systems, tools for, 487, 491, 492,
and the global marketplace, 550;
locally, in global organizations,
trend towards, 573-574, 587; as a
main talent process, 21, 22, 35; to
participate in socialization process,
296-297, 299-300; perspective on,
interview reflecting, 707;
programmatically, 32; rigorously,
foundation for, examples of, 662,
663; stage of, during the onboarding
process, 173, 174-180, 199;
strategically driven, example of,
10-13; tools for, issues with, 256;
using assessments for, 101, 102;
using metrics on, to measure
impact of talent system, 495;
when developing a leadership
brand, 140. See also Executive
onboarding

Selection bias, 48-49

Self-awareness, as a predictor of
leader change, 368, 374

Self-confidence: developing, 168, 171;
having, 374

Self-critical behavior, valuing, 647

Self-efficacy, 362, 366, 368, 373-374

Self-esteem, 374

Self-identity, 374

Selfimprovement metrics, 521

Self-management, 327

Self-monitoring, role of, in
organizational socialization,
171-172

Self-nomination, 235

Self-reaction, 362

Self-reflection, 362

Self-regulation, 327

Sempra Energy, 220

Senior executives: accountability
of, 543; active involvement by,
in active learning, importance
of, 308; cognitive ability tests for,
issue of, 268; developing
assessment skills of, 217-218; as
high potentials, 220; highest
concerns of, 551; interactions
with, developing talent through,
241, 583-584, 651; involvement of,
in evaluating talent management,
512, 516; and job complexity, 377,
378; lack of interest in talent issues
and support from, 763; mindset
needed for, 40, 42, 43, 81, 92;
and the need for visionary skills,
216-217; recruiting, from external
sources, issue with, 403; role
modeling by, importance of,
59, 63, 304-305; roles and
responsibilities of, 59, 60, 63;
and the talent review process,
626; tenure of, 74; view of human
resource professionals, 64

Senior management review
meetings, 265

Senior specialist competencies,
example of, 483

Seniority-based compensation, 598, 607

Sensitivity training, 283-284



September 11, 2001, 674, 721

SER—]Jobs for Progress National
(SER), 660

Session C, 82, 726

Settling in stage, 173, 195-197

70-20-10 rule, 576, 623, 624, 730

Shareholder wealth, strong leadership
and, 351

Shell Oil, 176, 188, 198, 735

Short-term view, taking a, issue of, 55-56

Sibson & Company, 7

Siemens, 220, 554, 560, 561, 563, 564,
569, 580, 581, 582, 586, 589

Siloed structures, 756

Simple systems, importance, 6563-654

Simpler experiences, including, 320

Simulation exercises, 176

Single position staffing, 37, 38

Situational factors, influence of: on
behavior change, 383-385; on
engagement, 450; on potential,
issue of, 275

Situational Leadership model, 282-283

Six Sigma Forum, 490

Skill enhancement, measuring impact
of talent system on, 495

Slating process, 638

Small group decision-making
research, need for additional, 436

Social acceptance, gaining, 167,
168, 171

Social identity theory, 166

Social intelligence, 255

Social learning theory, 166, 361

Social marginality, 167

Social networking, generation focused
on, 635

Social networks: relationships in,
learning from, 106-107; virtual,
141, 146-147

Social psychology research, need for
further, 435-436

Social responsibility, corporate, 634

Social-cognitive theory, 354, 361-362

Socialization, organizational. See
Organizational socialization
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Socializing leadership vision and
values, 286, 287, 295-300

Society for Industrial and Organiza-
tional Psychology, 482, 502, 624

Society of Human Resource
Management, 556

Solicitation, in the high-potential
identification process, 233, 234

Sony Ericsson, 605

Southwest Airlines, 132-133, 137

Specialist competencies, example
of, 483

Specific abilities, as a factor in
identifying high-potential talent,
245, 256-257

Specific subgroups, evaluating,
518, 519

Speedy talent acquisition, 126

“Staff Turnover Hinders Foreign
Banks in China,” 600, 601, 614

Staffing and managing programs,
challenges of, 666-667

Staffing and workforce planning,
integrating experiences into,
339-340

Staffing metrics, 516, 528, 529-530

Staffing plans, creating, 430

Staffing turnover, in foreign banks in
China, 600-601

Stakeholder needs, meeting, gathering
information on, 191

Stakeholders: acceptance of outcomes
by, 505; concerns of, 526; key,
partnership between, 113; mapping
and interviewing, 191-192;
objectives of customers and,
addressing, in evaluating talent
management, 505, 510-519, 512;
obtaining feedback form, 196-197

Stand, 488

Start-up business situations, facing,
during onboarding, 198, 200

State engagement, 440

Status consciousness, issue of, 203

Stewardship, defined, 114

Stimulus control, 355
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Store Leadership Program (SLP),
662, 663

Strategic asset of choice, 675

Strategic competencies, basing
assessments on, 428

Strategic emphasis, assessment
targeting, 175

Strategic framework, clear,
importance of, 302

Strategic functions, talent for, 77-78

Strategic geographies, talent for,
79-80

Strategic inflection point, 26

Strategic intent behaviors, list of, 703

Strategic issues: discussing, in talent
reviews, 417, 424; influence of, on
talent review focus, 405—-407

Strategic leadership development,
286-287, 300-306

Strategic links, 29-30, 65, 767-769

Strategic metrics, 152, 153, 196, 197

Strategic objectives, addressing, in
evaluating talent management,
505, 506-508, 512, 513, 514

Strategic plans/planning, 81-82, 243,
400-402, 407, 415, 431, 468, 470,
476, 726, 748, 761

Strategic stage, 31, 33-34, 35, 81

Strategic talent management: benefits
of, summary of, 752-753; business
reasons for, 8-9; characteristic of,
37; as a core business practice,
38-40; defined, xxiv; definitions
and terms in, 14-22; going forward
with, 67; importance of, overview
of the, 3—4; issues affecting
implementation of, 47-57;
knowing the success factors for,
22-44; linkages in, 4-8; models of,
20-22, 93; relevant resources on,
summaries of, 781-784; responsi-
bility and accountability for, 57-67.
See also Talent management

Strategic technologies, talent for, 79

Strategic thinking, importance of,
54-55

“Strategic Uses of Evaluation”
(Davidson and Martineau),
813-814

Strategies. See specific type of strategy

Stress, 109

Stretch assignments: benefit of, 317;
in China, 608; early in careers,
importance of, 585; identifying,
and supporting, 322-323; regularly
taking, expectation of, 653

Stretch positions, issue with, 315

Structure approach, 477

Subject matter experts (SMEs),
use of, 482

Subjective talent decision making,
challenge of, 270, 271, 754-755

Success: corporate, key driver of, 301;
enablers and inhibitors of,
finding, research needed on,
500-501; organizational, 175, 213

Success inhibitors. See Derailers

Success, measuring, of talent
management. See Evaluating
talent management

Succession management programs:
effective, and developing talent,
106; quality of, impact of the, 7

Succession management system,
effective, key indicators of a, 331

Succession planning: area of, metrics
for evaluating the, 527, 528,
529-530; effectiveness of, measuring,
737, 738; for and by executives,
55-56; flexible, importance of, 585;
in global organizations, 571-573;
in integrated talent management,
90; integrating experiences into,
330-333, 384; metrics focusing on,
issue with, 516, 518; part of, 214,
220; vs. replacement planning,
404-405, 422; shift in focus for,
324; taking a different approach
to, example of, 707; in the talent
review process, 422—-423; using the
talent management taxonomy in,

329-330. See also Identifying and



assessing high-potential talent;
Talent review process

Succession plans: actually executing,
challenge of, 633-634; in global
organizations, 571, 573; survey
findings on, 525; well-defined,
lack of, 549

Succession research, 404

Successive approximation, 355

Successor pools, 228

Suggested research agendas: on
attracting and recruiting talent,
156; on building functional exper-
tise, 500-501; on experience-based
leadership development, 341-343;
on global talent management,
587-589; on identifying and
assessing high-potential talent,
274-277; on integrated talent
management, 115-116; on
managing leadership talent pools,
434-436; on managing talent in
China, 610-611; on newcomer
adjustment and onboarding,
207-208

Supervisory managers: and job
complexity, 377, 378; success
factors for, 377

Supply chain management model, 46

Support factors, in on-the-job
development, 322-323

Supportive bosses: characteristics of,
383; as a driver of engagement,
444445

Survival-of-the-fittest strategy,
problem with, 315

Sustainability: of behavior change,
measuring, 389; of buy strategies,
issue of, 127; of competitive
advantage, 401, 415; of the employ-
ment value proposition, 133-134;
of a functional talent system, 499,
500; of the leadership culture, 710;
of talent, 618, 619-620, 638

Sustainable talent, building. See
Effective talent management
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Sustaining business success, facing,
during onboarding, 198, 199, 200

Systemic stage, 35, §1

Systems approach: of the Microsoft
talent management approach, 652;
to socializing leadership vision and
values, 298

Systems simplicity, importance of,
653-654

T

T Rowe Price, 220

Tactical metrics, 150, 151, 152

Tailoring experiences, 320

Talent: availability of, issue of, 73-74,
467-468; buffer of, creating a, 100;
categories of, that are
strategic, 76-80; defining, 13-14,
75-76; demand for, increasing, 9;
importance of, 3, 4; linking, and
talent management to financial
outcomes, 4-8, 115-116;
movement of, 21, 22; nature of,
47-51; oversupply or undersupply
of, challenges of, 760; shortage
of, in China, contextual factors
causing, 597-601; as a strategic
resource, 24-27; talent
management, as a critical research
issue, 778-779; tracking, 339-340.
See also specific type of talent

Talent acquisition strategy, 124-131,
141, 143, 619. See also Attracting
and recruiting talent

Talent actions, planning. See Plan-
ning talent actions; Talent review
process

Talent assessment. See Assessing
talent; Identifying and assessing
high-potential talent

Talent bench metric, 631

Talent brand, crafting a, 136-140,
154-155. See also Branding

Talent call model, 625, 627

Talent champions, 762
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Talent channels: developing,
approach to, 657; focused,
creating, using hiring partnerships
for, 657, 658-661; lessons learned
about, 664; productive,
determining, 141-150, 657. See also
Attracting and recruiting talent

Talent declarations document, 708

Talent distribution model, 632-633

Talent Force (Rueff), 137

Talent industry, 213

Talent: Making People Your Competitive
Advantage (Lawler), 783

Talent management: benchmarking
study on, 44; and business strategy
and business results, relationship
among, 20-21; characteristic of,
37, components of, 17-20;
defining, 14-17, 75-80, 552,
618-619; design and execution
issues in, 51-53; differences
between companies in approach
to, perspectives on, 719-721;
evolution of, 37, 116; as a fluid
process, 622; framework for, 20-21;
general approaches to, 45-46;
importance of, 8; influences on
and challenges facing, 53-57;
integrating framework for,
683-691; issues in, 47-57; linking
talent and, to financial outcomes,
4-8, 115-116; main processes in,
21; other approaches to, 44—47;
perspectives on defining, 712-714;
poorly executed, consequences
of, 503-504; practice alignment
in, evaluating, 528, 529-530; rel-
evant resources on, summaries of,
781-821; roles and responsibilities
in, 57-67; search for potential as
part of, 220; shift to, 38; stages of,
30-34, 35, 81; strategic links and,
29-30, 767, 768; strategy for,
choosing an appropriate,
requirements for, 400; success
factors for, 22—44; taxonomy of,

building a, that leverages
experience, 318-330; trends and
observations on, 628, 630-635;
two-pronged approach to, 620-625.
See also Global talent management;
Integrated talent management;
Strategic talent management

Talent management decision
architecture model, 81

Talent management evaluation.
See Evaluating talent management

Talent Management: From Competencies
to Organizational Performance
(American Productivity and
Quality Center), 781-782

Talent management menu, 112

Talent management metrics:
categories of, 521; dashboard, 516,
517, defining the, 523-532; focus
of, issue of, 516-517

Talent management models, broad,
research needed on, 770-771.
See also Integrated talent manage-
ment; Strategic talent management

Talent management outcomes,
desired: always being mindful of
the, 500; evaluating, 519-521, 540,
541; research needed on, 500-501;
sample of, 513, 514, 515

Talent management perspectives.
See Allstate case study; Cargill case
study; Chief human resource
officer (CHRO) perspectives;
Home Depot case study; Microsoft
case study; PepsiCo case study

Talent management plans,
accountability for, 431

Talent management, strategic. See
Strategic talent management;
Talent strategy

Talent management systems:
customized, 111-113; designing,
together with their evaluation,
505; embedding experiences in,
330-340, 383-384; experience-
based, building a taxonomy for,



318-330; integration of, 74, 80;
issue of, 51-52; online, example
of, 643-647, 652, 653; research
needed on, 772-774; retired CEO’s
perspective of, 707-708; sophisti-
cated and evolved, 83; sustainable,
749; transferring, to China, issue
of, 596-597. See also specific programs
and processes

Talent management talent. See
Human resource and talent
professionals

Talent metrics: broad, using, 423;
developing better, need for, 750,
759-760; more useful and precise,
research needed on, 776-777;
ongoing, use of, 407

Talent mindset: companies
demonstrating the, 404; defined,
110, 404; encouraging creation of
a, 550; engraining a, 23, 40-44, 63,
66, 81, 92, 116, 748-749; global,
creating and supporting a, 584.
See also Talent stewardship

Talent mix, assessing the, across an
organization, 339-340

Talent movement. See Moving/
deploying talent

“Talent on demand” framework, 46

Talent ownership, issue of, in global
organizations, 566-567

Talent pipeline, building a, starting
point for. See Attracting and
recruiting talent

Talent pipeline programs. See
Leadership development
programs/systems; Leadership
pipeline programs

Talent planning: challenge of, due
to differences in planning cycles,
761; holding onto responsibility
for, issue of, 40—-41; incorporating,
in organizational planning, 81-82,
400-401, 748; perspective on,
726. See also Talent review process;
Workforce planning
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Talent Planning Executive
Summary, 538

Talent pools: addressing, in evaluation,
508; categorizing, 228-229;
defining, 13-14; diversity, 231-232;
high-potential, size of, 230-231;
quality and depth of, critical
indicators of the, 423; redefinition
of organizational, example of, 675;
research needed on, 774, 775;
segmentation of, 147-149, 229;
select, reviewing, 425; senior,
movement for, 623; size of,
230-232; strategic, 76-80; targeted,
example of, 661; top performers
in, demand for, 73-74. See also
Identifying and assessing
high-potential talent; Managing
leadership talent pools; Pivotal
talent pools

Talent professionals. See Human
resource and talent professionals

Talent profiles, global, 564, 567-570

Talent requirements, identifying, 89,
97. See also Business strategy;
Identifying talent

Talent review process: agenda for
the, content of the, 423-425;
attributes critical to the success of
the, 431-434; choosing whom to
review in the, 415; content areas
for discussion in the, 416-423;
designing the, 402, 409, 410,
415-425; follow-up in the, 409,
410, 411, 414, 428, 429-430,
430-431, 434; in global
organizations, 570-575; and global
talent assessment, 563-564; and
identifying high-potential talent,
236-237, 238; including devel-
opment discussion in the, 240;
outcomes of the, 428—431; in
the PepsiCo talent management
model, 621, 623, 624, 625628,
629, placement of the, in the
organization planning process,
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243, 400401, 415, 748;
planning and executing the, cycle
of, 401-402, 415; practical guides
for designing and implementing
a, sources of, 405; preparing for
the, and roles during, 409, 410,
414-415; resolving questions from
the, 429; roles in the, 407-411,
412-413; successful, characteristics
of a, 414-415; and talent owner-
ship issues, 567; time allocated for
the, 415, 416, 567. See also
Identifying and assessing
high-potential talent; Reviewing
talent; Succession planning

Talent Solution, The (Gubman), 782

Talent specialists. See External
consultants; Human resource
talent specialists; Industrial-
organizational psychology
practitioners

Talent stewardship: creating a
culture of, 93-95, 110; degree of,
influence of, perspective on,
724-725; implementation of,
113-115; in an integrated model,
95, 96. See also Talent mindset

Talent strategy: aligning the, 96, 715,
725; basis for the, 425; choosing a,
requirements for, 400; determining,
perspectives on, 730; distinguishing
between human resource strategy
and, 713; embedding into strategic
planning process, 82; focusing
on achieving, 33; influence of
the chief human resource officer
on setting, 725; in the integrated
talent management model, 95,
96; integrating human resources
around, 728-730; integrating the,
584; lessons learned about
implementing, 738-740; sample
elements of a, 427, strategic links
and, 29, 30, 65, 768; in the talent
management framework, 20, 21,
22; translating business strategies

into, 28, 83. See also Business
strategy; Human resource strategy;
Talent acquisition strategy

Talent strategy models, 125-131, 770.
See also Build strategy; Buy Strategy

Talent strategy reviews, 425-426

Talent sustainability framework,
619-620, 638

Talent wars, 123, 141, 157, 402, 469,
518, 604, 630

Talentship model, 46

Team learning, increasing, 365-366

Team transition meetings, 189-191

Team-based learning, 285

Teams, dysfunctional, 309

Technological explosion, 549

Technologies, strategic, talent for, 79

Technology: enabling feedback
through, 304; facilitating
integration with, 87-88;
improving on-thejjob development
with, 340-341; overemphasis on,
issue of, 433—-434; web, leveraging,
635. See also Information systems

Technology tools, handling, as a
transition task, 164, 171, 187

Tenure: executive, 12; as a factor in
identifying high-potential talent,
244, 253

Terrorist attacks, 674, 721

Test driving roles and talent, 128

Thinking strategically, importance of,
54-55

360-degree behavioral competency
survey, 255-256

360-degree feedback: in the career
growth model, 621; in China, 608;
for developing leadership talent,
285; face-to-face, in leadership
assessment, 649, 651; to identify
high-potential talent, 247, 248,
265-267, 571; implicit assumption
in using, 366; for individual skill
development, 288; for measuring
coaching outcomes, 389; using
ratings from, 337, 683, 685



3M, xxiv, 55, 562, 564, 567, 586

Three-way discussions, assessments
leading to, 102

Three-way partnership, developing
talent as a, 102-103

Time issues: in building functional
expertise, 478; in following-up
development initiatives, 295; in
identifying high-potential talent,
229-230; for leaders investing
in talent management, 691, 694,
717, 718; in measurement, 533,

534-536; in organizational change,

654; in pipeline programs, 665;

in solicitation, 234; in succession

planning, 573; in the talent review

process, 415, 416, 567
Time management, perspective on,

727-728

Top management. See Chief executive
officers (CEOs); Senior executives

Top talent, striving for, and
compensation issues, 85

Topgrading (Smart), 85

Top-performing companies,
characteristics of, 524

Towers Perrin, 439, 440, 453, 459,
611, 614, 821

Toyota, 147

Tracking high-potential individuals,
271-273

Tracking metrics: for the develop-
ment planning process, 334; for
the high-potential identification
process, 272; for the onboarding
process, 165, 206

Tracking talent, 339-340

Tracking turnover, 238

Training: for building functional
expertise, 466—467; centrally
planned, in China, 598; investing
in, for partners and mentors in

the onboarding process, 203, 206;
to prepare for global assignments,

issue of, 578, 579; in psychology,
for coaches, 379; University, in
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China, issue of, 599-600. See also
Education

Training orientation, shift from a, to a
learning orientation, 316

Training performance, correlation
between intelligence and, 369

Training programs, developing
talent through, 107-108, 283-284,
337-338, 489

Training workshops, use of, 282-283

Trait engagement, 440

Transaction processing, 476

Transition, as a main talent process,
35. See also Executive onboarding

Transition tasks, 163—-164, 187

Transnational corporations, number
of, 549

Transnational talent management
issues. See Global talent manage-
ment

Transparency: about high-potential
status, issue of, 239; of the
CareerCompass system, 646, 653;
vs. confidentiality, 53, 760; greater,
providing, 634; lack of, challenge
of, 760-761

Trend data, 533

Trust: in chief human resource
officers, 727, 740; in coaches, 365,
379; cornerstone of, 133;
establishment of, importance of,
115; key to, 155; level of, in rela-
tionships, 358; lost, issue of, 154

TRW, 581

Turnaround business situations,
facing, during onboarding, 198,
199, 200

“Turning to Outside Candidates to
Find Chiefs,” 160, 210

Turnover: addressing, in evaluation,
507, 508; causes of, 238-239;
drivers of, investigating, 444—445;
effect of strong leadership on, 351;
executive, 10-11, 24, 160-161, 403,
444-445; expected, considering,
in determining talent pool size,
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231; measuring, 108, 736; reducing,
205, 610; risk of, 273, 432;
significant, gaps in the pipeline
from, example of, 451; of staff in
foreign banks in China, 600-601;
tracking, 238; unexpected, and
succession planning, 571.
See also Retaining talent
Turnover intentions, identifying,
249-250
Turnover intervention tool kits,
453-455
2008 financial industry crisis, 10-11
Tyco, 220

U

Uncertainty avoidance, awareness
of, 202

“Understanding Cultures and Implicit
Leadership Theories Across the
Globe” (House, Javidan, Hanges,
and Dorfman), 817-818

Unengaged stars, 261

Unilever, 465, 735

Unilever China, 609

Unique experiences, identifying, 320

United Nations (UN), 549, 593

U.S. Army, 296

U.S. China Business Council, 596, 614

U.S. companies: global leadership
development in, 576; and
international assignment failure
rate, 575

U.S. Department of Defense, 659, 660

U.S. Department of Education, 467

U.S. Department of Labor, 439, 459,
658-659, 660

U.S. Department of Veteran Affairs,
659, 660

U.S. Marine Corps, 146

Universal competency models, issue
with, 293

Universities, corporate. See Corporate
colleges/universities

University alliances, 145-146, 659

University of Illinois, 673

University of Michigan, 138, 722

University training, in China, issue of,
599-600, 603

University-based programs, 240-241,
283, 284, 490, 737

User-friendly interface, importance
of, 653-654

“Using Social Networking to Fill the
Talent Acquisition Pipeline”
(Hansen), 786-787

A\

Validation approach, 482

Validity/reliability issues, 270-271,
276, 414, 421, 478, 527, 537

Value proposition, employment.
See Employment value
propositions

Values: and engagement, 441, 442; as
a factor in identifying high-potential
talent, 261, 262; organizational,
638, 756; socializing leadership
vision and, 286, 287, 295-300

Values statement, corporate,
example of, 617

Veterans, hiring, 659, 660, 663

View, short-term vs. long-term, issue
of, 55-56

Virgin Atlantic, 133

Virgin brand, 133

Virtual social networks, 141, 146-147

Vision: organizational, 297, 300;
socializing leadership values and,
286, 287, 295-300

Vision Service Plan, 193

Visionary skills, need for, 216-217

Voices 360-degree assessment, 571

w

W. K. Kellogg Foundation, 519, 547
Wall Street, 140

Wall Street Journal, 142

Wal-Mart, 139, 550

Wal-Mart China, 596, 605



War for talent, 123, 141, 157, 402,
469, 518, 604, 630

“War for Talent” article series
(McKinsey Group), 550

War for Talent, The (Michaels,
Handfield-Jones, and Axelrod),
6, 735, 783-784, 786

Warning metrics, 521

Watson Glaser Critical Thinking
Test, 255

Watson Wyatt Worldwide, 7, 72,
606, 614

Wave Leadership Style Assessment, 573

Websites: career, 136; examples of,
for developing functional
competency, 490

Welcoming atmosphere, fostering, 193

Western multinationals (WMNCs),
issues of, in China, 595-597. See
also Managing talent in China

“What We Know About Leadership”
(Hogan and Kaiser), 802-803

“When Growth Stalls” (Olson, van
Bever, and Verry), 811

Whole Foods, 137

Work and performance indicators of
disengagement, 454

Workforce: change in the, challenge
of, 634-635; flexible, and a
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borrow strategy, 129; organizations
involved in developing the,
658-659; retired, as a talent
channel, 659; trends in the, 551
Workforce demographics, 724
Workforce Management, 142, 144, 158
Workforce planning: in global
organizations, 552-555;
importance of, 36. See also
Business strategy; Talent
planning
Work-life balance, 611, 732, 764
World Encyclopedia, 599, 614
World environment, 549
World is Flat, The (Friedman), 550
World of Warcraft, 147
World Trade Center attacks,
674, 721
World Trade Organization, 597
W.R. Grace & Co., 220

X

Xerox, 192
Xerox PARC, 147

Y

Yahoo!, 448, 449, 453
Yerkes-Dodson law, 323






