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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 fi t: 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 identifi cation on, 
issue of, 214, 247, 248, 263, 264; 
competency-centric programs 
focused on, 294–295; dashboard 
refl ecting, 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 
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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, defi ning, 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; defi ning, 
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 identifi ca-
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, 

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 specifi c 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: defi ned, 
570–571; identifi cation process 
for, implementing, importance of, 
585–586

“Early Identifi cation 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, benefi ts of, 752–753; 
themes associated with, 745–752
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Effectiveness, measuring, 390, 
493–494, 495

Effi cacy beliefs, 362, 366, 368, 373–374
Effi ciency, measuring, 390
80/20 rule, 585, 672–673, 676
Emergency succession situations, 571
Emerging leaders, defi ned, 570–571
Emerging markets, 9, 580
Emotional attachments, 440, 442
Emotional intelligence, 255, 284
Emotional stability, as a predictor of 

leader change, 370
Employee benefi ts, 18
Employee commitment: in defi ning 

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, defi ning, 627; 
truly knowing, 625

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; 

defi nitions 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: defi ning 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 
profi les, 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; defi ning 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; defi ned, 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; infl uence 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 offi cers 
(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
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Executive turnover, 10–11, 24, 
160–161, 403, 444–445

Executives. See specifi c 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, infl uence 
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 defi ned, 307

Expeditious approaches, research 
needed on, 501

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

Experience Economy, The (Pine & 
Gilmore), 349

Experience gaps, highlighting, 331
Experience profi les, 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 

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 profi les, 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, defi ning, 
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, infl uencing 
talent review focus, 405–407

External evaluations, issue of, 
268–269

External talent: and assessing cultural 
fi t, 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 fi t

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
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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; defi ned, 465; distinction 
between organizational capability 
and, 464–465; history of, 466–467; 
level of, organizational capabilities 

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, defi ning, at the 

individual level, 478, 479, 480–481, 
482, 483–484

Functional talent systems, 501; 
business imperatives driving, 471; 
components of, identifying and 
building, 478, 485–493; foundation 
for, 470–471; impact of, diffi culty 
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 identifi cation 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, 55, 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 defi nition, 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, 561
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 profi les, 564, 567–570
Global talent reviews, 570–575
Global Workforce Study, 453
Globalization: defi ned, 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; specifi c 
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, 658–659. See also 
specifi c government organization
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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 fi rms
Health benefi ts, 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 Identifi cation 
(O’Connell), 794

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

High professionals: defi ned, 571; 
including, issue of, 518–519

Higher-level positions, and job 
complexity, 369, 377, 378, 379

High-Impact Succession Management 
(Corporate Leadership Council), 
805–806

High-potential identifi cation models, 
260, 261–262
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628, 630–631, 638; changing defi -
nitions of, issue of, 630, 636; char-
acteristics of, input on, 733–735; 
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Hispanic Association on Corporate 
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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; 
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87–88. See also specifi c human 
resource activities and functions

Human Resources Program-Evaluation 
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. 
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42, 43, 66, 81, 110; perspective 
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Metric operational defi nition, 
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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 
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generation, concern over, 635; 
perspective on, 735. See also 
Moving/deploying talent

Moderate experience, defi ning, 
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; 
fl exibility 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

Multiphase socialization process, 
170–171

Multiple leadership models, issue 
of, 289

Multiple learning methods, use of, 
289–290

Multiple learning sessions, 
conducting, 290

Multiple refl ective 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 La Raza (NCLR), 
659, 660

National culture: addressing 
differences in, in global talent 
assessment, 564, 565–566; 
embracing the, 578, 579; 
infl uence of, on the onboarding 
process, 202–203; and prioritizing 
fi t, 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, defi ned, 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 

identifi cation process, 233, 
234–235, 760

Nonprofi t 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 fi ts 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



Subject Index  865

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 modifi cation 
(OBM), 356

Organizational capabilities, 475; 
assessment of competency and, 98, 
553–554; building, 82, 463–464, 
465, 469–470, 477–479, 499; 
defi ning and identifying, 476–477; 
loss of, risking the, 432; necessary, 
realizing, 9; needed, for the future, 
defi ning, 243; required, shortage 
of, 465–466; review of, importance 
of, 97. See also Building functional 
expertise

Organizational capability: defi ned, 
464–465; history of, 466–467

Organizational Capability: Competing 
from 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

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 defi nition 
on, 638; importance of, 36, 732; 
inclusive, 619, 638; infl uence 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 fi t, 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, infl uencing talent review 
focus, 405–407

Organizational inertia, 177
Organizational leadership, assessment 

targeting, 175
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Organizational needs: customizing 
talent management to fi t, 
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 identifi cation 
process, 232

Organizational socialization: con-
ceptual development of, 165–166; 
defi ned, 165; fi ndings 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 defi nition 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: defi ned, 
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 
defi ned, 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 specifi c type of outcome
Outsourcing, 65, 430–431, 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 
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talent management plans, 431; of 
talent management practices, 509, 
543, 739, 740

P

Pacifi c Rim. See Asia Pacifi c
Paradigm shift, 503
Partner meetings, 189
Past performance: basing high-

potential identifi cation 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, defi ned, 178
People approach, focusing on a, 

477–479
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

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: fi nancial, 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, 

defi ned, 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 

profi les, 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; 

defi ned, 214; diffi culty defi ning, 
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
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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

Professional development, 
importance of, 36

Professionalism, importance of, 380
Professionals, shortage of, in China, 

contextual factors causing, 
597–601

Profi ler 360-degree assessment, 571
Profi t and loss statements (P&Ls), 

multiple, issue of, 723
Profi t, strong leadership and, 351, 352
Profi t-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-factor 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 fi rms: expense of, 127, 
143–144; as a talent channel, 
143–147. See also Search fi rms

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
Refl ective 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 
offi cer, 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 offi cial 
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, 55; 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
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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, defi ned, 178
Results Based Leadership, 138
Retained search fi rms, 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; 
diffi culty of, with a build strategy, 
9; effect of strong leadership on, 
351, 352; fi rst 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

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 identifi cation 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, 134, 137, 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; infl uence 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
Satisfi cing vs. maximizing talent, 

50–51
Saville Consulting, 573
Scalability, importance of, 653
Schlage brand, 83
Scorecards, use of, 154
Search fi rms, 127, 145, 149, 154, 426, 

630. See also Recruiting fi rms
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 refl ecting, 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
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Stakeholder needs, meeting, gathering 

information on, 191
Stakeholders: acceptance of outcomes 
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Effective talent management

Sustaining business success, facing, 
during onboarding, 198, 199, 200

Systemic stage, 35, 81
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, 
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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, 625–628, 
629; placement of the, in the 
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