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A

Accelerated Delivery Program
(ADP) [GlazoSmithKline], 191,
196-197

Accelerated Leadership Development
Program (ALDP) [3M], 47-48

Accountability: allow people to learn in
their own way but with, 62; as catalyst
for development, 11; Yum! Brands’
focus on international
development, 70

Action Learning Associates Limited
(UK), 343

Action learning projects, 428

Adult learning styles, 341

African Wildlife Foundation, 207

After-Action Reviews (AAR), 290,
291-292, 301

Army Training and Doctrine
Command, 154

Ash Institute for Democratic
Governance and Innovation (Harvard
Kennedy School), 174

ASME, 280

Assessment: Genentech’s Director
Development Pathways (DDP) step
on, 241-242; Kelly Services’
experienced-based development
using, 101-103, 112¢; performance
appraisals, 427; 3M’s approach to
individual, 57-58. See also Feedback

Attacks (Rommel), 381
Australian Business Volunteers, 210

B

Backwards classrooms (flipped
classrooms), 309¢, 313-314, 322,
326-327

Bersin’s Enterprise Learning
Framework, 98fig-99

Bhagavad Gita (Song of the Lord), 259

Bhakti yoga, 259

Boss as development catalyst study:
examining the issue of, 397;
exceptional bosses in action, 409—
411; how good bosses impact
developmental experiences, 398-409;
implications of findings of the, 414—
419; the larger context of findings
of, 411-414; summary and
recommendations based on
the, 419-420. See also Senior leaders

Boss-protégé relationship: added value
of formal HR processes provided
through, 410-411; description of
different types of, 409-410; study
findings on the, 411-414; study
implications on future development
of, 414-419. See also Mentoring

Bosses’ good practices: developing skills
and mitigating flaws approach
by, 401-403; inspiring, raising the
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bar, demanding excellences, 403—
405; offering career advice and
guidance, 407-409; providing
exposure to senior executives, 400-
401; providing opportunities for
growth, 398-400; providing timely
feedback, 398, 403; role modeling
provided by, 405-407

Brand Finance, 141

“Building breadth of experience”
concept, 27

Built to Last (Collins & Porras), 45

Business strategy: development driven
by, 6-7; development that addresses
live challenges related to, 309e-312,
321, 325; Eaton Corporation’s
experienced-driven leadership
supporting, 6, 22-25, 27, 29; link all
talent decisions to the, 61; Yum!
Brands’ questions on, 71¢

Business Week, 141

C

Career path: experience as the center
of planning your, 427-428; GSK’s
Future Strategy Group (FSG)
participants, 192-193¢ Kelly Services’
My Career performance management
process for, 101-103; profile:
building a career in general
management at Eaton, 256-26¢ Tata
Group’s job assignments as part of
the, 150-152; 3M’s Career
Development Community and other
approaches to, 42-43, 60

Catalysts for development: for
experience-driven development, 10—
12; good bosses as, 397-420; Yum!
Brands’ questions on, 71¢

CDC Development Solutions, 210

Celebration of Service (hosted by
IBM), 207

Center for Creative Leadership
(CCL), 163, 262, 308

Central Intelligence Agency
(CIA), 157, 166, 170. See also U.S.
Intelligence Community’s Joint Duty
(JD) Program

Central Intelligence Agency (CIA)
Counter Terrorism Center, 160

CEOs: decreasing tenure of, 116; GSK’s
Future Strategy Group (FSG) role
of, 201; making experiential learning
into priority of, 432; as owning the
talent agenda, 61-62; shared
responsibility for learning from
experience, 429-431; VUCA
environment during transition to
new, 114. See also Senior leaders

Challenge your story, 370-372, 389

Champions (3M), 51

Chunked knowledge, 289

Coaches: focus on educating
development, 91; to help leaders to
challenge their own stories, 371-372;
as JK Group’s Fire of Experience
program stakeholder, 260, 270

Coaching: After-Action Reviews (AAR)
used for, 290, 291-292, 301;
Genentech’s Director Development
Pathways (DDP) use of, 234
imagining a simulation used as part
of, 278-279; Kelly Services’ focus on
two areas of, 104; providing real-time
development support through, 319,
323-324, 327-328; rotational
programs using, 164; Yum! Brands
use of breakthrough, 85. See also
Mentoring

Cognitive task analysis, 288-289

Communication: efforts to embed a
common language for
development, 433; stories and
storytelling form of, 295-296,



369-372, 388, 389, 433. See also
Feedback

Communities of practice, 131-132

Competencies: experience as the driver
of, 426fig; formal development used
to develop employee skills and, 434;
IBM’s Corporate Service Corps (CSC)
use of experience to develop, 218
positioned as one of the possible
outcomes of experience, 428. See also
Expertise development

Conceptual design, 294

Cooper Industries, 21-22

Corporate Leadership Council, 334

Corporate Service Corps. See IBM’s
Corporate Service Corps (CSC)

Corporate social responsibility (CSR):
Celebration of Service (hosted by
IBM), 207; description of, 205-206;
IBM’s Corporate Service Corps
development approach using, 206—
226; Microsoft’s Front Line program
combining development with, 324—
329; Social Identity Theory on

employees’ self-image related to, 217;

Tata Group’s commitment to, 148.
See also Non-governmental
organizations (NGOs)

Counter Terrorism Center (CIA), 160

Cross-business assignment: Eaton
Corporation’s development
through, 30-33; expected lessons
from, 28t

Cross-functional experiences:
description of, 38; Eaton
Corporation’s development
through, 38-39

Cultural differences: IBM’s CSC
participants and increased
understanding of, 216-217; IBM’s
employee preparation to
understand, 212; Indian cultural
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ethos and high power distance
relationships, 267-268

D

Deliberate practice: as catalyst for
development, 11; done as real-time
practice, 375-377; examples of
success through, 390-391; Expert
Paradox resolved through, 364-365;
forecasting opportunities for
repetition of, 383-384; getting
feedback on, 377-380; key identifiers
of, 365; preparing for, 372-375, 389;
self-evaluation of your own, 378-379

Department of Justice (DOJ), 170

Department of State, 173

Developing Global Executives (McCall &
Hollenbeck), 396

Developmental activities: for leading
without authority, 129¢; for learning
from other people, 129¢; for starting
a project from scratch, 128e-129¢; for
turning a business around, 128e. See
also Experiences; Job assignments

Developmental heat concept, 203

Digital Immersive Virtual Environment
(DIVE), 298

Digital Opportunity Trust
(Canada), 210

Director Development Pathways (DDP).
See Genentech’s Director
Development Pathways (DDP)

Director of National intelligence
(DNI), 157, 161

Disney/ABC Television Group, 60

E
Eaton Corporation: “building breadth
of experience” concept used at, 27;
CEO-led reevaluation at, 20-22;
commitment to personal

development through continuous
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learning, 434; Cooper Industries
acquired by, 21-22; decentralized
model used at, 20; development as
mechanism for movement at, 9;
development driven by business
strategy at, 6, 22-25, 27, 29;
developmental experiences and
expected lessons at, 284 guide to
chapter content on, 13# “In the
Zone” program at, 22-23; key things
to consider for experience-driven
leadership at, 40-41; measurement
and tracking of development at, 433;
moving their leadership development
across boundaries, 29-39; need for
talent development at, 19-20;
profile: building a career in general
management at, 256-26¢;, “Talent
Reviews” held at, 27; thirteen best
types of experiences for development
at, 24e

Emergent Leader Immersive Training
Environment (ELITE), 297-298,
299

Emerging Leaders Program (ELP)
[3M], 47-48

Emotional appeal, 293

Empathy, 293

Employee Development and
Performance Plan (EDPP), 128¢

Employee selection: Genentech’s
Director Development Pathways
(DDP) approach to, 235; for the
GSK’s Future Strategy Group
(FSG), 190-191, 434; for IBM’s
Corporate Service Corps (CSC),
208-210; Kelly Services experienced-
based development, 100-101, 112¢;
Microsoft’s Leadership Development
Group (LDG), 312-313; Tata Group
TAS program’s approach to,
142—-144; Yum! Brands’ materials on

recruiting talent, 71¢, 86. See also
Identifying leadership potential

Enabling learning objectives
(ELOs), 290

Enterprise Learning
Framework, 98fig-99

Everyday Learning Disciplines: diagram
of the, 367/ig; discipline 1: position
for stretch, 366-369, 388; discipline
2: surface the story, 369-370, 388;
discipline 3: challenge the
story, 370-372, 389; discipline 4:
prepare for deliberate practice,
372-375, 389; discipline 5: practice in
real time, 375-377; discipline 6:
evaluate performance, 377-380;
discipline 7: capture lessons of
experience, 380-383; discipline 8:
forecast opportunities for
repetition, 383-384

Evidence-based instructional
design, 290

Executive on-boarding transition
checklist, 118e-119¢, 120-121,
123-124

Experience by Lessons Matrix, 127fig

Experience-driven leadership
development: as a core organizational
value, 431-434; Eaton Corporation’s
approach to, 6, 131, 20-41, 433, 434;
expertise developed through,
358-392; Genentech’s Director
Development Pathways (DDP)
approach to, 228-248, 434; GSK’s
Future Strategy Group (FSG)
approach to, 195-200, 432, 434;
HEINEKEN FLM-DP (First-line
Manager Development Programme)
approach to, 6, 334-353, 433, 435;
how leadership development
professionals can enhance, 384-389;
IBM’s Corporate Service Corps (CSC)



approach to, 9, 97, 205-226, 432;
introduction to, 3-5; Kelly Services’
approach to, 99-112¢, 433; looking
forward to the future of, 434—-436;
Microsoft’s Leadership Development
Group (LDG) approach to, 308-330,
434; simulation-based, 278-301; six
elements of, 6-12; Tata Group’s
approach to, 6, 7, 11, 134, 140-141,
150-153, 432; 3M’s approach to, 6,
9, 10, 46-62, 432, 433; U.S.
Intelligence Community’s Joint Duty
(JD) Program use of, 156-185,
432-433; Yum! Brands Leadership
Development Framework based

on, 82-83, 432, 433. See also
Experiential learning
Experience-driven leadership
development elements: catalysts for
development, 10-12, 71t, 397-420;
driven by business strategy, 67, 714
employee selection by identifying
potential, 8-9, 71t focused on
experience, 7-8, 714 mechanisms for
movement and job

assignments, 9-10, 714 See also specific
element

Experiences: at the center of talent
management, 426/ig-429;
competencies positioned as one of
the possible outcomes of, 428;
consequences of failing to learn
from, 3855-357, 392; cross-business
assignment, 281, 30-33; development
focused on, 7-8; as the driver of
leadership competence, 218¢, 426/ig;
Eaton’s “building breadth of
experience” concept of, 27; front
end assignment, 28¢ how discussing
learning increases the development
impact of, 62; international (or
cross-regional) assignment, 284 Kelly
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Services’ experienced-based
development using, 104-109, 112¢;
line-to staff assignment, 281, 33-36;
for managing external

relations, 130¢ managing

others, 281 operations

assignment, 28% start-up or
acquisition, 28 turn around or
fix-it, 284 understanding that it
alone is insufficient for
development, 308; working on
current and real problems, 311-312;
Yum! Brands’ questions on, 71t See
also Developmental activities;
Leadership development

Experiential learning: allow people to

learn in their own way, 62; as the
best teacher for development,
331-332; common challenges in
successful, 204¢ communication
about process and outcomes of, 433;
competencies developed

through, 218t 426/ig, 428;
consequences of failed, 355-357,
392; as core organizational

value, 431-434; developmental heat
concept to describe rich, 203;
documenting in writing, 380-383;
how discussion increases the
development impact of, 62; how
emotion facilitates, 293; how good
bosses impact developmental
experiences and, 398-409; impact of
individual characteristics on GSK’s
FSG, 198-200; made into priority of
senior leaders, 432; as shared
responsibility, 429-431; using
simulation-based techniques

for, 278-301. See also Experience-
driven leadership development; Job
assignments; Learning; 70-20-10

framework
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Expert Paradox, 363-364

Expertise development: deliberate
practice for, 11, 364-365, 372-380,
383-384, 390; Everyday Learning
Disciplines for, 365-384, 390, 392;
examples of successful and failed
development of, 390-392; how
leadership development professionals
can enhance, 384-389; new research
on, 357-358; principles of, 358-365.
See also Competencies; Performance
management

Expertise development professionals:
learning and development (L&D)
professionals, 387-389; talent
professionals, 385-387

Expertise principles: elite performance
is non-transferable, 359-360;
experience builds flexibility and
automaticity, 362-363; experience
does not guarantee excellence, 361—
362; expert paradox: automaticity
interrupted, 363-364; expertise is
extreme adaptation to context, 358—
359, 386-387; expertise takes time
and experience to develop, 360-361;
how experts resolve the Expert
Paradox through deliberate

practice, 364-365

F

Family as stakeholder, 260

Fast-moving consumer goods company
(FMCG), 332

Federal Bureau of Investigation (FBI):
mandatory “out-briefing” class of
the, 168; National Security Branch of
the, 160, 170. See also U.S.
Intelligence Community’s Joint Duty
(JD) Program

Federal Union, 223

Feedback: After-Action Reviews (AAR)
for, 290, 291-292, 301; as catalyst for
development, 11; deliberate practice
evaluated through, 377-380;
development through 360-
degree, 164; Genentech’s Director
Development Pathways (DDP) group
session, 237-238/ig; how good bosses
provide timely, 398, 403; JK Group’s
360-Degree Dipstick survey, 265—
267¢, 269; “prize surprise” to, 379-
380. See also Assessment;
Communication; Performance
appraisals

Fire of Experience program. See JK
Group’s Fire of Experience program

15 percent time principle (3M), 44

Flight stimulations: Link Flight Trainer
as early, 280; virtual humans as role
players in, 280-281

Flipped classrooms, 309¢, 313-314, 322,
326-327

FMCG (fastmoving consumer goods
company), 332

Foreign Affairs magazine, 208

Formal development differentiators:
address live business challenges
as, 3096312, 321, 325; enroll the
right people as, 309¢, 312-313, 322,
325-326; exceptional bosses and
added vlaue of, 410-411; flip the

classroom as, 309¢, 313-314, 322,
326-327; leverage your leaders

as, 309¢, 314-318, 322-323, 327,
provide real-time support as, 309,
318-320, 323-324, 327-328; three key
values of, 308-309

Formal development programs: action

learning projects of, 428; changing
emphasis and focus of, 428; value
differentiators of, 308-328, 410-411



Fortune magazine’s Best Companies for
Leaders, 43, 64—-65

Fortune magazine’s Top 20 Most
Admired Companies, 43

Front end assignment. See Job
assignments

Front Line program
(Microsoft), 324-329

Future Strategy Group (FSG). See
GlaxoSmithKline’s Future Strategy
Group (FSG)

G

Genentech: business strategy driving
development at, 6; development as
mechanism for movement at, 9;
Director Development Pathways
(DDP) of, 228-248; founding and
early expansion of, 230-231; guide
to chapter content on, 13# human
resources (HR) focus on
development at, 231-232; online
training through self-serve website
of, 11, 239-246, 434

Genentech’s Director Development
Pathways (DDP): business events as
part of the, 238-239; designed to
create customized learning
opportunities, 228-229; group
sessions of the, 237-238ig; initially
positioned as a pilot program,
2929-230, 237-239; lessons learned
from the, 246-248; organizing
framework and methodology of
the, 235-236; participants in
the, 235; program development and
education activities, 236-237;
prototype design of, 233-235;
recognizing the need for, 232-233;

roles of the support network for, 233,

234t; self-service DDP
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website, 239-246¢, 70-20-10
development framework of, 229fig

Genentech’s Director Development
Pathways (DDP) website: description
of the, 11, 239-240; five-step DDP
process tools and resources available
on the, 240-245; Genentech
Function in a Box (gFIB) tool on
the, 242-243¢, primary tools housed
on the, 240fig; providing easy-to-use
tools to employees through the, 434;
tools for creating and executing an
action plan, 243-245; tools for
debriefing, reflecting, and applying
on the, 245, 246¢, usage of
the, 245-246

General Schedule 11 (GS11)
employees, 158, 160, 166, 178

General Schedule 12 (GS12)
employees, 158, 178

General Schedule 13 (GS13)
employees, 158, 171

General Schedule 15 (GS15)
employees, 158, 174, 178

General Schedule (GS) pay grade
levels, 158

GlaxoSmithKline (GSK): attention to
transition points at, 11; CEO’s Future
Strategy Group (FSG) of, 189-204,
434; common challenges in successful
experiential learning issues for, 204¢;
guide to chapter content on, 134
PULSE program of, 199; 70-20-10
concept adopted by, 188; workshops
as catalyst for development, 11

GlaxoSmithKline’s Future Strategy
Group (FSG): Accelerated Delivery
Program (ADP) workshops for
the, 191, 196-197; as both a think
tank and development chamber, 189;

career progression for
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participants, 192-193; comments
from the participants of, 1941951
description and purpose of, 189;
designed to teach employee
skills, 434; four cohorts of
participants (2010-2012) in, 190;
origins of, 190; as priority of senior
leaders, 432; recommendations and
questions for future of, 200-204;
researched review of, 193, 195-200;
role changes made by
participants, 1931 selection criteria
for, 190-191, 434; senior leadership
role in, 201; structure of the
experience used for, 191-192

“The Globally Integrated Enterprise”
(Palmisano), 207-208

Goldwater-Nichols Department of
Defense Reorganization Act
(1986), 156, 183

Guided Experiential Learning (GEL):
After-Action Review (AAR), 290,
291-292, 301; cognitive task
analysis, 288-289; development
of, 287-292; evidence-based
instructional design, 290;
introduction to, 279; learning
objectives and instructional
frameworks, 289-290

Gyana yoga, 259

H

Haigh, 141

HEINEKEN: communication about
experienced-based development
at, 433; development obstacles to
overcome at, 435; as FMCG (fast-
moving consumer goods
company), 332-333; groups sessions
on job assignments at, 11; guide to
chapter content on, 13 inclusion of
developmental experiences in their

succession process, 125; Learning
Philosophy of, 337; organizational
matrix of, 333-334

HEINEKEN FLM-DP components:
continuous learning groups, 340-
343; kick-off, 337, 339; pilots and
deployment, 343-344;
workshops, 338fig, 339-340

HEINEKEN FLM-DP (First-line
Manager Development Programme):
business context of, 332-334;
business strategy driving, 6;
communicating the results through
peer learning groups, 433;
deployment principles of, 3501
designing the intervention, 334-337;
framework of, 338fig; impact of
the, 345-349; insights and inquiry
into the, 349, 351-353; looking
forward, 349; program description
of, 337, 339-344; seven ingredients
for success, 346-348; 70-20-10
approach to the, 337, 340, 350¢
target audience of, 334

HEINEKEN FLM-DP workshops:
Stepping up to Lead, 338fig, 339;
Survival Kit, 338/ig, 339; Team
Performance & Effectiveness, 338/ig,
339

High Flyers: Developing the Next Generation
of Leaders (McCall), 89

High potential employees (HiPos), 316

High-power distance
relationships, 267-268

“HR speak,” 7

Human capital, 61

Human resources (HR), HR tools at
their worst, 128¢

Human resources (HR) professionals:
critical incident interviews on
building on-the-job development
with, 123; examining how they can



build on-the-job development
initiatives, 115-133; as JK Group’s
Fire of Experience program
stakeholder, 260-261; leading form
the middle approach of, 114-115

Human standardized patient (HSP)
model, 282-283

Humata, Hukhta, Havrshta (Good
Thoughts, Good Words, Good
Deeds), 140

I

IBM: business strategy driving
development at, 6; Celebration of
Service hosted by, 207; experience
used for development at, 7; guide to
chapter content on, 13# impact of
the Corporate Service Corps (CSC)
on, 221-222; International
Foundation of, 226; On Demand
Community of, 207; Parallel
Learning and Coaching Model
of, 97; THINK: a Forum on the
Future of Leadership (2012) at, 223

IBM’s Corporate Service Corps (CSC):
changes to refine the design
of, 223-226; corporate social
responsibility (CSR) focus of, 205—
226; development as mechanism for
movement at, 9; employee
development of competencies during
experience of, 2187 groups sessions
on job assignments at, 11; how the
program works, 210-215; impact for
IBM, 221-222; impact on
participants, 215-221; impact on
society, 222-223; key learning areas
during the CSC experience, 216¢
manager application to, 8; origins of
the, 207-208; participation framed as
recognition and a reward, 432;

post-assignment give-back by
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participants, 215; program design
considerations, 224e-225¢; sample
team projects of the, 213-214¢
selecting employees for the, 208-210;
successful outcomes of the, 206-207;
on transfer of knowledge back to the
job, 97

ICT. See Institute for Creative
Technologies (USC-ICT)

Identifying leadership potential, 8-9.
See also Employee selection

Immersive Naval Officer Training
System (INOTS), 283-284, 297-298,
299

India: cultural ethos and high power
distance relationships in, 267-268;
Mahabharata epic of, 258-265, 435.
See also JK Organisation

Indian Hotels, 140

Industrial-organizational (I-O)
psychologists: critical incident
interviews on building on-thejob
development with, 123; examining
how they can build on-thejob
development initiatives, 115-133;
leading from the middle preference
of most, 114

Infosys, 60

Innovation culture (3M), 43-46

Institute for Creative Technologies
(USC-ICT): guide to chapter content
on, 131, 14; Guided Experiential
Learning (GEL) developed at, 279,
287-292; virtual humans to simulate
leadership situations at, 8

Institute of Leadership and
Management (ILM) [UK], 343

Intelligence community. See U.S.
Intelligence community

Intelligence Reform and Terrorism
Prevention Act (IRTPA), 157

Internal staffing. See Job assignments
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International (or cross-regional) JK Lakshmi Cement (India), 273-274

assignment: Eaton Corporation’s JK Organisation: business strategy

development through, 36-38;
expected lessons from, 28t

J

JK Group’s Fire of Experience program:

beginnings of the, 253-254; behavior
changes reported during the, 269-
271; creating a safety net of people
and relationships, 257-258; first
assignment of becoming a better
boss, 263-265; future incarnations of
the, 276-277; Kirshna-Arjuna
(boss-subordinate) relationship of
the, 258-259; Learning from Bosses
and Superiors Who Make a
Difference: A Worksheet for
Participants from the, 264¢; lessons
learned by program designers of
the, 274-276; Mahabharata epic used
as model for the, 258-265, 435;
measurement and tracking of
development at, 433; orientation
sessions during the, 261-262;
overview of the, 254-257; as priority
among senior leaders, 432; 7-11
Model of Development (Seven Fires
of Experience) of the, 253, 2551
2561t, 262; stakeholders of the, 259—
261; 360-Degree Dipstick
survey, 265-267¢, 269; 360-Degree
Dipstick Survey: A Sample
Worksheet, 266e-267¢;, two more
developmental assignments during
the, 271-274

JK Groups stakeholders: Fire of
Experience program list of, 259-261;
orientation sessions for, 261-263;
quarterly stakeholder review of, 267-
269; 360-Degree Dipstick survey for
feedback from, 265-267/fig

driving development at, 6;
experience used for development
at, 7-8; feedback as safety net
approach at, 11; finding a fresh
approach to leadership development
at, 252-254; Fire of Experience
program of, 254-277, 432; founding
and current leadership of, 251-252;
guide to chapter content on, 134
identifying potential approach at, 8;
70-20-10 framework used by, 253;
strategic talent management
challenge facing, 251. See also

India

Job assignments: developmental

experience and expected lessons
from front-end, 28 group sessions
before, during, and after, 11; IBM’s
Corporate Service Corps (CSC),
212-215; JK Group’s Fire of
Experience’s, 271-274; practice
pointers for development
rotational, 175, 178-183; Tata
Group’s career path through, 150-
152; 3M’s approach to development
using, 56-57; transition points

of, 11; Yum! Brands’ approach to
internal staffing and, 87. See also
Developmental activities; Experiential

learning; Mechanisms for movement

Joint Duty (JD) Program. See U.S.

Intelligence Community’s Joint Duty
(JD) Program

Juniper Networks, 371

K

Karma yoga, 259
Kelly Services: accountability for

development at, 11; attention to
transition points at, 11;



communication about experienced-
based development at, 433;
embedding experienced-based
development in key processes
at, 99-112¢ employee lifecycle
at, 94fig; experience used for
development at, 7; guide to chapter
content on, 13 identifying potential
approach at, 9; Leadership Blueprint
for defining leadership at, 94-96; My
Career performance management
process at, 101-103; PARR model for
experience-based development
at, 93, 97/ig-99, 433

Kelly Services experienced-based
development: assessment, 103-104,
112¢; employee selection, 100-101,
112¢; Leadership Fitness Challenge as
part of, 107-109; measurement and
tracking of, 433; performance
management, 101-103, 112¢; roles
and assignments of senior leaders as
part of, 105-106; succession, 109-
111, 112¢; talent summits held as part
of, 106-107; transition
assignments, 111-112¢

Knowledge chunking, 289

Kolb’s learning cycle, 341

L

“Leaders building leaders”
concept, 309¢, 314-318

Leadership counseling skills: Digital
Immersive Virtual Environment
(DIVE) used to teach, 298; I-CARE
instructional framework for, 297;
INOTS and ELITE simulations for
teaching, 297-298, 299

Leadership development: catalysts
for, 10-12; consequences of failing to
learn from experiences for, 355-357,
392; Eaton profile: building a career

453
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in general management, 256-26¢;
estimated investment by U.S.
companies on, 332; examples of
leverage points for effective, 5fig; of
expertise, 358-392; find a way to
identify who is best at, 62; formal
development programs for, 308-328,
410-411, 428; a general model for
developing executive talent, 69/ig;
HR tools at their worst for, 128e¢;
jointness as collaborative, 163-164;
preempting the skeptics, 317; putting
experience at the heart of, 6-12;
results of internal and external
research on, 65¢ rotational
assignment programs for, 161fg,
164-165, 175, 179-183; simulation-
based learning used for, 8, 278-301;
Tata Group’s “Unity in Diversity and
Diversity in Unity” principle of, 141;
three key differentiators of
formal, 308-309¢ understanding that
experience only is insufficient
for, 308; what research has revealed
about how bosses impact, 396-397.
See also Experience-driven leadership
development; 70-20-10 framework

Leadership Development Group
(LDG). See Microsoft’s Leadership
Development Group (LDG)

Leadership “field” trips, 164

Leadership Fitness Challenge (Kelly
Services), 107-109

Learning: chunking knowledge
approach to, 289; Guided
Experiential Learning (GEL),
279-292, 301; Kolb’s learning cycle
on process of, 341. See also
Experiential learning

Learning and development (L&D)
professionals: description and
functions of, 387-388; learning from
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experience enhancement
by, 386-389

Learning circles, 389

Learning communities, 131-132

Learning management systems
(LMS), 92

Learning objectives: enabling learning
objectives (ELOs), 290; terminal
learning objective (TLO), 289-290

The Lessons of Experience (McCall,
Lombardo, & Morrison), 4, 24, 132,
307-308, 329, 396

Let Go-Preserve-Add On model, 84

Line-to-staff assignment: Eaton
Corporation’s development
through, 33-36; expected lessons
from, 28¢

Lines of effort (LOE), 299

Link Flight Trainer (late 1920s), 280

M

Mahabharata epic (India): JK Group’s
Fire of Experience modeled on
the, 258-265, 435; Krishna-Arjuna
relationship in the, 258-259

Mars, 207

McDonald, 141

McKinsey & Company, 159, 169, 175

Measures of effectiveness (MOE),
299

Mechanisms for movement: experience-

driven leadership development on
identifying, 9-10; Yum! Brands’ key
questions on, 71L See also Job
assignments

Mentoring: activities for learning from
other people through, 129¢; to help
leaders to challenge their own
stories, 371-372; shadowing senior
leaders form of, 165; 3M’s program
for, 49-50. See also Boss-protégé
relationship; Coaching

Microsoft: communication about
experienced-based development
at, 433; elite performance as
non-transferable to, 359-360;
experience used for development
at, 7; guide to chapter content
on, 13t inclusion of developmental
experiences in their succession
process, 125; Leadership
Development Group (LDG) at, 308-
330; McCall and McHenry’s
leadership study participation
by, 60-61; workshops to build
networks and supplement work
experience at, 11

Microsoft’s LDG case studies: Front
Lines: building perspective on
emerging markets, 324-329; shifting
leadership culture, 321-324

Microsoft’s Leadership Development
Group (LDG): addressing live
business challenges, 309e-312, 321,
325; case studies on, 320-328;
designed to develop employee
skills, 434; enroll the right
people, 309¢, 312-313, 322, 325-326;
flip the classroom, 309¢, 313-314,
322, 326-327; formal development
value differentiators at, 309e-320;
leverage your leaders, 309¢, 314-318,
322-323, 327; provide real-time
support, 309¢, 318-320, 323-324,
327-328; taking illustrative examples
from, 308

Mission Rehearsal Exercise

system, 281-282, 300

N
National Counter Proliferation
Center, 160
National Counter Terrorism Center

(ODNI), 160



National Defense Authorization Act
(2013), 154

National Defense Authorization Act of
Fiscal Year 2013, 174

National Geospatial-intelligence Agency
(NGA), 169, 171

National Intelligence Strategy
(ODNI), 162

National Outdoor Leadership
School, 208

National Security Agency (NSA), 168

Networks: building on-the-job
development into, 131-132; how
good bosses provide exposure to
senior executives and new, 400-401;
on-boarding time used to create
learning partnerships and, 427;
providing real-time development
support through peer, 319-320,
323-324, 327-328; as value
differentiator of formal
development, 308-309

A New Culture of Learning (Thomas &
Brown), 296

Nigeria’s Cross River State, 221

Nike, 371

9/11 Commission report, 156

9/11 tragedy, 155, 156, 184

Non-governmental organizations
(NGOs): GSK’s PULSE program for
employees working with, 199; Tata
Trusts” work with, 148. See also
Corporate social responsibility (CSR)

(0]

Office of Personnel Management, 178

Office of the Direction of National
Intelligence (ODNI), 154, 157, 160,
165, 166, 170, 171, 174, 1761, 184,
185

On-boarding: creating learning
partnerships during process of, 427;
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executive on-boarding transition
checklist on, 118e-119¢, 120-121,
123-124; JK Group’s Fire of
Experience program orientation
sessions for, 261-262; U.S.
Intelligence Community’s Joint Duty
(JD) Program, 167-168; Yum!
Brands’ materials on, 86

On Demand Community (IBM),
207

On-the-job development initiative
characteristics: overview of, 115-117;
simple, 117, 120-121; sneeze-
able, 117, 121-122; strategic, 117,
119-120; sustainable, 117, 123-124;
systematic, 117, 122-123

On-the-job development initiatives:
building into organizational talent
management systems, 124-132; dive
design characteristics for viral,
115-124; executive on-boarding
transition checklist, 118119¢,
120-121, 123-124; typical launching
of, 114-115

§§1107 Interagency Personnel
Rotations, 174

Online training: as catalyst for
development, 11; LMS (learning
management systems) used for, 92;
24/7 accessibility of, 91-92

Operations assignment, expected
lessons from, 28t

Organizations: experiences for
managing external relations of, 130¢
experiential learning as core value of
DNA of, 431-434; non-governmental
organizations (NGOs), 148, 199;
on-boarding at, 86, 118119,
120-121, 123-124; VUCA
environments of some, 114

Orientation. See On-boarding

Our Story So Far (3M), 46
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P

Parallel Learning and Coaching Model
(IBM), 97

PARR model: based on IBM’s Parallel
Learning and Coaching Model, 97;
Kelly Services’ experienced-based
development using, 93, 97/ig-99,
433; prepare, act, reflect, and review
phases of, 97/ig-99

Participants. See Employee selection

Partnership for Public Service, 159,
169, 172, 175

Peace Corps, 208

Peer network support, 319-320,
323-324, 327-328

People capability building, 85

PepsiCo, 125

Performance appraisals, 427. See also
Feedback

Performance management: building
on-the-job development into, 126—
131; Kelly Services’ experienced-
based development using, 101-103;
U.S. Intelligence Community’s Joint
Duty (JD) Program, 170-171; Yum!
Brands’ approach to, 87. See also
Expertise development

Person-Organization Fit Theory, 221

Play: simulation design component
of, 296-297; video game, 296

Pocis, A., 50

Position for stretch, 366-369, 388

Power of play, 296-297

Power of story, 295-296, 433

Procter & Gamble (P&G), 4, 60

Protégé-boss relationship: description
of different types of, 409-410; how
formal HR processes added value
to, 410-411; study findings on
the, 411-414; study implications on
future development of, 414-419

Protégés: developing skills and
mitigating flaws approach by, 401-
403; inspired by role modeling and
teaching provided by their boss, 405—
407; inspiring, raising the bar,
demanding excellences, 403-405;
offering career advice and guidance
to, 407-409; providing opportunities
for growth, 398-400

PsychSim, 285

PULSE program
(GlaxoSmithKline), 199

R

Rainier Leadership Solutions, 60

Reader’s Digest “Development Plans That
Aren’t a Waste of Time” quiz, 122

Recognition/rewards: framing
experiential learning opportunities
as, 432-433; U.S. Intelligence
Community’s Joint Duty (JD)
Program, 170-171

Recruiting talent. See Employee
selection

Reflection: After-Action Reviews (AAR)
for, 290, 291-292, 301; Genentech’s
Director Development Pathways
(DDP) website tools for, 245, 246¢,
PARR model on, 93, 97/ig-99, 433

Reverse instruction (flipped
classrooms), 309¢, 313-314, 322,
326-327

Rotational assignment programs:
augmenting leader development as
part of the, 164-165; checklist for
designing, 180#181¢ pitfalls and
how to avoid them, 179, 182-183;
process for Joint Duty
Program’s, 161/ig; voluntary vs.
mandatory, 175, 178-179

Rules for Radicals (Alinsky), 361



S

Seeing Forward: Succession Planning at 3M
video (SHRMF), 58

Senior executive service (SES):
establishment of the federal
government’s, 175; study on lack of
voluntary mobility among, 178

Senior leaders: benefits of development
participation for, 315-317;
development roles and assignments
of, 105-106; executive on-boarding
transition checklist for, 118e-119e,
120-121, 123-124; GSK’s Future
Strategy Group (FSG) role of, 201; as
JK Group’s Fire of Experience
program stakeholder, 260; making
experiential learning a priority
of, 432; shadowing, 165. See also Boss
as development catalyst study; CEOs

7-11 Model of Development (JK
Group), 253

70-20-10 framework: description and
application to development, 7, 89,
104, 127, 132, 332, 428; Genentech’s
Director Development Pathways
(DDP) use of, 229fig;
GlaxoSmithKline (GSK) adoption
of, 188; HEINEKEN FLM-DP
(First-line Manager Development
Programme) use of the, 337, 340,
3501, JK Organisation development
approach using, 253; widespread
adoption of the, 332. See also
Experiential learning; Leadership
development

Simulation-based learning: designing
compelling experiences using, 292—
297; Emergent Leader Immersive
Training Environment (ELITE), 297-
298, 299; Guided Experiential
Learning (GEL), 279, 287-292;
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human standardized patient (HSP)
model of, 282-283; imagining a
coaching session using, 278-279;
Immersive Naval Officer Training
System (INOTS), 283-284, 297-298,
299; Institute for Creative
Technologies (USC-ICT) work on, 8,
279, 287-292; leadership counseling
skills, 297-298; lessons learned
on, 300-301; Link Flight Trainer as
early form of, 280; Mission Rehearsal
Exercise system example of, 281-282,
300; as not being a silver bullet for
leader development, 301;
PsychSim, 285; SimCity for
commanders, 299-300; social
simulation, 285-287;
UrbanSim, 285-286, 299-300; virtual
humans as role players in, 280-285

Simulation design: an appeal to
emotion, 293; conceptual, 294;
issues to consider for, 292-293;
power of play consideration for, 296—
297; power of story consideration
for, 295-296, 433

Six Sigma, 54

Skeptics, 317

Social Identity Theory, 217

Social simulations, 285-287

Society of Human Resource
Management Foundation, 58

Sponsorship (3M), 50

Stakeholders: getting agreement on
development priorities from, 310-
311; JK Group’s Fire of Experience
program, 259-261

Starbucks, 207

Start-up (or acquisition)
experience, 28¢

Stories/storytelling: leadership
discipline of challenging
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the, 370-372, 389; leadership
discipline of surfacing the, 369-370,
388; power for transferring
experiences to another person, 295—
296, 433

Subject-matter experts (SMEs), 316

Succession planning: building on-the-
job development into system
for, 124-126; experience as the
center of, 427; Kelly Services’
experienced-based development used
for, 109-111, 112¢

Surface your story, 369-370, 388

T

The Tacit Dimension (Polanyi), 288

Taking People with You: The Only Way to
Make BIG Things Happen (Novak), 86

Talent management: boss as
development catalyst study on, 397-
420; building on-the-job development
into systems for, 124-132; the CEO
owns the agenda for, 61-62;
examples of leverage points for
developing talent, 5fig; a general
model for developing executive
talent, 69/ig; link business strategy
to, 61; putting experience at the
center of, 426fig—429

Talent potential: experience-driven
leadership development on
identifying, 8-9; identifying, 8-9;
Yum! Brands’ materials on recruiting
and identifying, 71¢, 86

Talent professionals: description and
functions of, 385; learning from
experience enhancement
by, 385-387

TAS (formerly Tata Administrative
Service) program: CELP (continuous
education and learning programs)
extension of the, 151; description

of, 139; first year project cycle of
the, 147-149; induction into
the, 144-145; project-based
development as cornerstone
of, 145-147; recruitment and
selection of top talent in the, 142-
144; review mechanisms used in
the, 149-150; as vehicle for
leadership development, 141-142

Tata Chemicals, 140

Tata Communications, 140

Tata Consultancy Services, 140

Tata Global Beverages, 140

Tata Group: business strategy driving
development at, 6; career path and
first and second job assignments at
the, 150-153; development as
priority of senior leaders of, 432;
ethos and expanse of, 140-141;
experience used for development
at, 7; guide to chapter content
on, 13f measurement and tracking
of development at, 433; support and
safety nets as catalyst for development
at, 11; “Unity in Diversity and
Diversity in Unity” principle of
development at, 141

Tata Motors, 140, 141

Tata Nano, 141

Tata Power, 140

Tata Sons, 149, 153

Tata Steel, 140

Tata Teleservices, 140

Tata Trusts, 148-149

Technology: Genentech’s Director
Development Pathways (DDP)
website, 11, 239-246, 434;
online training, 11, 91-192;
simulation-based learning, 8,
282-301

Terminal learning objective
(TLO), 289-290



THINK: a Forum on the Future of
Leadership (IBM), 223

3M: Accelerated Leadership
Development Program (ALDP)
of, 47-48; Career Development
Community launched at, 60;
champions of, 51; culture of
innovation at, 43-46; development as
mechanism for movement at, 9, 10;
development as priority among
senior leaders of, 432; development
driven by business strategy at, 6;
Emerging Leaders Program (ELP)
of, 47-48; employee contribution
and development process (EC&DP)
of, 59; experiences matter as part of
development at, 53-57; 15 percent
time principle of, 44; on Fortune
magazine’s Top 20 Most Admired
Companies list, 43; guide to chapter
content on, 13¢ “health of the
organization” (HOO) process at, 53,
56; individual assessment approach
at, 57-58; Inge Thulin’s career path
at, 42-43; Leaders Developing
Leaders approach at, 59-61; Leaders
Teaching Leaders approach to
development at, 46-48; lessons
learned at, 61-62; management team
reviews (MTRs) at, 52-53; McCall
and McHenry’s leadership study
participation by, 60-61;
measurement and tracking of
development at, 433; mentoring
at, 49-50; Our Story So Far by, 46;
Post-it Notes, Scotch Tape, and Ace
bandages products of, 43; role of
learning in the innovation culture
of, 43-46; sponsorship at, 50;
Technical Forum presentations
at, 44; 3M leadership attributes
of, 52; workshops to build networks
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and supplement work experience
at, 11

The 3M Way to Innovation
(Gundling), 45

360-Degree Dipstick survey, 265—267e,
269

360 development feedback, 164

Titan, 140

Transition assignments: as catalyst for
development, 11; executive
on-boarding transition checklist
for, 118e119¢, 120-121, 123-124;
Kelly Services’ experienced-based
development using, 111-112¢

Turn around (or fix-it) experience, 28t

U

University of Southern California:
Institute for Creative Technologies
(USC-ICT) at, 279, 287-292;
leadership study led by faculty at, 60

UrbanSim: used for commander
development, 299-300; description
of, 285-286, 299

U.S. Department of Defense, 183

U.S. Department of Justice (DOJ), 170

U.S. Department of State, 173

U.S. Government Accountability
Office, 164, 169, 174

U.S. Intelligence community: attention
to transition points at, 11;
description of the, 155; guide to
chapter content on, 13 the Joint
Duty Program, 154-185

U.S. Intelligence Community’s Joint
Duty (JD) Program: amount of
structure in the, 168-169; as arrayed
on the Senior Mobility Design
Spectrum, 159fig; augmenting leader
development while on rotation, 164—
165; “creating a culture of
collaboration” through the, 157;
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description of the, 154-155, 157-158;
evaluation of the, 173-175, 176t
1771; expanding to junior
employees, 171-172; Joint Duty
Information Exchanges as part of
the, 166; jointness as a strategy, 161-
163; jointness as leadership
development, 163-164; 9/11 tragedy
antecedent of the, 155, 156;
orientation process of, 167-168;
origin of the, 156-157; outcomes of
the, 183-185; performance
management and recognition, 170-
171; program visibility, 165-167;
providing recognition and rewards
for participation in, 432-433;
reintegration of officers back into
their home agency, 169-170;
requirements for joint duty

credit, 158-159; selection for joint
duty assignments, 160-1617ig;
support for mobility, 172-173. See
also Central Intelligence Agency
(CIA); Federal Bureau of
Investigation (FBI)

U.S. Marine Corps, 169

USC’s Marshal School of Business, 239

v

Value differentiators: addressing live

business challenges as, 309e-312,
321, 325; enroll the right people

as, 309¢, 312-313, 322, 325-326; flip
the classroom as, 309¢, 313-314, 322,
326-327; how exceptional bosses
used formal HR processes to add
value, 410-411; leverage your leaders
as, 309¢, 314-318, 322, 326-327;
provide real-time support as, 309,
318-320, 323-324, 327-328; three
key, 308-309

Virtual learning. See Simulation-based
learning

Vision 2015, 161

VUCA environments, description
of, 114

w
War for Talent research, 414
Waypoint project, 308
Weapons of Mass Destruction (WMD)
Commission report, 156
A Whole New Mind (Pink), 292-293
Workshops: as catalyst for
development, 11; GSK’s Accelerated
Delivery Program (ADP), 191,
196-197; HEINEKEN FLM-
DP, 338fig, 339-340
World Wide Web metaphor, 122

Y

Yoga, 259

Yoxon, 141

Yum! Brands: accountability for
development at, 11; business strategy
driving development at, 6;
development as priority among
senior leaders of, 432; Dynasty
Growth Model of, 76¢ guide to
chapter content on, 13, 14; How We
Win Together principles and
culture, 76¢, 79-81¢; key principles
guiding development design efforts
at, 66¢ Leadership development
Framework of, 68-89; lessons
learning on development by
the, 89-92; online processes used
at, 11; recruiting and on-boarding
materials used by, 86; results of
internal and external research on
development at, 65¢; talent potential
identification at, 71¢, 86
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Yum! Brands Leadership Development strategy used for the, 87-88; LD1:
Framework: culture element of leading self for breakthrough
the, 79-81¢ expectations for element of the, 81-84, 85, 88; LD2:
individual employees, 68; leading others for breakthrough
experienced-based development element of the, 84-85, 88; LD3:
element of the, 69-79¢ Individual taking people with you element of
Development Planning Checklist to the, 85-86; lessons learned from
use with, 72, 74e-75¢, Individual the, 89-92; On-the-Job Experiences
Development Planning (IDP) process Guide using the, 72, 766-79¢;
using the, 72-75¢; initial research on organizational processes element of

effectiveness of the, 88-89; launch the, 86-87; overview of the, 66-67/ig


















