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in the board, 197-198; on HR
leader “business understanding”
skill, 202; “Human Capital
in the Cloud” blog by, 190;
Transformative HR co-authored
with Jesuthasan; 190; of the
University of Soathern California,
185; on what'HR executives need
to know 201

Brazii, 145

BRIC countries, 145

3ring out the best (leadership), 90fig,
92,97

Bring Your Own Device (BYOD)
policies, 172

Brown, Daniel S., 255

Brown, H. Jackson, Jr., 79

Brown, Juanita, 188

“Brutal optimism,” 74

Build HR Excellence dimension:
description of, 44fig, 45;
implications for human capital
strategy, 49fig, 50; questions to ask
about, 48fg

Building Self-Confidence (Belief),
70, 71f1g, 73

Burke, James, 188

Business acumen HR lessons, 232,
233-238

Business analytics: big data used
for, 163; companies already
using internal HR, 164; lessons
on analytics to customize digital



306

and data-based solutions, 232,
251-254; sources of big data used
for, 163-164. See also HR analytics
functions

Business performance drivers:
accountability, 101, 102fig,
103; engagement, 101, 102f1g;
execution, 102fig, 104-105; goals,
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