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Agility: description of, 244; to drive

faster transformational change, 
244–247

Accenture, 169
Accountability: “do windows” 

(execution), 90fi g0 , 96, 98;
“DWYSYWD” (Do What You
Say You Will Do) for, 91–92;
how it drives performance, 101, 
102fi g2 , 103

Action plan follow-up, 82
Advice and Partnership: board

of directors role of providing,
119fi g9 , 121; CHROs and other
HR leaders providing the board 
with, 121, 129fi g9 –134; description gg

of business, 26–27; history of 
HR discussions on, 65–66; HR 
Leader Development Checklist 
on, 25fi g5 ; as key area of leadership
and talent development, 
83fi g3 ; practical questions to
ask about HR, 67–70. See also

Communication
Affordable Care Act, 32
Aggarwal, Gunjan, 236

Agile co-creativity transition, 148fi g8 , 
150–152

Aging workforce, 146–147
Airline differentiation, 158, 159
Alders, Mark, 237
Alice in Wonderland (Carroll), 59d
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“AlreadyAre,” 96
Analytics. See Business analytics; HR 

analytics functions
Android Marketplace, 169
Anticipation (see around corners), 

90fi g0 , 93, 97
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Arab Spring, 151
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The Art of Powerful Questions (Vogt, s

Brown, and Isaacs), 188
The art of the question: for crafting 

a human capital strategy, 47–50; 
John Boudreau on the, 187–191; 
practical HR business partner 
questions, 67–70; questions that 
highly effective HR leaders ask, 67; 
Three Self-Assessment on, 76. See 

also Business strategy; Questions
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Artifacts: as cultural crossroad, 
110fi g0 , 111; description of, 109; 
Performance Culture Framework 
on, 107fi g7 , 108, 109, 110fi g0
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Aspiration (Raising the Bar), 70, 

71fi g1 , 73
Assessment: board role in CEO, 

119fi g9 , 120; Development 
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80–81; talent reviews, 82, 83fi g3 , 
84; THREE Pulsecheck, 5–7, 26, E

259–261. See also Self-assessments; 
THREE Self-AssessmentsE
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110fi g0 ; description of, 108; 
Performance Culture Framework 
on, 107fi g7 , 108, 110fi g0
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B
Baby Boomers (born 1946–1964), 

146, 165, 166
Bain & company study, 172
Behavior: consequences of, 107fi g7 , 

108, 110fi g0 , 111; identifying the hot 
buttons that trigger your, 15; norms
of, 107fi g7 , 108, 110fi g0 , 111. See also

High potential WillBe behaviors
Beliefs: Building Self-Confi dence, 

70, 71fi g1 , 73; Performance Culture 
Framework on shared, 107fi g7 , 108, 
110fi g0
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Beyon HR: The New Science of Human 

Capital (Ramstad and Boudreau), l

189

Bicknell, Charlie, 257
Big data: as “deeper-drive” 

HR theme, 162fi g2 , 163–164; 
description and uses of, 163; 
lessons on analytics to customize
digital and data-based solutions, 
232, 251–254; sources of, 
163–164

Billings, Andy, 245
Bing searches, 173
Black holes, 147fi g7 –148gg

Blankenship, Steve, 237
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Blue Shield, 165
“Board buddies,” 129fi g9 , 134
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development, and other events 
by, 129fi g9 , 133; creating “board
buddies” for, 129fi g9 , 134; making 
site visits to company locations,
129fi g9 , 133; pet projects or
interests of individual, 129fi g9 , 
134; tough questions asked to HR 
leaders by, 134–135

Board of directors: CHRO and
other HR leader roles with
the, 117–118, 121–134; HR 
Leadership Development 
Checklist on, 25fi g5 ; key roles in
executive compensation and talent 
by the, 37fi g7 , 38; lessons learned 
by CHROs about, 135–139;
providing HR leaders a realistic 
preview of the, 118; THREE Self-E

Assessments on role of the, 140; 
understanding the company role 
of the, 119fi g9 –121gg
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2: governance and oversight, 
119fi g9 , 120; 3: CEO selection,
assessment, and compensation, 
119fi g9 , 120; 4: company business 
strategy, 119fi g9 , 120; 5: advice, 
119fi g9 , 121; 6: input vs. consensus, 
119fi g9 , 121

Boardroom presence: fi ve 
manifestations of, 196–201; of a
HR executive, 196; importance of, 
195–196; why it is critical for HR 
executives, 196–197

Boardroom presence manifestations:
1: fl uency about strategy and
human capital, 196, 197–198; 2:
wealth of experience wth leading 
organizational change, 196, 198–
199; 3: compelling presentation 
style, 196, 199–200; 4: confi dence 
and ease with high-powered
individuals, 196, 200; 5: excellence 
interpersonal skills, 196, 200

Boards lessons: 1: on where the 
real decisions are made, 136; 2: 
on lasting impressions created
outside the boardroom, 136–137; 
3: on CHRO credibility based on 
independence and transparency,
136, 137; 4: on boards versus
teams, 136, 137–138; 5: on 
endorsement vs. trust, 136, 138; 6: 
on illusion of communication, 95, 
136, 138–139

Bontempo, Scott, 249
Bortner, Andrea, 250
Boston Consulting Group, 219
Boston University HR Policy 

Institute, 31
Boudreau, John W.: The “Art of the 

Question” Trumps “the Answer” 

by, 187–191; on black holes and 
white spaces, 147; “The Future of 
HR and Effective Organizations” 
by Ziskin and, 161; future of HR 
study by Ziskin and, 143–179;
Harvard Business Review blog 
by, 188; on HR executive role 
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 Southern California, 
185; on what HR executives need 
to know, 201

Brazil, 145
BRIC countries, 145
Bring out the best (leadership), 90fi g0 , 

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, 44fi g4 , 45;
implications for human capital
strategy, 49fi g9 , 50; questions to ask 
about, 48fi g8

Building Self-Confi dence (Belief),
70, 71fi g1 , 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
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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, 102fi g2 , 
103; engagement, 101, 102fi g2 ; 
execution, 102fi g2 , 104–105; goals,
101, 102fi g2 –103; organizationalgg

capacity, 101, 102fi g2 , 103–104;
people cost management, 102fi g2 ,
106; rewards, 102fi g2 , 105

Business strategy: board of directors
role in, 119fi g9 , 120; boardroom 
presence manifested through
fl uency about, 196, 197–198;
critical things to know about 
human capital and, 43; embedding 
sustainability into, 174; human
capital strategy framework 
combining human capital and, 
44fi g4 –50; ROI (rate of returngg

on capital investment) on, 208; 
simplicity of integrating human 
capital and, 43–44; Three Self-
Assessment on, 51. See also The 
art of the question; HR business 
partnership

C
Capgemini, 165
Cargill, 170
Carroll, Lewis, 59
Cascio, Wayne F., 185, 191
Center for Creative Leadership’s The 

Lessons of Experience, 35
Center for Effective Organizations, 

143
CEOs (chief executive offi cers):

board role in providing advice

to, 119fi g9 , 121; board role 
in selecting, assessment, and
compensation of, 37fi g7 , 38, 
119fi g9 , 120; CHRO and other
HR leader role in compensation 
of, 121, 122fi g2 –125; CHRO andgg

other HR leader role in selecting, 
126fi g6 –127; CHRO independence gg

from, 136, 137; only interested in 
HR results for the company, 179. 
See also CHROs (chief of human 
resource offi cers)

Cerrone, Stephen, 236
Change: helping people to see

the benefi ts of, 55–56; HR 
courage for creating, 220–221; 
“Infl uencers” of, 60–61; leading 
change framework questions to 
ask about, 57–61; lessons learned 
on challenges related to, 56–57; 
lessons on agility to drive faster 
transformational, 232, 244–247;
resistance to, 55; social media used
to fuel, 152

Change Development: description 
of, 26; HR Leadership
Development Checklist on, 25fi g5 ; 
leading change framework for, 
57–61; Three Self-Assessment on, 
62

Change leadership: boardroom
presence manifested through, 
196, 198–199; helping people to
see the benefi ts of change, 55–56; 
HR Leadership Development 
Checklist on, 25fi g5 ; leading 
change framework for, 57–61
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Chesbrough, Henry, 169
Chicago Mercantile Exchange

(CME Group), 169
Chief organizational capability 

offi cer, 66
China, 145
Chocomize, 168
CHRO board roles: 1: executive

compensation, 121, 122fi g2 –125;gg

2: talent and organization, 121, 
122fi g2 , 126fi g6 –127; 3: key metrics, gg

121, 122fi g2 , 127–129; 4: advice
and engagement, 121, 122fi g2 , 
129fi g9 –134gg

CHROs (chief of human resource
offi cers): benefi ts of external 
experiences to, 33–34; board
lessons learned by, 135–139; board 
of directors role of the, 117–118, 
121–134; as chief organizational 
capability offi cer, 66; coaching 
individual being groomed as
potential, 118; compensation 
and talent development by, 37; 
developing a board presence, 
197–201; increasingly “up, across, 
and out” nature of roles of, 32–33; 
invited to sit on other companies’
boards, 117; “No Excuses” mantra
of effective, 263–264; professional 
associations exclusive to, 31. 
See also CEOs (chief executive 
offi cers); HR executives

Chulaluxsiriboon, Benjamin, 235
Cisco, 166
CIVETS countries, 145
Claremont McKenna College, 185, 

195
Co-creativity transition, 148fi g8 , 

150–152

Co-development, 169
Coaching: development of, 37fi g7 , 

38; individuals being groomed
as potential CHROs, 118; ten
infl ection points of, 70–75

Coaching infl ection points: 1: 
Setting the Tone (Expectations),
70, 71fi g1 –72; 2: Seeing gg

the Wind (Feedback), 70,
71fi g1 , 72; 3: Finding Buried
Treasure (Strengths), 70, 71fi g1 , 
72; 4: Polishing the Lens 
(Development), 70, 71fi g1 , 72–73;
5: Building Self-Confi dence
(Belief), 70, 71fi g1 , 73; 6: Raising 
the Bar (Aspiration), 70, 71fi g1 , 
73; 7: Making Practice Perfect 
(Preparation), 70, 71fi g1 , 74; 8: 
Visualizing Success (Optimism),
70, 71fi g1 , 74; 9: Staying in
the Moment (Realism), 71fi g1 , 
74–75; 10: Deserving to Win 
(Inevitability), 71fi g1 , 75

Collaboration: defi nition of, 17fi g7 ; 
Foldit (game) solving a retrovirus
enzyme structure problem
through, 190–191; hero leadership
to collective leadership transition 
for, 148fi g8 , 149–150; how it relates 
to HR leaders, 18; intellectual 
property to agile co-creativity 
transition for, 148fi g8 , 150–152;
“play sandbox” behavior for, 90fi g0 , 
92, 97

Columbia, 145
Commitment: execution of your, 

90fi g0 , 96, 98, 102fi g2 , 104–105; 
“It’s-Not-My-Fault-Itis” for not 
meeting, 105

Common sense, 93
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Communication: illusion that it has
taken place, 95, 136, 138–139;
making tough calls on people as 
part of, 83fi g3 , 85; seek the truth 
during, 90fi g0 , 95, 98. See also

Advice and Partnership;
Feedback

Companies: board members making 
site visits to different locations
of the, 129fi g9 , 133; Bring Your 
Own Device (BYOD) policies
of, 172; capacity of, 101, 102fi g2 , 
103–104; CEOs and other
leaders as only interested in HR 
results for the, 179; CHROs 
invited to sit on the board of 
another, 117; environmental 
scanning networks in, 194–195; 
globalization of, 143, 145, 162fi g2 , 
166–167; PESTLE environments 
of, 193; understanding board of 
directors role in the, 119fi g9 –121. gg

See also Organizational culture; 
Workplace

Compensation: board role in CEO, 
37fi g7 , 38, 119fi g9 , 120; CHRO 
and other HR leader role in
executive, 121, 122fi g2 –125; driving gg

performance using, 106; HR 
leader gaps in knowledge about, 
37fi g7 , 38; as key metric, 128fi g8 . See 

also Rewards
Compensation committees: fi nding 

out what the members’ previous 
experience has been, 132–133;
holding pre-meetings before
decisions are made by, 129fi g9 , 
130–131; “Who’s the boss?” 
issue of appointing a chair of the, 
129fi g9 , 131–132

Compensation discussion and
analysis (CD&A), 124

Competence/competencies:
defi nition of, 17fi g7 ; environmental 
scanning networks, 194–195; 
how it relates to HR leaders, 19; 
how technology is creating a
need for new skills and, 192–193;
HR executives and six key, 192; 
required for living in a VUCA 
world, 192. See also HR executives;
HR leaders; Leadership skills

Conceptual skills, 216
Confi dence, 196, 200
Conger, Jay A., 185, 195, 197
Consensus vs. input board balance, 

119fi g9 , 121
Consequences: as cultural crossroad, 

110fi g0 , 111; description of, 108;
Performance Culture Framework 
on, 107fi g7 , 108, 110fi g0

Consumers: big data for marketing 
to, 162fi g2 , 163–164; gamifi cation 
being incorporated into attracting, 
164; mass customization options
available to, 162fi g2 , 168–169;
personal technology used to
engage, 171; social media to
engage with, 172; Target’s baby 
product ads sent to pregnant 
teenage girl story, 163

Cook, Tim, 149
Cornell Center for Advance HR 

Studies, 31
Corporate Executive Board, 31[
Corporate Service Corps (IBM), 

167
Courage: defi nition of, 17fi g7 , 248;

development on pushback and, 
37fi g7 , 38–39; how it relates to
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HR leaders, 18–19. See also HR 
courage

Creativity: transition from
intellectual property to agile
co-creativity approach to, 148fi g8 ,
150–152; trend toward open
innovation form of, 162fi g2 , 
169–171

Credibility: of CHRO based on
independence and transparency,
136, 137; defi nition of, 17fi g7 ; 
“DWYSYWD” (Do What You
Say You Will Do), 91–92; how 
it relates to HR leaders, 17–18; 
show and tell for, 90fi g0 , 91–92, 97

Credibility (Posner and Kouzes), 91
Cross, Rob, 60
Crowdsourcing, 170, 193
Crowdsourcing Week, 193
Cultural crossroads: artifacts as, 

110fi g0 , 111; assumptions as,
110fi g0 ; consequences as, 110fi g0 ,
111; failure as, 110fi g0 , 111–112; 
heroes as, 110fi g0 , 111; how to
apply for performance, 112; 
norms as, 110fi g0 , 111; power as, 
110fi g0 , 112; shared beliefs as,
110fi g0

Cyber-terrorists, 151–152

D
Darla Moore School of Business, 31
Davies, Karin, 253
“Deeper-dive” trends. See Future

“deeper-dive” HR themes
Defi ne the moments (ethics), 90fi g0 ,

97–91
Dell Inc., 168
Deloitte’s mass career customization

(MCC), 168–169

Demographic trends, 144, 146–147
Dente, Liz, 242
DePree, Max, 11
Deserving to Win (Inevitability), 

71fi g1 , 75
Develop Leaders dimension:

description of, 44fi g4 , 45;
implications for human capital
strategy, 49fi g9 ; questions to ask 
about, 48fi g8 . See also Leadership 
and Talent Development

Development areas: board of 
directors, 37fi g7 , 38; coaching, 
37fi g7 , 38; compensation and talent,
37fi g7 –38; courage and pushback,gg

37fi g7 , 38–39; external perspective,
37fi g7 , 39. See also Leadership and 
Talent Development; specifi c area

Development Leadership Talent 
Assessment, 80–81

DEWmocracy promotions
(PepsiCo), 172

Differentiation: airline transparency 
and business legitimacy justifying, 
158, 159; transition from sameness
to segmentation and, 148fi g8 , 
155–159. See also Segmentation

Diversity metrics, 128fi g8 –129gg

Do unto others (respect), 90fi g0 , 91,
97

“Do windows” (execution), 90fi g0 , 96,
98

Dobbs, R., 193
Drive Performance dimension:

description of, 44fi g4 , 45;
implications for human capital
strategy, 49fi g9 , 50; questions to ask 
about, 48fi g8 . See also Performance
culture
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Duffy, Jim, 257
“DWYSYWD” (Do What You Say 

You Will Do), 91–92

E
Economic downturn (2008), 144, 

147
Economic environment, 193
Education transition (from

persuasion), 148fi g8 , 161
Egypt, 145
eLance, 190
Employees. See Workforce
Employment value proposition: 

Model T story as example of, 
153–155; personal value 
proposition transition from, 
148fi g8 , 152–155

Endorsement vs. trust, 136, 138
Engagement: description of, 101, 

102fi g2 ; future HR trends related
to, 144, 145–146; goal metaphor 
for how it drives performance, 
104; key metrics of, 121, 128fi g8

Environmental environment, 193
Environmental scanning networks, 

194–195
Ethical issues: courage to do the

right thing, 17fi g7 , 18–19; defi ne
the moments, 90fi g0 , 97–91; do
unto others (respect), 90fi g0 , 91, 97

Execution: description of, 102fi g2 ;
“do windows” characteristic of 
WillBe’s, 90fi g0 , 96, 98; how it 
drives performance, 104–105

Executive compensation. See

Compensation
Executive Networks, 31
Expectations (Setting the Tone), 70, 

71fi g1 –72gg

External perspective: balancing 
internal job demands and gaining 
an, 30–31; benefi ts to HR leaders, 
31–34; development on, 37, 39

F
Facebook, 151, 173
Fail forward (resilience), 90fi g0 , 94, 97
Failure: Performance Culture

Framework on, 107fi g7 , 108, 
109, 110fi g0 , 111–112; taking 
responsibility for your mistakes 
and, 91–92; three immutable laws
of, 94

Farient Advisors, 124
Fast Company magazine, 23, 31
Fatigue to sustainability transition, 

148fi g8 , 159–160
Feedback: making tough calls

on people as part of, 83fi g3 , 85;
personal leadership profi le form 
of, 12–16; Seeing the Wind 
acknowledging the nature of, 70, 
71fi g1 , 72; 360-degree, 72; trend
toward higher transparency of, 82;
understanding the importance of 
real, 2. See also Communication

Ferracone, Robin, 124–125
Fill the void (responsibility), 90fi g0 , 

94–95, 98
Finance (social media site), 151
Finding Buried Treasure (Strengths), 

70, 71fi g1 , 72
Finegold, D. A., 197
Fink, Kareen, 247
Fischer, Kurt, 242
FlexJobs.com, 172
Floersch, Rich, 255
Foldit Contenders Group, 190–191
Foldit (game), 190–191
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Foldit Void Crushers Group,
190–191

Font, Jean-Christophe, 237
Ford motor Company’s Mode-T,

153–154
Forecasting competency, 93
Fortune magazine, 31
The 4 Cs: Collaboration, 17fi g7 , 18; 

Competence, 17fi g7 , 19; Courage, 
17fi g7 , 18–19; Credibility, 17fi g7 –18gg

Foursquare, 172
Free agency trend, 146
Fussell, Stephen, 249
Future “deeper-dive” HR themes:

1: big data, 162fi g2 , 163–164; 2:
gamifi cation, 162fi g2 , 164–165;
3: generational diversity, 162fi g2 ,
165–166; 4: globalization, 162fi g2 ,
166–167; 5: mass customization, 
162fi g2 , 168–169; 6: open 
innovation, 162fi g2 , 169–171; 
7: personal technology, 162fi g2 , 
171–172; 8: social media, 162fi g2 ,
172–173; 9: sustainability, 162fi g2 ,
173–174

Future HR trends: 1: jobs, 143, 
144; 2: globalization, 143, 145; 
3: technology, 144, 145; 4:
engagement, 144, 145–146; 5: 
demographics, 144, 146–147;
Three Self-Assessment on, 180

“The Future of HR and Effective
Organizations” (Boudreau and
Ziskin), 161

Future of HR study: on black holes
and white spaces considerations, 
147fi g7 –148; on the importancegg

of HR trends to HR leaders, 
174–177; on nine “deeper-dive” 
HR trends, 161–174; orchestra 

conductor metaphor for the
future of HR, 177–179; on six 
themes of HR future transitions, 
148fi g8 –161; on work, workforce, gg

and workplace context of future
HR trends, 143–147. See also HR 
(human resources)

Future of HR transitions: 1: hero
leadership to collective leadership, 
148fi g8 , 149–150; 2: intellectual
property to agile co-creativity,
148fi g8 , 150–152; 3: employment 
value proposition to personal
value proposition, 148fi g8 , 152–
155; 4: sameness to segmentation, 
148fi g8 , 155–159; 5: fatigue to
sustainability, 148fi g8 , 159–160; 6:
persuasion to education, 148fi g8 , 
161

G
Galbraith, Jay, 203
Gamifi cation: as “deeper-drive”

HR theme, 162fi g2 , 164–165; 
defi nition of, 164; in HR-related
applications, 165

Garcia, Anjelica, 253
Garrison, Ed, 251
Gartenberg, Dave, 242
Gartner, Inc., 163, 164
Gary, Lisa Knight, 250
Gen X (born 1965–1976), 165, 166
General Electric, 198–199
General Motors, 174
Generation Y (Millennials), 165
Generational diversity: as “deeper-

drive” HR theme, 162fi g2 , 165–
166; description of, 165

Gibson, William, 143
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Global economic downturn (2008),
144, 147

Globalization: description and 
implications for HR, 162fi g2 , 166–
167; as future HR trend, 143, 145

Globoforce, 170–171
Goals: description of, 101, 102fi g2 ;

how they drive performance, 
102–103

Golob, Irwin, 247
As Good as It Gets (fi lm), 92s

Google, 164
Google Glass, 171
Google searches, 173
Governance and oversight, 119fi g9 ,

120
Grace, Cristina, 240
Gray, Curt, 235
Gray, Joscelyne, 241
Gray, Terry, 248

H
H&M, 173
Harman, Tim, 238
Harmonize Systems and Processes 

dimension: description of, 44fi g4 , 
45; implications for human capital
strategy, 49fi g9 , 50; questions to ask 
about, 48fi g8

Harrison, Courtney, 241
Harvard Business Review, 23, 31, 216
Harvard Business Review blogs, 188, 

190
Hayes, Troy, 241
Hearn, Shawn, 249
Heller, Rebecca, 255
Herena, Monique, 243
Hero leadership to collective

leadership transition, 148fi g8 , 
149–150

Heroes: as cultural crossroad, 110fi g0 , 
111; description of, 109; “HR 
HeRoes” (Ziskin) on, 229–230; 
Performance Culture Framework 
on, 107fi g7 , 108, 110fi g0 . See also HR 
courage

Heslin, Kevin, 238
High potential HR employees:

“AlreadyAre,” 96; being 
identifi ed as a, 1–2; comparing 
the WillBe’s from WannaBe’s, 
89; human capital strategy used
as action learning project for, 
47; information on accelerating 
effectiveness and business impacts 
of, 2–3; thirteen things they do, 
90–96; WillBe Checklist, 97–98.
See also HR leaders

High potential WillBe behaviors:
1: defi ne the moments (ethics), 
90fi g0 , 97, 97–91; 2: do unto others 
(respect), 90fi g0 , 91, 97; 3: show and
tell (credibility), 90fi g0 , 91–92, 97;
4: bring out the best (leadership), 
90fi g0 , 92, 97; 5: play sandbox 
(collaboration), 90fi g0 , 92, 97; 6:
keep common sense common
(judgment), 90fi g0 , 93, 97; 7: see 
around corners (anticipation), 
90fi g0 , 93, 97; 8: spend time
like money (prioritization),
90fi g0 , 93–94, 97; 9: fail forward 
(resilience), 90fi g0 , 94, 97; 10: fi ll 
the void (responsibility), 90fi g0 , 
94–95, 98; 11: seek the truth
(communication), 90fi g0 , 95, 98; 
12: know thyself (self-awareness), 
90fi g0 , 95–96, 98; 13: do windows
(execution), 90fi g0 , 96, 98. See also

Behavior
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Hoffman, Reid, 190
Hot buttons, 15
Howe, Nick, 238
Howell, Fred, 251
HR analytics functions: big data

used for, 162fi g2 , 163–164;
companies already using, 164; 
lessons on analytics to customize
digital and data-based solutions, 
232, 251–254. See also Business
analytics

HR business leadership, 65
HR business partnership:

description of, 26–27; history of 
HR discussions on, 65–66; HR 
Leader Development Checklist 
on, 25fi g5 ; as key area of leadership
and talent development, 83fi g3 ; 
practical questions to ask about, 
67–70. See also Business strategy

HR competency models: criticism 
of, 24–25; on knowledge base 
needed by HR leaders, 24; 
SHRM’s HR competency model
initiative on, 24

HR courage: for change through 
innovation, 220–222; clear point 
of view for, 222–223; for creating 
the best organization, 224; high-
quality connections to facilitate, 
223–224; “HR HeRoes” (Ziskin)
celebrating, 229–230; lessons on 
courage to confront and question, 
232, 247–251. See also Courage;
Heroes

HR Directions: HR Leading Lights on 

What You Should Know Right Now

About Leadership, Engagement, 

Technology, and Growing Your Own

World-Class HR Career (Ziskin), 70r

HR executives: “boardroom
presence” of, 195–201; challenge 
to self-defi ne themselves as
leaders, 11; development of 
leadership capability by, 205–208; 
“No Excuses” mantra of effective, 
263–264; the process of becoming 
an HR professional and, 209–216; 
role in development of leadership 
capability, 205–208; to serve as 
the primary reponsibility of, 11; 
strategic leadership mindset of, 
216–220; SVP-HR (senior vice 
president, human resources), 295; 
what they need to know, 201–204.
See also CHROs (chief of human 
resource offi cers); Competence/
competencies; HR leaders

HR future. See Future of HR study
“HR HeRoes” (Ziskin), 229–230
HR (human resources): black holes

and white spaces in, 147fi g7 –148; gg

changing defi nition of “employee” 
impacting, 146; four common 
themes of articles about, 186; free
agency model and impact on, 146;
HR leader as orchestra conductor, 
177–179; the process of becoming 
an HR professional, 209–216; role
in the future, 176fi g6 –177. gg See also

Future of HR study
HR leader board roles: 1: executive

compensation, 121, 122fi g2 –125;gg

2: talent and organization, 121, 
122fi g2 , 126fi g6 –127; 3: key metrics, gg

121, 122fi g2 , 127–129; 4: advice
and engagement, 121, 122fi g2 ,
129fi g9 –134gg

HR Leader Development Checklist: 
Advice and Partnership, 25fi g5 , 
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26–27; Board Relationships, 25fi g5 , 
27; Change Development, 25fi g5 , 
26; description of, 25fi g5 ; Driving 
Performance, 25fi g5 , 27; Future
of HR, 25fi g5 , 28; HR Excellence, 
25fi g5 , 27–28; human capital
strategy, 25fi g5 , 26–28; Leadership 
and Talent Development, 25fi g5 ,
26. See also specifi c checklist topic

HR leaders: black holes and white 
spaces issues of, 147fi g7 –148; gg

“bring out the best” behavior
of, 90fi g0 , 92, 97; contributing to 
board of directors effectiveness, 
117–118, 121–134; how they 
perceive the importance of 
HR trends, 174–177; HR 
executive challenge to self-defi ne 
themselves as, 11; importance 
of helping them get realistic
preview of boards, 118; making 
the tough calls, 83fi g3 , 85; “No
Excuses” mantra of effective, 
263–264; orchestra conductor
metaphor of, 177–179; personal 
leadership philosophy of, 11–19; 
the process of becoming an
HR professional and, 209–216;
questions that highly effective
ones ask, 67; role of HR in the
future, 176fi g6 –177; six themes gg

of future transitions needed by, 
148fi g8 –161; taking responsibility gg

for their own development, 23–24; 
tough questions asked by board
members of, 134–135; words of 
wisdom from, 255–257. See also

Competence/competencies; High 
potential HR employees; HR 
executives

HR leaders development triangle: 
the What? of the, 28–29fi g9 ; the 
When? of the, 29fi g9 , 34–36; the
Who? of the, 29fi g9 –34gg

HR lessons: on agility to drive
faster transformational change, 
232, 244–247; on analytics to
customize digital and data-
based solutions, 232, 251–254;
on business acument to advise
and infl uence, 232, 233–238; on
courage to confront and question, 
232, 247–251; “HR HeRoes” 
(Ziskin) celebrating HR courage, 
229–230; most common insights 
and themes emerging from the, 
231; other words of wisdom, 
232, 255–257; on strategic
multi-disciplinary perspective to 
broaden context, 232, 239–244

HR profession questions: 1: what 
do I want?, 210211; 2: who do I 
serve?, 211213; 3: how do I build?, 
213–214

HR professional associations, 31
HRPS, 31
Huldin, Elizabeth, 243
Human Capital (as HR 

terminology), 66
“Human Capital in the Cloud” blog 

(Boudreau), 190
Human capital strategy: as action

learning project for high potential 
operating leaders, 47; “the art 
of the question” for crafting a, 
47–50; boardroom presence
manifested through fl uency 
about, 196, 197–198; cloud-based 
collaborative, 190–191; critical 
things to know about business
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and, 43; description of, 26–28; 
HR Leadership Development 
Checklist on, 25fi g5 ; simplicity of 
integrating business and, 43–44;
Three Self-Assessment on, 51; 
ZTRON Technologies mini-case 
study on, 50, 181

Human capital strategy framework:
Build HR Excellence dimension 
of, 44fi g4 , 45, 48fi g8 , 49fi g9 , 50;
Develop Leaders dimension 
of, 44fi g4 , 45, 48fi g8 , 49fi g9 ; Drive
Performance dimension of, 44fi g4 ,
45, 48fi g8 , 49fi g9 , 50; Harmonize 
Systems and Processes dimension 
of, 44fi g4 , 45, 48fi g8 , 49fi g9 , 50;
Manage Talent dimension of, 
44fi g4 , 45, 48fi g8 , 49fi g9 ; overview of 
the fi ve dimensions of, 44fi g4 –47gg

Human (or interpersonal) skills, 196, 
200, 216

Human Resource Executive, 31
Hunt, Helen, 92

I
IBM: Corporate Service Corps of, 

167; gamifi cation being used 
by, 165; “Jam sessions” used by, 
171

Illusion of communication, 95, 136, 
138–139

Immelt, Jeffery, 198
India, 145
Indonesia, 145
Inevitability (Deserving to Win), 

71fi g1 , 75
“Infl uencers,” 60–61
Infl uencing decisions, 236
Ingham, Bill, 247
Innovation contests, 170

Innovation ecosystems, 169. See also

Open innovation
Input vs. consensus board balance, 

119fi g9 , 121
Insight articles: The “Art of 

the Question” Trumps “the 
Answer” (Boudreau), 187–191;
Becoming an HR Professional
(Ulrich), 209–216; Boardroom 
Presence: The Most Important 
Capability That HR Executives 
Can Possess (Conger), 195–
201; The Development of 
Leadership Capability in Modern 
Organizations: The Role of the 
HR Executive (Lewin), 205–208;
Environmental Scanning: A 
Pivotal Competency for All HR 
executives (Cascio), 191–195; 
The HR Executive’s Most 
Crucial Capability? A Strategic
Leadership Mindset (Vicere), 
216–220; The Story of HR 
Courage (Welbourne), 220–224; 
Three Self-Assessment on the,
225; What HR Executives Need
to Know (Lawler), 201–204

Intellectual property to agile
co-creativity transition, 148fi g8 , 
150–152

Internet: job creation through the,
145; social media tools available
on the, 151–152. See also Social
media

Interpersonal (or human) skills, 196, 
200, 216

Isaacs, David, 188
“It’s-Not-My-Fault-Itis,” 105
“It’s Time to Split HR” (Charan),

23
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J
Jackson, William B., Jr., 237
Jacobs, Susan, 250
“Jam sessions,” 171
Jesuthasan, Ravin, 190
JetBlue Airlines, 170
Jimmy Choo, 172
Jobs, Steve, 149
JobSpeek app, 172
Job/unemployment trends, 

143, 144
Johansen, Bob, 192
Johnson & Johnson, 188

K
Katz, Robert M., 216
Keep common sense common

(judgment), 90fi g0 , 93, 97
Keller, Deborah, 256
Key metrics: HR leader’s role in, 

121, 122fi g2 , 127–129; list of 
specifi c, 128fi g8

Khazanah National (Government of 
Malaysia), 190

King, Simon, 250
Kinnaman, David, 214
Klout scores, 173
Know thyself (self-awareness), 90fi g0 , 

95–96, 98
Knowledge transfer, 147
Kouzes, Jim, 91
KPMG report, 173
Kroc, Ray, 188

L
Lane, Angela, 234
Lawler, E. E., III, 185, 197, 198, 201,

202
Laychak, Heather, 251
Laymon, Joe, 257

Leadership: change, 25fi g5 , 55–56, 
57–61, 62; an integrated 
perspective of, 206fi g6 –207;gg

organizational capacity as blend of 
culture and, 101, 102fi g2 , 103–104; 
strategic leadership mindset 
capability for, 21 6–220

Leadership and Talent 
Development: Center for
Creative Leadership’s The 

Lessons of Experience on, 35; 
Development Leadership 
Talent Assessment, 80–81; fi ve 
areas for specifi c emerging HR 
leadership positions, 36–39;
four key areas of contribution
to, 83fi g3 –85; HR competency gg

models on, 24–26; HR leader 
development triangle, 28–36, 
38–39; HR leaders’ responsibility 
for their own, 23–24; increasing 
organizational focus on, 82; 
moving from assessing to driving, 
83–85; Polishing the Lens on 
addressing the needs for, 70, 
71fi g1 , 72–73; role of board of 
directions in, 129fi g9 , 133; role
of the HR executive in modern
organizations, 205–208; Three

Self-Assessment on, 40, 86. See

also Develop Leaders dimension;
Development areas; Talent

The Leadership Challenge (Posner and
Kouzes), 91

Leadership Is an Art (DePree), t

11
Leadership skills: conceptual, 216; 

human, 196, 200, 216; technical, 
216. See also Competence/
competencies
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Leading change framework:
question 1: “From what to what?,” 
57, 58fi g8 –59; question 2: “For gg

what reasons?,” 57, 58fi g8 , 59–60;
question 3: “What is the risk of 
unintended consequences?,” 57, 
58fi g8 , 60; question 4: “What role 
do key leaders play?,” 57, 58fi g8 ,
60; question 5: “What are likely 
resistance points and how do
we overcome them?,” 58fi g8 , 61; 
question 6: “How do we know if 
we are going too far or too fast?,” 
58fi g8 , 61

Legal environment, 193
Leonardo da Vinci, 43
The Lessons of Experience (Center for

Creative Leadership), 35
Levenson, Alec, 165
Lewin, David, 185, 205
Life’s Little Instruction Book (Brown), 

79
LinkedIn, 31, 173, 190
LinkedIn Alumni Group, 173
Lucas, Jared, 253
Luther, Nathan, 236

M
Mabry, Pam, 254
McDonald’s, 188
McEwen, Jennifer, 237
McFarlane, Stacey, 256
McKinsey: on embedding 

sustainability in business
strategies, 174; Quarterly Era of 
Big Data report by, 163

McKinsey Global Institute, 193
McKinsey Quarterly, 192
McLaughlin, Patrick, 254
Making mistakes, 91–92

Making Practice Perfect 
(Preparation), 70, 71fi g1 , 74

Making tough calls, 83fi g3 , 85
Malaysia, 190
Manage Talent dimension:

description of, 44fi g4 , 45;
implications for human capital
strategy, 49fi g9 ; questions to ask 
about, 48fi g8

Marketing: big data used for, 
162fi g2 , 163–164; gamifi cation
being incorporated into, 
164; generational diversity 
applications to, 165–166; mass 
customization, 162fi g2 , 168–169;
of mass customization options
to consumers, 162fi g2 , 168–169;
Target’s baby product ads 
sent to pregnant teenage girl
story, 163

Marx, Groucho, 117
Mass career customization (MCC)

[Deloitte], 168–169
Mass customization: as “deeper-

dive” HR theme, 162fi g2 , 
168–169; description and
examples of, 168; HR applications
of, 168–169

MasterCard, 166
MBA programs, 207
Messman, John, 243
Microsoft, 169
Middle East Arab Spring, 151
Millennials (born 1977–1998), 165, 

166
Model-T (Ford Motor Company), 

153–155
Mountain Dew brand, 172
Murphy, Michelle, 246
Myers, Bob, 253
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N
Nafshi, Iris, 238
Nature Structural & Molecular 

Biology, 190–191
Netfl ix, 170
The New York Times, 31
Nicholson, Jack, 92
Nike Inc., 174
NikeiD, 168
“No Excuses” mantra, 263–264
“No surprises” theory of 

management, 130
Nomi, 171
Norms: as cultural crossroad, 

110fi g0 , 111; description of, 108; 
Performance Culture Framework 
on, 107fi g7 , 108, 110fi g0

Northrop Grumman, 95

O
O’Brien, Dermot, 254
Odesk, 190
Open innovation: description and 

examples of, 169–170; increasing 
use in HR circles, 170–171; recent 
development in the applications 
of, 170. See also Innovation
ecosystems

Optimism (Visualizing Success), 70, 
71fi g1 , 74

Orchestra conductor metaphor, 
177–179

Organizational capacity: description
of, 101, 102fi g2 ; how it drives
performance, 103–104

Organizational culture: challenges 
related to changing, 60; making 
the investment to become a
Talenterprise, 79; organizational 
capacity as blend of leadership

and, 101, 102fi g2 , 103–104. See also

Companies; Performance culture
Organizational Dynamics (2011), 161s

P
Paine, Thomas, 93
Pandora, 168
Patton, Charmion, 240
Pennsylvania State University, 185, 

216
Pensions, 124
People and Organization, 66
People cost management:

description of, 102fi g2 ; how it 
drives performance, 106; key 
metrics of, 121, 128fi g8

People Operations, 66
PeopleAnswers.com, 172
PepsiCo, 172
Performance culture:

misunderstanding about what is 
a, 106–107; Performance Culture 
Framework to create an effective, 
107fi g7 –112; gg Three Self-Assessment 
on, 113; understanding what 
drives a, 101–106. See also

Drive Performance dimension; 
Organizational culture

Performance Culture Framework: 
artifacts, 107fi g7 , 109, 110fi g0 , 111; 
assumptions, 107fi g7 , 108, 110fi g0 ; 
consequences, 107fi g7 , 108, 110fi g0 , 
111; on cultural crossroads, 
110fi g0 –112; failure, 107gg fi g7 , 109,
110fi g0 , 111–112; heroes, 107fi g7 , 
109, 110fi g0 , 111; illustrated
diagram of a, 107fi g7 , 110fi g0 ; 
norms, 107fi g7 , 108, 110fi g0 , 111;
power, 107fi g7 , 109, 110fi g0 , 112;
shared beliefs, 107fi g7 , 108, 110fi g0
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Performance drivers: accountability,
101, 102fi g2 , 103; engagement,
101, 102fi g2 ; execution, 102fi g2 , 
104–105; goals, 101, 102fi g2 –103; gg

organizational capacity, 101, 
102fi g2 , 103–104; people cost 
management, 102fi g2 , 106; rewards, 
102fi g2 , 105

Personal leadership philosophy: 
crafting and refi ning your, 16;
the 4 Cs of author’s, 17fi g7 –19; gg

personal leadership profi le tool 
to help craft your, 12–16; sharing 
it with others, 16–17; THREE

Self-Assessment on, 20; TREE

PulseCheck assessment of, 5
Personal leadership profi le: 

description and function of, 
12; questions to ask in order to
create your, 13–15; taking the
time to understand and refi ne 
your, 16

Personal technology: as “deeper-
dive” HR theme, 162fi g2 , 
171–172; description of, 171; 
engaging consumers through, 
171; gathering information
about employees and prospective
employees, 171–172

Personal value proposition: Model
T story as example of, 153–155; 
transition from employment value 
proposition to, 148fi g8 , 152–155

Personality leadership questions: 1:
who is your role model?, 13; 2: on
bringing out the best in others, 
13; 3: what is important to me?,
14; 4: what I value in others?, 
14; 5: what are my “hot buttons,” 
15; 6: what are the leadership

principles for which I want to be
know?, 15

Persuasion to education transition, 
148fi g8 , 161

PESTLE environments, 193
Pfi zer, 170
Play sandbox (collaboration), 90fi g0 , 

92, 97
Polishing the Lens (Development), 

70, 71fi g1 , 72–73
Political environment, 193
Popchips, 164
Posner, Barry, 91
Power: as cultural crossroad, 

110fi g0 , 112; description of, 109;
Performance Culture Framework 
on, 107fi g7 , 108, 109, 110fi g0

Pre-meetings, 129fi g9 , 130–131
Preparation (Making Practice

Perfect), 70, 71fi g1 , 74
Presentation style, 196, 199–200
Prioritization (spend time like

money), 90fi g0 , 93–94, 97
“Proxy Season 2014: A Mid-Year 

Look at What’s Hot and What’s 
Not” (Ferracone), 124–125

Q
Questions: to ask about the

development areas, 48fi g8 ; to ask 
on becoming an HR professional, 
210–214; asked about the HR 
business partnership, 67–70; asked
by highly effective HR leaders, 
67; asked to create your personal
leadership profi le, 13–15; HR 
lessons on courage to confront 
and question, 232, 247–251;
leading change framework on
change, 57–61; tough questions

htt
p:/

/w
ww.pb

oo
ks

ho
p.c

om



320 INDEX

asked by board members to HR 
leaders, 134–135. See also The art 
of the question

R
Raising the Bar (Aspiration), 70, 

71fi g1 , 73
Ramaswamy, S., 193
Ramstad, Pete, 189, 197
RBL Institute, 31
Realism (Staying in the Moment), 

71fi g1 , 74–75
Resilience (fail forward), 90fi g0 , 94, 97
Respect (do unto others), 90fi g0 , 91,

97
Responsibility: “do windows” 

(execution), 90fi g0 , 96, 98;
“DWYSYWD” (Do What You
Say You Will Do) as being,
91–92; “fi ll the void” behavior
of, 90fi g0 , 94–95, 98; to serve as 
the primary HR executive, 11; 
taken by HR leaders for their own
development, 23–24

Rewards: description and functions
of, 102fi g2 ; how they drive
performance, 105; segmentation 
of, 169. See also Compensation

Rice, John, 250
ROI (rate of return on capital

investment), 208
Rosensweig, Dan, 185
Ross, Kathie, 244
Rude, Mike, 256
Russia, 145
Rutz, Cindy, 236

S
S&P 500 Index, 167
Safety metrics, 128fi g8 , 129

Salesforce.com, 173
Sameness to segmentation 

transition, 148fi g8 , 155–159
Samsung, 149, 164
Samsung Nation, 164
Say on Pay (SOP) shareholder votes, 

125, 127
Schramm, Russ, 246
Schuler, Terry, 243
Schuyler, Matt, 252
See around corners (anticipation), 

90fi g0 , 93, 97
Seeing the Wind (Feedback), 70,

71fi g1 , 72
Seek the truth (communication), 

90fi g0 , 95, 98
Segmentation: generational diversity 

form of, 165–166; moving from 
“Sameness” to transition to, 
148fi g8 , 155–159; “workforce-
of-one” concept for workforce, 
169; of workforce rewards, 169. 
See also Differentiation

Self-assessments: Development 
Leadership Talent Assessment, 
80–81; personal leadership profi le, 
12–16; THREE Pulsecheck, 5–7, E

26; WillBe Checklist, 97–98. See 

also Assessment; THREE Self-E

Assessments
Self-awareness (know thyself), 90fi g0 , 

95–96, 98
Self-Confi dence Building, 70, 71fi g1 , 73
Seneca, 89
Senior executive retirement plans 

(SERPs), 124
Setting the Tone (Expectations), 70,

71fi g1 –72gg

Seuss, Dr., 65
Severson, Eric, 246
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Shanda, 165
Shared beliefs: as cultural crossroad, 

110fi g0 ; description of, 108; 
Performance Culture Framework 
on, 107fi g7 , 108, 110fi g0

Shareholder interests, 119fi g9 –120gg

Shaw, George Bernard, 95, 
138Sherman, Scott, 235

Shiffl ett, John, 254
Show and tell (credibility), 90fi g0 , 

91–92, 97
SHRM (Society for Human

Resource Management): HR 
competency model initiative of, 
24; as HR professional association, 
31; reporting on sustainability 
importance as perceived by HR, 
174

Shuman, Jeffrey, 246
Siegel, Laurie, 234
Silent Generation (born 1933–1945), 

165
Skyline Construction, 169
Smith, Nancy, 240
Snobrova, Gabriela, 248
Social media: consumer engagement 

through, 172; as “deeper-dive” HR 
theme, 162fi g2 , 172–173; to fuel 
innovation, creativity, and change,
152; Sony Pictures Entertainment 
hacking (2014–2015), 151–152; 
understanding the power of, 
151. See also Internet; Technology

Society for Human Resource 
Management (SHRM), 24, 31, 174

Socio-cultural environment, 193
Sony Pictures Entertainment 

hacking (2014–2015), 151–152
SOP (Say on Pay) shareholder votes, 

125, 127

South Africa, 145
Spend time like money 

(prioritization), 90fi g0 , 93–94, 97
“Star Model,” 203
Starbucks, 174
Staying in the Moment (Realism), 

71fi g1 , 74–75
Stengel, Casey, 91
Stephenson, E., 193
Strahan, William J. T., 252
Strategic leadership mindset: fi ve 

phases of developing a, 217–219; 
increased need for, 217; lessons
on multi-disciplinary perspectives 
as part of, 232, 239–244; three 
questions to ask about your
agenda for developing a, 219–220

Strengths: the art of the question 
on, 68fi g8 ; Finding Buried 
Treasure, 70, 71fi g1 , 72; Three Self-
Assessment of your, 76

Succession planning: as increasingly 
necessary, 147; story about, 1

Sugar, Ron, 95
Sullivan, Michael, 249
Sustainability: applications to HR,

174; “deeper-dive” HR theme
in, 162fi g2 , 173–174; description
of, 173; embedded into business 
strategy, 174; metrics of, 128fi g8 , 
129; transition from fatigue to, 
148fi g8 , 159–160

SVP-HR (senior vice president, 
human resources), 205

T
Talbot, Christine, 257
Talent: board of directors role with,

37fi g7 , 38; CHRO and other HR 
leader roles in board issues of 
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organization and, 121, 126fi g6 –127; gg

HR leader gaps in knowledge
about, 37fi g7 , 38; key metrics of,
121, 128fi g8 ; know the, 83fi g3 , 84;
making tough calls on people, 
83fi g3 , 85; segment the, 83fi g3 ,
84–85. See also Leadership and 
Talent Development; Workforce

Talent reviews: expanded from 
knowing the talent, 83fi g3 , 84;
trend toward greater frequency 
of, 82

“Talenterprise,” 79
Target, 163
Tatum, Hayley, 254
Teams vs. boards, 136, 137–138
Technical skills, 216
Technological environment, 193
Technology: creating a need for 

new HR competencies, 192–193;
future HR trends related to, 144, 
145; Internet job creation, 145; 
open innovation, 162fi g2 , 169–170;
personal
technology form of, 162fi g2 , 
171–172. See also Social media

TED talk (Roselinde Torres), 219
“The Ten Infl ection Points of 

Coaching: Navigating the
Successful Leadership Coaching 
Journey” (Ziskin), 70

Thompson, Lisa, 235
THREE Pulsecheck assessment: E

description and function of, 5, 26;
scale items on, 5–7; taking one 
(after), 259–261

THREE Self-Assessments: E

the art of the question, 76; 
change leadership, 62; Driving 
Performance, 113; HR leader 

development, 40; on insights from 
academic thought leaders, 225; 
integrating business and human 
capital strategies, 51; Leadership 
and Talent Development, 86; 
personal leadership philosophy, 
20; THREE Pulsecheck, 5–7, E

26, 259–261; understanding the
board’s role, 140; work, workforce, 
and workplace future trends of 
HR, 180. See also Assessment; Self-
assessments

3M values, 192
Time management, 90fi g0 , 93–94, 

97
Tompkins, Bill, 245
Tomplin, Lily, 23
TopCoder, 190
Torres, Roselinde, 219
Touch Our Products (TOP), 235
Transformative HR (Jesuthasan and 

Boudreau), 190
Transparency: airline differentiation

possible through, 158; CHRO 
credibility through, 136, 137

Trust vs. endorsement, 136, 138
Truth-seeking, 90fi g0 , 95, 97
Turkey, 145
Twain, Mark, 248
Twitter, 151, 173
Tylenol crisis (Johnson & Johnson), 

188

U
Ugol, Marc, 246
Ulrich, Dave, 24, 185, 209
Unemployment/job trends, 143, 144
Unilever, 170
United States unemployment rates, 

144
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University of California, Los 
Angeles, 185

University of Colorado, Denver, 
185, 191

University of Michigan, 185, 209
University of Nebraska, 185, 220
University of South Carolina Center

for Executive Succession (Darla
Moore School of Business), 31

University of Southern California 
(USC), 31, 143, 161,185, 
187, 201

University of Virginia, 60
UPS, 174
U.S. News and World Report, 167
USC Center for Effective

Organizations, 31, 161
USC Marshall School of Business, 

143
User innovation model, 169

V
Vicere, Albert A., 185, 216
Vietnam, 145
Viguerie, S. P., 193
Visualizing Success (Optimism), 70, 

71fi g1 , 74
Vogt, Eric E., 188
VUCA (Volatility, Uncertainly, 

Complexity, Ambiguity) world, 
192

W
Wal-Mart: addressing the fuel 

effi ciency of its fl eet, 173–174; 
internal HR analytics functions 
of, 164

Waldman, Eve, 256
The Wall Street Journal, 31
“We live in a UCA world,” 192

Weaknesses: the art of the question 
on, 68fi g8 ; Three Self-Assessment of 
your, 76

Webb, John, 242
Webb, Robb, 257
Welbourne, Theresa M., 185, 220
Welch, Jack, 198–199
Weston, Tony, 241
What? (HR leaders development 

triangle): on content knowledge 
and capabilities, 28, 29fi g9 ; 
description and importance of, 28

“What We Hate HR” (Fast Company((
Staff), 23

When? (HR leaders development 
triangle): description of, 
29fi g9 ; knowing when you are
experiencing critical development, 
34–39; refl ective thoughts on need 
for new or additional experiences, 
36

White spaces, 147fi g7 –148gg

Who? (HR leaders development 
triangle): balancing internal job 
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