Accelerating strategy execution, 115-116
Acceleration of business results, 41
Accepting dissent but not rebellion,
145-148
always clarify who owns the decision,
145-146
don’t accept rebellion; hold people
accountable, 148
explain how decisions are made to
avoid rebellion, 146-148
Accepting new top talent, 144-145
Accountabilities for development,
162-167
board, 162-163
CEO, 163-164
executive team members, 164-165
HR, 165-166
individuals, 166-167
leaders at all levels, 165
Accountability, 25, 28-29, 45, 82
plans, 50-51, 64
See also Culture of accountability for
results
Account managers, 112-113
Acquisition of talent, 3
Acquisitions, 116, 122, 144
Action plan, 114
Activities, types of, 60
Actors, used during recruiting process, 100
Aerodynamics of leadership, 153
Agreed-up outcomes, 70
Agreed-upon results that you are
accountable for, 63—64
Alignment of goals and incentives with
the strategy, 80
Allied Signal, 25, 182
All-stars, 90-92, 167-168

have the courage to make change
happen, 92
ruffle feathers and deliver results, 91
want flexibility, 91
See also Recognizing the all-stars
American Airlines, 104
American Council of Life Insurance, 179
American Press Institute, 34
A-players, 32, 103-104, 143
Apple, 63, 183
Appointments, 175
Approaching the marketplace from a
position of strength, 111-114
develop an action plan based on your
SWOT analysis, 114
develop a SWOT analysis for each
strategic job function, 113
get to know the talent pool of your
three top competitors, 112
get to know your talent pool by
breaking down silos, 112-113
Arbitrary job descriptions, 177
Army of the Tennessee, 67
Arrow Electronics, 72
“Art and Science of Love, The”
(Gottman), 188
Assessing talent, five main approaches,
70-74
boss assessment, 72—73
direct report assessment, 72
external assessment, 73—74
peer assessment, 71-72
self-assessment, 71
Assessment, 27-30
Associated Press, 47, 141
Attrition, 41
“Attrits,” 41
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Bandwagon approach, 49
Barriers to personal achievement of full
potential, 119-122
culture of disempowerment, 120
poor career management practices, 121
poor leadership, 120121
poor performance management
practices, 121-122
Behavior, 133-134
Behavioral interviews, 100
Behavior management, 61
Belichick, Bill, 184
“Bell curve” review of talent, 169
Bench strength, 25, 43, 180, 181
“Best available athlete,” 66
Best Buy, 52, 55
Bethune, Gordon, 44
Blamer, 11
Blending imported talent with existing
talent, 7
Blocker talent, 89
Board development, 162
Board of directors, and role in strategy
development, 45-46
Bonus, 24, 44, 72, 101, 169
Boomers, 85, 86
“Bop on the head” culture, 27, 49
Boss, 96-99, 120, 121, 126, 149, 159
bad, 97, 104-105
connection to, 84, 135
great, 96-99
Boss assessment, 72-73
Bossidy, Larry, 25, 41, 181
Boston College, 186
B-player, 143
Buckingham and Coffman research,
95, 104
Burke, Jim, 173
Burlington Industries, 3
Business growth, 116

Calgon, 178
Candor and confidentiality, 72
Career certainty for top performers, 127
Career derailment, 61
Career development, 25, 31
defined, 180
Career development plan, 33
Career goals, achievement of, 166
Career management practices, 121

Career plan, 33
Career plan clash, 87-88
Catalyst 2000 statistics, 33, 35
Cause emphasized, not blame, 175
CEO (chief executive officer)
accountability plan sample, 54
acts with integrity, 175
connection, 167
development, 162-163
exemplar and atavar of top talent
acquisition, 185-186
major reasons for accepting less than
top performance, 191
not responsible for everyone
succeeding, 189
responsible for tough people
decisions, 189
role in strategy development, 4546
role in winning the talent wars, 192
succession plans, 87, 88, 104, 119
Challenges, 160
Chickamauga, 67
Chief strategy officer, and role in strategy
development, 47
Chief executive officer. See CEO
Churchill, Winston, 142
Civil War, 67
Coaching, 23, 24, 26, 27, 33
Coaching approach to leading, 151
Cognitive dissonance, 30
Collaboration, 46
Collaborative and empowering cultures, 34
Collaborative work environment, 36
Command and control leadership style,
8, 20, 34
Commitment to achieving results, 51
Committees, 51, 82, 148
Communication channels, 83
Community work, 43
Company succession plan, 73
Company strategy sample, 78, 79
Company targets, 29
Compensation, 80
Competence, 59, 60, 104,
defined, 61
Competitive advantage, 23, 41, 46, 59, 77,
111, 113
pragmatic meaning of, 118
Competitive analysis from a talent
perspective, 112
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Competitive talent advantage, 108,
109-122
approaching the marketplace from a
position of strength, 111-114
power of human and intellectual
capital, 117-119
value of a strong bench, 114-117
why talent is often subsumed, 119-122
Competition, 168
Competition, knowing your, 7
Competitors, 112
Compliance versus commitment, 107
Connections, 31-33
Connections to people, 125-126
Consistency and trust, 173174
Continental Airlines, 43, 44
Control freak. See Seven coaching steps
to prevent you from being a control
freak
Controller, 11
Control manias, 148-153
focusing on details instead of the big
picture, 150
focusing on perfection, not
progress, 151
not giving up decision making,
149-150
telling people to stop thinking, 149
telling people what to do and how to
do it, 149
Corporate recruiting myths and realities,
93-108
Corporate culture, 121
Corporate leadership, 50
Corporate recruiting myths and realities,
93-108
Cosmetic, 11
Counterintuitive development, 155-169
creating accountabilities for
development, 162-167
minimizing dysfunctional human
resource investments, 157-159
recognizing all-stars, 159-161
sharing success and credit, 167-169
Credit. See Sharing success and credit
Crises, 173
Critical success factors for performance
management systems, 28-30
Cross-cultural awareness and
understanding, 130

Cross-functional, high-potential team
projects, 167

Cross-generation understanding and
awareness, 131

Cultural diversity at the top, 130

Cultural traits desired for a company,
99-100

Culture fit versus skills and experience, 99

Culture (values) needed to achieve better
performance, 77

Culture of accountability for results, 42,
48-55

role of CEO in creating, 52-55

Culture of disempowerment, 120

Culture of empowerment, 120

Culture of self-responsibility for
development, 167

Customers, 173

Decision-makers should be leaders, not
HR, 159
Decision making, 145-146, 149-150,
174, 189
approaches available to CEO,
147-148
Defender, 11
Dependability, 174
Details versus big picture, 150
Developing people, as a priority,
23-27
Development of people, 25
Development opportunities, 160
Development priorities, 158159
Direct assessment, 72
Director Professionalism course, 162
Direct report, 28-29, 30, 43, 48, 70, 71,
81, 165, 190
Dissent, versus rebellion, 145-148
“Downsizing,” 41, 42
Dynamic of skills, experience,
knowledge, and behavior, 131-134
behavior, 133-134
experience, 132
knowledge, 132-133
skills, 131-132
Dysfunctional human resource
investments, minimizing, 157-159
Strategy A. Focus on developing top
talent versus remedial help,
157-158
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Dysfunctional human resource

investments, minimizing, (continued)

Strategy B. Set priorities to maximize
your return on investment of
development

dollars, 158-159

Strategy C. Make leaders versus HR the
decision-makers, 159

“Eat the vegemite” initiative, 147
Egalitarianism, 90, 111
Ego, 48, 67, 117, 121
Ego-talk behaviors, 11
Blamer, 11
Controller, 11
Cosmetic, 11
Defender, 11
Genius, 11
Squirmer, 11
Volcano, 11
Whiner, 11
Emotional connections, 134-136
boss connection, 135
CEO connection at all levels, 134-135
mentors, 136
peer, 135-136
Emotional intelligence, 61, 62, 74
Empathy, 61, 62
Employee—developed accountability
plans, 64
versus job descriptions, 64
Employee engagement, 106
Employees’ role in strategy development,
4748
Empowered team culture, 8-9
Empowerment, 120
defined, 178
questions regarding, 178-179
Enron, 174
Environment of high performance and
commitment, 106
Evaluating people, 10
“Evaluating the CEO,” (Kaufman), 72, 162
Evaluator, 28
Example to others in securing talent,
30-31
Excellent companies, 77
Execution (Charon and Bossidy), 41
Execution plan template, 53
Executive coaching, 80

Executive coaching program, 65

Executive team, role in strategy
development, 45-46

Expectations, 29

Experience, 132

External assessment, 7374

External candidates, 183

External coach, 26

External coaching for women, 36

External consultants, 16

External contribution, 44

External environment, 46

External executive education program, 80

External peer coaching forms, 27

External programs, 27

External recognition, 44

External recruiters, 7-8

External talent hiring, 80

Extraordinary leadership and talent,
189-192

Fear-based culture, 8, 9
FedEx, 44, 104
Feedback, 12-13, 28-30, 32, 36, 62, 65,
70, 71, 73, 88, 105, 106
Female-friendly work environments, 129
Female-inclusive work environment, 10
strategies for creating, 35-38
Female university graduation statistics, 34
Finance and accounting functions, 15
Firing people, 191
First Break All the Rules (Buckingham
and Coffman), 95
questions for prospective employees,
95-96, 104
Fisher, Dr. Helen, 34
Five reasons why leaders fail to win the
war for talent, 21-38
assessment, 27-30
awareness of male filters and behavior,
33-38
connections, 31-38
priorities, 23-27
setting wrong example, 30-31
Flexibility, 91
Flexible work arrangements, 161
Flexible work environments, 37
Focus groups, 106
Ford, Henry, 98
Four-day work week, 86, 87, 161
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Full potential. See Barriers to personal
achievement of full potential

Gaps on your team, 144

Gates, Bill, 98

General Electric (GE), 25, 43, 44, 99, 169,
179, 181, 182

Generation clashes, 85-86

Generation X (Gen X), 85-87, 131

Generation Y (Gen Y), 85-87, 131

Genius, 11

“Getting hit be a beer truck,” 115

Getting people on your team to accept
new top talent, 144-145

Giuliani, Rudy, 98

“Glass ceiling” rhetoric, 34, 129

“Glass walls,” 34, 35, 129

Gottman, Dr. John, 188

Group consensus, 146

Group mentoring programs, 27

Hammer, Michael, 41
Happy customers, 104
Happy employees, 42
Hawthorn Experiment, 30
Heroic talent recruitment processes, 79
Heterogeneous teams and organizations
versus homogeneous teams and
organizations, 129
Hewlett-Packard, 9, 36, 44, 50,
183, 188
High potential people, 24-26, 31, 63,
80, 167
role in strategy development, 47
High potential project teams, 27
High-talent performers, 127
Hiring smart people, 4-5
Hiring women, 36
Holistic approach to acquiring and
retaining talent, 187-188
Hood’s Army of Tennessee, 67
HR functions, partnering with, 102
Human capital, 117
Human needs for job satisfaction
certainty, 85
contribution, 85
learning and growth, 85
love/connection, 85
significance, 85
variety, 85

Human resource and organization
development (OD) function, 15-16
Human resources. See HR
accountability, 165-166
as decision makers, 159
and development of people, 24
and employee engagement, 106
and key leadership positions, 3, 16
and recruiting process, 101, 106
and talent acquisition, 17-20
and talent development strategy, 165
Human resources executives, and
leadership positions, 3, 16
Hyatt Hotel executives, 185

Tacocca, Lee, 98
IBM, 13, 14, 161, 183
“Immune system” that rejects foreign
bodies, 121
Inclusion, 128-131
build cultural diversity at the top, 130
create female-friendly work
environments, 129
foster cross-cultural awareness and
understanding, 130
foster cross-generation understanding
and awareness, 131
Individual accountability, 50
Individual results, 73
“Industrial relations,” 3
Innovation, 77
Integration of new talent, 122
Intellectual capital, 117
critical in times of crises, 118
critical to competitive advantage, 119
crucial to successful strategy execution,
117-118
its loss is a huge threat, 119
Interdependencies between roles, 82
Internal coaching, 80
Internal communications strategies, 83-84
commit to CEO and executive team
accountability for results, 84
define communication channels, 83
define internal stakeholder
objectives, 83
develop a people strategy
communication plan, 84
prepare messages to create a sense of
urgency, 83

197



INDEX

Internal executive education programs, 80
Internal programs, 27

Internal stakeholder objectives, 83
Internal succession candidates, 80
International Paper Company, 179
Interpersonal skills, 61

IQ tests, 74

IT functions, 14-15

IT talent, 88-89

Job descriptions, 52, 64, 98, 100, 160
Job excellence, three major components
of, 157
Job functions, 111
Jobs, Steve, 98
Job satisfaction needs unmet,
84-85
six human needs for job satisfaction, 85
Job shadowing, 26, 80
Johnston & Johnston, 173
Jung, Andrea, 98

Kaizen charts, 150
Kaufman, Stephen, 72, 162
Kerst, Fred, 178

Key hires, 32, 33

Kiel’s, 104

Knowledge, 132-133
Kodak, 111

Language used at workplace, 35
Leader
five mistakes made by, 139-142
roles of, 139
Leaders
ready to step into new roles when
required to minimize barriers to
business growth, 116
ready to step into new roles when
required to minimize disruption to
business growth, 116
Leadership, 137-153
poor, 120-121
Leadership behaviors for succession
planning, 62-63
Leadership development, 79-80
Leadership gap analysis, 80
Leadership investment in talent is a
strategic requirement, 111
Leadership talent pool, 5-6, 46, 63

Leadership team, role in strategy
development, 46

Learning and growth opportunities, 126

Letting go of a B-player when you need
an A-player, 143

Letting go of some talent, 142

Levi Strauss, 44, 104, 188

Life balance, promoting, 37

Life balance clash, 86-87

Location of social activities and
venues, 36

Long-term relationships with external
recruiters, building, 7-8

Long-term relationships with your stars,
building, 5-6

Low-talent performers, 127

Make people feel significant, 128
Male filters and behaviors, 3438, 88
Mallinckrodt, 13
“Management by walking around,” 169
“Management dashboard,” 159
Marry career development and
succession planning, 180-184
Maximizing application of talent, 102-105
A-players need challenges, 103-104
bad bosses minimize application of
talent, 104-105
know what you have to offer, 103
passion and competence lead to
world-class results, 104
MBA programs, 13
McKinsey, 16
Measures of success, 70
Mediocrity, 91
Mentoring, 23, 24, 27, 33, 37, 80
Mentors and retention, 136
Merck, 5, 14, 30, 79, 183, 186
Micro- and macro-managing, 148-153
micro-managing styles, 148
Microsoft, 188
Minorities, 16
Mistakes leaders make, 139-142
frequently changing vision and
strategy, 148
no clear vision and strategy, 139-140
not aligning strategy with structure,
141-142
not communicating vision and strategy,
140-141
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not involving people in vision and
strategy development, 141
Monsanto, 179, 186
Morita, Akio, 50
“Most desired” lists, 99
“Most desired traits” list, 102

Nashville, 67

National Association of Corporate
Directors, 162

NBC, 44

New challenges, 160

New England Patriots, 184

Nonfinancial incentives and motivators,
125-128

Norway, 36

Nurturers, 80

Orderly process, 174
Organic growth, 116
Organization structure, 81-82
Outcomes, 28-29, 70, 71
Outstanding people, 65-67
aren’t afraid to take risks, 66
consistently exceed expectations, 65
overcome barriers, 66-67
park their egos, 67
rarely know they are outstanding, 65
set high standards, 65-66
Overwhelm talent, 90

Palin, Sarah, 139-140
Parental leave policies, 37
“Parking employees,” 42
Parkinson, C. Northcote, 75
Passion, 59, 104

defined, 59-60
Passion for the business, 43
Passionless talent, 90
Pay and benefits, 95
Paying women, 36
Peer assessment, 71-72
Peer best practices, 27
Peer coaching teams, 27
Peer connection, 135-136
Peer ranking, 169
People and winning the war for talent, 4245
People as “resources,” 3
People-focused emphasis, 83
People management, 80

People strategies, 77-84
culture (values) needed, 77
internal communications, 83-84
leadership development and
succession planning, 79-80
organization structure and role clarity,
81-82
people management, 80
performance management and
compensation, 80
strategic job families, 79
teamwork, 82
People strategy communication plan, 84
People strategy key objective, 77
People strategy session, 79, 80
People will follow an enviable example, 4
Pepsi, 63, 183
Perfection versus progress, 151
Performance contrasted to talent, 59, 74
Performance evaluation, 27
Performance management, 80
practices, 121
sessions, 29, 30
system, 28, 29, 121
Performance review, 28, 70, 73
Personal brand, building, 3—4
“Personnel,” 3
Politics, 174
Pontiac Aztec SUV, 50
Poor leadership, 120-121
Porter’s model, 46
Positive mood maintenance, 61
Postal Service, 104
Praise, 168-169
Priorities, 23-27, 173
too many, 49-50
Priorities to maximize return on
investment of development dollars,
158-159
Proactive strategies, 111
Pro bono “lending” of executives, 43
Product innovation, 111
Projection (psychological phenomenon), 87
Promoting women, 36
Promotions, 13, 175
Punishment, 173

Quarterly performance management
meetings, 29
Quarterly performance reviews, 33, 70
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Questions people ask, 139

Questions to measure core elements
needed to attract, focus, and retain
the most talented employees, 95-96

Rath, Tom, 126
Ready-now CEO candidate, 115
Ready-now internal candidates, 66
“Ready now” leaders, 23, 25
Realty testing, 49
Rebellion
occurrence of, 148
rejection of, 148
versus dissent, 145-148
Recognition, 168-169
Recognition awards, 169
Recognizing the all-stars, 159-161
funding development opportunities, 160
offering flexible work arrangements, 161
offering sabbaticals, 161
providing new challenges, 160
Recruiters, partnering with, 101-102
Recruiting
as a leadership function, 101
important aspect of, senior executives’
bonus calculations, 101
limited role of human resources
department, 101
Recruiting companies, 101
Recruitment tips, 107-108
“Reengineering,” 41
Rejection, fear of, 103
Reliability, 174
Remedial help, 157-158
Replacing subordinates, 12-13
Reporting relationships, 81, 84, 85,
89, 113
Resilience, 61
Restructuring, 81
Results, delivery of, 59, 61
defined, 63-64
See also Culture of accountability for
results
Retaining talent, 123-136
dynamic of skills, experience,
knowledge, and behavior, 131-134
emotional connections, 134—136
inclusion, 128-131
nonfinancial incentives and motivators,
125-128

Retention, 122
important aspect of senior executives’
bonus calculations, 101
nature of, 125
Retention strategies, 125-128
create variety for top performers,
127-128
get connected to people, 125-126
give people learning and growth
opportunities, 126
make people feel significant, 128
provide career certainty for top
performers, 127
reward and recognize people for
making a contribution, 126
Revlon, 104
Reward, 173
Reward and recognize contributors, 126
Ritchie Bros. Auctioneers, 43, 104
Rockefeller, David, 179
Rock of Chickamauga, 67
Role clarity, 81-82, 142
Role conflict, 81
Role models, 23
ROWE (results-only work environment),
52,55

Sabbaticals, 27, 43, 90, 143, 161
Sculley, John, 63, 183
Search for top people, 39-55
Seau, Junior, 184
Selection, 175
Self-assessment, 71
Self-awareness, 61, 62
Seven coaching steps to prevent you
from being a control freak, 152-153
“Shanghaied” sailors eventually muting,
105-108
compliance does not lead to results, 107
don’t delegate employee engagement
to HR, 106-107
if people aren’t happy, they’ll talk, 106
Sharing success and credit, 167169
CEO connection, 167
cross-functional, high-potential team
projects, 167
daily recognition and praise
throughout the year, 168-169
peer ranking, 169
recognition awards and bonuses, 169
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Significance, of people, 128
Silos, 16, 25, 29, 50, 71, 112-113, 168
Simon Fraser University, 169
Six strategies to win the war for talent,
171-192
accept nothing less than extraordinary
leadership and talent, 189-192
become the leading advocate and
atavar for top talent acquisition,
184-186
create accountabilities for talent
creation and retention down the line
to attract, retain, and develop talent,
176-180
create a leadership style that is
consistent and transparent, 173-176
marry career development and
succession planning, 180-184
view talent holistically, embracing life
balance, 186-188
Skills, 131-132
Smart people, hiring, 4
Southwest, 43, 104
Specialized technical roles, 14
Speed recruiting, 99
Squirmer, 11
Staff functions as sources for talent
internally, 13-17
finance and accounting, 15
human resource and organization
development (OD), 15-16
IT, 14-15
strategic planning, 16-17
Star performers, 5
State Street Bank in Boston, 50
Statistics Canada, 34
Strategic error, 111
Strategic job families, 79
Strategic job functions, 46, 111, 113
Strategic needs, 25
Strategic plan, 23, 26
Strategic planning functions, 16-17
Strategic thinking, 111
Strategy, not aligned with structure,
141-142
Strategy as a daily guide and filter,
142-145
facing gaps in your team, 144
getting people on your team to accept
new talent, 144—145

letting go of B-player when you need
an A-player, 143
letting go of some talent, 142
waiting for top talent when he/she is
available, 143-144
Strategy development, 41, 4548
role of the board, 45-46
role of the CEO and leadership team, 46
role of chief strategy officer, 47
role of employees, 47-48
role of high potentials and succession
candidates, 47
Strategy execution, 41, 48-55
plan, 52
why teams fail, 48-55
Strategy Maps: Converting Intangible
Assets into Tangible Outcomes
(Kaplan and Norton), 79
Strengths, 73
Stress, 90
Stress management, 61
Stress on the job, 177
Strong bench
defined, 114-115
value of, 115-117
what gets in the way of companies
having a strong bench, 117
Strong leaders, 3
Structure, alignment of strategy with,
141-142
Success. See Sharing success and credit
Success behaviors, 61
lack of, 61
Successful people attract followers, 67
Successful track record, 6-7
Succession candidates, 73
role in strategy development, 47
Succession plan, 24-26, 32, 36, 63,
60, 116
Succession planning, 25, 31, 62-63,
79-80
defined, 181
SWOT analysis, 113-114

Talent
assessing, 70-74
attracted, not recruited, 93—-108
beats a focus on excuses, 68
beats those in wrong place at wrong
time, 70
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Talent (continued)
beats those not committed to success,
68-69
beats those who need protection,
69-70
blockers, 89
contrasted to performance, 59, 74
defined, 59
development neverending, 157
leadership investment in, 111
management, 64
maximizing application of, 102-105
obsolescence of, 88-90
“outs,” 68, 111
pool, 5, 6, 23, 25, 34-35, 59, 116
required for short-term and long-term
future, 112
scarce and semi-renewable resource,
75-92
significance of, 59
versus nontalent, 68
wars, 3
See also talent, reasons for movement of
Talent, reasons for movement of, 84-88
career plan clash, 87-88
generation clashes, 85-86
job satisfaction needs not met, 84-85
life balance clash, 86-87
male filters, 88
technology clash, 87
Talent acquisition, 112, 139
and role of HR department, 17-20
Talent-seeking leader, three priorities of,
39-55
people, 4245
strategy development, 45—48
strategy execution, 48-55
Tastemaker, 13, 16, 179
Team, 148
Team accountability, 50, 51
Team building, 51
experiences, 16
session, 72
Team effectiveness program, 12
Teamwork, 82
Technically competent people, 13-14
Technology clash, 87
Teekay Corporation, 43
Tenured professors, 61
The Gap, 104

Thin bench, 43

Thomas, George, 67

Threatened subordinates, dealing with,
11-13

Three-year key industry trends, 46

Three-year success measures, 46

Time available for developing people, 24

Time recruiting versus time firing,
100-101

Top performance, 191

Top performers, 26

Top talent, 81, 101, 105, 106, 116,
143-144, 157, 178

acquisition of, 184-186
value of, 117

Transactional HR, 16

Transformational HR, 16

Transparency and candor, 174-176

Trust, 173-176

Trust and candor, 28, 48-49, 72, 84,
85, 104

Trust relationship, 106

Tylenol-tampering crisis, 173

Under-performers, 10
Unhappy employees, 104, 106

Vagelos, Roy, 5
Variety created for top performers,
127-128
Vested stakeholders, 148
View talent holistically, embracing life
balance, 186-188
Vision and strategy, 139-141
frequently changing, 140
lack of, 139-140
not communicating, 140-141
not involving people, 141
Vital Friends (Rath), 126
Volcano, 11

Wiaiting for top talent when he/she is
available, 143-144
Walkman, 50
Wal-Mart, 100
War for talent
CEO’s role, 192
five reasons why leaders fail to win,
21-38
six strategies for winning, 171-192
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top ten reasons you can't delegate
winning the war to your HR
department, 17-20
Weak subordinates, 8
Welch, Jack, 44, 98, 99, 181, 182, 192,
best practices differentiation model, 71
Wendt, George, 182
Whiner, 11
“Who Has the D?” (Rogers and Blenko), 145
Winning (Welch), 192
Winning strategies, 42
Women, 16
hiring, 36
in senior management positions, 33, 34
paying, 36

promoting, 36
Women’s affinity group, 37
Workforce, 111
World-class
companies, 104
competence, 43
employee engagement, 44
mindset, 43
people, 4, 5, 42, 49
team, 43, 65
World-class talent, 41, 42
attributes of, 43-45
first recognized by outstanding
leaders, 45
Wrong example, 30-31
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