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business performance, and, 33
communication, 29
corporate, 44
country, 50
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competitive advantage, as, 7
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critical operational roles, 173-175
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definition, 3
economic value, 248
employee perceptions, 177

evidence-based management approach, 166

external enviroment, 243

future trends, 191-195

goals, and, 177

high potentials, 177
high-performance company, 177
improvements, 162

incorporating in strategy, 241-244
intangible asset, as, 9

integrating elements for strategic change, 244-246

internal environment review, 243

investment, as, 151

lack of measurement systems, 161

measurement types, 162

methods for making workforce decisions,
164-165

metrics, 181

monitoring results, 180-183

ongoing measurement, 180

overarching direction, 243

part of business strategy, as, 10-11

performance requirements, 175-176

power for competitive advantage, 247

recognition of as source of value, 7-10

reducing business risk through workforce plan-

ning, 186-190
segmenting the workforce, 170-172
strategic decisions, 244
strategic framework, 244
strategy options, 244
strategy, and, 4
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workforce forecasting, 183-186
workforce management that works, 162-163
human resource (HR) tools, 24
human resources function, 6, 56, 126, 160,
163, 249

knowledge capital, 249

leadership, 10
action learning, 75
alignment, 79
assessing pipeline, 61-63
assessment tools, 62
authentic leadership approach, 59
budget for programmes, 71
building talent, 60
coaching, 72-74
communication, 29, 85
competencies, 61
composition, 85
criteria for environment, 84
crucibles of, 87
developing a talent strategy, 60-61
developing pipeline of, 65-67
development, 59-71
development needs analysis, 75
difficult decisions, 208
effectiveness and financial performance, 54
emotional intelligence, 75-77
getting the right people in the right job, 77-78
global shortage of talent, 54
individual development plan, 65
influencing, 86-87
launching a new product, 86
making decisions, 84-86
managing conflict, 81-83
managing performance and succession, 68-69
media, 11
models, 78
multi-source assessments, 61
networks, 87
performance appraisal interview, 80
performance management, 69
politically savvy, 86
psychodynamic approach, 58
self-awareness, 76
self-management, 76
servant leadership approach, 59
setting objectives, delegation and giving feed-

back, 79-80

situational, 78-79
skills approach, 58
social awareness, 76
style approach, 58
succession planning, 69
team alignment, 74

techniques for development, 71-75

tools to develop skills critical, 75-89
trait approach, 58

transformational leadership approach, 59

macro-level behavioural expectations by coun-
try, 49

people practices, 160
performance
assessing, 175
productivity, 164, 173
public and private sector organisations, 248

resource-based view, 2
responsibility of workforce practices, 163

social networking, 116
stakeholders
collaboration, 9
strategy, 1
capabilities, 2
change, 244, 245
dynamics, 240
evolution, 7
execution, 2
factors, 5
formulation, 5
framing, 4
human capital strategy, 6
human resources (HR), 6
implementation, 5
no place for benchmarking, 164
process, 241
radical change, 245
strengths, weaknesses, opportunities, and threats
(SWOT) analysis, 4
structure
7S model, 95
boundaries, 105
business complexities, 95
business unit, 98-105
case of blended, 99-101
centralisation versus decentralisation, 96
considerations, 105-110
corporate governance, 94
cross-functional, 111
decentralisation, 97
enterprise level, 97-98
evaluating, 115-116
factors for job design, 113
functional efficiency, 102
general types, 96-105
geographic coverage, 107
high-performing teams, 111
innovative products, 96
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interdependence of decision-making, 110

job characteristics approach, 113

job design, 112-113

job enlargement, 113

manager-led teams, 110

matrix management, 103

multi-divisional, 95

organisation and business, 18-19

organisation planning, and, 95

organisation sizing, 109, 110

organisational network, 116

process efficiency, 103

product leadership, 99

product orientation, 103

self-directed teams, 111

span of control, 108

strategy, and, 93

structure in 5s approach, 95

team design, 110-112

vertical hierarchy, 107
structured behavioural interviews, 77-78

features, 77

meaning, 77

underlying assumptions, 77

use, 78

talent management
accountability, 126, 152
aligning, 163
alignment of practices, 126
assessing employees, 136
behavioural competencies, 135
build and buy, 127
career and mapping, 138-141
challenges, 127
compensation, 144
competency, 135-138
competency-based performance, 144

creating a best-fit talent strategy to close skills
gaps, 128-130

designing a global reward strategy, 146-148

development of the workforce, 134-143

diversity of workforces, 123

elements of development, 134

executive compensation, 151-153

gap in workforce, 125

goal setting, 153

human resources function, and, 126

internal financial metrics, 152

job description, 136

learning, 134

managing performance, 148-151

motivating sales force, 155-157

new recruitment strategy and workforce plan for
rapid growth, 132-133

performance management and rewards, 144-157

performance strategies, 145

portfolio view, 123

promotion, 142

recruit, 131

recruitment and selection, 130-133

sales compensation, 153-157

segmenting employees, 125

shareholder perspective, 146

succession planning, 141-143

technical competencies, 135

training, 134

varying pay, 154

workforce planning, and, 123-130

workforce characteristics, 163
identification, 165
impact, 164

workforce planning, 183, 186-190
experienced employees, 187
identifying gaps, 188
meaning, 187
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