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Collins, Jim (Good to Great), 140–141, 

346
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409
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recent demographic developments, 

5–6
recruitment implications, 33–35
skill shortage, 32–33
trends, 6–8
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172–180
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McKinsey & Company, 141
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analytics versus, 121–122
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management by, 108
performance improvement and, 16
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Metrics. See Measurement/metrics
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Modeling, top manager, 173, 179
Moneyball, 258, 278–284
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business logic driving measurement,
280–281
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Motivation, 15–22
feelings and performance, 18
goals, dark side of, 16–17
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Employment relationships
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Off-shore work, 9–10
OgilvyOne, 312, 314
Older workers, 12–14, 29–31
Ollila, Jorma, 312
Operations (experience/skills), 59
Organization(s):

as capabilities, 195–197
charts, 308–309
4+2 model, 217–223
new form (collaborative multif irm

network), 196, 242–247
new reality about (duality or paradox),

196
Orvis, 80
Outcomes, ownership of, 238
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Wal-Mart (get/keep/grow), 38–43

People issues in organizations, six waves of,
96–97

Performance:
accountability, future, 414
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public policy
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market-focused culture, 173, 176
mutual investment approach, 50–51
outstanding HR executive and, 127–130
retention management versus, 12
selection trends, 394, 413–414
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