
• Numerics •
21st-century trends. See future trends
2011 Nielsen Social Media Report, 29

• A •
accountability, 105–106
accountant, 126
accounts payable clerk, 128
accuracy skills, 141
action plan, 216–217
AddThis social bookmarking site, 28
administrative assistant, 128
advancement opportunity, 24
all-inclusive succession plan, 224–225
American Society for Training and 

Development website, 61
Americans work style, 203–205
analysis

analytical and conceptual skills, 
139, 142

obstacles, 106–107
applicant, 74
application format, 74–75
appraisal system, 107, 109
aptitude

current competency assessment, 134
examples of, 131
identifying through interview, 

134, 136
Asian countries work style, 203–205
Association of Information 

Technology Professionals, 156
attention to detail skills, 140, 143
awareness training, 212

• B •
Baby Boomers (born 1947–1965)

core values, 197
factors infl uencing succession 

plan, 56

multigenerational workplace, 196
personal attributes, 198–199
retirement, 218
work behaviors, 201
work expectations, 200
work styles, 30–31

bad working habits, 153
baseline data collection, 67–68
bias, 78
blog, 28, 207
Blogger platform, 28
board member

CEO transition involvement, 166
exit process support, 183–184
nervousness of key position 

departure, 37
planned departure, 41–42, 44
support of, 71

book, 27
briefi ng book, 165
bulleted list, 68–69
business expertise, 138
business relationship, 205

• C •
candidate source

determining competency needed, 
59–60

experience, 60
external, 61, 72–75
identifying needs of, 58–59
identifying potential, 15
internal, 60–61, 75–77
lack of qualifi ed, 73–74
natural talent, 60
skill set, 59
training, 61–62

cellphone, 206
CEO (chief executive offi cer)

briefi ng book, 165
importance of, 116
obstacles, 100–103
planned departure, 37–38

Index
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CEO (continued)

roles and responsibilities, 116–118
succession plan, 13
support of, 71, 218–219
transition process, 165–166

CFO (chief fi nancial offi cer), 118–119
challenge

cultural diversity, 209
decision making, 77–78
external candidate source 

recruitment, 72–75
implementation, 72–79
internal candidate source 

recruitment, 75–77
multigenerational workplace, 208
plan adjustment, 79

change
benefi ts of planning as a process, 18
exit process, 190–192
implementation problems due to, 16
in marketplace, 127
strategic succession plan, 45–46
succession plan as priority, 64
in talent pool, 55

charisma, 138
Chatter social media network, 28, 207
chief executive offi cer. See CEO
chief fi nancial offi cer (CFO), 118–119
chief information offi cer (CIO), 

119–120
chief marketing offi cer (CMO), 120
chief operating offi cer (COO), 118
China work style, 203–204
CIO (chief information offi cer), 

119–120
CiteULike social bookmarking 

site, 207
cloud computing

data collection, 206
Internet information advancement, 27

CMO (chief marketing offi cer), 120
coaching, 154–155
collaboration, 143
collaborative website, 207, 212
college

encouraging employee to attend, 
157–158

fi nding candidate source, 61
succession plan needs, 12
transition process, 170–171

communication
coach and mentor, 154
effective, 219
lack of, 219
leadership competencies, 138
overcoming obstacles through, 

102–103
skills, 140, 142
succession plan, 63–65

competencies
aptitude, 131, 134, 136
attention to detail, 216
competency-driven culture benefi ts, 

24–25
cultural fi t, 146
current assessment, 133–137
current employee development, 

149–150
data collection assessment, 133
data organization assessment, 134
defi ned, 129–130
defi ning, 15
determining future, 143–144
experience, 146
HR facilitator, 141–142
identifying needed, 59–60
innovation, 145
interview guidelines, 134–136
job information resources, 

identifying, 133
key position, 137–143
knowledge, 132, 134, 136
leadership, 138–139
production engineer, 143
programmer, 139
purchasing manager, 142
receptionist, 140
reinforcing, 159–161
skills, 131–132, 134, 136
talent, 130–131, 134
TASK assessment, 130, 138

competency culture
contingency plan, 223–224
employee in process of translating, 

159–160
obtaining a sense of, 148–149

competency profi le, 23
competition, 107
computer knowledge, 139
conceptual skills, 139

232
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confi dence
customer, 20
self, 140
stockholder, 20

confl ict and disagreement
cultural diversity, 205
planning team, 53

consultant, family business, 39
contingency plan

all-inclusive succession plan, 
224–225

candidate source development, 
228–229

competency culture, 223–224
continuous monitoring and plan 

adjustment, 229–230
manager involvement, 225
ongoing process planning, 227
planning for change, 227–228
succession plan to mission 

statement link, 226–227
succession to strategic plan 

link, 225
COO (chief operating offi cer), 118
cooperation, 97
core value

mission statement, 98
multigenerational workplace, 

197–198
CRM (customer relationship 

management), 125
cultural diversity

benefi ts, 208–209
business relationship, 205
concept of time, 204
conception of self, 203
confl ict, 205
factors infl uencing succession 

plan, 55
gesture, 203–204
global trends, 8, 26
globalization, 202
interpersonal space, 204
reputation, 203
reverse discrimination, 209
social structure, 204–205
stereotype, 202
workforce changes, 31
workplace trends, 202–205

cultural fi t, 146
cultural noise, 78
custodian, 128
customer confi dence, 20
customer relationship management 

(CRM), 125
customer service, 145
customer service manager, 123–124

• D •
Dabbleboard website, 207
data collection

cloud computing, 206
current competency assessment, 133
metric data, 87
monitoring, 90–92
non-metric data, 85–87
qualitative data, 87–89
recommendations, 93–94
six-question evaluation strategy, 

90–91
sorting, 92–93, 134
types, 85–89

death. See unexpected departure
decision making

challenges, 77–78
leadership competencies, 138

Delicious social bookmarking 
site, 207

delivery person, 128
department manager, 71
departure. See planned departure; 

unexpected departure
departure-defi ned transition plan, 

13, 34
design-related obstacles, 104–105
development

employee, 23–24
mistake, 216–217
succession plan, 14–15

Digg social-bookmarking site, 28
diplomacy skills, 142
discrimination, 209
diversity. See cultural diversity; 

generational difference
documentation, 68–70
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• E •
ebook, 27
economic conditions

implementation problems due to, 16
unexpected events, 192–193

education institution transition 
process, 170–171

emergency succession plan
communication strategy 

development, 36
description of, 13
goals, 82
plan types, 34
for unexpected departure, 36–37

emotional control, 140–141
employee

advancement opportunity, 24
competency profi le, 23
competency-driven culture benefi ts, 

24–25
contribution to organization, 128
developing current competencies, 

149–151
development, 23–24
empowering the, 64
handbook, 164
identifying potential successor 

through, 151
individual development plan, 

151–152
key positions, 22
motivation, 151
obstacles, 101
personal goals and aspiration, 109
praise/recognition, 177
questionnaire, 88–89
recruiting through social media, 29
retaining highly competent, 21–25
support, 220

employee satisfaction and morale
ensuring continuation of competent 

leadership, 20
monitoring and evaluation 

strategy, 17
nervousness of key position 

departure, 38

employment agency, 61
empowering culture, 173
engineer, 143
estate plan, 40
evaluation

data collection determination, 85–89
data collection monitoring, 90–92
data collection recommendations, 

93–94
data collection sorting, 92–93
description, 81
plan development, 15
six-question strategy, 90–91
success measurement criteria, 

82–85
turnover statistics, 17

executive assistant, 126
exit process

board member support, 184–185
change, 190–192
face-to-face meeting, 185–186
keeping employee informed of, 189
management communication, 

188–189
manager support, 183–184
new hire plan, 187–190
new hire support, 190
obstacles, 190–192
post-exit phase, 190–192
pre-exit phase, 183–188
unexpected events, 192–194

experience
candidate source, 60
as enhancement to competency, 146

external candidate source
recruitment challenges, 72–75
where to fi nd, 61

external talent pool succession 
plan, 34

• F •
Facebook social network

description of, 28, 207
effective use of, 221
for employee recruitment, 30
Facebook Ad, 221
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Facebook Marketplace, 221
Facebook Page, 221

face-to-face interview
as decision-making factor, 77
exit process, 185–186

facilitator, meeting, 99
family business

CEO succession plan, 13
estate plan, 40
planned departures, 38–40
succession plan goals, 82
succession plan needs, 13
successor, 40
transition process, 168–170

family business succession plan, 34
family crisis. See unexpected 

departure
fi nancial loss, 32
fi rst impression, 78
Flickr media-sharing site, 28, 207
focus group, 89
formal succession plan, 68–70
for-profi t organization

globalization of organization, 8
succession plan needs, 11–12
transition process, 164–166

founder
founder’s syndrome, 167
planned departure, 38–40

future needs
determining competencies for, 

143–144
determining type of plan for, 51
strategic succession plan, 45

future trends
globalization, 26
Internet technology, 26–28
social media, 28–30
strategic succession planning, 25
workforce changes, 30–31

• G •
Generation Xers (born 1966–1977)

core values, 197
factors infl uencing succession 

plan, 56

multigenerational workspace, 196
personal attributes, 199
work behaviors, 201–202
work expectations, 200
work style, 30

Generation Yers. See Millennials
generational difference

factors infl uencing succession 
plan, 55

global trends, 8
multigenerational issues, 30–31
planning team, 211
workforce change, 30

generic presentation, 70
gesture, 203–204
globalization

cultural difference, 8, 26
cultural diversity, 202
generational difference, 8
online recruitment, 8
outsourcing, 26
technological advancement, 8
trends, 8, 26

goal
establishment, 62
measurable objectives, 69
success measurement criteria, 

82–85
translating into specifi c outcome, 

83–85
Google Plus social network, 207
Google Reader social bookmarking 

site, 207
GoToMeeting website, 27
government organization

planned departure, 43
succession plan needs, 12
transition process, 171–172

group dynamics, 141

• H •
halo effect, 77–78
helpfulness, 140
HR (human resources)

facilitator competencies, 141–142
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gathering qualitative data 
through, 88

important role of, 70
manager responsibilities, 122
organizational development, 58
partnering with, 58
questionnaire, 88
quick-response team aid, 35
roles and responsibilities, 58
Society for Human Resource 

Management, 156
Hsieh, Tony (Zappos CEO), 145
human resources. See HR

• I •
illness. See unexpected departure
implementation

baseline data collection, 67–68
challenges, 72–79
documentation/formal version of 

plan, 68–69
learning from mistake, 79–80
pre-implementation obstacle, 96–99
presentation, 69–70
problems, 16–17
step-by-step action plan, 15–16
succession plan as priority, 64
support for plan, 71–72

individual development plan, 151–152
individual-based succession plan, 34
information-acquisition 

assignment, 156
in-house training, 152–153
innovation

multigenerational workplace 
benefi ts, 208

production engineer, 143
Zappos marketing, 145

inspiration, 138
integrity, 138
interdependency, 174–175
internal candidate source

identifying potential, 60–61
promotion, 76
recruitment challenges, 75–77

internal talent pool succession 
plan, 34

Internet
cloud computing, 27
fi nding candidate source on, 61
future trends, 26–28
job boards, 61
mobile computing, 27

interpersonal skills, 140
interpersonal space, 204
interview. See also recruitment

gathering qualitative data 
through, 88

identifying aptitude through, 
134, 136

identifying knowledge through, 136
identifying skills through, 136
identifying talent through, 134–135
rating scale, 136–137

• J •
Japan work style, 203
job board, 61
job description, 73
job fair, 61
job performance

appraisal system, 107, 109
identifying potential successor 

through, 150
judgment, 141

• K •
key position. See also leadership; 

management
accountant, 126
competencies, 137–143
contributions of organization, 126
defi ned, 115
employee, 22
executive assistant, 126
importance of, 125–126
planned departure, 37–38
programmer, 126
receptionist, 126
salesperson, 126
service mechanic, 126
store manager, 126
unexpected departure, 34–35
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knowledge
computer, 139
current competency assessment, 134
examples of, 132
of group dynamics, 141
identifying through interview, 136
leadership competencies, 138
product and service, 138

• L •
large organization

succession plan needs, 11–12
transition process, 164–166

lateral move, 76
leadership. See also key position; 

management
CEOs, 116–118
competencies, 138–139
key managers, 120–125
manager, 21
preparing for departure of, 20–21
top management, 20, 118–120

learning from mistake, 79–80
LinkedIn social network

description of, 28, 207
effective use of, 221
recruiting through, 30, 221

listening skills
HR facilitator, 141
respect, 176

long-term succession plan, 2, 33. See 
also strategic succession plan

• M •
management. See also key position; 

leadership
as coach and mentor, 154–155
ensuring continuation of competent 

leadership, 21
exit process support, 183–184, 

188–189
gathering qualitative data 

through, 88
identifying potential successor 

through, 150–151
involvement of plan, 225

roles and responsibilities, 120–125
support of, 71
support of succession plan, 11
trust-building technique, 178–179
weekly meeting with, 215
workforce change, 31

manufacturing and production 
expertise, 143

marketplace
alignment of plan to marketplace 

mistake, 217
anticipating change in, 127
expert, 217
factors infl uencing succession 

plan, 54–55
trends, 54–55
unexpected events, 193

master’s degree, 157
MBA program, 157–158
media-sharing website, 28
meeting

facilitator, 99
planning team, 99
professional association, 156–157
skill at running, 141
time, 99
website, 27
weekly, 79, 215

memorization skills, 140
mentor, 154–155
metric data, 87
microblog, 207
micromanaging, 179
milestone, 216
military, 172
Millennials (born 1977–2000)

core values, 198
factors infl uencing succession 

plan, 55
multigenerational workplace, 196
personal attributes, 199
work behaviors, 202
work expectations, 200–201
work styles, 30

mission statement
aligning succession plan to, 57
core value, 98
linking succession plan to, 226–227
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mistake
alignment of plan to marketplace, 217
consideration of workplace 

composition, 218
development, 216–217
ineffective monitoring, 222
lack of communication, 219
learning from, 79–80
not getting support, 218–220, 222
social media effectiveness, 220–221
succession plan priority, 215–216

mobile computing, 206
monitoring

data collection, 17, 90–92
implementation process, 79
ineffective, 222
plan development, 15
turnover statistics, 17
weekly meeting, 79

Monster website, 61, 220
morale

ensuring continuation of competent 
leadership, 20

monitoring and evaluation 
strategy, 17

nervousness of key position 
departure, 38

motivation, 151
multigenerational workplace

benefi ts and challenges, 208
core values, 197–198
generation types, 196
personal attributes, 198–199
work behaviors, 201–202
work expectations, 199–201

multitasking, 140

• N •
natural talent, 60
negotiation skills, 142
new hire

acceptance, 183–184
backup, 192
educating the, 187–188
introduction, 189–190
obstacles, 107–111
orientation, 164

probationary period, 193
socializing with, 190
support, 190
transition process, 163–164
unexpected perception, 193–194

New York University Stern Executive 
MBA Program, 158

newsletter, 105, 174
Nexters. See Millennials
Nielsen Social Media Report 

(2011), 29
non-metric data, 85–87
nonprofi t organization

globalization, 8
planned departure, 42
special considerations for, 42
succession plan needs, 12
transition process, 166–168

nonverbal clues, 142
numbered and bulleted list, 68–69

• O •
objectives

detailed, 216
employee-related, 101
establishing, 15
implementation problems due to, 16

objectivity, 141
obstacles

accountability-related, 105–106
analysis-related, 106–107
anticipating, 95–96
candidate development, 109–110
CEO-related, 100–103
communication to overcome, 102
design-related, 104–105
exit process, 190–192
new hire, 107–111
pre-implementation, 96–99
preparing to deal with, 95–96
process, 103–106
recruitment, 107–108
skepticism, 103
strategic leadership development 

plan, 97–98
support, 98–99
time-related, 103–104
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offi ce manager, 124
Olsen, Erica

Strategic Planning For Dummies, 46
online recruitment, 8
online training, 158
open-ended question, 87
organization

competency culture, 148
employee contribution to, 128
global trends in, 8
how this book is organized, 2–4
interdependency, 174–175
key position contribution to, 126
skills, 142

organizational development, 58
orientation, new hire, 164
outsourcing, 26

• P •
partnership

succession plan needs, 12–13
transition process, 168–170

performance appraisal system, 
107, 109

performance review, 150
perseverance, 138
personal attributes, multigenerational 

workplace, 198–199
phone apps, 27
planned departure

board member, 41–42, 44
CEO, 37–38
description of, 33
determining type of plan for, 51
family business owner or founder, 

38–40
government organization, 43
identifying positions needed, 59
key position, 37–38
nonprofi t organization, 42
reasons for, 51
self, 40–41

planning process, 11
planning team

climate of objectivity, 97
competence and cooperation, 97
confl ict and disagreement, 53

forming, 14, 52–54
gathering qualitative data 

through, 88
generational difference, 211
implementation obstacles, 96–97
meeting room, 99
positive attitude, 97
quick-response team, 35–36
roles and responsibilities, 53–54
support of succession plan, 11
team climate behavior, 53
team member selection, 52
trust within, 97

positive attitude
customer service representative, 141
planning team, 97
receptionist, 140

post-succession plan, 219
praise, employee, 177
predictable-departed succession 

plan, 51. See also 
planned departure

pre-implementation obstacle, 96–99
presentation

preparation, 69–70
website, 27

priority mistake, 215–216
probationary period, 193
problem-solving skills

coach and mentor, 154
customer service representative, 140
HR facilitator, 142
mindset, 173–174
production engineer, 143
programmer, 139

process
benefi ts of planning as, 18
describing steps of, 62–63
obstacles, 103–106

procrastination, 106
product and service knowledge, 

138, 143
production engineer, 143
professional association meeting, 

156–157
programmer

competencies, 139
key position, 126
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Project2Manager website, 207
ProjectPier website, 207
promise, 178
promotion challenges, 76–77. See also 

planned departure
public speaking, 145
purchasing manager, 142

• Q •
qualitative data

defi ned, 87
gathering through focus group, 89
gathering through interview, 88
gathering through questionnaire, 

88–89
questionnaire

employee, 88–89
gathering qualitative data through, 

88–89
HR team, 88
website, 89

quick-response team, 35–36

• R •
rating scale, 136–137
receptionist

competencies, 140
identifying key position, 126

recession, 16
recruitment

decision making, 77–78
external candidate source, 72–75
fi rst impression, 78
internal candidate source, 75–77
interview, 77–78
obstacles, 107–108

rejection, 141
relationship-building skills, 142
replacement succession plan, 34
reputation

cultural diversity, 203
performance in current job, 150

resignation. See unexpected departure
respect, 176–177

responsibilities. See roles and 
responsibilities

responsiveness, 177–178
retirement, 31, 218. See also 

planned departure
reverse discrimination, 209
role-based succession plan, 34
roles and responsibilities

CEO, 116–118
CFO, 118–119
CIO, 119–120
CMO, 120
COO, 118
customer service manager, 123–124
HR manager, 122
HR team, 58
key position, 125–127
management, 120–125
offi ce manager, 124
planning team, 53–54
sales manager, 124–125
shipping and receiving manager, 125
training manager, 122–123

Ross Executive MBA program 
(University of Michigan), 157–158

• S •
sales manager, 124–125
salesperson, 126
scholar-practitioner, 157
search fi rm, 61
self

conception, 203
planned departure, 40–41

self-confi dence, 140
seminar

employee advancement 
opportunity, 24

website, 27
service mechanic, 126
shipping and receiving manager, 125
short-term thinking, 7
simple replacement plan, 14
six-question evaluation strategy, 

90–91
skepticism, 103
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skills. See also competencies
candidate source, 59
current competency assessment, 134
examples of, 131–132
identifying through interview, 136
multigenerational workplace 

benefi ts, 208
SlideShare website, 27
small business transition process, 

168–170
smartphone, 206
Smartsheet website, 207
social bookmarking, 28, 207
social media

business use, 29
for employee recruitment, 29
forms, 206–207
future trends, 28–30
Nielsen Social Media Report 

(2011), 29
not using effectively, 220–221
training, 212
website, 28

social networking, 207
social structure, 204–205
Society for Human Resource 

Management, 156
Spicebird website, 207
stereotype, 202
stock price, 32
stockholder confi dence, 20
store manager, 126
strategic leadership development plan

core values, 98
description of, 14
obstacles, 97–98

Strategic Planning For Dummies 
(Olsen), 46

strategic succession plan
aligning succession plan to, 57
changes and updates to, 45–46
current strategic needs, 44–45
determining type of plan needed, 51
future strategic needs, 45
future trends, 25
identifying positions needed, 59
keeping up with, 127–128

linking succession plan to, 57–59
plan types, 31
planning team member selection, 52

strategic thinking, 138
stress management, 140
success measurement criteria

development, 85
goals, 82–83
specifi c outcome, 83–85

succession plan
consequences of not having, 9, 32
development, 14–15
differences between, 11–13
dynamic and updated, 9–10
reasons for, 8–10
shared characteristics between, 

10–11
types, 13–14, 34, 50

succession plan steps
defi ning process steps, 62–65
description, 49
determining factors infl uencing 

plan, 54–56
determining type of plan, 50–51
identifying candidate source, 59–62
linking to strategic plan, 57–59
planning team formation, 52–54

successor
family business, 40
fi nding through recruiting agency/

executive search fi rm, 147
support, 222

successor development
coach and mentor, 154–155
competency culture, 148–149
current employee competency 

development, 149–150
identifying potential successor, 

150–151
individual development plan, 

151–152
information-acquistion 

assignment, 156
in-house training, 152–153
MBA program, 157–158
professional association meeting, 

156–157
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successor development (continued)

scholar-practitioner, 157
special assignment for, 155–156

support
board member, 71
CEO, 71, 218–219
employee, 220
management, 71
mistake of not getting, 218–220, 222
new hire, 190
obstacles, 98–99
succession plan, 71–72
successor, 222

SurveyBuilder website, 89

• T •
Taiwanese work style, 204–205
talent

changes in talent pool, 55
current competency assessment, 134
development plan, 14
examples of, 130–131
expanding the talent pool, 75
identifying through interview, 

134–135
TASK assessment, 130, 138
team. See planning team
teamwork, 174–175
technological advancement, 8
technologically sophisticated 

workplace
benefi ts and challenges, 210
cellphone app, 206
cloud computing, 206
information technology 

advancement, 205–206
mobile computing, 206
social media, 206–207

temporary replacement, 36
termination. See unexpected departure
timeline

concept of time, 204
external candidate recruitment 

challenges, 73
meeting, 99
succession plan, 63

time-related obstacles, 103–104
transition process, 165

top management. See key position; 
leadership; management

Traditionalist (born before 1947)
core values, 197
multigenerational workplace, 196
personal attributes, 198
work behaviors, 201
work expectations, 200
work styles, 30

training
awareness, 212
candidate source, 61–62
feedback, 153
in-house, 152–153
manager roles and responsibilities, 

122–123
online, 158
pre-employment interview, 78
skills, 139
social media, 212
specialist, 153
for undeveloped internal 

candidate, 76
transition process

CEO, 165–166
college and university, 170–171
description, 13, 163
empowering culture 

development, 173
family business, 168–170
for-profi t organization, 164–166
government organization, 171–172
internal dynamics, 172–179
large organization, 164–166
military, 172
new hire, 163–164
nonprofi t organization, 166–168
partnership, 168–170
problem-solving mindset, 173–174
small business, 168–170
timeline, 165
trust-building technique, 

77, 175–176, 178–179
transition succession plan, 34
travel, 152
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trends, marketplace, 54–55. See also 
workplace trends

trust building
acknowledging contribution of 

others, 176–177
employee recognition, 177
helping people feel at home, 

175–176
managerial competence, 178–179
micromanaging, 179
planning team, 97
respect, 176–177
responsiveness to employee, 

177–178
win/win communication, 176–177

turnover statistics, 17
21st-century trends. See future trends
Twitter social network, 28, 30, 207, 221
2011 Nielsen Social Media Report, 29
TypePad platform, 28

• U •
UCLA Anderson Executive MBA 

Program, 158
unexpected departure

description of, 33
determining type of plan for, 50–51
emergency succession plan, 36–37
identifying positions needed, 58
key positions, 34–35
quick-response team, 35–36
rapid response capability, 52
reasons for, 50–51
replacement source evaluation, 35–36
temporary replacement position, 36

unexpected event
economic conditions, 192–193
marketplace, 193
new hire, 192
perception of new hire, 193–194

university
encouraging employee to attend, 

157–158
fi nding candidate source, 61
succession plan needs, 12
transition process, 170–171

University of Michigan (Ross 
Executive MBA program), 
157–158

University of Pennsylvania (Wharton 
Executive MBA Program), 158

upper management. See key position; 
leadership; management

• V •
values, multigenerational workplace, 

197–198
veteran. See Traditionalist
video contest, 30
videoconference, 27
virtual content community, 207
vision

aligning succession plan to, 57
CEO responsibility, 116
implementation problems due to, 16
leadership competencies, 138

• W •
WebEx website, 27, 212
website

blog and microblog, 207
collaborative, 207, 212
job board, 61
media-sharing, 28
meeting, seminar, and 

videoconference, 27
presentation, 27
questionnaire, 89
social bookmarking, 28, 207
social media, 28
social networking, 207
updates, 219
virtual content, 207
wikis, 28

weekly meeting
manager, 215
planning team, 79

WikiAnswers site, 28
Wikipedia site, 28
wikis, 28

24_9781118095140-bindex.indd   24324_9781118095140-bindex.indd   243 3/2/12   3:01 PM3/2/12   3:01 PM

htt
p:/

/w
ww.pb

oo
ks

ho
p.c

om



Business Succession Planning For Dummies  244

win/win communication, 176–177
WordPress platform, 28
work behaviors, 201–202
work expectation, 199–201
work from home, 27
workforce change

cultural diversity, 31
generational work styles, 30
management, 31

workplace trends
cultural diversity, 202–205, 208–209
impact, 207–210
multigenerational workplace, 

196–202, 208
overview, 195
succession plan process, 211–212
technologically sophisticated 

workplace, 205–207, 210

workshop and seminar, 24
writing skills, 139

• Y •
Yammer social media network, 

28, 207
YouTube media-sharing site, 

28, 30, 207

• Z •
Zappos website, 145
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