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A
A&W Root Beer, 286
Accountability: business manager’s, 

101–103, 117; ensuring leadership, 
299; fi rst-line managers and, 66; 
group functional manager’s, 
249–252, 254–255

Action learning, 197–198
Alignment triangle: aligning 

complexity with, 101–103, 
110–114, 119; developing 
succession plans using, 224; 
diagnosing performance with, 
176–177

B
“Basketball” perspective, 140
Board of directors: CEO’s 

responsibility to, 143; choosing 
CEOs, 295–296; neglecting overall 
succession planning, 296–297; 
providing insight and information 
for, 295–297; relationship with 
CEO, 148, 149, 152; repeating 
questions to CEO, 155

Business managers: accountability 
for, 101–103; aligning business 
complexity, 110–114, 119; 
assembling strong teams, 107–108; 
becoming group manager from, 
24–25, 131–133, 139; benefi ts 
with Leadership Pipeline model, 
300–301; common pipeline 

Index

problems for, 164; “connecting the 
dots” responsibility, 101–103, 117; 
delivering profi t, 108–109; 
developing and coaching, 
132–133; diffi culties of new, 
98–100; facing challenges of 
e-commerce, 105–106, 113–114; 
functional leadership paths vs., 
247–249; functional managers vs., 
95; group functional managers vs., 
247–249; issued neglected by, 109; 
learning to think differently, 
100–101; managing and 
developing, 125–126; nurturing 
corporate cultural issues, 109; 
outgrowing functional mind-set, 
114–116; passage to, 8; preparing 
for, 264–265; pursuing long- and 
short-term profi t, 109, 118; taking 
action to become, 116–117; time 
management by, 109, 116; 
transitioning to, 10–11, 22–24, 
97–98, 107–109, 117; valuing all 
support functions, 103–104; 
visibility of, 104–105

C
Capital allocation by group 

managers, 127
Career passages: becoming manager 

of managers, 18–20, 59–60, 68–71; 
clarifying expectations of managers 
with, 272; defi ning company’s, 
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202; developing into enterprise 
manager, 26–27, 143–145, 155–
157, 177–178; fi rst-line managers, 
10–11, 16–18, 45–49, 51, 52–53; 
functional, 247–248; to functional 
managers, 20–22; functional paths 
for, 247–248; growing beyond 
functional mind-set, 114–116; 
illustrated, 8; major leadership, 
7–9; missing, 34; number for 
company, 35; passage to business 
manager, 10–11, 22–24, 97–98, 
107–109, 117; performance gaps 
accompanying, 190–191; selecting 
CEOs, 158; signs of struggling 
CEOs, 153–155; skills in selecting 
business managers, 134–135; 
transition to group manager, 8, 
24–25, 121–123, 131–133; 
understanding and using, 13–14. 
See also Functional career passages; 
and specifi c managers

CEOs. See Enterprise managers
Chief fi nancial offi cers. See 

Enterprise functional managers
Chief operating offi cers. See 

Enterprise functional managers
Circle diagrams: assessing capability 

with, 191, 192; conveying 
performance with, 187–190, 203; 
Pipeline model and, 181; sharing 
in coaching sessions, 273

Citi, 144
Citibank, 133
Citicorp, 287
Citigroup, 12–13
Clogging leadership pipeline: 

enterprise functional managers, 
258–259; examples of, 9–11; on 
functional path, 263–264; 
mistakes by business managers, 
23–24; misunderstanding 
expectations of managers, 272; 
tactics for clearing obstructions, 
49–54

Coaches, 280, 282–283

Coaching: business managers, 
132–133, 134–135, 140; challenges 
of, 267; delegation skills, 47–49; 
developing full performance 
leaders, 4–5, 191; direct reports as 
group manager, 124; facilitating 
behavioral change, 275–277; fi rst-
line managers, 47–49, 69–70; 
focusing, 280–281; framework for, 
268–271; functional managers, 
93–94, 96, 118–119; getting work 
done vs., 63; group managers, 
133–135; importance of, 281–282; 
leaders performing at wrong level, 
174–175; mentoring vs., 281; new 
line managers, 20; offering 
feedback, 271–275; providing fi rst-
time managers, 52; quality of, 281; 
redefi ning for leadership 
development, 277–280; selecting 
coaches, 280, 282–283; time spent 
by group managers on, 138

Colgate, 145
Collaboration, 68
Communications: challenges of 

coaching, 267; developing 
language for discussing leadership, 
241–242, 294; facilitating change 
with honest, 276–277; Leadership 
Pipeline terminology in, 307–308; 
maturity in functional manager’s, 
78–79; standards for potential and 
performance, 215; uninspired, 107

Companies: adapting pipeline model 
to small, 27–30, 305–306; aligning 
complexities within, 101–103, 
110–114, 119; benefi ts of pipeline 
model for, 30–32, 305–306; CEO’s 
relationships in, 146–147, 154–
155; clarifying jobs, 238–239, 243; 
coaching for benefi t of individual 
and, 280; competing for leaders, 
3–5; connecting business to 
corporation, 127–128, 132; costs 
of poor leadership performance, 
165–166; defi ning leadership 
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transitions, 202; delivering 
competitive advantage to, 93; 
e-commerce for, 105–106, 
117–118; failing to empower fi rst-
line managers, 60–62; framework 
for corporate leadership, 240–241; 
functional managers upholding 
interests of, 84, 95–96; group 
manager’s adversarial relationships 
with, 132; hiring from within, 
224–225; institutional failures 
within, 239–242; judging leader’s 
performance, 242; language for 
discussing leadership in, 241–242; 
managing in global context, 150; 
nurturing cultural issues within, 
109; profi t delivery by business 
managers, 108–109; questions 
applying model to, 32–34; setting 
enterprise direction for, 145–146; 
signs of struggling CEOs, 153–155; 
tailoring Leadership Pipeline 
model to, 214; understanding 
business model, 84

Competency models, 34
Competition: among functional 

managers, 93; for new leaders, 3–5; 
providing advantage in corporate, 
93

“Connecting the dots” responsibility, 
101–103, 117

Connective skills, 127–128
Critical Career Crossroads, 8

D
Delegation: coaching to learn, 

47–49; defi ning and assigning 
work, 41–43; diffi culties, 62–63; 
learning trust and, 78–79

Development programs, 199–200
Diagnosing leadership development: 

group perspective, 172–173; 
improving diagnostic skills, 175; 
individual perspective, 171–172; 
noticing pipeline problems, 
163–164, 166–173; signs of 

improper development, 166; 
skipping levels in development, 
173–174; steps for, 170–173. 
See also Levels of leadership

Direct reports: assessing manager’s 
development of, 235–236; building 
relationships with, 41, 45; clear 
communication with CEOs, 149; 
coaching, 124; competing with, 
37; enabling work of, 41, 43–44; 
failures to develop, 230; functional 
manager’s relationships with, 84, 
85; grooming as business leaders, 
134; learning values manager’s 
evaluation of, 196; manager of 
others with only few, 55–56, 
57–58; participating in 
performance discussions, 203–204; 
performance problems caused by 
bosses, 193–195

Drotter Human Resources, Inc., 102, 
110, 185–186, 194, 212–213, 217, 
250

Drucker, Peter, 206–207
Dysfunctional functional managers, 

89–90

E
E-commerce: challenges in, 105–106, 

113–114; fi nding uncovered 
opportunities in, 128–129; 
importance of, 117–118; special 
challenges in, 303

Economic infl uence on leadership, 
2–3

Egalitarian views, 68
Electronic Data Systems (EDS), 147
Emerson, 145
Employees: becoming functional 

managers, 93–94, 96; controlling, 
38; developing potential in, 
209–211; grooming direct reports 
into business leaders, 134; honesty 
from, 244; locating place in 
journey, 267–268; performance 
problems caused by bosses, 
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193–195; placing junior people in 
senior positions, 263–264; 
recruiting and hiring entry-level 
leaders, 224–225; training as fi rst-
line managers, 46–49, 54, 64–66

Enterprise functional managers: 
about, 56; as ambassadors, 260; 
being captured by CEO, 259; 
common mistakes by, 262; 
developing, 260–262; performance 
warning signs for, 259–260; 
preserving status quo, 260; 
requirements for, 257–258; skills 
and values needed, 258–259; time 
and task management for, 
261–262

Enterprise managers (CEOs): 
addressing performance problems, 
161; benefi ts of Leadership 
Pipeline model for, 297–299; 
challenges developing new leaders, 
2–3; choosing, 295–296; coaching 
group managers, 133–135; 
complaints about functional work, 
263; creating performance forecast, 
148; delivering results, 145; 
demands on, 2–3; developing into, 
26–27, 143–145, 155–157, 177–
178; failures by, 229–230; fi nding 
right support staff, 160–161; 
functional leadership paths vs., 
247–249; functional managers vs., 
94–95; group manager transitions 
to, 121–123, 140–141; 
guaranteeing success for, 157–158; 
ignoring feedback, 236–238; 
maintaining execution edge, 148–
149, 153–154; managing global 
business, 150; passage to, 8; power 
of, 159; role defi nition for, 244–
245; selecting, 158; setting 
enterprise direction, 145–146; 
signs of struggle in, 153–155; 
social relationships for, 146–147, 
154–155; staff ’s lag in adjusting to 
new, 150–161; supported by group 

managers, 139–140; transitioning 
to, 158; value shifts for, 150–152; 
working with board of directors, 
148, 149, 152, 155

Equation for effective leadership, 291
Expert’s assessments, 261, 263

F
Failures: about pipeline, 229–230; 

accepting, 243–244; defi ning jobs 
poorly, 238–239, 243; evaluating 
lessons learned about, 195–196; 
fi nding warning signs for, 245; 
institutional, 239–242; leaders 
averse to feedback, 236–238; 
leaving wrong person in job too 
long, 233–236; selection, 230–233

Fast tracking, 2–3, 210
Feedback: ignoring, 236–238; 

offering coaching, 271–275; 
providing intervention for fi rst-
level transitions, 52–53

Firing unskilled leaders, 210–211
First-line managers: accountability 

of, 66; achievements of, 39–41; 
becoming manager of managers 
from, 59–60; benefi ts with 
Leadership Pipeline model, 302; 
building social contracts, 44–45; 
coaching, 69–70; common 
pipeline problems for, 164; 
defi ning and assigning work, 
41–43; differentiating manager of 
managers from, 73–74; diffi culties 
transitioning to, 10–11, 16–18, 
45–49; empowering direct reports, 
41, 43–44; failing to empower, 
60–62; integrating strategic 
thinking from, 84; with only few 
direct reports, 57–58; passage to, 
8, 37–39; selecting and training, 
64–66; types of, 55

Framework: building self-
management, 294–295; coaching, 
268–271; corporate leadership, 
240–241
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Full performance: evaluating 
potential in, 219, 220, 221; 
judging exceptional and effective, 
185–186; performance portraits 
for, 188–190; reviewing with circle 
diagrams, 187–190; rewarding, 
191; strategies for reaching, 
191–199

Functional career passages: about, 
247–248; business managers vs. 
group functional managers, 
247–249; CEO’s complaints 
about functional work, 263; 
common mistakes in, 262; 
complex requirements for group 
functional managers, 249–252; 
group manager’s working as 
functional manager, 255–256; 
locating individuals in model for, 
265; requesting expert’s 
assessments, 261, 263; staying on 
right track in, 262–263; warning 
signs for group functional 
manager, 253–256

Functional managers: becoming 
business manager from, 22–24, 
97–98, 100–101; business 
managers vs., 95; coaching, 93–94, 
96, 118–119; common fl aws in, 
80–82; creating functional 
strategies, 83–85; delineating role 
of, 94–95; developing maturity as, 
77–80, 91–92; group manager’s 
dabbling in work of, 255–256; 
importance of, 35–36; longer-term 
planning skills for, 83; manager of 
managers’ tasks for, 72; managing 
whole function, 85–87; passage to, 
8; pipeline model benefi ts for, 301; 
promotions to, 77–78, 94; 
selecting, 126; signs of 
dysfunctional, 89–90; skills needed 
by, 82–87; transitioning to, 20–22; 
upholding corporate interests, 84, 
95–96; valuing what he didn’t 
know, 87–89

G
General Electric, 12, 50, 70, 133, 

144, 145, 156, 197, 206
Group functional managers: adopting 

values of group managers, 265; 
business managers vs., 248–249; 
complex requirements for, 
249–252, 254–255; meeting 
demands of all relationships, 256; 
performance warning signs for, 
253–256; reverting to functional 
manager’s role, 255–256. See also 
Group managers

Group managers: assessing candidates 
for, 139; benefi ts of Leadership 
Pipeline model for, 300; coaching, 
133–135; common pipeline 
problems for, 164; connecting 
business to corporation, 127–128, 
132; developing business 
managers, 125–126, 132–133, 
134–135; functional leadership 
paths vs., 247–249; grooming 
talent for long-term results, 140; 
group functional managers use of 
values from, 265; growing from 
business manager to, 24–25; 
ignoring uncovered opportunities, 
132; making values shift to, 
129–131; managing uncovered 
opportunities, 128–129; nurturing, 
26–27, 133–138; passage to, 8; 
positive changes made by, 
135–138; prioritizing strategies, 
124–125; pros and cons of 
transition to, 121–123; stepping 
stone to CEO, 121–123, 
140–141; supporting CEOs, 139–
140; time management by, 138–
139; troubles becoming, 131–133; 
valuing success of others by, 
123–125

Grove, Andy, 145
Growth potential: defi ned, 209, 210; 

recognizing and grooming, 
218–219; standards for, 212
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H
Health care industry, 303–304
Honesty, 224, 244, 279
Horizontal leadership, 3
Human Resources: clarifying leader’s 

role for, 31; diagnosing leadership 
levels, 175, 177; focusing on 
wrong agenda, xii; intervening in 
poor selection choices, 243; 
reviewing leadership pipeline, 
242–243; role of, xvi; usefulness 
of alignment triangle for, 119; 
using Leadership Pipeline model, 
307

Human resources offi cers. See 
Enterprise functional managers

Humility, 92

I
IBM, 146
Intel, 145

J
Jobs: designing, 238–239, 243; lack 

of specifi cations for CEO position, 
295–296; leaving wrong person in, 
233–236

Johnson & Johnson, 197

K
Keegan, Brendan, 287
Knight, Chick, 145

L
Layers of management: avoiding 

concrete, 70, 73, 74–75; 
differentiating, 200–201, 306–307; 
evaluating with potential-
performance matrix, 216; 
identifying individual’s appropriate 
leadership, 175; missing career 
passage, 34; most problematic 
Leadership Pipeline, 306; 
reviewing fi rst-line managers, 57; 
succession planning and manager 
of managers, 73

Leaders: assessing performance of, 
171–172; averse to feedback, 
236–238; career passages for, 
7–10; coaching for right level 
of performance, 174–175; 
competition for, 3–5; continual 
reviews of potential, 222–223, 
227; developing, 4–5; evaluating 
performance of, 176–177, 
187–191, 215–222; facilitating 
behavioral change for, 275–277; 
fast tracking, 210; fi ring unskilled, 
210–211; focusing on skills used 
by, 168–169; framework for 
coaching, 268–271; gathering 
evidence of value shifts for, 
195–196; grooming direct reports 
into business, 134; importance of 
coaching by, 281–282; leaving in 
job too long, 233–236; locating 
place in journey, 267–268; 
recruiting and hiring entry-level, 
224–225; retaining, 199–200, 205; 
role clarity for, 73–74, 180–183; 
selecting, 147, 230–233; selecting 
as coaches, 280, 282–283; taking 
responsibility for success of, 
130–131; testing for excess 
capacity, 191, 192; training fi rst-
line managers, 46–49; working 
with job defi nitions, 238–239

Leadership: accepting failures in, 
243–244; action learning for 
developing, 197–198; capitalizing 
on potential, 6; career passages for, 
7–10; developing, 4–5; developing 
framework for, 240–241; 
diagnosing improper development 
of, 166; equation for effective, 
291; evaluating use of time, 169, 
170; fast tracking potential, 210; 
fi nding gaps and overlaps in, 
182–183; GE’s Leadership Matrix, 
50; horizontal and vertical growth 
in, 3; ignoring feedback, 236–238; 
indicators of problems, 164–166; 
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language for discussing, 241–242; 
leaving wrong person in job too 
long, 233–236; major career 
passages in, 7–9; making 
commitment to build, 11–13; 
maturity in functional managers, 
77–80; need for, 1–2; passages for 
functional, 159; problems in New 
Economy, 2–3; selecting wrong, 
230–233; skipping levels in 
development, 173–174; standards 
for levels of, 186–187; transitions 
from functional to business, 97; 
visibility of, 104–105. See also 
Career passages; Diagnosing 
leadership development; and 
specifi c managers

Leadership development matrix, 
215–222, 225

Leadership pipeline: addressing 
inappropriate performance in, 
198–199; benefi ts to enterprise 
managers, 160; challenges in 
improving, 179–180; clogging 
functional path, 263–264; 
coaching as part of, 267–268; 
common problems in, 164, 201; 
continuous fl ow in, 208, 209; 
developing CEOs, 155–157; 
devising standards for levels in, 
186–187; diagnosing problems in, 
163–164, 166–173; ensuring fl ow 
in, 201–202; establishing common 
language, 294; failing to empower 
fi rst-line managers, 60–62; failures 
in, 229–230; group manager’s 
place in, 122, 125–126; HR review 
of, 242–243; indicators of 
leadership problems, 164–166; 
individual perspective, 171–172; 
major career passages in, 7–9; need 
to understand model for, 208; 
performance problems caused by 
bosses, 193–195; performance with 
group perspective, 172–173; 
planning succession on 

performance, 207; preparing for 
business manager, 264–265; 
reaching full performance in, 
191–199; retaining and developing 
leaders, 199–200; role clarity for 
leaders, 180–183; short- and long-
term planning for, 208–209; signs 
of failures in, 245; skipping levels 
in, 173–174; struggling with 
leadership issues, 177–178; 
succession planning and, 205–209; 
for those uninterested in CEO 
position, 159; transforming 
potential positively, 209–211; 
unclogging for fi rst-time managers, 
49–54; values shift to group 
manager in, 129–133. See also 
Career passages; Levels of 
leadership

Leadership Pipeline model: 
acceptance of, 307–308; adapting 
to small businesses, 27–30, 
305–306; benefi ts of applying, 
30–32, 297–302, 305; functional 
manager’s skills needed in, 82–87; 
helping board of directors use, 
295–297; illustrated, 8, 39; 
leadership development matrix, 
217; Marriott’s use of, 286–293; 
most problematic layer in, 
306–307; need to understand, 
208; observations from using, 
34–36; performance improvements 
with, 200–201, 202–203; 
providing leadership framework, 
240–241; role clarity using, 
180–183; tailoring for succession 
planning, 214–224, 226–227; 
understanding and using, 
13–14. See also Leadership 
pipeline

Leadership Talent Development 
Inventory (LDTI), 289

Leadership transitions. See Career 
passages

Learning, 91–92, 283
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Levels of leadership: coaching leaders 
performing at wrong, 174–175; 
defi ning jobs poorly, 238–239, 
243; enterprise functional 
managers at wrong, 259–260; fast 
tracking and leadership, 210; role 
defi nition for, 244–245; skipping 
development, 173–174; standards 
for leadership, 186–187; succession 
planning at all, 208; working at 
wrong, 176. See also Working at 
wrong levels

Listening: to feedback, 236–238; 
importance for functional 
managers, 85–87

M
Mahler, Walter, 8
Manager of managers: avoiding 

“concrete layer” of, 70, 74–75; 
benefi ts with Leadership Pipeline 
model, 301–302; challenges 
selecting talent, 64; coaching new 
line managers, 20; deploying and 
allocating resources, 66–67; 
differentiating from fi rst-line 
managers, 73–74; diffi culties 
delegating tasks, 62–63; failing to 
empower fi rst-line managers, 
60–62; focusing on getting work 
done, 63; helping passage to, 
68–71; holding fi rst-line managers 
accountable, 66; learning to ask 
questions, 74; managing 
boundaries, 68; moving to 
functional manager from, 20–22; 
passage to, 8; performance 
management by, 63; 
responsibilities of, 75; role clarity 
for, 73–74; role models for, 71–72; 
selecting, 72–73; selecting and 
training fi rst-line managers, 64–66; 
skills for, 64–68; tasks for both 
functional managers and, 72; team 
building by, 63; transitioning to, 
18–20, 59–60

Managers. See Career passages; and 
specifi c managers

Managing self: becoming owner-
founder, 28; passage to, 8; 
transitioning to managing others, 
16–18

Mark, Reuben, 145
Marriott, Bill, 148–149, 287
Marriott International, 286–293, 

306–307
Mastery potential: defi ned, 209, 210; 

evaluating, 219–220, 221; 
standards for, 213–214

Maturity: defi ned, 21; developing, 
77–80, 91–92; undeveloped 
management, 90

McKinsey & Company, 289
Mega-corporations, 304
Mentoring, 281
Micromanagement, 194
Monitoring fi rst-level transitions, 51
Motorola, 146

N
Not yet full performance: evaluating 

potential in, 220–222; judging, 
185–186; reviewing with circle 
diagrams, 187–190

O
Owner-founder leaders, 28

P
Partnering, 52
Passage One. See First-line 

managers
Passage Two. See Manager of 

managers
Passage Three. See Functional 

managers
Passage Four. See Business manager
Passage Five. See Group managers
Passage Six. See Enterprise manager
Passages. See Career passages; 

Functional career passages
Peer learning, 52
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Performance: addressing 
inappropriate, 198–199; addressing 
problems in, 161; allocating 
resources based on, 67; assessing 
individual leader’s, 171–172; 
challenges to improve, 179–180; 
communicating standards for, 215; 
corporate standards for judging 
leader’s, 242; critiquing with 
sensitivity, 65–66; customizing 
standards for potential and, 
214–215; defi ning standards for, 
183–187; developing forecast for, 
148; diagnosing leader’s, 176–177; 
enterprise functional manager’s 
warning signs, 259–260; evaluating 
for pipeline fl ow, 201–202; 
evaluating skills used by leaders, 
168–169; facilitating behavioral 
change for, 275–277; fi nding 
leadership gaps and overlaps, 
182–183; focusing coaching, 
280–281; improving with role 
clarity, 73–74, 180–183; 
managing, 63; measuring group, 
172–173; missing signs of poor, 
164–165; pipeline model for 
improving, 200–201, 202–203; 
problems caused by bosses, 
193–195; strategies for reaching 
full, 191–199; succession planning 
based on, 207; warning signs for 
group functional managers, 
253–256

Performance standards: creating, 
183–187; defi ning gaps with, 
187–191; developing leaders with, 
187–191; gradations in, 185–186; 
setting on results, 184

Pipeline levels. See Levels of 
leadership

Potential: capitalizing on leadership, 
6; communicating standards for, 
215; customizing standards for 
performance and, 214–215; 
defi ning, 225–226; developing 

leadership, 209–211; evaluating 
candidate’s turn potential, 
217–218; helping people achieve 
full, 279; honesty in evaluating, 
224; performance of mastery, 
219–220, 221; recognizing growth, 
218–219; standards to assess, 
211–214. See also Growth 
potential; Mastery potential; Turn 
potential

Power: misallocation of, 195; using 
positively, 65–66

Power of enterprise managers, 159
Priorities: developing group 

managers’, 124–125; teaching 
impact of group functional 
manager’s, 255

Profi t: delivering, 108–109; group 
functional manager’s focus on, 
248; pursuing long- and short-
term, 109, 118

Q
Questions: coaching framework’s, 

268–269; learning to ask, 74; 
requiring board to repeat, 155; for 
upholding corporate strategic 
planning, 84

R
Readings, 52–53
Reed, John, 144
Refl ection time, 23
Relationships: building social 

contracts, 44–45; CEO and board 
of directors, 148, 149, 152; 
changes in business manager’s, 
117; complexity of group 
manager’s, 254–255; with direct 
reports, 45; enterprise manager’s 
managing of social, 146–147, 
154–155; fi rst-line manager’s, 41; 
focusing on external, 154; group 
functional manager’s 
accountability to others, 249–252, 
254–255
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Results: coaching business managers 
for long-term, 140; diagnosing 
leaders based on, 176; enterprise 
managers who deliver, 145; 
measuring output vs., 164–165; 
pipelines in fi elds focused on 
short-term, 170; setting 
performance standards on, 184

Retaining leaders, 199–200, 205
Rewarding full performance, 191
Risk management, 297–299
Rodriguez, David, 287
Role defi nition: defi ning for group 

functional managers, 249; 
delineating for functional 
manager, 94–95; improved 
performance with, 180–183; levels 
and clarity of, 244–245

S
Sears, 146
Selecting: business managers, 134–

135; candidates for group manager, 
139; coaches, 280, 282–283; 
diffi culties in talent, 64, 194; 
enterprise managers, 158; fi rst-line 
managers, 64–66; functional 
managers, 126; leaders, 147, 
230–233; manager of managers, 
72–73; staff for senior executive 
positions, 160; talent as manager 
of managers, 64; wrong leaders, 
230–233, 243

Self-management. See Managing self
Sensitivity in critiques, 65–66
Shaw, Bill, 287, 288–289
Skills: connective, 127–128; defi ned, 

9; developing longer-term 
planning, 83; distinguishing group 
functional manager’s, 256–257; 
evaluating leader, 168–169; fi ring 
leaders lacking, 210–211; fi rst-line 
manager’s, 17, 40; improving 
diagnostic, 175; managers of 
managers, 64–68; needed by 
enterprise functional managers, 

258–259; selecting business 
managers, 134–135; used by 
functional managers, 82–87

Sprint, 146
Staff meetings, 52–53
State-of-the-art awareness, 83
Strategic planning: aligning 

corporate complexities for, 
110–114; developing strategic 
differentiation skills, 127–128; 
developing talent for longer-term, 
83, 140; differences in functional 
and business, 100–101; evaluating 
trade-offs in, 85; fi nding uncovered 
opportunities, 128–129; group 
functional managers and, 248; 
growing beyond functional mind-
set, 114–116; integrating strategic 
thinking in, 84; managing 
portfolio of strategies, 124–125; 
questions for upholding corporate, 
84. See also Succession planning

Success of others: supporting, 
123–125, 180; taking responsibility 
for, 130–131

Succession planning: continual 
reviews of, 222–223, 227; defi ned, 
207; exclusive focus on CEO 
position, 296; improving with 
Leadership Pipeline model, 
223–224; leadership pipeline and, 
205–209; manager of managers, 
73; neglecting overall company’s, 
296–297; pruning managers of 
others population for, 57; 
recruiting and hiring as part of, 
224–225; short- and long-term, 
208–209; tailoring Leadership 
Pipeline model for, 214–223, 
226–227; using alignment triangle 
for, 224; viewing performance gaps 
as part of, 193–195

Support functions: group manager’s 
support role, 139–140; tailoring to 
current CEO, 160–161; valuing 
all, 103–104
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T
Talent: developing pool of, 288–289; 

diffi culties selecting, 64, 194; 
focusing on getting work done vs. 
developing, 63; selecting fi rst-line 
managers, 64–66

Teams: action learning programs for, 
197; assembling strong, 63, 107–
108, 180; becoming leader of, 16; 
business managers role in creating, 
118–119; creating productive and 
enthusiastic, 149; managing 
complexities with, 101–103

Testing leadership capacity, 191, 192
Time: allowing for refl ection, 23; 

business manager’s problems 
managing, 109, 116; enterprise 
functional manager’s use of, 261–
262; evaluating leadership’s use of, 
169, 170; fi rst-line manager’s 
reallocation of, 17–18, 40; group 
managers’ management of, 138–
139; separating important from 
urgent tasks, 261–262; training 
group function manager to 
manage, 256; using to test 
managerial candidates, 65

Training: fi rst-line managers, 46–49, 
54, 64–66; grooming functional 
managers slowly, 96

Trust: learning delegation and, 
78–79; measuring management 
maturity with, 90

Turn potential: defi ned, 209–210, 
225; evaluating candidate’s, 217–
218, 219, 220–221; sharing in 
coaching sessions, 273; standards 
for, 212

U
Uncovered opportunities, 128–129, 

132

V
Validating: job descriptions, 239; job 

requirements with key leaders, 261
Values: adopted by group functional 

managers, 265; appreciating edge 
in execution, 148–149, 153–154; 
changes for fi rst-line managers, 18; 
evaluating leader’s work, 169–170; 
fi nding in support functions, 90, 
103–104; fi rst-line manager’s work, 
40, 56–57; gathering evidence of 
shifts in, 195–196; making shift to 
group manager, 129–131; 
measuring skills vs., 50; needed by 
enterprise functional managers, 
258–259; shifts for enterprise 
managers, 150–152; supporting 
success of others, 123–125; valuing 
what you don’t know, 87–89; 
wrong work, 194

Vertical leadership, 3
Visibility of business managers, 

104–105

W
Welch, Jack, 70, 144, 145, 156
Whitman, Meg, 3
Working at wrong levels, 176; 

coaching leaders, 174–175; 
diagnosing group performance, 
172–173; repairing pipeline when 
leaders, 179–180; signs of, 166; 
skipping development levels, 173–
174; symptoms of, 166–170
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