Index

A

Achievement, importance of, 15, 16,
17,18, 19, 20, 215, 217, 219

Acknowledgment and appreciation,
149. See also Recognition; Respect

Activity, importance of, 215, 219

Advancement: importance of, 215,
219; learning and development
for, belief in the importance of,
173; and opportunity, as a factor
in retention, 148, 154, 155-156,
157, 158, 159, 164, 165, 166. See
also Promotions

Adventure, importance of, 215, 219

Adventuresome leaders, people
wanting, 223, 227, 231

Aesthetics, importance of, 215, 212

Affiliation: versus competencc, con-
flict resolution methods 1o ud-
dress, 23-24; importance of, 215,
219

Affluence, importai:ce of, 215, 219

Age discriminaticn, 157

Age ranges: demographic, and re-
tention, 146; of respondents, 5;
specific, number of jobs held
during, 128-130, 236

Allen, R., 213

Ambiguity, willingness and ability to
deal with, 110-111

Animal Farm (Orwell), 12

Antoninus, 60

Appearances, as deceiving, 1

Appreciation and acknowledgment,
149. See also Recognition; Respect

Aristotle, 182

Assessment and feedback, as a learn-
ing method, 183, 185, 186

Assigned coaches, preference for,
197, 199

Authenticity, faking, 79

Authority: cultural norm involving,
211-212; desire for, 1; impor-
tance of, 18, 217, 219; potential
loss of, feeliny treatened with,
115; questicniag, issue of, 37-38,
46-47; rosyp ect for, issue of,
31-29 37-38; reversal of, 40—45,
21Z. voluntary deference to, 64.
vee-also Clout

Au‘onomy, importance of, 215, 219

+xelrod, B., 146

B

Baby Boomers. See Boomers

Bacon, F., 39

Bad business decisions and office
politics, 88-89

Balance: importance of, 15, 16, 17,
18, 19, 215, 219; work-life,
159-163, 174

Balanced leaders, people wanting,
223, 227, 231

Behavior and values, difference
between, 21, 29

Behavioral change, 80

Bench strength, concerns about,
145, 147

Benefits. See Compensation

Birth rates, 5, 138, 145

Bonuses. See Compensation

Books and reading, as a preferred
learning method, 182, 183, 185,
186

Boomers: described, 5; and office
politics, 84, 88-89, 91; and respect,

245
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40; and retention, 145; and val-
ues, 22-23. See also Early
Boomers; Late Boomers

Bosses: and change, 110; as coaches,
194-195, 197, 198, 199, 208; lead-
ership attributes wanted in, 77;
reputation of, 168; and retention,
168, 169; trust in, 53, 54, 55, 56,
57, 58, 60-62

Broadcast TV programs, 183, 184,
185, 186

Burning bridges, 70

Business and management skills,
wanting training in, 174, 175,
177,178, 179, 180

Business decisions and office poli-
tics, 88—-89

Business factors in retention, 148,
149,150

Buy-in, issue of, 115

C

Campbell, D., 75

Candid and honest leaders, people
wanting, 223, 227, 231

Career and job issues, as a factor in
retention, 148-149, 152, 153-159

Career challenge: change as a, 105,
107, 108; office politics as a, &Y,
90; respect as a, 34-35, 36

Career coaching skills, waniing to
develop, 174

Career focus, coachii.g having a,
preference for. 20Y, 202, 203,
206, 208

Career planning, 174, 176, 177, 179

Careers, basing, on staying with one
organization, 120-121, 122

Case studies, as a learning method,
183,184, 185, 186

Caveats, insertion of, 10

CCL Handbook of Coaching, The (Ting
and Scisco), 207

Center for Creative Leadership
(CCL), 2, 6,214

Center for Executive Development,
63

Challenge: as a factor in retention,
148-149, 153, 154, 155, 156, 157,

158-159, 164, 165-166, 167, 169;
importance of, 215, 219. See also
Career challenge

Change: adequate justification for,
providing, 112; behavioral, 80;
beliefs about, overview of,
100-101; constant, inevitability
of, 111; disorganized and unnec-
essary, 105; and generational con-
flict, 106-107; in internal and
external environment, 104; key
points concerning, 116-117;
managers addressing issues of,
suggestions for, 109-116; manag-
ing, wanting training in, 173,
174,175, 177,178, 179, 180; and
organizational level, 107-108;
personal applicabuity of findings
on, 109; reac:ioas to, and con-
cerns abeout, 102-106; reframing
or recactir.g .the, 110; research
conducted on, 102-108; resis-
«ance'to, 105-106, 107, 108-109,
119, 115-116; in resources,
103-104, 115; setting up systems
to support and reinforce, 113;
technological, 104-105, 175; and
trust, 114-115; and variety, im-
portance of, 215, 219

Children, percentage of respon-
dents with, 7

Chosen coaches, preference for,
197,198, 199, 208

Cicero, 188

Classroom instruction, live, prefer-
ence for, 182, 183, 185, 186, 187,
188

C-level positions. See Top and execu-
tive level

Clothing, issue of, 11-12, 28

Clout, 1, 11-13, 44, 206, 210, 211

Coach preference, 196, 197, 198,
199. See also Good coaches

Coaching: asking for, to help deal
with issues, 28, 49, 62-63, 98, 141,
190; beliefs about, overview of,
194-195; benefits of, 195, 207;
for career planning, 176; demon-
strated desire for, 205; expecta-



tions for, talking about, 208;
focus of, preferred, 201, 202, 203;
frequency of, preference in, 198,
201, 202, 208; interaction se-
lected for, 198, 200, 208; key
points concerning, 209; man-
agers addressing, suggestions for,
207-209; one-on-one, as a pre-
ferred learning method, 182,
183,184, 185, 186, 188, 196; per-
sonal applicability of findings on,
206-207; reason for providing,
66; reciprocal, 208; research con-
ducted on, 195-205; supplement-
ing, with computer-based
training, 193

Coaching relationships and pro-
grams, setting up, 207-208

Coaching skills, having, 203-205

Coding comments, issue of, 151

Coercion, 115

Collaboration: importance of, 215,
219; varying expressions of,
24-26

Colleagues, senior, as coaches, pref-
erence for, 196, 197, 198, 199,
208

College years, 129

Collin, J., 79

Communication: about changg,
111-113, 114, 116; ar.a*etention,
148, 149, 150

Communication ski'ls. wanting train-
ing in, 173, 174,175,176, 177,
179,181, 204

Community, importance of, 215, 219

Compensation: and learning, 189;
and retention, 148, 149, 150,
152-153, 164, 165, 166, 168, 169

Compensation policy, 166

Competence: versus affiliation, con-
flict resolution methods to ad-
dress, 23-24; importance of, 15,
16,17, 18, 19,215, 219

Competition, importance of, 18,
215, 219

Competitive advantage, 164

Computer training, wanting, 173,
174,175,176, 177, 179, 180

InbEx 247

Computer use, average age of, 176, 178

Computer-based simulations or
games, 183, 184, 185, 186

Computer-based training (CBT),
181, 182, 183, 184, 185, 186,
190-193

Concrete skills. See Hard skills

Conflict: as an opportunity to learn,
28; origin of, diagnosing the, im-
portance of, 29, 210-211; reduc-
ing, potential for, 28, 47-48;
resolving, 23-24, 25-26, 43. See
also Generational conflict

Conflict management: learning,
methods preferred for, 182; want-
ing training in, 173, 174, 175,
177,178, 179, 150-181

Conflicting obligations, issue of, 82

Confucius, 21

Context, rele of, in loyalty, 134-139

Continnence and retention, 148,
145,152

Contiruing education. See Learning
and development

Control, desire for, 1. See also Clout

Cookie-cutter training, 188

Counselors and therapists, as
coaches, preference for, 197, 199

Courage, importance of, 215, 220

Creative leaders, people wanting, 75,
76, 223, 227, 231

Creativity: importance of, 16, 216,
220; wanting training in, 174,
177, 179

Credibility: behavior eroding, 67; de-
termining, 80-81, 82; practicing,
regardless of formal position, 80

Credible, defined, 80

Credible leaders, people wanting,
74,75, 76,77, 78,79, 82, 83, 223,
227,231

Culturally sensitive leaders, people
wanting, 223, 227, 231

D
Daily coaching, 201, 202
Dalton, M., ix
Daniel, K., 63

Data manipulation, 3
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Deal, J., ix

Decision making and problem solv-
ing, wanting training in, 173,
174,175,176, 177, 179, 180

Decisions and office politics, 88-89

Dedicated leaders, people wanting,
74,75, 76, 78, 223, 227, 231

Delegating leaders, people wanting,
75, 76, 223, 225, 227, 231

Dependability: determining, 81, 82;
faking, 79; practicing, regardless
of formal position, 80

Dependable leaders, people want-
ing, 74, 75, 76,77, 78,79, 223,
227,231

Development, personal, importance
of, 216, 220

Development plans, establishing. See
Learning plans, setting up

Diogenes, 189

Diplomacy and politics at work,
wanting training in, 174. See also
Office politics

Diplomatic leaders, people wanting,
223,227,231

Direct reports: basic management
tenet involving, 61; and change,
110; coaching, 194-195, 208-2(9;
and retention, 169; trust in, 52,
54, 55, 56, 57, 60

Disconnect, between peaplcin differ-
ent organizational levels, 58, 94-96

Discrimination, 27--28, 157

Discussion groups, as-a preferred
learning meti.od, 182, 183, 185,
186

Disraeli, B., 3

Distance learning programs, 183,
184, 185, 186

Diversity training, 174, 177

Dohm, A., 137

Downsizings, 135, 139, 146

Dumas, A., 9

Durable leaders, people wanting,
223,227,231

E
Early Boomers: and age of computer
use, 178; and change, 102, 103,

104, 105, 106; and coaching, 196,
197,198, 200, 201, 202, 204; de-
scribed, 5; and leadership attrib-
utes, 75, 76, 223-225, 227-229;
learning and development
wanted by, 176, 177, 184, 185,
186, 188; and loyalty, 121, 122,
123, 125,126, 127, 129, 130, 131,
132, 134, 135, 236; and office pol-
itics, 90-91, 92, 93; and respect,
34, 35, 36; and retention, 147,
148, 150, 152, 154, 156, 160, 161,
162; as survey participants, per-
centage of, 5; and trust, 52, 54,
60-62; and values, 15, 16, 17, 19,
20, 21, 22, 26, 215-217, 219-221.
See also Older generations

Early Xers: and age ¢1 computer
use, 178; anad change, 102, 106,
110, 112;:and'coaching, 196, 197,
198. 269, 201, 202, 204, 205; de-
scribed, 5-6; and leadership
atrikbates, 75, 76, 223-225,
2%7-229; learning and develop-
ment wanted by, 177, 184, 185,
186, 188; and loyalty, 121, 122,
123, 125, 126-127, 128-129, 130,
131,132, 134, 236; and office pol-
itics, 88, 89, 90-91, 92, 93; and re-
spect, 34, 36, 37, 38, 39, 40; and
retention, 147, 148, 150, 152,
154,158, 159, 160, 161, 163, 164;
as survey participants, percentage
of, 5; and trust, 52, 54, 60-62;
and values, 15, 16,17, 18, 19, 20,
21, 22, 26, 215-217, 219-221. See
also Younger generations

Economic security, importance of,
18, 19, 20, 216, 220

Economy, status of the: and loyalty,
130, 187-138; and retention, 145,
146

Educational levels of respondents, 7

Efficiency: office politics and, 88;
trust and, 60, 61, 63—64

E-mail, coaching by, preference for,
198, 200

Encouragement, practicing, regard-
less of formal position, 80



Encouraging leaders, people want-
ing, 74,75, 76,77, 78,79, 82, 83,
223, 227, 231

Energetic leaders, people wanting,
224, 228, 231

Enjoyment, importance of, 216,

220

Enron, 114

Enterprising leaders, people want-
ing, 224, 228, 232

Entitlement mentality, 137

Entrepreneurialism, wanting train-
ing in, 174

Epistulae (Seneca), 205

Equality, issue of, 12

Ernst, C., ix

Essays (Bacon), 39

Essays Moral, Political, and Literary
(Hume), 3

Ethical behavior: determining, 81;
and office politics, 91

Ethics, wanting training in, 174

Exceptions, issue of, 10

Expatriates, research on, 13

Experience: and clout, 12-13; and
knowledge, 211; leaving an orga-
nization to gain, 164; and respect,
35, 46; wanting greater, 204

Experienced leaders, people wanting,
74,75, 76, 78, 83, 224, 225, 232

Experts in the field, as ccaches, pref-
erence for, 196, 197, 148, 199, 208

External environmcnt change in,
concern over 1064

External professionals, as coaches,
preference for, 197, 199

F
Face-to-face coaching, 198, 200, 208
Face-to-face training, 181, 182
Fame, importance of, 18, 216, 220
Family: balancing, with work, 160,
161-162; importance of, 15, 16,
17,18, 19, 20, 216, 220; spending
time with, having to choose be-
tween development and, 187;
valuing, different expressions of,
26-27. See also Home life versus
work life

INDEX 249

Family members, as coaches, prefer-
ence for, 197, 199

Farsighted leaders, people wanting,
74,75, 76,77, 78,79, 82, 83, 224,
228, 229, 232

Fear, complaints masking, 13

Feedback: about trust issues, 70-71;
assessment and, as a learning
method, 183, 185, 186; in coach-
ing, 194-195, 208-209; peer, and
interaction, as a preferred learn-
ing method, 182, 183, 184, 185,
186, 188; views on giving and re-
ceiving, 194. See also Coaching

Field-of-expertise skills training, want-
ing, 173, 174,176..177, 179, 180

First level: and coacring, 198; learn-
ing and developnient wanted at,
179,180

Fishman, C., 146

Flat organizadonal structures, 86

Flexibie schedules, and retention,
60-161, 164

“ovused leaders, people wanting, 74,
75, 76, 78, 224, 228, 232

Foreign languages, wanting training
in, 174, 175

Free agency system, 146

Friends, as coaches, preference for,
197,198, 199

Friendship, importance of, 16, 216,
220

Fundraisers, good, people wanting,
75, 224, 228, 232

G

Gage, P, 91

Galford, R., 63

Gallup research, 53

Gen Xers: described, 5-6; and loy-
alty, 123-124, 127, 129, 134,
135-136, 138; and office politics,
84, 88-89, 91; and retention, 145;
and values, 22-23. See also Early
Xers; Late Xers

Gender: percentage of total respon-
dents by, 6; and trust, 55

Generalizations, issue of, addressing,
9-10
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Generation gap: history of the, 210;
so-called, source of, 1

Generation X. See Gen Xers

Generation X (Coupland), 6

Generation X (Hamblett and Dever-
son), 6

Generational conflict: and change,
106-107; common source of,
11-13, 210; and office politics,
89; and respect, 33, 36, 40-41

Generational questions, 2

Generations, described, 5-6. See also
Boomers; Gen Xers; Silents

Global leadership image, people
wanting a, 75, 224, 228, 232

Global view, leaders with a, people
wanting, 75, 224, 228, 232

Globalization: change resulting
from, 104; and need for learning,
175

Globally innovative leaders, people
wanting, 75, 224, 228, 232

Good coaches: people wanting, 74,
75, 76,77, 78, 223, 227, 231,
training to become, desire for, 204

Good fundraisers, people wanting,
75, 224, 228, 232

Good teachers, people wanting, 7&
223,227, 231

Good to Great (Collins), 79

H

Handfield-Jones, H.,"14%

Happiness, imporwnee of, 15, 16,
17,18, 19, 20,216, 220

Hard skills: learning, methods pre-
ferred for, 182, 183, 184, 186,
187, 196; need to develop, transi-
tion from, 180

Helping others, importance of, 16,
216, 220

Hierarchy, perceived, 86

Hiring and interviewing, wanting
training in, 174

Home life versus work life, 44,
45-46, 161. See also Family

Home ownership, percentage of re-
spondents reporting, 7

Home rules, issue of, and clout, 12

Honest and candid leaders, people
wanting, 223, 227, 231

Horace, 22, 105

Hume, D., 3

Humor, importance of, 216, 220

I

Implicit employment contract,
134-135, 146

Individual differences in values,
22-24, 27

Influence, importance of, 216, 220

Initiative and respect, 35

Integrity: importance of, 15, 16, 18,
19, 216, 220; and leadership ef-
fectiveness, 69; aria otfice poli-
tics, 91

Intergenerational conflict. See Gen-
erational--onilict

Internal eivi~cnment, change in,
cor<cern over, 104

Internal‘politics. See Office politics

Ir tesnational business, wanting
training in, 174, 175

international customs and cultural
adaptability, wanting training in,
174,175

Internationally resilient leaders,
people wanting, 75, 224, 228, 232

Internet, coaching via the, 200. See
also Web-based training

Intervention, quiet, 28

Jerome, Saint, 57

Job change: employees on the verge
of, considerations for, 168-171;
fixing problems instead of resort-
ing to, 141-142, 170; frequency
of, 128-130, 236; questions to
consider before deciding on,
140-141; and retention, 166-167

Job engagement, and loyalty, 128

Job focus, coaching having a, prefer-
ence for, 201, 202, 203, 208

Job or workplace experience. See
Experience



Job transition, smooth, wanting a, 181
Justice, importance of, 16, 216, 220

K
Kearney, L., 75
Knowledge: experience and, 211;
wanting more, 204
Kramer, R., 64

L

Lacydes, 189

Late Boomers: and age of computer
use, 178; and change, 102, 106,
111; and coaching, 196, 197, 198,
200, 201, 202, 204, 205; described,
5; and leadership attributes, 72,
75, 76, 223-225, 227-229; learn-
ing and development wanted by,
177,184, 185, 186, 188; and loy-
alty, 121,122, 123, 125,126, 127,
129, 130, 131, 132, 134, 135, 236;
and office politics, 90, 90-91, 92,
93; and respect, 36, 37; and re-
tention, 147, 148, 150, 152, 154,
157-158, 159, 160, 161, 162; as
survey participants, percentage
of, 5; and trust, 54, 70-71; and
values, 15, 16,17, 18, 19, 20, 23,
26, 215-217, 219-221. See ¢lso
Younger generations

Late Xers: and age of conijuuter use,
178; and change, 102; and coach-
ing, 196, 197, 1S3, 200, 201, 202,
203, 204, 205. described, 6; and
leadership attributes, 75, 76, 223—
225, 227-229; learning and devel-
opment wanted by, 176, 177, 184,
185, 186, 187, 192; and loyalty, 121,
123, 125,126-127, 129, 131, 134,
236; and office politics, 92, 93; and
respect, 35, 36, 39; and retention,
147, 148, 150, 152, 154, 158-159,
160, 161; as survey participants,
percentage of, 6; and trust, 54;
and values, 15, 16, 17, 18, 19, 20,
21, 22, 26, 215-217, 219-221. See
alsoYounger generations

Lawler, E., III, 139

InpEX 251

Leadership attributes: age distinc-
tions involving, 82—-83; agreement
on, that people want, 79; beliefs
about, overview of, 72-73; key
points concerning, 83; less fre-
quently chosen, 75; managers ad-
dressing, suggestions for, 80-82;
personal applicability of findings
on, 80; research conducted on,
73-79; top ten, 74-75, 76,77, 78,
223-225, 231-233; top three,
227-229

Leadership development focus,
coaching having a, preference
for, 201, 202, 203, 208

Leadership training, wanting, 173,
174,175,176, 177 178, 179, 180

Learning and deveiopment: beliefs
about, over riew of, 172-173; ef-
fect of, 189,°190; encouraging,
mean: o', 195; everyone wanting
access o, 187-188; as factors in
lretention, 148-149, 153, 154, 155,
156, 157, 158-159, 164, 165166,
167, 169; key points concerning,
193; managers addressing, sug-
gestions for, 188-189; methods
preferred for, 181-187, 196, 207;
need for, 206; personal applica-
bility of findings on, 188-190; re-
search conducted on, 173-187;
top ten areas of, 173-181; use of
computer-based training for,
190-193

Learning plans, setting up, 165-166,
180, 189

Leslie, J., ix

Lies, three kinds of, 3

Life at home versus work, 44, 45—46,
161

Life factors in loyalty, 128

Life focus, coaching having a, pref-
erence for, 201, 202, 203

Life, organizational. See Organiza-
tional life

Life, quality of. See Quality of life

Life-work balance. See Work-life
balance
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Listening skills, people wanting lead-
ers with, 74, 75, 76, 78, 79, 82, 83,
224, 228, 232

Live classroom instruction, 182, 183,
185, 186, 187, 188

Local ties, 167

Location, importance of, 216, 220

Longevity and respect, 35

Love, importance of, 15, 16, 17, 18,
19, 216, 220, 221

Loyalty: beliefs about, overview of,
118-120; and context, 134-139;
definitions of, 119; importance
of, 16, 216, 220; key points con-
cerning, 143; managers address-
ing issues of, suggestions for,
142-143; organizational versus
personal, 81; personal applicabil-
ity of findings on, 139-142; re-
search conducted on, 120-134;
and retention, 144; and staying
with organizations, 120-130

Loyalty Effect, The (Reichheld), 139

Lying, 68, 69, 73, 81, 114

M

Management: assumptions and
choices on the part of, and office
politics, 85, 86, 97; and change,
103, 105, 107, 108, 109, 117;«nd
coaching, 196, 198, 199,-200),
202, 203, 205; and leadership at-
tributes, 78, 231-235; fearning
and developm«at wanted by, 179,
180, 181; analoyalty, 122, 124,
125, 127,131-132, 135; and of-
fice politics, 94, 95; questioning
actions of, due to lack of trust,
51; requiring more than com-
mand-and-control approach, 38;
and respect, 34; and retention,
149, 153, 155, 159; time spent in,
reported by respondents, &; trust
levels of, 56, 57. See also Upper
management

Management and business skills,
wanting training in, 174, 175,
177,178, 179, 180

Management responsibility of re-
spondents, 8

Managers, suggestions for: on
change, 109-116; on coaching,
207-209; on leadership attrib-
utes, 80-82; on learning and de-
velopment, 188-189; on loyalty,
142-143; on office politics, 97;
on respect, 49; on retention,
165-168; on trust, 66—71; on val-
ues, 28-30

Managing change, wanting training
in, 173, 174,175, 177,178, 179,
180

Marital status of respondents, 9

McDowell-Larsen, S. L.. 756

Memorization, learniig via, 192

Mentors: finding. 207, people want-
ing leaders av. 224, 228, 232. See
also Coachirng

Michaels <., 1116

Mind-scs, 1ixed, people with, strate-
gically interacting with, 48

Mis¢ommunication and misunder-
standing, 1

Monthly coaching, 198, 201, 202,
208

My Fair Lady, 32

N
New employees: attracting, 143; de-
veloping, at a faster speed, 146
Numerically astute leaders, people
wanting, 224, 228, 232

(o)

Obligations, conflicting, issue of, 82

Office politics: and bad business de-
cisions, 88-89; beliefs about,
overview of, 84-87; and genera-
tional conflict, 89; improving,
interest in, 90, 98; key points
concerning, 99; learning, 88, 97,
99, 174; managers addressing,
suggestions for, 97; personal ap-
plicability of findings on, 97-99;
as a problem regardless of age,
96; and promotion, 90-96, 98; as



a reality of organizational life,
89-90, 98, 99; research conducted
on, 88-96; and retention, 90

Older generations: and change,
100-101, 102-103, 104, 106, 107,
108, 112, 114, 115; and clout,
11-13; and coaching, 194, 198;
cultural norm involving, 211-212;
and leadership attributes, 72, 73,
74-75, 83; learning and develop-
ment wanted by, 172, 176, 192;
and loyalty, 118, 121-122, 127,
130, 131, 132, 134-135, 136, 137,
139; and office politics, 92, 94;
and respect, 31-32, 33, 34, 35, 36,
37, 40, 45; and response bias,
133; and retention, 144, 152-153,
157, 160, 164, 166-167; and so-
cial status, 44; and trust, 52,
65—66. See also Early Boomers;
Silents

One-on-one coaching, as a preferred
learning method, 182, 183, 184,
185, 186, 188, 196

On-the-job training, 182, 183, 184,
185, 186,187, 188, 193

Optimistic leaders, people wanting,
75, 76, 224, 228, 232

Order, importance of, 216, 220

Organizational levels, disconrcct be-
tween, b8, 94-96. Sce ais First
level; Management; Professional
level; Top and e:ecutive level;
Upper managen.eit

Organizationai lite, 89-90, 98, 99

Organizational loyalty. See Loyalty

Organizational politics. See Office
politics

Organizational structure, 86, 104,
113

Organizational values, and reten-
tion, 148, 149, 150

Organizations: competitive advan-
tage for, 164; recommending,
143; reputation of, 168; staying
with, 120-130, 134-135, 139-140,
141-142; trust in, 52, 53-54, 55,
56-58, 59, 60, 96, 114

InpEX 253

Outdoor experiential programs,
183,184, 185, 186

Outsiders, as coaches, preference
for, 197, 199

Outsourcing, 146

P

Part-time work, and retention, 164

Peer interaction and feedback, as a
preferred learning method, 182,
183,184, 185, 186, 188

Peers: as coaches, preference for,
197, 199; and retention, 169;
trust in, 53, 54, 55, 56

People skills. See Soft skills

Perceptive leaders, people wanting,
76, 78, 224, 228232

Performance: pronyotion based on,
40, 86, 91, ©2,193, 94-95; reward-
ing, 44,36, 92

Performance appraisal, wanting
traning in, 174, 175, 179, 181

ersoral development, importance

of, 216, 220

Personal friends, as coaches, prefer-
ence for, 197,198, 199

Persuasive leaders, people wanting,
75, 76,77, 78,79, 224, 228, 232

Physically fit leaders, people want-
ing, 75, 224, 228, 232

Piercings and tattoos, issue of, 27-28

Plautus, 210

Political acumen, wanting better, 204

Political issues within organizations.
See Office politics

Position, desire for, 1, 79. See also
Clout

Power: desire for, 1, 79; potential
loss of, feeling threatened with,
115. See also Clout

Priorities, understanding one’s, im-
portance of, 48, 190. See also Values

Problem solving and decision mak-
ing, wanting training in, 173,
174,175,176, 177, 179, 180

Process and quality improvement,
wanting training in, 174, 175,
179,181
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Professional level: and change, 108;
and coaching, 196, 198, 199, 200,
201, 202, 203, 205; and leader-
ship attributes, 78, 231-233;
learning and development
wanted at, 179, 180, 181; and loy-
alty, 122,123, 124, 125, 127,131,
132, 133, 135; and office politics,
94, 95; and retention, 149, 153,
155, 159; trust levels at, 56, 57, 114

Professionals, external or outside, as
coaches, preference for, 197, 199

Promotions: and learning, 189; and
office politics, 86, 89, 90-96, 98;
performance-based, 40, 86, 91,
92, 93, 94-95; and retention, 158,
162. See also Advancement

Public recognition, issue with, 166

Public relations, 143

Public speaking and presentation
skills, wanting training in, 174,
176, 177, 179

Publicly impressive leaders, people
wanting, 224, 228, 232

Quality and process improvement,
wanting training in, 174, 175,
179,181

Quality of life, 148, 149, 150.
159-163, 165, 166

Quarterly coaching, 201, 202

Questioning authoriiz, 135u€ of,
37-38, 46-47

R

Race, percentage of respondents by,
6-7

Reading and books, as a preferred
learning method, 182, 183, 185,
186

Recognition: importance of, 216,
220; respect and, as factors in re-
tention, 149, 153, 154-155, 156,
157-158, 159, 165, 166-168, 169

Reflection, importance of, 216, 220

Regulatory environment, change re-
sulting from, 104

Reichheld, F., 139

Replacing people, 69-70

Reputation, importance of, 168

Research in social science, issues
with, 10

Research methods and demograph-
ics, 4-7,8, 9

Resistance to change, 105-106, 107,
108-109, 110, 115-116

Resolving conflict: over different ex-
pressions of similar values, 25-26;
over different values, 23-24; over
reversal of authority, 43

Resourceful leaders, people want-
ing, 224, 228, 232

Resources: and change, 103-104,
115; for learning.ard develop-
ment, 187; and ortice politics, 89;
and retention. 149, 154, 155, 162;
wasting, en vookie-cutter train-
ing, 18

Respect. for authority, 31-32, 37-38;
Yeliefs about, overview of, 31-33;
a. a career challenge, 34-35, 36;
categories of, 33; connection be-
tween, and retention, 35, 36;
everyone wanting, yet defining
differently, 36—40; and genera-
tional conflict, 33, 36; key points
concerning, 50; managers ad-
dressing issues of, suggestions for,
49; personal applicability of find-
ings on, 45—48; questions about,
review of answers to, 35-36; and
recognition, as factors in reten-
tion, 149, 153, 154-155, 156,
157-158, 159, 165, 166-168, 169;
research conducted on, 33-36;
sign of, 160, 161, 163, 165; when
authority is reversed, 4045

Response bias, 133

Response categories, coding, 151

Responsibility: importance of, 15,
16, 216, 220; management, of re-
spondents, 8§

Retention: beliefs about, overview
of, 144-147; connection between
respect and, 35, 36; doing the



right things for, 152-163; factors
blocking, 163-164; key points
concerning, 171; and loyalty, 144;
managers addressing issues of,
suggestions for, 165-168; and
office politics, 90; personal ap-
plicability of findings on, and
considerations for potential job
changers, 168-171; research con-
ducted on, 147-151; trust and,
53, 58-59, 60, 61

Retention plans, having, 165-166

Retirement, 107, 126, 145, 146, 164,
165

RIP (Retired in Position), 154

Rumors, about change, 111

Russell, B., 104

S

Salary. See Compensation

Sales, wanting training in, 174

Satellite programs, 183, 184, 185,
186

Scisco, P., 195, 207

Self-awareness, wanting training in,
174, 177, 179

Self-respect, importance of, 15, 16,
17,18, 19, 216, 220

Seneca, 205

Senior colleagues, as coaches, pref-
erence for, 196, 197, 198, 199,
208

Seniority. See Tenur or seniority

Sex discrimination, 27-28

Silents: and agc.or computer use,
178; and change, 100, 102, 105,
106-107; and coaching, 196, 197,
198, 200, 201, 202, 204; de-
scribed, 5; and leadership attrib-
utes, 75, 76, 223-225, 227-229;
learning and development
wanted by, 176, 177, 184, 185,
186, 188; and loyalty, 118, 121,
122, 123, 125,126, 127, 129, 130,
131,132,134, 135, 138, 236; and
office politics, 92, 93, 93; and re-
spect, 36; and retention, 147,
148, 150, 152, 153-156, 160, 161,

InpEX 255

164; as survey participants, per-
centage of, 5; and trust, 52, 54;
and values, 15, 16, 17, 18, 19, 20,
21, 22, 23, 26, 215-217, 219-221.
See also Older generations

Simulations or games, as a learning
method, 183, 184, 185, 186

Skills. See specific type

Social science research, issues with, 10

Socrates, 1

Soft skills: learning, methods pre-
ferred for, 182, 183, 184, 185,
187, 188, 196; need for develop-
ing, 180; teaching, 192; wanting
training in, 175

Spirituality, importance of, 18, 19,
20, 216, 220

Stereotypes: aboit hange, 100, 101,
106; outdated: 28; sweeping,
avoiding, 25; truth of, issue of, 18

Stereotvuiciu conclusions, 26-27

Stratcgic planning, wanting training
in, 173, 174,175, 177,178, 179,
180, 181

Ytrebel, P., 109

Structural change, 104

Success for the New Global Manager
(Dalton, Ernst, Deal, and Leslie),
175

Succession planning, concerns
about, 145

Suggestions, offering, and the issue
of respect, 38, 39

Supportive leaders, people wanting,
224, 228, 232

Systematic leaders, people wanting,
224, 228, 232

T

Tactful leaders, people wanting, 224,
228, 232

Talent: and respect, 35; war for, 146

Tattoos and piercings, issue of, 27-28

Teachers, good, people wanting, 78,
223,227,231

Team building, wanting training in,
173, 174,175,176, 177,178, 179,
180
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Technical skills. See Hard skills

Technological change, 104-105, 175

Telecommuting, 161

Telephone, coaching by, preference
for, 198, 200

Tenure or seniority: and loyalty, 136;
and office politics, 84-86; promo-
tion based on, 40; rewarding, 44;
and trust, 59. See also Time spent
with organizations

Therapists or counselors, as coaches,
preference for, 197, 199

Time: for coaching, issue of, 204; for
learning and development, 187;
wasting, on cookie-cutter train-
ing, 188

Time management, wanting training
in, 174,176, 177

Time spent with organizations: max-
imum amount of, 123-124, 125;
minimum amount of, 122-123,
124; and trust, 59. See also Tenure
or seniority

Ting, S., 195, 207

Toosi, M., 138

Top and executive level: and
change, 107-108, 109, 111, 112,
114, 115; and coaching, 196, 1567,
199, 200, 202, 203, 205; integrity
and trustworthiness at, 68-59;
and leadership attribues, 77, 78,
231-233; learning ana aevelop-
ment wanted at, 178. 179, 180,
181; and loyalty, 122, 123, 124,
125, 127,131,152, 133, 135; and
office politics, 94, 95; and reten-
tion, 147, 149, 153, 155, 159; rise
to, factors driving, 79; trust in,
114-115; trust levels at, 56, 57

Training issues. See Learning and
development

Transitioning, 181

Treat People Right! (Lawler), 139

Trust: absence of, impact of, 51,
60-63; beliefs about, overview of,
51-52; benefits of, 63—64; and
change, 114-115; and coaching,
207; and computer-based train-

ing, 191-192; key points concern-
ing, 71; managers addressing is-
sues of, suggestions for, 66-71;
and office politics, 96, 97; per-
sonal applicability of findings on,
64-66; reestablishing, 64, 67-68,
70-71; research conducted on,
52-59; sources of, 66

Trusted and trustworthy leaders,
people wanting, 74, 75, 76, 77,
78,79, 82, 83, 224, 228, 232

Trusting leaders, people wanting,
75, 76, 224, 228, 232, 233

Trustworthiness: determining, 81,
82; and leadership effectiveness,
69

Truth about change 111

TV programs, 183 134, 185, 186

Twain, M., 3

Twice-a-monh cvaching, 198, 201,
202

U

Unpopular Essays (Russell), 104

Upper management: and change,
107,108, 112, 114, 115; and
coaching, 196, 199, 200, 202,
203, 205; and leadership attrib-
utes, 78, 231-233; learning and
development wanted by, 179,
180, 181; and loyalty, 122, 124,
125, 127, 131-132, 135; and of-
fice politics, 94, 95; and reten-
tion, 149, 153, 155, 159; trust in,
53, 54, 55, 56, 60, 77, 96,
114-115; trust levels of, 56, 57.
See also Top and executive level

U.S. Bureau of Labor, Monthly
Labor Review, 137

\%
Valued contributions, needing to
make, and feeling valued, 206
Values: beliefs about, overview of,
14; difference in, among individ-
uals, 22-24, 27; expressing,
22-27; key points concerning, 30;
managers addressing issue of,



suggestions for, 28-30; organiza-
tional, and retention, 148, 149,
150; personal applicability of
findings on, 27-28; research con-
ducted on, 14-22; similar, differ-
ent expression of, 21-22, 24-27;
top ten, 15-18, 215-217; top
three, 18-20, 219-221

Variety, importance of, 215, 219. See
also Change

Vision, wanting training in, 173,
174,175, 177,178, 179, 180, 181

W

Walking the talk, 71

Web-based training, 183, 184, 185,
186

Weekends, working on, 133-134, 139

Weekly coaching, 198, 201, 202, 208

Well-connected leaders, people
wanting, 224, 228, 232

Wholesome leaders, people wanting,
224, 228, 232

Wisdom, importance of, 15, 16, 17,
18, 19, 20, 216, 220

Withholding information, issue of,
68-69

Work factors in retention, 148, 1%
150

Work hours, 130-133, 139 164

Work life versus homelife; 44,
45-46, 161

Workbooks and maauals, as a pre-
ferred learning 1acthod, 182,
183,184, 155, 186

Worker pool, smaller, 146

InpEX 257

Work-life balance: and retention,
159-163; wanting training in,
174. See also Quality of life

Workplace or job experience. See
Experience

Workplace rules, issue of, and clout,
11-12

World Leadership Survey, 214

World War II generation. See Silents

X
Xers. See Gen Xers

Y

Young, L., 63

Younger generations: and change,
100, 101, 102/ 104-105, 106, 107,
108, 112, 114,'115; and clout,
11-13; 2nd coaching, 194, 198,
203; cultural norm involving,
2171:-212; and leadership attrib-
utes, 72, 73, 74-75, 82; learning
and development wanted by, 176,
181, 184; and loyalty, 118, 121,
127,130, 131, 132, 134, 135, 136,
137, 139; and office politics, 92,
93-94; on performance-based
promotion, 93; and respect,
31-32, 33, 34, 35, 36, 37, 38-40,
45; and response bias, 133; and
retention, 144, 145, 152, 157,
160, 164, 166—-167; and social sta-
tus, 44; and trust, 51-52, 65-66.
See also Early Xers; Late Boomers;
Late Xers



