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delay of, 43—44
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adjustment to change, 221-223
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business impact, achievement of,
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business leaders
departing employee
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developing partnerships with,
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driver of, 5-8
external customer requirements,
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business partners, 254—256
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change, definition, 197
change implementaticp
change and transition, 197-198
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as value proposition, 195-197
change leaders, 201-204
change strategy, 205-208
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compelling reason for change
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competitive parity, 7, &
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ccnuiauous improvement,
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control
focus on, 24-25
transition from, 22—24
cost avoidance, 113
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culture of innovation, 170—171
culture transformation
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function of culture,
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laser-beam approach, 171-187,
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to mitigate risk, 92-93

overcoming resistance to,
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customers
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See also external customers;
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data comparisons, 116

delay, to lighten up, 43—44

delete, to lighten up, 42—43

departmental alignment,
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education, 75,58
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emotional intelligence, 147-152,
148, 161-163
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external customers (continued)
value for, 5
when restructuring, 95
external HR service providers, 17-18

external vendors, 257
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find people capability, 62—68

first-hand information, 26

flow-of-work roles. See organizational
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forms, 40

Forward-thinking approach,
236-240

4Ds (Delete, Delay, Distribute,
Diminish), 40—48
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grievances, 39

groups
culture development by, 178-179
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problem-solving, 188—189
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holistic thinking, 153
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HR (Human Resources)
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as a function, 4
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implementation, 198
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idea merchants, 29-30
implementing change. See change
implementation
improvement, in change
implementation, 226229
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industry standards, achievement
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information
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innovative intelligence, 141-146,
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internal consulting relationships,
245-246

internal customers, 22—24

internal relationships, 27-31

internal services, 30

internal weaknesses, 39
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just-in-time Iearning, 75

K

key asset, HR as, 3, 4
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189-190

knowledge sharing, 75-76,
253-254

knowledge transfer, 84-86
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labor relations, 256-257

large organizations, use of start-up
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transformation, 171-187,
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in restructuring, 98—99
value through, 8-15
leadership
factors in, 15—18
lighten-up process and, 34-37
leadership capacity
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definition, 138
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leadership gap, 141-143
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learning
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development of professional
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educational institutions, 258
sharing of, 227
lighten up
4Ds, 40-48
leadership in, 3437
workload rebalance, 34, 35
low-level noise, 37—40
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M
management capacity, 138-141
marketing departments
communication with, 242
ROI calculations, 110
marketing surveys, 27
measurement of results, 226, 243
meetings, 242
mergers and acquisitions, 167-163,
173-191
mid-size organizations, using
start-up model, 9-10

motivation systems, 37—38
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NASA, 99

negativity, noise and, 39
noise, 37—40

non-negotiables, in restructuring,
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on-boarding, 67—63
one-pagers, 237-239, 250, 253
organizatioi al alignment, 99—-108
organizational capabilities
implementing change, 92-93
importance of, 91-92
organizational alignment,
99-108
restructuring and design,
93-99
ROI of human capital,
108-119
in triangle chart, 53, 54, 56

as value proposition, 126

outcomes
accountability for, 16
for develop people capability,
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for find people capability,
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for people capabilities, 62
for retain people capability,
82-88
Outside-in approach, 240-243
outside-in perspective, 5—6
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succession, 77
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focus on, 24-25
stages of, 22-25
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payroll, 256
people capabilities
in change implementation,
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develop, 68—81
find, 62—68
outcomes for, 61-62, 62
retain, 82—88
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as value proposition, 126
people leaders, 8-15
people mapping, 98-99
people strategy, 131-132



perquisites, 78
pilot studies, 212-213
planning, in change implementation,
211-217
president, role of, 103
prioritization
areas of work, 53—56
external customers and, 31
filters for, 24
focus on, 233
See also value proposition
private sector, 7
problem-solving, 188—189, 190
professional expertise, 251
projectize, 243
public sector, 7—8

Q
quality of hire, 63—-64
quick wins, 213-214
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rechanneling cultural ssumptions,
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recognition, Ia
recruitment, 62—68
regulations, 3—4
reports, 116
resource supply, 34,35
restructuring and design
focus on people, 93-94
principles of, 95-99
result measurement, 226, 243
retain people capability,
82-88

retention strategies, 189-190
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return on investment in human
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revenue generation, 113
rewards, 78, 190
rewards and punishment motivation
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rework, 42
risk
affecting culture, 170
implication of, 56
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137-138
in lighten-up process, 36
value proposition mitigation,
T26-133
rick oralysis, 214-215

S
sales training, 256—257
second-hand information, 26
self-awareness, 148—149
self-learning, 73-74
self-service applications, 10—12
service providers

focus on, 24-25

transition to, 22—24
shared learning, 227
shared values, 191
Sheth, Jagdish, 138
silos, I03—105
simulations, 116,212,213
social media, 12, 65
social perceptiveness, 149
social support, 222
stakeholders, 209-211
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start, stop, continue chart, 58
start-up model
focus of, 9-10
internal organizational support
in, 12-13
strategic business partners,
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strategic team alignment,
105-106
strategic thinkers, 28—29
strategies
n change implementation,
205-208
development of value proposition
from, 131-132
restructuring and, 95
risks affecting culture, 170
short-term focus, 7—8
stress in change implementation,
221-223
structure. See restructuring ai'd
design
subject-matter expert: (SME),
254-256
successors, 7 6--,7
supervisors, 139
surveys
of employees, 79
lead assessments, IST-152
sustainable competitive advantage, 7
SWOT (Strengths, Weaknesses,
Opportunities, and Threats)
analysis, 39
Synergies within HR approach,
252-257
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talent management
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68-81
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people capabilities for, 62
retain people capability outcomes,
8288
teams
alignment of, 152155
in change irap!ementation,
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engagerient of, 155-163
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cechnology, use of, 12
terminations, 86—88
The Leadership Gap (Weiss, Molinaro),
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third-hand information, 27
total rewards, 78
training
in change implementation,
219-221
develop people capability,
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transactional relationships, 244
transformation, 3, 5
transition, definition, 198
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communications models,
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cost avoidance, 113
grievance investigation, 39
ROI calculations with, 110
University of Michigan Business
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Up-to-date approach, 250-252
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n change implementation,
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value proposition
common capabilities for, 126
definition, 125
development of, 129-130
leadership capacity as,
137-138
mitigation of risk,
130-133
overview, [26—129
partnerships, 133-134
strategy reports, 237-239
in triangle chart, 52, 54, 56
values, 191
vision, 206
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work, fow of. See organizational
capabilities

work plan, 206

workload, rebalance of, 34












