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reached through conversations, 14–15

American Association for Cancer Research, 
14

American Cancer Society, 14
Angelou, Maya, 65
“Annual Report to the Nation on the Status 

of Cancer, 1975–2000” (NIH-NCI), 14
Apple Macintosh, 191, 192
Appreciation: creating a culture of, 140; HR 

surveys on the importance of, 183; 
recognition through tangible tokens of, 
145; of results, people, and behaviors that 
produced the result, 142–143

Argyris, Chris, 222
Asking one more questions, 183–184, 195
Assumptions: discovering instead of making, 

221–223; typically made by executives, 221
Authenticity, 79–80, 88

A
A-76 initiative (U.S. government agency), 

218–219
Action. See Taking action
Adams, John Quincy, 3
Aft er-action reviews (AARs): benefi ts of 

commercial sector use of, 229–230; 
conducted by the U.S. military, 228; 
learning from your success by using, 
241

Agreement: characteristics of authentic, 236; 
confi rming alignment for, 242; leadership 
conversations to assess depth of, 166–167; 
reaching alignment through 
conversations, 14–15

Ali, Muhammad, 187
Alice in Wonderland (Carroll), 207
Alignment: characteristics of authentic, 236; 

confi rming a reached, 242; leadership 

CO
PYRIG

HTED
 M

ATERIA
L



286 INDEX

B
Baby boomers, 16
Baruch, Bernard, 173
Baseline conversations: about priorities, 119–
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190; learn to recognize, 195; ubiquitous 
communication, 189

Chief executive offi  cers (CEOs): as the 
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21–22; leader responsibility for, 96, 135–
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258, 259–260, 261; maturity levels for 
managers and leaders in, 31fi g–32; 
obstacles to, 127–135; recognition 
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in, 145–146; virtuous cycle contributions 
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through, 170–171; realizing that no one 
has all the answers, 178–180; ten ways to 
practice leadership in, 194–195; as 
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through, 211; CXO leaders and their, 247, 
248–249; description and functions of, 
19; discovering instead of making 
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Culture of success, 230
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through, 195; how opportunities are 
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own potential, 96; maturity level of, 
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personal action plan guidelines for, 270; 
relationship-building skills of, 48fi g; 
setting priorities considerations for, 120; 
structured decision making by, 155fi g; 
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Leaders
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conversations on, 246–247, 248; engaging 
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approaches to, 156; structured, 155fi g; 
understanding process of, 154–155; 
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Direct communication standard, 27
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in, 49; relationship issues of, 49–50
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safeguarding post-9/11 era, 236–237; 
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Experts conversations, 273
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organizational role of, 263–264; personal 
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structured decision making by, 155fi g; 
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understanding there are many ways to 
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other high potentials, 103–113; questions 
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potential of, 104–105, 146; building versus 
buying, 93–94; challenge to motive 
pursuit of shared goals, 1; coaching, 126–
137, 146; costs of failing to recognize and 
appreciate, 141–142; criteria for, 95; CXO 
conversations with their, 254–255; 
delivering feedback to, 109–113; 
demanding more from your, 107–108, 
146; description of, 30; developing 
leadership skills in, 105–107; don’t miss 
signs of trouble in, 108–109; envisioning 

workforce of the future using, 91–92; 
executive leader conversations with their, 
254–255; expert, growth, and promotion 
potential assessment of, 105; fi rst-line 
managers conversations with their, 266–
267; giving feedback to their boss, 124–
125; growing the judgment gene in, 158–
159; leadership conversations between 
CXO leaders and their, 248–249; 
manager of manager conversations with 
their, 260–261; maturity level of, 31fi g–32; 
mentoring, 93–94, 103–109, 132–133; 
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93–94; perfect-solutions quagmire 
grabbing some, 230–231; recognition of, 
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developing, 94–95; structured decision 
making by, 155fi g; who are uncoachable, 
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leadership skills role of, 106–107; internal 
coach from, 134–135; post-9/11 era 
challenges for, 236–237; surveys on 
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diversity work through, 87–88; post-9/11 
era challenges for, 236–237
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gaps in, 164; “Ladder of Inference” on, 
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leaders facilitate, 191–192; silence used to 
inspire optimism and, 234, 235, 242
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Internet-based relationships, 175
Introvert leaders, 57–58
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J
Jobs, Steve, 191, 192
Judgment: chicken-and-egg debate over 

experience and, 151; cultivating, 194; fi ve 
realms of, 150–151; four steps required for 
good, 151; keystone, 152–154; understood 
as a process, 151–152. See also Decision 
making

Judgment gene: benefi ts of having a, 149; 
growing in high potentials, 158–159
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Kaizen sessions, 218
Kenney, John F., 13
Keystone judgments, 152–154

King, Martin Luther, Jr., 161
Th e “knowing trap,” 195
Knowledge: engaging your team’s, 162–164; 

as irrelevant to decision making, 161–162; 
learning organization committed to 
increasing, 164

Knowledge workers: curiosity of, 174–175; 
increasing demand for, 175

Kodak, 215
Kotter, John, 251

L
“Ladder of Inference,” 222
Leaders: being aware of strengths and 

shadows, 57–59; being open to feedback 
from subordinates, 124–125; executive, 
30–32, 48fi g; it is never too late to 
become a, 9–10; leading in stressful times, 
233–234, 239–241; post-9/11 era 
challenges for, 236–237; qualities of great 
leaders, 4–9; questions to ask yourself 
about being a, 3–4; realizing that they 
don’t have all the answers, 178–180; 
removing obstacles in the way of your 
people, 129–135; role and responsibility 
for developing others, 96, 135–136; sets an 
example for timeliness, 123–124; study on 
extrovert vs. introvert, 57–58. See also 
CXO leaders; High-potential 
executives

Leadership: command-and-control style of, 
27, 43–44; developing high potential’s, 
105–107; as the essence of change, 218; 
during stressful and turbulent times, 
233–234, 239–241; ten ways to practice 
eff ective conversations on, 32–33
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function of the, 270–271; taking and 
reviewing your, 271–272

Leadership conversation perspectives: 1: idea 
exchange, 25fi g; 2: understanding what 
others say, 25fi g–26; 3: exploring 
possibilities, 25fi g, 26

Leadership conversation standards: being 
caring, 28; being direct, 27; being honest, 
28; being open, 27–28

Leadership conversation tips: ten ways to 
build relationships, 88; ten ways to 
develop others, 145–146; ten ways to 
practice making decisions, 194–195; ten 
ways to practice taking action, 241–242

Leadership conversations: alignment created 
through eff ective, 14–15, 
166–167, 236, 242; blending mindsets, 
perspectives, and four types of, 26–27; 
creating virtuous cycle, 20fi g; by CXO 
leaders with their boss, peers, high 
potentials, 246–249; by executive leaders 
with their boss, peers, and high potentials, 
252–255; with experts, 273; by fi rst-line 
managers with their boss, peers, and high 
potentials, 264–267; four types of, 19–24; 
generational biases that can impact, 
16–17; harnessing the diff erences in 
generational mindsets for, 17–18; John F. 
Kennedy example of, 13–14; by managers 
of managers with their boss, peers, and 
high potentials, 258–261; the meaning of 
silence during, 234, 235, 242; public 
forum, 273; special-interest, 273; standards 
for, 27–28; ten ways to practice leadership 
in eff ective, 32–33; three perspectives in, 

24–26; von Eschenbach example of, 13, 
14; your personal action plan for, 
269–274

Leadership conversations model: creating 
your personal action plan using the, 270–
274; positive outcomes of, 1–2

Leadership conversations types: creating 
virtuous cycle using the, 20fi g; 
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20fi g–21, 31fi g–32; introduction to 
developing others, 19, 20fi g, 21–22, 31fi g–
32; introduction to making decisions, 19, 
20fi g, 22–23, 31fi g–32; introduction to 
taking action, 19, 20fi g, 23–24, 31fi g–32; 
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within each, 31fi g–32. See also specifi c 
conversation type

Leadership Conversations workshop, 
274
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on the, 30; maturity levels for managers 
and leaders on, 31fi g–32; relationship-
building skills of the, 48fi g; tactics to 
move up the, 238–239. See also 
Promotions
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of the, 180–184; comparing management 
and, 11–12fi g; cultivating a developing 
others, 97fi g; decision making using the, 
147–148; eff ective decisions as heart of, 
154–155; envisioning workforce of the 
future as, 91–92; generational biases for, 
16–17; innovation as inherent in the, 192; 
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management and, 26–27; organizations 
operating in a, 203
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conversations when roles are changed in, 
121–122; tentative and targeted 
relationships as future, 51fi g, 54; trust 
relationships as primary, 51fi g, 52
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“either-or,” 42–43, 88
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in high potentials, 105–107; fi ve attributes 
changing aft er each promotion, 106; ten 
ways to practice eff ective conversations 
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decision making by, 155fi g
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