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T &D has provided HRD special-
ists with many fine articles, 
and Cheryl Getty's "Planning 

Successfully for Succession Planning" 
(November 1993) is one of the best. 
That little gem should be read by 
everyone in the training business. 

Getty gives us a look at the urgent 
need for programs on success ion 
planning and presents a picture of 
the many problems that have pre-
vented the success of succession-
planning efforts. 

How true that corporate succes-
sion plans often "wind up gathering 
dust." As a human resource develop-
ment practit ioner, I 've seen many 
success ion p lans o r d e r e d by top 
managers and assembled by my col-
leagues, only to be put on a shelf, 
never referred to, and never used as 
the basis for anyone's development 
plan. 

Succession plans—combined with 
individual development plans—can 
do much to ensure that organizations 
get the maximum contribution from 
all employees, especially the highly 
talented ones who eventually move 
up in management. 

I'd like to see T&D conduct a sur-
vey of HRD practitioners to find out 
about their organizations' succession 
plans , eva lua ted on the basis of 
Getty's four keys to success: partici-
pa t ion , o p e n n e s s , f e edback , and 
action. 

To be successful, the plans have 
to be visible, managers and supervi-
sors must give input, and all employ-
ees must know what the plan is and 
that it is used. 

Alliteratively speak ing , Getty 's 
succinct scenario for successful suc-
cession planning is right on target. 

—John F. Connors 

Cockeysi'ilk', A laryland 

A Different View of Diversity 

I t ake e x c e p t i o n to the "Voice 
Mail" contribution (October 1993) 
by Ellen Abell on diversity train-

ing. She suggests that after people-
look at their differences, they should 
examine the "ways in which we're 
all the same." Abell also suggests that 
the purpose of diversity training is to 
educa te peop le about d i f ferences 
and to help them strategize ways to 
validate and appreciate everyone. 

My perception of diversity training 
is somewhat different. In the busi-
ness community, diversity training is 
economica l ly mot iva ted . It isn't 
about validating and appreciat ing 
people; people don't need to be vali-
dated or appreciated. Shareholders 
have a right to expect that the pur-
pose of a company's training isn't to 
promote societal improvement, but 
to deve lop employees to increase 
productivity, make better decisions, 
and promote workplace safety. The 
end result should be enhancing the 
bottom line and creating profits for 
shareholders and employees. 

Diversity programs should begin 
with awareness training, in which 
trainers get at people 's beliefs and 
values. It is a time for recognizing 
that people's differences aren't nec-
essarily bad and that their similarities 
aren't necessarily good. Awareness 
training enables workers and man-
agers to recognize that divergent 
points of view and events that occur 
in the workplace may stem from dif-
ferences in people's perceptions. 

In our management-level diversity 
training, we focus on making man-
agers aware that cultural differences 
can affect workplace safety, produc-
tivity, and financial results. The train-
ing helps managers cope with and 
use people's cultural differences con-
structively. We still value differences. 
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Doer's Profile 
We l c o m e t o t h e t h i r d e d i t i o n o f 

t h e D o e r ' s P r o f i l e . W e c r e a t e d 

t h e n e w f e a t u r e t o g i v e y o u a w a y t o 

e x p a n d y o u r n e t w o r k i n g c a p a b i l i t i e s 

a n d to let y o u k n o w a b o u t t h e in te res t -

ing a n d exc i t i ng t h i n g s y o u r c o l l e a g u e s 

a r e d o i n g in t h e f ie ld . 

P l e a s e m e e t th is m o n t h ' s Doer . . . . 

A n t o n i o " T o n y " N a r v a e z , a t r a i n e r 

wi th the Hawai i Laborers Fund , Waianae, 

H a w a i i . 

T o n y c o n d u c t s e n v i r o n m e n t a l t r a i n i n g in s u c h a r e a s a s l ead 

a b a t e m e n t , a s b e s t o s r e m o v a l , a n d h a z a r d o u s - w a s t e h a n d l i n g . T h e 

H a w a i i L a b o r e r s F u n d is p a r t o f t h e W a s h i n g t o n . D . C . - b a s e d 

Labore r s ' I n t e r n a t i o n a l U n i o n of Nor th Amer i ca . 

Most exciting new development: "Hawaii is just waking up to its toxic-
waste problems. We are a paradise; we have to take care of the environ-
ment. There are five military bases here. When o n e closes, it has to be 
cleaned up before the land is turned over for development. Our workers 
have to remove asbestos and other toxic materials. Sometimes, w e find 
substances that would upset the public if they knew. I think environmen-
tal training is going to be big here." 
Biggest problem: "We have hard workers w h o have strong backs and 
strong muscles. But many can't read. They need basic-skills training, in 
this kind of work, p e o p l e have to be able to read federal regulations, 
safety rules, and so forth." 
Biggest accomplishment: "One reason the workers organized into the 
un ion w a s to get training. Before that, m a n y of their compan ie s were 
working dangerously. Now. proper training is improving safety." 
Last book read: American Star by Jackie Collins. "My wife talked me 
into reading it." 
Best training tip: "1 just wan t eve ryone to c o m e to the cour ses with 
c lear minds . This is a d a n g e r o u s field: it is no th ing to m e s s a r o u n d 
with. For example, every time we work, w e have to wear "space suits. " 
Favorite pastimes: "I live right on the beach. You can find me free-div-
ing and out there on a su r fboard—whenever the water is clean." 
Quotable quote: "I enjoy my job. And I get to work with p e o p l e from 
all walks of life." 

t ' 4 - -

T o n y N a r v a e z 

Hawaii Laborers Fund 

T h e n e x t s t e p in o u r d i v e r s i t y 
t r a in ing is to l e v e r a g e d i f f e r e n c e s , 
nor erase them. That requires imple-
men t ing new a p p r o a c h e s and skills 
l e a r n e d f r o m p e o p l e wi th d i v e r s e 
b a c k g r o u n d s . O r g a n i z a t i o n s c a n 
u s e s u c h a p p r o a c h e s a n d skil ls to 
e n h a n c e t h e i r p r o f i t s a n d t h e i r 

employees ' effectiveness. 
I g n o r i n g c u l t u r a l d i f f e r e n c e s — 

what I call, "cultural determinants"— 
is to give organiza t ions and p e o p l e 
less than the best. 

— David C. Wiggleswortb 
D.C. W. Research Associates International 

Foster City. California 
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Voice Mail 

Latinos Love Training 

I strongly object to several points 
made in the article, "Training South 
of the Border," ("In Practice," 

September 1993). 
Since 1987, I 've b e e n w o r k i n g 

with the Of f i ce of Uni ted S ta tes 
Foreign Disaster Assistance in devel-
oping a training program with more 
than 140 courses in Latin America. 
We've worked with more than 3.500 
p a r t i c i p a n t s f rom e v e r y Span i sh -
speaking country in Central America 
and South America. The program is 
based on the concept of objective, 
performance-based, interactive instruc-
t ion. O u r r e f e r e n c e ma te r i a l s a re 
Mager's works and ASTD's Info-Lines 
in Spanish. 

Contrary to the statements in the 
"In Practice" article, our experience 
shows that Latin Americans are very 
interactive in training sessions, to the 
point of testing the facilitative skills 
of the Latin American trainers. Latin 
American trainees are eager to learn 
from each other, the materials, and 
the instructors. 

As the article said, Latinos have a 
different perspective on time. But in 
training, they arrive prompt ly and 
ready to learn. In fact, they're often 
re luc tant to leave w h e n a sess ion 
ends. As for Latinos' supposed lack 
of par t ic ipa t ion , the biggest chal-
lenge instructors face is controlling 
the participation. And we never have 
problems getting feedback. We plan 
for. encourage, and provide opportu-
nities for it. We emphasize "no sur-
prises" and r e s p o n d pos i t ive ly to 
input from all participants. 

A good training rule in general is 
to learn the language and culture of 
the coun t ry in which the t ra ining 
occurs . 1 suspec t that p e o p l e w h o 
h a v e p r o b l e m s t r a in ing in Latin 
America or other places have diffi-
culties because they haven't followed 
the principles defined by Mager and 
others about designing and conduct-
ing t r a in ing . Ask: Is the t r a in ing 
instruction or just information? 

Last, read the Info-Lines on train-
ing design and development and the 
Info-line on "Travel ing Tra iners : 
Success in International Settings." 

—Jerry L Williams 
Jerry L. Williams & Associates 

Tucson, Arizona 

Editor's note: To order Info-Line, call 
ASTD Customer Service at 703/683-8100. 

SMEs as Trainers 

In Ray Faidley's article. "Build a 
Lean, Clean Training Machine" 
(October 1993), he overlooks a 

vast, fertile source of potential train-
ers by omitting the use of in-house 
subject matter experts. 

In the eyes of trainees, SMEs have 
instant credibility. They understand 
the course content and the organiza-
t ion ' s cu l tu re , w o r k tools , and 
processes. But before SMEs can be 
e x p e c t e d to be e f fec t ive t ra iners , 
they should receive specialized train-
ing o n in s t ruc t iona l d e s i g n and 
trainee motivation. 

During more than 12 years as a 
training and development consultant 
for a major corporation. I saw many 
benefits derived from using SMEs as 
trainers. The company saved thou-
s a n d s of do l l a r s that might have 
been wasted on ineffective training. 
The SMEs gained enhanced status, 
n e w skil ls , and r e c o g n i t i o n f rom 
their colleagues. And the company 
retained a resource of in-house SMEs 
to call on to p r o v i d e t ra in ing as 
needed. 

— Peter L. Katz 
Knowledge Plus 

Carmel, New York 

Update 
The Residence Inn program of free 
f lowers for every car rental, men-
t ioned in "Working Life" (October 
1993). is no longer available. 

"Voice Mail" is compiled and edited by 
Haidee Allerton. "Voice Mai!" welcomes 
your views. Send your letters and com-
ments to "Voice Mail," Training & 
Development, 1640 King Street, Box 
1443, Alexandria. VA 22313-2043: fax 
them to Allerton at 703/683-9203: or 
call them in on the "Voice Mail" line, 
703/683-9590. 
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