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Abstract 
When an organization uses 

outside sources to meet its training 
needs, managers must make in-
formed decisions about which train-
ing programs will work best in a 
given situation. But processes and 
guidelines that can be used to assist 
people in making such decisions 
have not been defined well. 

This study had three objectives: 
• to determine the criteria identified 
in the literature as important to the 
process of selecting training 
programs; 
• to create a model to account for 
the criteria; 
• to develop an instrument for eval-
uating programs against the criteria. 

A review of the literature was car-
ried out regarding decision-making 
processes, vendors' training pro-
grams, instructional design and 
delivery, and organizational influ-
ences on training. An instrument 
consisting of worksheets for each 
criterion was developed and pre-
sented to assist the training-program 
buyers in evaluating and comparing 
programs and reaching decisions. 

This investigation has consider-
able implications for the buyer/seller 
relationship. The author maintains 
that if the decision-making process 
could be improved, several results 
might follow: 
• A notable increase in return on in-
vestment for training professionals 
should result. 
• Training programs would be 
bought based on merit, not because 
of personalities or politics. 

108 • Vendors would have more diffi-

culty providing undocumented re-
sults, and flaws in training programs 
would be much more evident to the 
buyer earlier in the purchase 
process. 
• There could be a drop in training 
expenditures and organizations 
might view the training function in 
a different light. 
• Training decisions could be well 
documented for later evaluation and 
consideration. 
• Training professionals would be 
held more accountable for their 
decisions and the impact their pro-
grams have on the organization. 

Revitalization of Japanese 
Business and Industry: 
Implications for Training and 
Organizational Development 
Author: Karen J. Lindberg, Training 
and Development Research Center, 
University of Minnesota, 1954 
Buford Avenue, St. Paul, MN 55108; 
612/624-9727. 

Abstract 
Japan has had phenomenal suc-

cess at becoming a major world 
economy. Its global, competitive 
thrust has forever changed the 
course of international business 
strategy. Already the second largest 
economy in the world, by 1990 
Japan will likely be the second larg-
est market in the world, second 
only to the United States. 

This research analyzes recent eco-
nomic, technological, and sociolog-
ical trends in Japan and looks at 
how those trends have had an im-
pact on Japan's approach to the 
management of human resources. 
The author presents arguments for 
and against change within training 
and development activities of Japa-
nese organizations. 

The author concludes that no 
single force can be identified as 
responsible for spearheading change 
in Japan's training and development 
systems. 

Changes in the employment sys-
tem and the shrinkage of the inter-
nal labor market will contribute to 
the change in Japan's training and 
development systems, as will the di-
versification of business and indus-
try and the booming service sector. 
Business and industry will pressure 
Japan to make changes, which will 
be furthered by the sociological 
changes occurring there. Change 
will come about because of the 
breakdown in the traditional 
management-development system, 
which has already seen a reverse in 
corporate decision-making roles. 

Finally, the author sees the change 
as a result of Japan's present transi-
tion into a post-industrial and inter-
national society. 

Human Resource Practice of 
Rapid-Growth Companies: 
the Connection Between 
People and Profit 
Author: Michael Albert, San Fran-
cisco State University, 1600 Hollo-
way Boulevard, San Francisco, CA 
94132. 
Abstract 

Successful rapid-growth compa-
nies generally are acknowledged to 
have strong entrepreneurial leaders 
who are able to exploit windows of 
opportunity in a rapidly changing 
marketplace. Very little is known, 
however, about the human resources 
practices of rapid-growth compa-
nies, although the human resources 
function is a key factor related to 
organizational excellence in Fortune 
500 companies. As companies enter 
the 1990s, such topics as productiv-
ity through people, corporate cul-
ture, and team building continue to 
receive substantial attention. 

The focus of this article is a study 
that asks three questions. 
• How extensively do rapid-growth 
companies engage in HR practices? 
• What is the relationship between 
HR practices and profits? 
• Are large rapid-growth companies 
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with more employees different from 
small companies, with respect to HR 
practices? 

Organizations selected for the 
study were those listed by INC. 
magazine as the top 100 rapid-
growth companies of 1987. A 
Human Resources Practices Survey 
consisting of 12 items was sent to 
the senior executives with respon-
sibility for the HR function in 91 of 
the companies. The response rate 
was 56 percent. 

The author concludes that execu-
tives of rapid-growth companies 
must view their human resources as 
assets requiring careful management. 
As the companies move along the 
organizational life cycle, those with 
well-managed human resources have 
the potential to outperform their 
competitors. Based on the results of 
this study, a clear connection can 
even be made between the human 
resources practices and the bottom-
line growth in rapid-growth 
companies. 

"Research Capsules" is a quar-
terly column compiled and edited 
by Audre Wenzler, a member of 
the Research Committee of the 
American Society for Training & 
Development. Topics of interest 
include studies of attitudes or 
trends in training and develop-
ment, HRD techniques and meth-
ods, and research findings that 
have clear HRD implications. 

Send your suggestions for 
topics, your comments, and your 
submissions to Audre Wenzler, 
Director of Human Resources, 
Laventhol & Horwath, 605 Third 
Avenue, New York, NY 10158, or 
contact her at 212/983-4100. Con-
tributors must include their 
names, addresses, and phone 
numbers; and abstracts or sum-
maries of their research. They 
must be willing to respond to 
reader inquiries. 
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Ease your hiring headaches . . . 
Behavioral Interviewing® teaches you what to ask, how to ask 

it, and how to evaluate the answers. 

• Public Seminars • In-House Training • Trainer Certification 

• MISKILMATCH® Computer Software 

1990 Public Seminars: 

January 12—Phoenix 
February 15—Memphis 
March 29—San Francisco 
April 6—Chicago 
May 7—Atlanta 

January 26—New York 
March 26—Los Angeles 
April 4—Boston 
April 27—Washington 
May 11—Orlando 

Behavioral Interviewing®, MIBehavioral Interviewing®, 
and MtSKILMATCH® are registered trademarks of 

Paul C. Green, Ph.D.,P.C. 
For more detailed information, call or write: 

6260 Poplar Avenue • Memphis, Tennessee 38119 
(901) 761-4120 • Toll Free 800-227-6855 
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Management Training Videos: 

Will yours be 
Customized or Canned? 

We cap ture your com-
pany's culture, language, 
issues and needs using pre-
approved scripts and pro-
fessional actors in quality 
v ideotapes that are truly 
c u s t o m m a d e . A n d t h e 
cost of these videotapes— 
c o m p a r e d to c a n n e d , 
generic, performance man-
agement programs—is sur-
prisingly low. 

Based on s u p e r v i s o r y 
behavior modeling, origi-
nally developed by Melvin 
Sorcher, Ph.D., our made-to-
order programs help you 
present outstanding, real-
life scenarios keyed to your 
company. These show your 
m a n a g e r s h o w t o t u rn 
adversary relationships into 
working partnerships. All at 
an affordable cost. 

For information, contact: 

SORCHER ASSOCIATES INC. 

Gray Building, 126 Crabapp le Road, Trumbull, CT 06611 (203) 452-1938 
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