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"The two major problems facing 
HRD practitioners still seem to be: 
gaining support and respect of top 
management, and professional de-
velopment." This quote from edi-
tor Mike Cook's "Page Four" col-
umn in the January 1980 Journal 
seems quite surprising at first 
glance. After all, we're entering 
ASTD's 35th year! Yet, it's really 
not surprising when you consider 
how rapidly the Training and 
Development p r o f e s s i o n has 
grown, and how many new people 
are engaged in this activity. The 
ASTD national organization and 
many of its local chapters offer 
development programs for those 
entering, or new to the profession; 
but that's really not enough — it 
takes more to become an effective 
and respected "pro" in our field. 

In thinking back over my own 
experience since I started as an 
instructor in 1946, and about the 
people I have known and worked 
with who have become successful, 
there is one characteristic which 
applies to all. They are active and 

expert communicators with a wide 
network of contacts. A closer look 
at their communication activities 
might be of some help in getting at 
the two problems mentioned in the 
introduction. Specifically, let's look 
at internal communications with 
management and other training 
people within the organization, 
and then examine external com-
munications with HRD people 
from other organizations, includ-
ing educators and consultants. 
Finally let's examine the communi-
cation value of professional publi-
cations. 

Internal Communications 
Everyone agrees on the impor-

tance of getting management's 
commitment and support . . . and 
the "pros" are good at it. Several 
recent articles in the Training and 
Development Journal cover a num-
ber of keys to success. A few 
points from these articles, which 
merit careful study, follow: 

Bill Scherer in "How To Get 
Management's Commitment For 
Training" (January '78) says: 
"Know your business — know your 
organization — be on top of all 

current events in your company — 
be one of the best informed indi-
viduals on the business your 
company is in, and you will win a 
lot of management support for the 
training you do." 

The use of management "steer-
ing committees" in identifying 
needs and planning training ac-
tions is described in Scherer's 
article, and in "How To Design A 
Management Development Steer-
ing Committee" by Richard Head-
ley (June '78), and also in "Plan-
ning a Curriculum" by Ray Sven-
son (October '78). 

Jack Phillips suggests ways to 
communicate effectively with dif-
ferent types of managers to get 
management support in "How To 
Improve Management Support for 
Supervisory Training Programs" 
(August '78). 

There are some good ideas in 
these articles that have served 
others well — they could do the 
same for you. 

Internal training networks for 
sharing ideas and approaches to 
problems can be most useful in or-
ganizations having trainers in units 
in different locations, such as 
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several plants. In some organiza-
tions the trainers comprise an 
informal c o m m i t t e e w i th the 
"chair" rotating among the mem-
bers. The close working relation-
ship established benefits all, often 
with needed answers to problems 
just a phone call away! 

External Communications 
Our best medium for external 

communication is membership in 
ASTD, both local and national. 
Chapter meetings provide oppor-
tunities to learn firsthand from 
those doing new and interesting 
work, to participate in workshops 
and seminars, exchange informa-
tion, and make contact with other 
professionals who share our prob-
lems and interests. But you have 
to work at it if you want to get 
something out of it. The best way 
to get to know the people who are 
really doing something is to take 
on chapter responsibilities — from 
committee work to chapter leader-
ship. You will find the people you 
want to know working right along 
with you, and the contacts you 
make will be invaluable. Active 
leadership in a professional organi-
zation can increase your stature in 
the eyes of management and lead 
to better acceptance of your ideas. 

Most successful trainers I know 
are members of informal training 
networks established through con-
tacts made in ASTD. They can 
"plug in" at any time to get help or 
ideas on a problem. Membership in 
such a network requires, of course, 
willingness to share information on 
what you are doing and to help 
others. 

A good trainer knows consul-
tants who can provide valuable 
assistance if needed; and he/she 
knows a lot of them through parti-
cipation in ASTD. H e / s h e also 
knows the value communicating 
with other trainers can be when 
considering the need for or select-
ing a consultant. 

Experienced trainers know that 
educators from universities, col-
leges and vocational schools can 
help design and implement courses 
to meet special needs, and trainers 
can often help educators in design-
ing courses which will better pre-
pare graduates for business. Train-
ers in most cases need to take the 

initiative in setting up these con-
tacts, but the relationship can be 
mutually rewarding once estab-
lished. 

Professional journals and publi-
cations such as the Training and 
Development Journal are excellent 
communication media for us all. 
Serious trainers read as many of 
these resources as possible to keep 
well informed and further their 
own development. If you aren't 
doing so, you are stunting your 
professional growth, and it will 
show in your contacts with your 
management. The most respected 
and effective professionals in train-
ing and development are prolific 
writers and contributors to the 
literature of our field. Don't over-
look the value that similar contri-
butions from you can have to your 
own development and professional 
standing. 

In Summary 
Those new to the Training and 

Development profession can find it 
difficult to get the support and 
respect of management for them-
selves and the work they are 

doing. Concern for their own pro-
fessional development and ad-
vancement naturally follows. 

What and how we communicate, 
and with whom, make a big differ-
ence in how we're seen and re-
spected. The ideas and suggestions 
in this article have served well for 
many respected professionals in 
the Training and Development 
field. They are offered in the hope 
that they will benefit others. 

Les Cross retired from Exxon Corp. in 
February of this year to establish his 
own business as a management consul-
tant in personnel training and manage-
ment development. For the pas t 13 
years he has been an executive develop-
ment and personnel advisor to top 
corporate functional management in 
Exxon, assisting management in form-
ulating development plans for managers 
and in planning replacements for execu-
tives in the refining, supply and trans-
portation functions worldwide. His work 
has involved evaluation of performance 
and potential for advancement, salary 
administration for professionals, and 
executive compensation. He has been a 
member of ASTD-New York Metropoli-
tan Chapter for 30 years. 

THE CORPORATE MASTERS PROGRAM 
A "Corporate College" that operates at your site! 

NOVA UNIVERSITY, pioneers in innovative externally 
offered graduate programs has the answer to your 

training and development problem for managers . Your key 
personnel are too busy for the nearby university's rigid 

class schedule with daytime or evening classes only. 
Yet, managers need upgrading of skills or they 

become obsolete too! Why not provide a valuable 
fringe benefit for your employees and get results 

in corporate per formance at the same t ime with NOVA'S 
Corporate Masters Program. Here's how the CMP works. 

NOVA UNIVERSITY forms a CMP cluster at your corporate location 

for as few as 25 students. We send our faculty to your CMP cluster. 
Management and supervisory personnel can select from two applied 

degree programs: 

Master of Business Administration (MBA) 
Master of S c i e n c e / H u m a n Resource Management (HRM) 

Relevant material is covered in classes that meet every third weekend, 
on Friday evening and Saturday, enabling your personnel to work 
fulltime. All work can be completed in 18 months , with no lost t ime 
while taking the 12 required courses (36 credits). Additionally, we even 
feature lab sessions with peer professors chosen f rom top management 
in your company. Sounds interesting? You bet! Sounds different? 

Totally—that's why we're called inNOVAtive! 

For more information on our unique corporate MBA or HRM programs, 
call or write for our brochure. Your may contact: Dr. Martin Veiner, 
Director of Graduate Management Programs, NOVA UNIVERSITY, 
3301 College Avenue, Fort Lauderdale, Florida 33314. Telephone 

(305)587-6660. 

NOVA UNIVERSITY. AN EQUAL OPPORTUNITY EDUCATOR 
ACCREDITED BY THE SOUTHERN ASSOCIATION OF COLLEGES AND SCHOOLS. 
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