
W o , romen Who Break into 
Top Management: A Study 

Fourteen years ago, Stephanie was 
avidly recruited by several prestigious 
investment firms following her gradua-
tion with honors from the Wharton 
School, University of Pennsylvania. 
Her meteoric rise through the middle 
management ranks of the two corpora-
tions she has worked with attests to her 
leadership and technical competence. 
Yet, for the last two years, she has 
become discouraged and disillusioned. 
Now at the top of the middle-
management plateau, she has tried but 
failed to break through the barrier to 
upper-management positions—while 
watching two of her male colleagues' 
promotions to policy-making offices. 

Like thousands of other ambitious 
female managers, Stephanie may never 
be asked to join the minuscule Zpercent 
of senior management personnel who 
are women. U.S. Department of Labor 
statistics show that only 8 percent of 
this country's major companies have 
two or more women on their boards of 
directors, and there is only one female 
chief executive officer of a Fortune-500 
corporation. 

To help the Stephanies of the cor-
porate world, Norma Jean Anderson 
and Mario D. Fantini, professor of 
organizational development and dean, 
respectively, of the University of 
Massachusetts School of Education in 
Amherst, are leading a team to design a 
study to identify' systems in corporate 
structures that lead to increased career 
opportunities for women. Their project, 
"Corporate Linkage Model Develop-
ment Program," brings Anderson and 
her staff together with officers of the 
nation's leading manufacturing/high-
technology, financial, and entertain-
ment/communications industries in 
roundtable discussions to identify 
strategies to accelerate the movement 
of women into positions of corporate 
power and authority. Representatives of 
the Labor Department will also 
participate. 

T h e roundtable discussions, held in 
Boston, Hartford, San Francisco, New 
York, New Orleans, and Los Angeles 
beginning last summer, set out to 

develop a model program that reflects 
both the differences among types of 
corporations as well as regional dif-
ferences related to the advancement of 
women in management. Anderson says 
"a set of guidelines will be created for 
corporations to use to support activities 
and steps to help women move up the 
corporate ladder." 

Anderson, chairman of the board of 
the National Training Laboratories, and 
her staff are part of a specialized pro-
gram at the university that researches 
interpersonal and group dynamics, 
multicultural and cross-cultural 
dynamics, and training and develop-
ment systems of organizations. They 
hope their research will have an impact 
on women's understanding of the com-
plex functioning of the workplace and 
on women's ability to use or change ex-
isting organizational structures. 

For more information, call Paula A. 
Nowick at 413/545-0233. 

S wearing Is Good Medicine 
When the Axe Falls 

You're f i r e d . . . . Now what? 
You can start by dealing with emo-

tions that range from shock to rage. 
And the most constructive way to grap-
ple with the situation, says career ad-
visor Michael Scanlon, begins with 
SWEARing. "After venting your anger 
and frustration at losing your job," 
recommends Scanlon, a senior consul-
tant with Goodrich & Sherwood Com-
pany in New York, "end your litany of 
four-letter words and begin the real 
business—SWEAR." (The acronym 
defines five common-sense elements 
that Scanlon says will help newly 
unemployed people regain control and 
dissipate stress that interferes with the 
job search.) "When the road ahead 
seems unclear," he says, "you have to 
focus on these five steps: Schedule, 
Work, Exercise, Activity, and Reflec-
tion." 

Start by planning a daily schedule, he 
suggests, to ensure a balanced daily life. 
Next, focus on work. Scanlon notes 
that "just because you're out of a job 
doesn't mean you can't work. You 
should devote at least eight hours each 
day to identifying new opportunities 
and defining new goals." 

Regular aerobic exercise, he advises, 
is widely recognized as an effective way 
to manage and reduce stress. And, 
Scanlon encourages job hunters to plan 
regular recreational activities to main-
tain proper perspective. The final 
element—reflection—is perhaps the 
most important because it supplies, he 
says, "the strength, guidance, and in-
spiration needed to weather the storm." 

Couple the above five steps with en-
thusiasm and timing, and a job seeker 
can begin the healing process after the 
job loss and generate the required 
motivation to get that new job. 

^Employee Handbooks: 
Asset or Liability? 

T h e recent trend among state courts 
of treating employer policy statements 
and employee handbooks as binding 
contracts has sounded an alarm for 
American employers long accustomed 
to the employment-at-will doctrine. In 
response, a number of labor relations 
professionals are advising employers 
and clients to avoid using employee 
handbooks altogether. 

But, says John Coombe, a Denver 
attorney, the erosion of that doctrine 
should not deter employers from 
publishing such handbooks and policy 
statements. "Employee handbooks," he 
explains, "continue to have beneficial 
personnel management aspects that 
easily outweigh any hazards arising 
from their legal implications." 

In a recent Employee Relations Law 
Journal article (Summer 1986), 
Coombe cites the overriding value of 
employee handbooks as vehicles for 
improving company image, com-
municating a labor relations philosophy, 
and establishing rules and problem-
solving procedures. He says that "a 
well-drafted and effective employee 
handbook can become a powerful tool 
for communicating the employer's at-
titudes and expectations about the 
employment relationship." Coombe 
points to two principles in maintaining 
an effective handbook. First, the 
statements in the handbook should be 
easy for both employer and employee 
to live with, and second, the employer 
should never attempt to bend or break 
any handbook rule. 

Coombe reviews practical steps 
employers can take to minimize the risi 
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of successful challenge based on hand-
book language: eliminate phrases that 
could be subject to wide-ranging inter-
pretation and include disclaimer 
language stating clearly to employees 
that the handbook is not a contractual 
agreement. 

He also recommends a yearly review 
of the handbook contents to eliminate 
outdated or currently inapplicable rules: 
"A wise investment in preventive labor 
relations." 

For more information, write or call 
Employee Relations l^aw Journal, 22 West 
21st Street, New York, NY 
10010-6904; 212/645-7880. 

H ot Careers for W o m e n 

In their July issue, the business 
editors of Working Woman magazine 
identified the following 25 careers as 
high-growth fields for women: 
• Hospital administrator 
• Health-maintenance organization 
administrator 
• Accountant 
• Home-entertainment marketer 
• High-tech information officer 
• Systems analyst 
• Restaurant manager 
• Financial planner 
• Financial public relations executive 
• Direct-marketing manager 
• Fund-raiser 
• High-tech cost accountant 
• Corporate wellness director 
• High-tech customer-support manager 
• Retail buyer 
• Commercial banker 
• Nurse consultant 
a Human resources manager 
• Pharmaceutical marketer 
3 Te lecommunica t ions manager or 
consultant 
a Design engineer 
a High-tech traffic manager 
a Commercial real estate agent 
a High-tech financial analyst 
a Sports marketer 

! I 

ment for adults with handicaps ranging 
from mild retardation to severe physical 
impediments. One recent Goodwill 
computer training course—with a star-
tling 85 percent job placement rate—is 
a good example of how they get that 
little-known job done. 

The story of this program illustrates a 
successful merger of public and private 
efforts to create training that benefits 
the communitv. 

In 1981, Goodwill, with the help of 
IBM, began research into the possibili-
ty of creating computer programmer 
training courses by surveying the state 
of the job market in the northern New-
Jersey area. In addition to help from a 
local business advisory council, the 
U.S. Department of Education kicked 
in a $1 million grant to set up the 
program. 

During the curriculum planning 

R D for the D i s a b l e d 

You've seen their collection boxes in 
-hopping malls and supermarkets, but 
the main mission of Goodwill In-
dustries is to provide rehabilitation ser-
vices, vocational training, and job place-
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BULL! 
Too many words. Jargon. 
Needlessly complex state-
ments. Inappropriate tone. 
No clear message. They all 
add up to a letter, report or 
memo that isn't read — or 
understood. 

The Benchmark Course in 
Effective Business Writing 
lets your people take the 
bull by the horns and re-
move it f rom their writ ing. 
Your organization's wri t ing 
will be straightforward and 
more effective. 

Of course, Benchmark 
treats other symptoms of 

inefficient wri t ing, too. And 
we guarantee our cure. If 
you're not satisfied wi th our 
writ ing course, you don't 
pay for it. 

Our one-day executive 
course can be molded to fit 
your special needs. We'll 
address the specif ic prob-
lems you've identif ied and 
use examples f rom your 
own work. At a cost of 
about $200 per student. 

Benchmark is f lexible and 
affordable. It wil l make your 
people better writers. No 
bull. 

For addit ional in format ion about the Benchmark Course in 
Effective Business Wri t ing (or about our course in Effective 
Technical Writ ing), write or call John Addyman: 

BENCHMARKS 
Course in Effective Business Writing 

55 Grant Avenue • A lbany, NY 12206 

1-800-637-3003 
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Train ing Consul tants 

FRIESEN, KAYE AND ASSOCIATES 
"20 YEARS SERVING THE TRAINING COMMUNITY" 

DESIGNING INSTRUCTION 
Do you need a course developer up and running right now? 

Do you also want a thorough, comprehensive workshop that 
guarantees your course developers the ability to research, design 
and develop cost effective training? 

Send them to us for a week and we'll return to you a course 
developer running at full speed. 

Our workshop "DESIGNING INSTRUCTION" has become the 
Standard in the Training Industry, providing a sound foundation 
and rapid development for successful course developers of 
hundreds of organizations. 
Send for our brochure. "DESIGNING INSTRUCTION", a 
workshop dedicated to making your people the best training 
course developers possible. 

January 12-16, 1987—Toronto 
February 2-6, 1987—Ottawa 
March 9-13, 1987—Toronto 

This workshop is available on an inhouse basis 
HEAD OFFICE — 3448 RICHMOND ROAD, NEPEAN, ONTARIO K2H 8H7 CANADA TEL: (613) 829-3412 

VICTORIA OFFICE — 370-3301 Douglas Street, Victoria, B.C. V8Z 3L2 TEL: (604) 385-3412 
TORONTO OFFICE — 22 St. Clair Avenue East, 4th floor, Toronto, Ontario M4T 2S3 TEL: (416) 960-5343 
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How to Make 
Conflict Productive 

How to manage the two taces of conflict: 
Interpersonal and structural. 

Two survival workshops for managers. 
Sessions in major cities or at your location. 

AT&T 
The right choice. 

The Organization Effectiveness Group 

Call toll free today for a complete outline. 
1 -800-848-2211, Ext. 5000; 1 -800-858-2211, Ext. 5000 in New Jersey 

I a n h i 
stage, the council and instructor Jim 
Grabill wanted to simulate a typical 
work environment by complementing 
hands-on training with supplemental 
training materials. Their solution was to 
secure training materials from Ad-
vanced Systems, Incorporated, of Ar-
lington, Illinois, a multinational training 
and skills-transfer company that subse-
quently donated 100 hours of instruc-
tional videotapes. ASI materials are 
designed to train personnel in informa-
tion processing, end-user computing, 
manufacturing and engineering, and 
human resource development. 

Doreen Cevasco, senior vice presi-
dent of Goodwill Industries of New 
Jersey, Inc., describes the completed 
program as "an intensive 10-month 
schedule divided into an 8-month 
classroom sequence and a 2-month ex-
ternship program. T h e classroom ses-
sions include practice in building com-
puter programs. ASI training materials 
provide the basic concepts as well as 
exercises and tests." According to 
Cevasco, an increase in community 
awareness is the only way to ensure 
constant interaction with the business 
community and the success of the 
Goodwill program. "Unfortunately," she 
explains, "the disabled people who 
could benefit most from these pro-
grams either do not hear about us or do 
not have access to the organizations we 
work with. 

T o continue moving in the right 
direction, we need more assistance 
from companies like A S I . . . to help 
the disabled live more self-sufficient 
and productive lives." 
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C a r r o t ( N o St ick) 
Diplomacy 

A new training initiative has been 
undertaken by the U.S. Agency for In-
ternational Development (AID). Called 
the Central and Latin American 
Scholarship Program (CLASP), its pur-
pose is to sponsor training in the 
United States for almost 10,000 in-
dividuals from Latin America and the 
Caribbean over the next five years. 
Candidates will be selected for 
academic studies, mostly at the 
undergraduate level, as well as for 
short-term technical training in develop 
ment priority areas. 
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Consequently, institutions offering 
rich social and cultural experiences, 
cost sharing, and appropriate academic 
and technical training will be given 
preference for inclusion in the directory 
and will be more likely to receive can-
didates. The first edition is already out, 
but the second is planned for Februarv 
1987. For more information, contact 
Laurel Elmer, Training Specialist, 
Creative Associates, Inc., 3201 New-
Mexico Ave. NW, Suite 207, 
Washington, D C 20009. 

Creative Associates, Inc., a 
Washington, D.C., firm, has been con-
tracted to develop a directory of train-
ing opportunities for the program that 
will be used for placing candidates in 
appropriate long-term, short-term, and 
English-language training programs in 
the United States. Creative Associates 
is currently surveying academic and 
technical training opportunities and is 
interested in hearing from organizations 
with appropriate program offerings that 
would like to sponsor training for 
CLASP participants. 

CLASP aims to reach special 
segments of the population with less 
opportunity to study abroad, including 
socially and economically disadvan-
taged groups, women, and racial 
minorities. In addition to providing can-
didates with leadership and technical 
skills necessary for development goals, 
the program promotes lasting bonds of 
friendship and mutual understanding 
among peoples of the Americas. To 
meet this second objective, candidates 
will be encouraged to participate in a 
variety of intercukural experiences 
while in the U.S. 

Special attention in the directory will 
be given to training institutions and 
programs that involve candidates in 
American social and cultural life on a 
continuing basis—especially in the 
8reas of family and community life, 
local government and politics, local 
business, and recreation activities. 
I raining costs are a factor, so many in-

stitutions and firms that have already 
s iown interest have expressed their 
willingness to use innovative ways to 
reduce the costs of this program such 
as tuition remission, fee reduction, 
package rates for group placement, and 
the use of volunteer-student groups to 
provide services. 

Substance Abuse: As 
Inevitable as Death and 
Taxes? 

With no visible effect on the prob-
lem, testing for drug abuse has become 
a national spectator sport. Washington 
Post columnist Haynes Johnson recently 
noted the tragic ironies of the federal-
level war on drugs: "The facts are that 
the nation's attempt to combat a genu-
ine problem in drug use among 
Americans has been a singular failure, 
understaffed and underfunded. From 
the president down, the people lining 
up to give urine samples for drug 
testing have been unwilling to pay the 
price of a real antidrug campaign. In 
fact, they have cut funding for such 
efforts. 

"Now, in splendid example of 
political hypocrisy, they propose to 
make the public believe that they are 
'doing something by targeting not the 
drug smugglers but some of the very 
people charged with catching the 
criminals. It is government workers 
who are to be tested, not the potential 
drug importers." 

This kind of government impotence 
in the face of pandemic drug abuse 
(and alcohol must be included in this 
category) is one reason why American 
corporations are hard-pressed to find 
ways to combat the problem among 
their workers. But business isn't finding 
the problem any more soluble than 
government has. "Despite the high 
visibility of the issue, an apparent 
consensus of concern, and a generally 
agreed-upon need for action, notes 
Helen Axel, director of the Conference 
Board's Work and Family Information 
Center, "the proposed 'solutions' for 
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Assessing the 
Development Needs 

of High Income 
High Potential 

Executives 
A 

CRITICAL 
PRACTICAL 
REALISTIC 

BOTTOM LINE APPROACH 

MANAGEMENT 
DEVELOPMENT 

W T SERVICES, INC. 
73 East Hanover Avenue 
P.O. Box 2432 
Morristown, NJ 07960 
(201)267-5155 
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TOTALLY CUSTOMIZED 
EMPLOYEE OPINION 

SURVEY 

THIS INSTRUMENT 
CAN BE USED— 

1. TO ACCESS DEVELOPMENTAL 
NEEDS 

2. TO DEVELOP COMPREHENSIVE 
TRAINING PLANS 

3. TO IDENTIFY LABOR 
RELATIONS PROBLEM AREAS 

4. AS A GROWTH 
MEASUREMENT TOOL 

COMPUTERIZED!! 
• FAST—WITHIN TWO WEEKS 

• ACCURATE-FROM THE 
PEOPLE DIRECTLY INVOLVED 

• OBJECTIVE-COMPLETE 
ANONIMITY GUARANTEED! 

Institute for Business and Industry 
1927 Bristol Pike 

Bensalem, PA 19020 
(215) 639-4660 
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Do you get your 
wn copy of 

Training & 
evelopment 

Journal... 
or do you get a 
pass-along June 

issue in October? 

Do you get copies 
already clipped by your 
co-workers? 

How frustrating! 

Training and Development Journa l is a lifesaver when it comes to 
s tate-of- the art A N D classic training advice. The A S T D magazine 
means better business for you A N D your organizat ion. 

D o n ' t cont inue to be a pass-along. Subscribe t oday to the A S T D 
magazine. 

Better yet, become a member of A S T D and receive the Journa l free! 

Here ' s a quick way to be sure that you 
do get your own A S T D magazine on t ime, 

in shape and full of help! 

Subscript ions to Training & Development 
Journa l are only $50 a year. That works out 

to only $4.16 a m o n t h . Your $4.16 a month 
buys you practical and thought -p rovoking 

articles by well-known au thors in the field. 

To: A S T D , 1630 Duke Street • Box 1443 • Alexandria, VA 22313 

• Yes, I 'm tired of pass-me down issues! I want m y own 
subscript ion to Training & Development Journa l . 

C D Yes, I want to know more about the benefi ts of A S T D 
membersh ip . Send me a Fact Book . 

N a m e : 

Title: 

Organ iza t ion 

Address 

City State Zip 

Visa IIH M C E H Bank N u m b e r C D C D C D C D 

Credi t C a r d # • 

Exp i ra t ion da te C D C D / C D C D A m o u n t $ 

S igna ture _ _ 
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controlling alcohol and drug problems 
are far from universally endorsed— 
indeed, some are highly controversial." 

In "Corporate Strategies for Control-
ling Drug Abuse," a recent Conference 
Board report, Axel writes that, "Much 
of the current debate on how to deal 
with substance abuse among employees 
centers on balancing efforts to create a 
'drug-free workplace with programs that 
attempt to restore alcohol and drug 
abusers to the productive work force. In 
the process, employers are questioning 
the efficacy of their responses and the 
legal limits of their responsibilities." 

Agreeing that there is a problem may 
be the first step, but the nature of the 
beast makes even the definition of the 
problem difficult. For her part, Axel 
admits, "There is little doubt that the 
proliferation of the availability and use 
of addictive chemicals at the workplace 
has complicated corporate efforts to 
deal with the problem. Although 
statistics are far from complete, the 
evidence suggests that the presence 
and use of all kinds of psychoactive 
substances in industry are considerably 
greater than reported. 

"In addition, incomplete knowledge 
about the chemistry of drug 
dependency, as well as various legal and 
moral issues concerning drug use and 
possession, may affect the success of 
company counseling and treatment 
programs that are traditionally designed 
to deal with alcohol problems." 

Bringing an impressive array of 
experts to the task, the report makes 
an honest attempt at defining the 
problem—both for employer and 
employee—and suggesting solutions. 
Although the success of employee 
assistance programs in this area varies 
from company to company, enough 
case histories are presented—and 
enough medical evidence marshalled — 
to suggest that the problem can be 
licked when a sincere (and often costly) 
effort is made. It should be obvious to 
all by now that ignoring the problem is 
likely to exacerbate it. 

To obtain a copy of this extremely 
valuable resource, call the Conference 
Board toll-free for report No. 883 at 
8QO/US-BOARD. 0 

"In Practice" is edited and written by Robert 
Bove. Send items of interest to: h: Practice, 
Training & Development Journal, 1630 
Duke St., Box 1443, Alexandria, VA 22313. j 
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