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TELEPHONE represen-
tatives—called, spe-

cialists—in the new AT&T 
Solutions Customer Care 
Clairol Call Center in 
Jacksonville. Florida, re-
ceive Clairol makeovers 
before going to work. 
AT&T thinks that the 
makeovers help call center 
reps answer customers' 
questions better because 
the reps have used Clairol 
products. 

REVENGE OF THE 
N E R D S 

THE NUMBER of college 
graduates with a B.S. 

in computer science has 
fallen 43 percent in the 
past decade. Yet. the de-
mand for computer pro-
grammers is soaring. 

Here are some of the 
reasons highly skilled 
techies can pick and 
choose job positions. 
I Companies worldwide 
spent an estimated S42.5 
billion in 1996 to link com-
puters so that managers 
can monitor inventories 
and finances in real time. 
I The Internet has made 
techies highly sought-after 
workers. About 760,000 
people work for Net-relat-
ed companies, and corpo-
rations are on the lookout 
for people to run their 
intranets. 
I Thousands of business 
programs aren't set up to 
function using dates after 
1999, so companies need 
people to reprogram 
computers to avert huge 
and costly crashes. The 
cost to reprogram may 
reach $600 billion just in 
the United States. 

In another example, 
each year MCI sends 
about 40 people through 
its special computer train-
ing program at a cost of 
about $50,000 per trainee, 
only to find the high-tech 
talent heavily recruited by-
other firms once training is 
completed. 

And if that weren't 
enough evidence for 
high techie demand, a 
study by the Information 
Technology Association 
of America estimates that 
190,000 "info-tech" jobs 
in U.S. companies are 
currently unfilled. 
Source: Business Week. 

T R E N D W A T C H 

SOME BIG COMPANIES a r e 

getting together to 
tackle human resource is-
sues, reports the Wall 
Street Jon null. And some 
experts are calling the 
move, "unprecedented." 

The newly formed 
Talent Alliance includes 
AT&T, GTE, Johnson & 
Johnson, Lucent Technol-
ogies. and NCR. In addition 
to addressing HRD issues, 
the privately funded, not-

for-profit group aims to 
match skilled workers with 
employers that are alliance 
members. The group will 
also provide training and 
career assistance for work-
ers at member firms. 

At press time, compa-
nies were still being re-
cruited for membership in 
the alliance. 

SURVI SAYS 

HE FIRST-QUARTER e d i -

I tion of the ASTD Na-
tional HRD Executive Sur-
vey for 1997 focused on 
intellectual capital, which 
includes people, technolo-
gy, culture, and intangible 
assets. 

The top findings: 
I Most respondents are 
familiar with the topic and 
think it's an important is-
sue in which HRD can 
play a variety of roles, in-
cluding developing sup-
port systems and raising 
senior management's 
awareness. 
I Intellectual capital 
means different things to 
different people, but most 
respondents agree it in-
cludes human and struc-

tural capital, a recognition 
of the uniqueness of those 
assets, and an understand-
ing of their potential to 
contribute to organiza-
tional success. 
I Companies lag behind 
in leveraging intellectual 
capital, assigning people 
to have responsibility 
for it, and having people 
whose work is related 
closely to it. 

EXPATRIATE GAPS 

THE AVERAGE three-year 
international assign-

ment can cost SI million, 
with a failure rate of 50 per-
cent, according to Robin 
Schoen & Associates of 
Langhorne. Pennsylvania. 

One way that failure is 
manifested is expatriate at-
trition: an estimated 15 to 
40 percent of expatriates 
leave their employers with-
in 12 to 18 months of re-
turning from overseas as-
signments. Despite such 
figures, only 30 percent of 
companies have repatria-
tion strategies. 

Robin Schoen & Associ-
ates recommends that 
an expatriate support 
program include these 
elements: 
• self-assessment tools 
that measure a candidate's 
intercultural adaptability 
l predeparture and in-
country intercultural 
training 
I such in-country com-
munications as newslet-
ters with company news 
and information targeted 
to the needs and interests 
of overseas assignees, 
timely access to industry 
news and changes in the 
expatriate program, and 
access to the company's 
computer networks 
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ADVERTISEMENT 

Can You 
Imagine... 
• Hours of un in te r rup t -

ed t ime w i t h you r 
mos t impor tan t 
c l ients? 

• T rans fo rm ing stress 
into success? 

• Be ing " in the zone" 
more cons is ten t l y on 
the gol f course? 

• I m p r o v i n g emp loyee 
mora le and team 
work? 

• Increasing cus tomer 
sat is fac t ion and 
sales? 

To that outcome, 

Golf 2000 can 

provide: 

• Corporate incent ive 
travel 

• Un ique and dynamic 
conferences 

• Golf events, ou t ings 
and tou rnamen ts 

Call Now! 

Golf 2000 is a w o m a n -
owned, l imi ted l iabi l i ty 
company based in Col -
orado do ing business in-
ternationally. 

Phone: 3 0 3 . 2 7 7 . 1 4 4 8 

or 8 8 8 . 2 7 7 . 1 4 4 8 

Visit us at: 
www.golf2thousand.com 
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N e w 

I a home-office advocate, 
preferably an IIRD profes-
sional, to provide infor-
mation for assignees and 
help them keep their skills 
up to date 
I ongoing career manage-
ment to prevent "out of 
sight, out of mind" 
ft assignee mentor pro-
grams to help expatriates 
use their international 
experience to develop 
their careers 
I proactive repatriation a 
year before the end of an 
assignment 
ft cultural reorientation 
covering the home coun-
try. industry, company, 
and changes in the corpo-
rate culture for returning 
expatriates. 

A 66-page report on the 
expatriate policies and 
practices in more than 300 
multinational U.S. and 
Canadian companies is 
available from Organiza-
tion Resources Counselors 
of New York City. 

The highlights of die 
1996 survey include 
staffing patterns, conditions 
of employment, remunera-
tion. housing, and benefit 
plans. For a copy of the 
1996 North American Sur-
vey of International Assign-
ment Policies and Prac-
tices, call Maneesh Limaye 
at 212/852-0308. The cost 
is S250 US per copy 

K I D S T O D A Y 

IN JAPAN, GENERATION X 

is called the Bubble 
Generation. 

After reading the T&D 
article, "Can Generation 
Xers Be Trained?" by Shari 
Caudron (March, 1997), a 
Japanese manager e-
mailed to say that there is 
a similar situation in Japan 
with the generation that 
began their careers during 
Japan's economic down 

u C U s e 

How To 
Here are some ways to 
rev up your speaking, 
training, or consulting 
career: 
I Apply the givens. 
ft Be clear about what 
you are selling, under-
stand the market, 
"niche" your industry 
or services, and be 
good at what you do. 
ft Have quality materials, 
ft Don't print in large 
quantities at first until 
you get people's feed-
back, and look at other 
consultants' materials to 
see what you like. 
ft Join associations and 
become active. 

period in which the "bub-
ble burst." Speaking about 
the Bubble Generation, he 
said, "They are thought 
to be lazy, disloyal, and 
arrogant because elder 
business peop I e work 
harder. And they focus 
more on their personal 
lives than business lives." 

R E A L I T Y 
C H E C K 

AMAJORITY—74 percent— 
of executives polled by 

OfficeTeam of Menlo Park, Cali-
fornia, say that it's "very im-
portant" for administrative as-

sistants to have advanced 
computer skills. 

M A N P O W E R ' S N E W 
M I S S I O N 

ft Volunteer to write for 
the association or com-
pany newsletter, don't 
over-commit, and prac-
tice speaking at meetings, 
ft Become a resource for 
your clients. 
ft Research information 
you don't know, always 
come back with an an-
swer, be truthful, and 
have a list of colleagues 
who can help your clients 
or prospective clients 
when you aren't able to. 

The tips are adapted 
from 21 Ways To Spring-
board, by Marjorie 
Brody (Career Skills 
Press, 1997). 

that's what we have be-
come." says CEO Mitchell 
S. Fromstein. 

In response to constant-
ly changing skill require-
ments, Manpower's train-
ing programs try to keep 
pace. The newest addition 
is training for information 
technology. Says Fromstein, 
"The need for qualified IT 

professionals, from ap-
plication developers 

to systems imple-
mentation special-
ists, is booming." 

Manpower is 
based in Milwau-
kee. Wisconsin. 

MANPOWER, known 
for years as a staffing 

firm, now considers itself to 
be a training organization. 

"Back in 1980. I don't 
think anyone thought of 
Manpower as a trainer, but 

Send press releases or short 
articles on news, trends, 
and best practices to News 
You Can Use, Tra ining 8c 
Deve lopment . 1640 King 
Street. Box 1443, Alexan-
dria, VA 22313-2043- E-
mail NYCU@astd. oig. 
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