
4 0 3

A
Account managers, as internal con-

sultants, 52

ADDIE model of instructional de-
sign, 249

Allen, M., 15–16, 224, 379, 389,
402

Allen, M. W., 370, 371, 387

American Society for Training and
Development (ASTD), 66, 187;
Excellence in Practice award, 314

Anderson, D. L., 315

Anderson, M. C., 306, 307, 311,
315, 320

Anheier, H., 210

Apprenticeships, as experiential
learning opportunity, 183

Aviv, D., 21

B
Barley, K., 38, 39, 57–58

Bass, B. M., 329

Bennis, W. G., 39

Best practices: in business-learning
alignment, 52–53; in knowledge-
sharing communities, 382–383,
385; in learning evaluation, 138,
140–143, 146–147, 149; in rela-
tionship building and alliances,
52–53

Booz Allen Hamilton, 18; coaching
as centralized initiative in, 310,
313–314; development frame-
work of, 20, 26, 33; employee
development in, 22(Fig2.1),
29(Fig2.3); online employee de-
velopment plan in, 28(Fig2.2);
reputation of, 18. See also Center
for Performance Excellence

Boys & Girls Clubs of America: core
philosophy and standards of
practice in, 119–121; ethics pol-
icy and education in, 121–122;
evaluation rubric in, 121; history
of, 118; staff and volunteer selec-
tion in, 119–120; training and
education programs of, 118

Branding. See Corporate university
branding

Brown, J. S., 278

Bruny, K. W., 234, 235, 258

Business-learning alignment: ac-
countability and, 53; best prac-
tices for, 52–53; and business
partnerships, 51–53; and fear 
of accountability, 56–57; and
organizational efficiencies, 55;
process of, 53–55; strategic
learning maturation in, 53–55;
training design and delivery
associated with, 50

Byham, W. C., 356

C
Cameron, K. S., 278

Career derailers, 25–26

Career path, defined, 325

Career path management, 323–348;
advising process in, 324; alterna-
tive learning interventions in,
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336; applied to group and team
development, 336; assessment
costs and scale in, 333–334; ca-
reer goal change in, 327–328; ca-
reer inventory in, 331–332; case
study of, 336-347; conformity
issues in, 346–347; corporate
commitment to, 328; and corpo-
rate university’s operating over-
head, 328; curriculum in, 324–
330, 342–345, 348; defining
learning metrics in, 345; em-
ployee competency assessment in,
333; employee desires in, 326–
328; expectancy theory model
and, 329; external relationships
and, 336; and general career path
categories, 326(Tab15.2); general-
ist versus specialist approach to,
343–344; and goal theory, 329–
330; and individual develop-
ment, 335; and learning and de-
velopment (L&D) strategy, 335;
and mandatory training and
certifications, 334; modeling
process in, 339–348; needs as-
sessments in, 330–331; organiza-
tional benefits of, 334–336; and
organization size, 347; and orga-
nization’s strategic focus, 329;
process definition and, 340; re-
search on, 329–330; in special-
ist-centric organizations, 338–
339; and strategic critical devel-
opment, 327; strategic and tacti-
cal assessments in, 332; targeted
approach to, 328; time-phase
implementation approach to,
328, 336–337, 339–340, 345;
and user acceptance, 345–346;
and value added, 323, 327

Carnegie Mellon’s West Coast Cam-
pus: collaborative approach in,
78–79; learning by doing and
real–world projects in, 78–80

Caterpillar University, staff size of,
189

Caterpillar University’s Knowledge
Network (communities of prac-
tice): budget and membership of,
371, 375; and disaster recovery,
375–376; environment of trust
in, 374; knowledge–sharing
strategy in, 373–375; overview
of, 371–372; participants and
important roles in, 374; security

and access in, 375; and usability
engineering, 375; world-class
context of, 373

Cathy, D. T., 122–123

Center for Performance Excellence
(corporate university), 36, 37;
coaching management role of,
309–317; and Coaching in Or-
ganizations Benchmark Study,
307–309, 318, 320; e-mail sur-
vey of coaching use and rela-
tionships in, 310; return on
investment (ROI) study, 311–
314; and senior leaders’ expecta-
tions, 315

Chapman, T., 291–292

Charan, R., 356

Chelsea Group, 163

Chesterfield County (Virginia) gov-
ernment, 258; range and delivery
of programs/services in, 236;
TQI University of, 238; vision
and mission of, 236, 237

Chesterfield University: achievements
of, 257; benchmarking efforts in,
240–241, 242–243; blended
learning strategy in, 251, 252;
branding, 245, 246(Fig11.2);
change management and, 255–
256; competency-driven learning
opportunities in, 244–245; core
competencies in, 242–245;
Council of Learning, 246–248;
as countywide resource, 248; cre-
ation and foundational elements
of, 236, 237, 238–241, 242; cur-
riculum development and learn-
ing tools in, 249–251; and
Employee Development Program
(EDP) updating, 244–245; en-
terprise resource system (ERP)
in, 253, 254; initial plans and
strategies of, 240; instructors,
249–250; key organizational is-
sues addressed in, 239–240;
learning delivery methods in, 250;
learning impact of, 256–257;
measurement and reporting strat-
egy in, 253; model, 241(Fig11.1);
organizational and leadership
development in, 253–255; self-
study in, 250; structure and
governance, 246–249; talent
management model and training
program development for,

254–255; technology and online
learning in, 251–253; 360-
degree assessment and, 244; tools
for learning outside classroom in,
250–251; 24/7 access challenges
in, 251, 252

Chick-fil-A: employee selection and
retention in, 122; ethical and
biblical principles in, 122–123;
history of, 122

Chief learning officers (CLOs): and
learning evaluation/measurement,
130, 134, 136, 141, 144; and
organizational culture, 277

Coaching. See also Leadership
coaching

Coaching in Organizations Bench-
mark Study, 307–309, 318, 320

Cohen, E., 18, 19, 36–37, 168, 169,
187

Cohen, T., 215

Community of practice, defined,
386

Corporate leaders: as corporate
university instructors, 52; and
employees’ professional develop-
ment, 324

Corporate training strategy, dual
meanings of, 40

Corporate universities: academic
models and, 263–264; account-
ability of, 265, 266–269; activi-
ties and functions of, 5–7, 52–53;
best practices and, 314; career
path approach in, 324–325;
change-oriented resources in,
125; and coaching, 309, 310,
311–314, 317–320; commercial
representation of, 95; competi-
tion, 92; and corporate culture
change/progress, 268; curricu-
lum and services in, 44; defin-
ing, 4, 39; degree-granting, 8;
distinctive settings for, 11; dis-
tinguished from training depart-
ment, 3–4; dive-in approach to,
43; early-stage development in,
42; and education as employee
retention strategy, 265–266,
268; and education as strategic
asset, 269; education interven-
tion model in, 282; facilitation
of learning and development
(L&D) strategy in, 335; human
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resources alignment with, 277;
integrated learning landscape in,
43, 45(Fig3.1), 47; internal func-
tions of, 59–60; knowledge
management’s importance in,
381–382; learning strategy in,
41–43; logistical and structural
issues in, 173; major compo-
nents of, 44; management and
leadership of, 136, 145, 204,
317–318; movement from tacti-
cal to strategic learning in, 53–55;
and New Social Contract, 264;
operations and logistics in, 44;
organization-driven learning
process in, 323; program design
and evaluation in, 135; progres-
sion from individual to organiza-
tion focus in, 54–55; reasons for
not creating, 4–5; research and
development function in, 8; rise
of, 113–114; senior leaders’ rela-
tionship with, 317–318; and size
considerations, 11–12; strategic
foundation and components of,
44, 48–49(Tab3.2); as strategic
tool, 1, 4; sustainable change
goal and interventions of, 265,
269, 282; tactical components
of, 45, 46–47(Tab3.1); train-
ing/development approaches in,
41, 266–268; and traditional
universities, 8; and university-
based business schools, 8–9; 
and value added, 323. See also
Global corporate universities;
Nonprofit corporate universities;
Small corporate universities; spe-
cific university

Corporate Universities: Lessons in
Building a World–Class Work
Force (Meister), 239

Corporate university branding,
85–106, 245–246; case study of,
99–106; characteristics and ele-
ments of, 86–87; and choice of
name, 94–95; and communica-
tion, 98–99, 105; and corporate
branding, 92; corporate image
and identity in, 87–89, 90–91,
103–104; design elements of,
94–98; endurance of, 105–106;
evaluation of, 99; and festive
events, 98; four-stage process for,
93–99; as good marketing, 90; 
as holistic process, 106; and in-

house diplomas and certificates,
97; logo and tagline for, 95, 100;
and online presence, 96; primary
reasons for, 90–93; and print
media, 96–98; as promise and
expectation, 89–90; stakeholders
and, 90, 92–93, 97; for strategic
positioning, 93–94; and value
creation, 101–102

Corporate University Enterprise, 38

Corporate University Handbook, The,
4, 15, 282

Corporate University Xchange, 370;
Collaboratory knowledge base for
learning executives in, 377–378

Cross, R. L., 278

D
Daniels, A. C., 282

Defense Acquisition University
(DAU), 115, 234; employee/staff
size in, 189; ethics education at,
117–118; history of, 116; philos-
ophy and mission of, 116

Deloitte Consulting, 65–66, 377

Developing Business Leaders for 2010
(report), 176

Development strategies, leader culti-
vation in, 287. See also Holistic
development model; Mentoring
programs

Donovan, J. J., 329–330

Drotter, S., 356

Drucker, P., 14

Duncan, J. R., 108, 109, 127

E
E–learning, 222–223; and blended

learning concept, 64; conversion
of paper-based training to, 63;
and elements of fun and engage-
ment, 67–69, 74–77; emotional
identification in, 74–76; in
global corporate university,
178–179; learning circles in,
182; learning design in, 74, 77;
measurement and evaluation 
in, 141; problems with, 9–11;
programs, 62; and rapid commu-
nication, 174–175, 179; as syn-
chronous versus asynchronous
learning, 179. See also Online
courses/curricula

Employee learning: real–world appli-
cations of, 78–80, 392–393;
shortage of meaningful results in,
389–390; strategic, 40, 43-49.
See also E-learning; Learning
measurement and evaluation

Enclos Corporation: career path tra-
jectory in, 396–397; develop-
ment of senior project manager
in, 395–398; employee progres-
sion to leadership in, 197; entre-
preneurial and problem-solving
culture of, 196; implementation
of wisdom management in, 395–
399; innovation in, 192; man-
ager’s responsibility for employee
development in, 397; overview
of, 189–191; project teams in,
191–192; reason for creating,
191; strategic planning process
and, 191; workforce size, 189

Enclos University, 395; blended
learning approach in, 200; busi-
ness plan, 195–198, 202; and
corporate culture change, 200–
201; and corporate mission, 195;
creation of, 192–193; employee
buy-in and commitment to,
198–199, 201–202; employee
knowledge sharing and teaching
in, 195, 198; executive support
for, 398; goals/goal setting in,
202; innovation grants, 8; as
integrator of developmental
processes, 398–399; key ele-
ments of, 199; knowledge and
learning management in, 195–
197, 199; knowledge library,
200; launching of, 194–199; and
leadership determination, 204;
learning programs in, 199–200;
outsourcing by, 203; research
and development (R&D) func-
tion in, 198, 200; and resource
pricing, 203; selection of leader
for, 193–194; strategy-develop-
ment linkage in, 191–193; trans-
fer of tacit knowledge in, 196;
vendor collaboration in, 200;
wisdom management in, 197, 200

Equifax University’s mentoring pro-
gram, 286, 291–303; activities
and tools for, 293–294; CEO
kickoff in, 292, 298; cross-
functional matching in, 297–
298; development strategy
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ranking of, 288(Tab13.1); learn-
ing plan development in, 296;
managers’ role in, 294, 299;
matching process in, 297–298;
measuring success in, 300; meet-
ing guidelines for protégés in,
293–296; and mentor role in ca-
reer development process, 298,
299(Tab13.2); newsletter, 299;
official meeting period and re-
quirements, 296–297; origins of,
291–292; protégé roles and tasks
in, 292–294, 297; results and
lessons learned from, 300–303;
satisfaction survey results in,
301(Tab13.3); side benefits 
of, 303; target population for,
292–293; and 360 Leadership
Feedback Survey/Report, 293–
294, 295, 296, 299; twelve-step
mentoring process in, 299–300;
workshops and Webinars in, 298

Ethical behavior: core values in, 116;
and moral desensitization, 109.
See also Organizational ethics

Ethics education, 121–122; align-
ment of personal and organiza-
tion values in, 117; methods and
major approaches to, 114–115,
118; on-job application of, 117;
proper role of corporate universi-
ties in, 124. See also Organiza-
tional ethics

Evaluation and assessment: as
change-oriented resources, 125;
in corporate university develop-
ment phase, 56–57; in integrated
learning approach, 44; and value
demonstration, 51(Fig3.3), 53.
See also Learning measurement
and evaluation

Executive retreats, 276

F
Folkman, H., 356

Franklin, B., 379–380

Full-life-cycle businesses, innovation
and entrepreneurship in, 171

G
Gadeken, O. C., 115–118

Gaertner, K. N., 329

Gandhi, M., 186

General Electric: GE Crotonville,
85; succession management
process, 352

George-Leary, A., 19, 36

Global corporate universities, 169–
186; acceptable learning practices
in, 177–178; adjunct instructors
in, 185; alternative learning
methods in, 184(Fig8.3); certifica-
tion and degree programs in, 180;
challenges in, 169; compared to
domestic corporate universities,
173(Tab8.1); and dominant cul-
ture’s learning style, 177; executive
coaching and individual devel-
opment needs in, 180–181; ex-
periential learning options in,
182–183; and geographical dif-
ferences, 180; global footprint
for, 180, 184–185(Tab8.2); in-
structor-led training in, 178,
183–184(Fig8.3); job rotation
in, 182–183; leaders’ key role
and skill requirements in, 176–
177; learning methods in, 177,
178–183; and performance con-
sulting, 181; primary learning
mechanisms in, 169; and profes-
sional skills development, 180;
and rapid communication, 174–
175, 179; skill-based courses in,
178; and time/language differ-
ences, 179; travel consideration
in, 185; and universal competen-
cies, 173, 174, 178; virtual learn-
ing methods in, 178

Government-based corporate univer-
sities. See Chesterfield University

Grant, A. M., 229

Great Harvest Bread Company,
knowledge sharing in, 376–377

Green, P. C., 242

Greg, J., 322, 323, 349

H
Hall, E. T., 271, 273

Hall, H., 216

Hampden-Turner, C., 271, 272

Harris, P. R., 271, 273

Hofstede, G., 273

Holistic development model, 19–35;
assessment process and, 30; be-
havioral impact of, 32; benefits

of, 19–20, 33; buy-in and ap-
proval of, 27; colleagues’ roles in,
24, 26–27; and collective learn-
ing, 21, 23; communication and
implementation of, 29–30; cre-
ation of, 21–24; data analysis in,
25–26; evaluation of, 30–34;
formal training and education in,
23; and individual development,
21; marketing of, 31; measuring
awareness and usability in,
30–34; and organizational per-
formance standards, 22; and
overall business economics,
32–33; partnership building in,
27; personal development plans
in, 27–29; populating, 24–29;
process-oriented recommenda-
tions for, 34–35; refining and
updating, 30; road maps and
building steps for, 20, 26, 28;
success factors in, 24; and train-
ing usage, 33; work-stretch com-
ponent of, 23, 33

Houde, L., 269

Houston, D., 209

Hybrid programs, 10

I
Independent Sector’s “Employment

in the Nonprofit Sector,” 210

Input/advisory boards, of corporate
universities, 52

Institute for the Learning Sciences,
55, 81

Instructional Designs, 127

Instructors, leaders and subject ex-
perts as, 52

International Classification of Non-
profit Organizations (ICNPO),
210

Introduction to Jewish Caring, An, 216

J
Jenkins, R. E., 121–122

Jewish Federation movement, 215.
See also United Jewish Commu-
nities (UJC)

Josephson, M., 116

K
Kerkman, L., 216
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Kiely, L., 262, 263, 264, 265, 268,
271, 272, 278, 283, 284–285

Kiely Group, Organizational Effec-
tiveness Consultants, 284

Knowledge base, defined, 386

Knowledge management: and baby
boomer retirements, 378–379; as
component of overall learning
strategy, 372; corporate execu-
tives’ dismissal of, 13; and infor-
mation technology, 13–14; and
knowledge application, 14; sys-
tem, origins and development of,
381–382

Knowledge-sharing communities:
Benjamin Franklin’s Junto as,
379–380; best practices for,
382–383, 385; evolutionary
stages of, 380–381; examples 
of, 371–377; launching of, 385;
professional service firms as,
377–378; tools and methods of,
384–385. See also Caterpillar
University’s Knowledge Network

Knowledge–sharing network, de-
fined, 386

L
Latham, G. P., 329

Leadership coaching, 307–320; busi-
ness value of, 308, 309; central-
ized oversight and management
of, 308; creating alliances and
alignment through, 52; current
state of, 314–315; delivery of
maximum value from, 317–320;
evaluation of monetary benefits/
return on investment (ROI) in,
309, 311–316, 319; and gate-
keeping, 314; and global compe-
tencies, 180–181; increased
productivity and retention as
results of, 312–313; intangible
and monetary benefits from,
311–313, 316; integrated into
leadership development initia-
tives, 318; integrated with people
processes, 318–319; investment
in, 307, 309, 317; and leader’s
individual development needs,
309; and leadership competen-
cies, 310; and leadership selec-
tion and succession, 308, 317–
318; management and oversight

of, 307–309, 313–314; out-
comes, 308; senior leaders’ ex-
pectations for, 310–311, 314,
315, 316; as strategic business
initiative, 313–314, 317–318;
studies of, 307–309; teamwork
satisfaction and productivity re-
sulting from, 312–313; utiliza-
tion of, 307, 308; value/value
delivery of, 314, 316. See also
Booz Allen Hamilton; Center 
for Performance Excellence

Leadership talent, outside acquisi-
tion of, 352. See also Succession
management process

Learner motivation: and curriculum
design, 74; online medium and,
71

Learning: basic elements of engage-
ment in, 68–69; blended con-
cept, 10, 64, 66–67, 200, 251,
252; as competitive business
variable, 55; and computer-based
training, 68; strategy, maturation
of, 41–43; voluntary and student-
directed, 71–73. See also Em-
ployee learning; Virtual learning

Learning evaluation process and pro-
grams, 129–163; as add-on ac-
tivity, 132; analysis in, 155; of
application and implementation
measures in, 145–146; barriers
to conducting, 131–134; bene-
fits of, 134–136; benchmarking
measures and best practices in,
138, 140–143, 146–147, 149;
budgets and, 135; and business-
learning linkage, 134; and buy-
in from key groups, 132; and
client requests, 134; comprehen-
sive process of, 151–161; consis-
tent approach and methodology
in, 133–134, 138; and cost pro-
files, 141; data conversion to
monetary values in, 156; data
needs/requests in, 133; data re-
porting in, 160; data sources and
collection in, 154–155; and deliv-
ery mechanisms, 141; efficiency
measures in, 141–142; follow–up
questionnaire, 150(Ex7.1); global
trends in, 130–134; goal setting
in, 138–139; identifying intangi-
ble benefits in, 159–160; impact
and consequences level measure-

ment in, 146–149; improper use
of data in, 133; isolating learning
impacts in, 155–156; Kirkpatrick
model for, 391–392; of learning
and confidence, 143–145; and
learning transfer, 135, 146; and
measures integrated across pro-
grams, 144; and microlevel/
macrolevel scorecards, 139,
140(Fig7.1), 144–145, 149;
need for, 130; objective methods
in, 145; operating standards in,
160–161; planning cycle in,
151–153; and program elimina-
tion/expansion, 135; and pro-
gram payoff, 136; reaction and
planned action in, 142–143; 
self-assessment in, 144, 145;
standard approaches to, 143;
standards in, 133–134; success-
ful implementation of, 161; tab-
ulating cost of learning in, 158;
targets and value levels in, 138,
139(Tab7.2); timing of data col-
lection in, 153–154; types of
hard and soft data in, 147(Tab7.5),
148(Tab7.6); types of learning
measures in, 143–144; as value
chain, 136–138. See also Re-
turn–on–investment (ROI)

Learning programs, costs and bene-
fits of, 158–160

Locke, E. A., 329

Long, L. N., 130

Luthans, F., 329

M
Maximizing Rotational Assignments

(Conference Board), 182–183

McCall, M. W., Jr., 356

McCauley, C., 325

McGee, P., 108, 109, 127

Meister, J., 113, 239

Mentoring programs, 286, 287–302;
characteristics and benefits of,
288–290; considerations for
building, 290–291; and corpo-
rate socialization, 290; and em-
ployee retention, 289–290; gains
for mentors in, 290; in global
corporations, 181; for new em-
ployees, 289; and talent develop-
ment, 290. See also Equifax
mentoring program
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MetrixGlobal and Linkage LLL,
320; Coaching in Organizations
Benchmark study of, 307–309

Michaels, E., 254

Moore, C., 216

Moran, R. T., 271, 273

Morrow, J., 325

Motorola University, 85

N
NASA-sponsored High–Dependabil-

ity Computing Project, student
work in, 79–80

National Center for Charitable Sta-
tistics, 214, 215

New employee orientation, as strate-
gic corporate university function,
7–8

Nextel University: centralization of
training in, 353; Leadership In-
stitute of, 354–355, 358; man-
agement of, 353–354, 358

Nextel University’s Leadership De-
velopment Program: candidate
selection and development in,
358–365; database considera-
tions in, 365–366; and leader-
ship competency model, 360–
361; lessons learned from, 367;
measures of success in, 366; suc-
cession management process in,
356–366; support for managers
and participants in, 357; talent
pool development in, 358–359;
talent review meetings in, 362;
top–down support for, 357

Next-generation corporate universi-
ties, organizational focus of and
strategic objectives of, 42–43

Noel, J., 356

Nonprofit corporate universities,
213–231; fiscal environment in,
213–214; fundraising and ad-
ministrative costs in, 214; lack of
models for, 213; and organiza-
tion mission, 214; value of train-
ing investment in, 214. See also
United Jewish Communities
University

Nonprofit sector: competitive envi-
ronment of, 212; defining,
210–211; devolution of govern-
ment functions to, 211; dramatic

growth in, 215; employment
growth rate in, 210; and laws of
supply and demand, 215; major
group types in, 211; organiza-
tional performance measurement
in, 213; skills training and edu-
cational needs of, 212; volunteer
workforce in, 212

Northrop Grumman Space Technol-
ogy’s career path management,
336–347; business model shift
in, 338; curriculum development
process in, 342; human resources
manager role support in, 343;
model, creation of, 339–340;
noncore specialists’ concerns in,
338–339; resource constraints
and inhibitors to success in,
339–340; Six Sigma methodol-
ogy and SIPOC model in, 340–
342; supply–side approach to,
347; talent acquisition and em-
ployee retention concerns in,
337–338; and workforce charac-
teristics, 337–338

Novotne, S. M., 188, 189, 207

O
Ohlott, P., 325

Online curricula and courses, 69–71;
design and marketing of, 74; and
learner motivation and goals,
71–74; story–centered, 78–81

Organizational culture: alignment of
education and strategy in, 269;
assessment and determination 
of patterns in, 277–278; chief
learning officer and, 277; col-
lectivist versus individualist
perspective in, 275–276; and
corporate strategy, 276, 277; de-
fined, 270–272; and educational
program development, 280;
high- versus low-context of,
274–275; intentional, design
and creation of, 268–283; learn-
ing delivery and access in, 280–
281; politeness norm and power
differential in, 274, 279; power
of myths/beliefs in, 272–273;
systemic resistance to change in,
270; and tolerance for ambiguity,
273–274; unwritten rules and
norms in, 271–272, 273

Organizational ethics: and compli-
ance with the rules, 114; corpo-
rate approaches to, 114–123;
democratization and immigra-
tion impacts on, 112–113; em-
ployee education and training 
as issue of, 112; environment
concerns and, 112; financial
statements and, 123; global com-
petition and, 111; and knowl-
edge-based activities, 111; and
organizational climate/culture,
117; and religious traditions,
114; and secular/utilitarian con-
cepts, 115; technology use and,
112; and training measurement
and results, 123; trends and
driving forces impacting on,
110–113; and trustworthy rela-
tionships, 111. See also Ethics
education

Organizational performance stan-
dards, components of, 21

Output goals, in early-stage corpo-
rate universities, 42

P
Paese, M., 356

Parker, A., 278

Parsons Manufacturing, 375–376

Pepperdine University, 392–393

Performance consulting, and geo-
graphical culture, 181

Performance management, training
linked with, 54–55

Performance reviews, used in holistic
development model, 25

Petroline Air Service, student project
in, 80

Phillips, J. J., 128, 129, 151,
162–163, 356, 366

Phillips, P. P., 128, 129, 163

Professional development: learning
experiences impacting on, 325;
and learning outside classroom,
324, 325(Tab15.1); managerial
advising for, 323–324; new
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