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1. e-learning

2. R.J. Campbell, “HR Development Strategies,” in Developing Human Resources, ed.
K. N. Wexley (Washington, DC: BNA Books. 1991): 5-1-5-34; M.A. Sheppeck and
C.A. Rhodes, “Management Development: Revised Thinking in Light of New Events of
Strategic Importance,” Human Resource Planning 11 (1988): 159-72; B. Keys and J.
Wolf, “Management Education: Current Issues and Emerging Trends,” Journal of
Management 14 (1988): 205-29; L. M. Saari, T. R. Johnson, S. D. McLaughlin, and D.
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1. adventure learning
2. Motorola, IBM, GE, Metropolitan Financial, and Dow

3. Crotonville

4. T. A. Stewart, “GE Keeps Those Ideas Coming,” Fortune (August 12, 1991): 41-49;
N. m. Tichy, “GE’s Crotonville: A Staging Ground for a Corporate Revolution,” The
Executive 3 (1989): 99-106.
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