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CHAPTER 1
2 PROBLIM OF #{4CUTIVI DEVELOPMENT

It has boen sald that, "Thse problem of executive development has suddenly
transformed modern menagement into a twentieth century Diogenes."" To compute
the amount of thought given to this phase of the industrisl complex in present
day soclety 1s impoasible. The incessant tide of literature bearing on this
toplc 18 at best only a partial indication of the effort and concern devoted
to0 the vagaries and ramifioations of a problem generally osonvelved to impinge,
direotly or otherwise, upon the very foundations of our present (and futurs)
socio~economie snd political institutions.

Indiocative of some of the thinking currently prevalent regarding the
pervading impact of this problem, is L. F. Drwiock's assumption that the future
of the United 3tates will be influenced by the quality of business leadership
being developed today.2

"1t is safe to say that no problem in the general field of persomnnel has

been treated to such an extent and from so many points of view in so bdrief a

l. A. 8. Judson, "Neow Approash to Zxecutive Helection," Harvard
Bus. Rev., XXXII (2, 1954] 127-136.

2+ Iyndall P, Urwick, "Mansgerment Zducation In Businsess," Amer,
Mgmt, Assn., 1954. '




2
period of time. This is a tribute at once to the urgency of the problem and
its 00mplex1ty."3

Certainly the concept of mansgers or exeoutives is not new. Thers have
been those individnals throughout recorded history who have been leaders, who
have directed the activities of their fellow men in military, politieal,
church and other group sctivities. From the time the first artisan began ths
manufacture of an article for the use of persons other than himself, perhaps
to be exchanged for services or other commodities, society has had the basie
alemonts of & managerial funetion in business. And, as he employed an
assistant to &ld him and perhaps began to procure his raw materials from a
supplier instead of a direct souree, or to rerschandise his product to some
trader for resale in soms dlstant market, the soopa of his managerial function
was nocessarily extended.

The question may then be asked, with centurlss of human experionce behind
us, why 1s there such a relatively racent display of concern over something
that has baen a normal part of man'se business functions since the dawn of
human soclal endeavor? The answers, while seemingly simple, are roally quite
complex. The growth of bueiness into large corporations, and the obvious
influence of these industrial glants upon the economy of the nation is one
factor. Also, the proximity of other nations, dus to improvements in communi-
cations and governmental allisnces, et cetora, in many ways tonds to extend

this sphsre of influence throughout the worlid. In addition, the newer concepts

3, Howard %¥. Johnson, "ixsoutive Developmont, a Bibliographic
Review," Stgnificant Sources in ts Organization, Indust.
Relat., I (PFabruary, 1954}.
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of the business world's sooial and politieal obliga£iano. koensr compstition,
nawar methods, greater restrictione and many other factors havs sontributed to
an lncreased responsibility for the business sxeoutive of today. The problem
is somewhat aggravated by the fallure of many businesses to dovelop exssutive
matsarial during the depression years. In an addrass given befores the tercen=
tenary cslebration of Harvard Collsge in September, 1936, ddward Stettinius Jre
who was then chalrman of the finance committee of the United States Steel
Corvoration, said, "To me, the orux of the situstion is not so much the need
for men ner the soaraity of proven leaders, as it ls the failure of American
business management generally, to imtroduce am orderly and methodical system
for the discovery, devalopment and assignment of executive peraonaal."4
. The net result is that expansion and changes in methods have confronted
business with a greater need for executives than ever befora. In addition to
this, thesa executives must have broader vision, and greater skills than over
before in order to meet ths ineroasing demands, and fulfill the obligations of
our large indusirial society.

Hany of the ohanpes in ths demnnds placed uwpon business leaders that have
been disoussed wore developed during Worlk War II. Consequently most of the
awareneas of the need for daveloping executives to meet the expanded conditions

and problems of business 1s of fairly recent origine. 7This need, once recognised|

4o fdward Re Stettinius Jre, "The Selection and Development of
Zxeoutives in American Industry,” Parpsomnel (May 1952) 446.
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resulted in a flurry of aotivity on the part of meny businesses, large and
small, to procure talented young men and to train ther for future managerial
positions.

This has been a costly cotivity, a process of trial and error, amidst an
atmosphere of conflicting opinions, The "speciallist" versus the "generalist®,
the engincer versus the libersl arts graduate, the college graduate versus the
Puctory praduats, and speeclalized departmontul training versus general traine
ing., Todcy the debate continues, as do tho costse Cost estimates vary from
200,00 to J4000,00 and more, psr person trainad.ﬁ The training director of &
large firm which annually appraises 10,000 men as a candidate poel for replace=-
ments for top management jobs, reports that, "The whole area of selection at
the management level is generally umsatisfactory and we all have a lot to
lzarn about 1t.“6

Apart from ths comparatively recent flurry of activity on the part of
industry to inaugwrate programs designed to train young men for managerial
positions, it might bBe well to examine other approaches to the training of men
for industry. Actually it is impossible to date the first instance wherein a
father began to tutor a son to succeed him slong the lines of a purticular
oraft or trade, but such was the begimning of industrial tralning. 7The concept

of boys and young men being apprenticed to an artisan or tradesman to lesarn the

Bs Ja Co Aspleoy and 2, ¥hitmore, Industrial Relstlons Handbook
{Chicago, 1949),.

Ge T+ le Buss, "A Iractical Approach to Management Development™,

Management Lethods, (May 1954},
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businessz has long been an accepted and established method of industrisl traine-
ing. although the Zuropsan Guilds of the Niddle Jdges had many social and
political ramifications, and slthough the purposes were freguently restrictive
as well as developmental or sducstional, the training progedurss of young men
as apprentices, journeymen and ultimately masters of a trads, were firuly
established with defined standards prescribed for progression through the
various stages. Today many of these praotices are still with us {snd sometimes
with a restrictive intent), particularly among the skilled orafts as a means to
train new craftsmen for a trade or industrial activity. Sinoce the industrial
revointion, mechanization and avtomstion have raeduged the naed for highly
skilled craftesmen, 80 that industry today frequently tralns a new worker by
maans of & brief poriod of "om the job training" which ensbles him to parform
a seni-skillsd, apocislized part of a larger manufacturing pfoceas.

This type of training has heon supplemented by the development of voca-
tional and trade school systems. This type of pre~business training has also
done much to hasten the learning pariod. and in many instances it actually
prepares young pesople for a productive plece in industry while enhanecing thair
sarning powars

The universitiss and colleges have likewise, for many years, trained
people for tha professions and for teghnieal jobs within industry. In the caese
of engineers, accountants, lawyers, chemists and other highly speclalized
fields, the higher educational institutions have long been preparing people to
follow these pursults in an industrial capacity. %hile it is true that
industry invariably modifies or adapts this training to its own nseds 1t could

not provide the elaborate and extensive training necessary for people to serve
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industry in these capacities. Tho industrial accomplishmonts of this nation
stand in large part as sn ovaer preasent tribute to the suscess of the academios
training of these people and thelr subseouent contribution to Industry.

In an article entitled "Frofessional Biucation for Business Administratlonﬁ
by Riehard I, Xozelka, the author, in s similar approach, goes back to the
beginnings, and discusses ths evolutlion of business. In discussing theo need
for businsss to be directad by someone who has mastered the art of business
administration, the author states:

Tho primary funotion of business enterprise is to producs goods or

sarvices., Normaily this involvess membors of the arts and professions,

the engineer, the artist, ths sikillsd tradesman. ‘“hen ssveral of

these are working in sn entorprise, ons of them may quickly rocognize

the need for dirsction and control, and develop & oapaelity for

business administration. 48 his business grows, hs will bring in or

dovalop assistants or specialists to interpret ths market, distribute

producst, and divide the prooeeds among the participants. There is

no exolusive path to or method of training for business adminlstration.

Pop exeoutiveos may come from the most unlikely sources. Howsver,

therse is an unmistakable and inoreasing trend toward specialized snd

professional training gt various levels for speclaliszed and managorial

funetions in dumsiness.

In developing this article further, the author discusses the buslness
man's so-called *"propensity for joining", and the tendency toward trade and
professional organizations. This he trases back to the birth of classical
sconomics in 1776 stemming from the publication at that time of Adam Smith's

"Wealth of Wations". The step from theory to practical applioation was but a

7. Richard Kezelka, “Frofessional #duestion for Business
Administration”, Highor iducation, (April, 1953).
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short one, and, with a modirication of currioulze, the professicnal schools of
business administration were establiished in many universities. srom this, the
development of the technical side probably had its beginnings. Courses such
as bookkeeping, penmanship and secretarisl training had their beginnings in
the "business co;lages". although thay flourished later im the public hich
schools. Instruction in bookkeeping progressad into higher courses in accoimte
ing snd finsncs, which was first adoptedlin night school courses of ths
metropolitan colleges. *S8Some of fha lafgest of the present schoole of business
sdministration ha?e thair‘mador snrollment in part-time studente studying at
night."8 Praining for business 1s given from other perspectives than through
the school of business administration, such as, industrial enginsering and
political scisnoes.

This academic trend toward specialization in training for business hss
resulted in the formation of educational assoclations such as the imerlcan
Association of Collegiats Schools of Business. There are many other organie
zations of sreclalties within the field of business, Flans are under way to
combine many of the organizations of the latter group with the former in a
Council for Frofessional dducation for Business. "The purpose of the counocil
is %o study tha ocommon problems of the profession, to emphasize the interrels-
tions of the spesoialtlies, and to strengthen the standards of good training and
aducation in this now profetsion."g

Mr. ¥ogelka also discusses the growth of schools of business administra-

tion from the Wharton Schoo}l of Finance and Commaroce, &hich is rocognized as

8. JIbid.
9' said.
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the first school of business administration established at the oollege level
in 1881, to a2 1962 survey which lists 163 undsrgraduste and ten graduate
schools of business administration. The enrollments in commerce and business
institutions of highor learning betweon 1910 and 1950 have increased from 1.2
por cent to 7.5 per cent of thu total undergradusate enrollment.lg The trond
is ummistakable. In acoord with this trond therc has beon conslderadle
pressurs for an evan graeater specsialization in the business administration
school curriculume The result bas besen gsomething of & compromise betwesn the
dsmandé of speolaligation and of broad basic training. The tendensy upon the
part of the schoola of business administration, as with_Iaw and Medioal sohnolsﬂ
has bsen toward an extension of the training rathor than any further sagrifice
of the liberal arts or general foundation. This compromise apparently has not
satisfled all of the proponents of either, the approach to the specialis$ or
to the gensrallst sohool of thought, regarding tomorrow's business exeoutive.
It is howevsr, qulte possible thut the answer i{s to be found in a compromise of
this type. {4 further disoussion of the trend toward a business administration
education will be found in Chapter 1I, Related lLiteraturaa.)

Agide from the philosorhy about the suitability of a specialized training
varsus a general training for businsss leadership purvoses, theroe are other
considerations. MNr. Xozelks brings out some of these in his articls. *"The
fluidity of gradustes between jobs, as revealed by alumni studies, glva pause

to a high degrse of speonializakion in the curriculum, lest the graduste should

10. Ipid.




suffor a handleap in initial placement, or in his adaptability to now
opportuﬁlty.“ll "The profound ignorance of most freshmen of tho elementary
"facts of economic life" presents a grave prodlem im the understarding and
motivation of the student in his approach to his chosen fields The inocreasing
impast of government on business decisions has lad to oourses studying this
problam and their inolusioﬁ‘in the degreo rsqniramanta."la

There ars furiher problems, which tho author points out, such as & dearth
of faculty objsotively oriented in the seientific approsoh to buainess probvlems,
faculty who have also hud responsible, practioal business sxparience. 4Also
there is a conflict, which the author states is unavoidable, between speciali-
zation and guneral mansgement training as woll ss botween the objzctives of a
goneral educution and a professional business curriculum, “hether or not
artioulation of these programs can be achisved without sacrificing either of
the objectives is a problem of current ooncerns. This of course does not cover
all of the probdblems, dbut it does indicate, in some measurs, the challenge con=
fronting people engsged in a new branch of professional education, and points
up a dafinite need for a conprehensive survey of this field.

Thus we have come from the period of a very simpla apprenticeship to a
highly developed, spesoialized branch of higher sducation, having many off-
shoots, suoh as relatively brisf refrasher coursee for business axcoutives, and

many extenslons such as the offoring of graduate degrees in spsclalizod businesyq

fislds.

il. Ibid.
12, Ibid.
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The academib gontridution in itself has apparently not been suffioclent,
otherwise wo should probably not see the extensive agtivity on the part of
business to develop and maintain their own managenent development programs,
This is in spite of the statistios which indicate thut business has boen
drawing quite liberally from the ranks of graduates of the schoels of business,
It 1s the training program of the potentisl exeoutive in industry today
that is the subject of our prosent study, Just how effactive are the indus~
trial programs that are devisad to develop sxecutives for tomorrow's industrial
needs? Are thay satisfylnz the expectations of managemant? Are they develope-

ing sxesutives? ind are they satisfying tho needs of the mmnagement tralnee?




CHAPTER I1I
A REVIGW OF THE REIATED LITERATURE

Some mention has been made in the preceding chapter about the large volume
of writings devoted to the topic of managoment development. Almost daily, the
newspapars carry some srticle about the training and development of raeovple,
practically every industrial magazine carries a related article, and books and
pamphlots on this subjesct are published regularly inm great abundance.

Although it 1s not th: purposs of the present study to present a review in
substance of all of the varied litsrary contributions to this topic, a cursory
axamination of some of the highlights in related thinking should be helpful in
providing an illustraiive and corparative backdrop, against which the aims and
results of this project may be contrasted.

The extreme variation among the approashes to the concept of executive de~
velopment, (which is in many ways even yet in a rudimentary stage), is such
that it doss not appear practicable at this time to try to group them into
schocls or systems. Insteasd 1t is perhaps better to recognize that al though an
absolute i1dentity of goals does not obtain, the varlous approaches employed 4o
seok an extremely high similarity of ends, in that the common denominator of
producing skilled, efficlent executlves for industry is sought. Also, there is
to be foumd upon analysis of the many viewpoints, droasd sreas of overlap as
wall as wide divergence of method and opinion. That there is & current and

continuing nsed for the development of qualifisd industrial executives seems to

11
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be a relatively universal consensus, but again, the reasons for this nsed and
the emphasis upon the factors contributing to these reasons are famund to vary,

In a brochure recently published under the auspices of the First National
Bank of Chieugo, Gaylord A, Freeman Jr. develops a theme propounding the selec-
tion and training of the "generallst" rather than the "specialist™ as tomor-
row's exaoutive.l This is an interesting viswpoint, particularly in the light
of the current polemic now bsing waged among some academiclans and being
reviewed In the daily nowspspers, over the apparent need for more specialists,
f.0. ongineers, chemists, physicists, et cotora, as essential to military and
industrial developmont and vital to our national welfare.

In defense of the generalist, Mr, Freeman states, "Although the liberal
arts major may not be as immediatoly produstive as the spaclalist, the very
"generality” of his education may make him ultimately a more useful execu-
tive.”z In agreement with this thought, the President of Yale University
states, regarding the purpose of llberal arts training, which 18 Mee.to awsken
and develop the intellectual and spiritual powers in the individual before he
entors upon his ohosen career so he may bring to that career the greatest
assets of intelligence, resourcefulness, Judsamant and eharaatar.“a
In developing this oconsept, lr. Preeman examines the overall problem with

considerable thoroughness, from the need for executives, what gonstitutes sn

1. Gaylord A. freomon, "The Selsction, Training and Development

0f Tomorrows' iZxscutives," [The First National Bank of Chisago. (1954).

24 Ibid. pe 15.
3« Ibid.
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executive, the selection and training of executive candidates, and, to an
axtent that is not unique, but is somewhat uwnusual, to advoeating further
training toward develoving the philosophical outlook of the trainee. Mr.
Frooman feels that the exeoutive developed successfully along those lines and
in accord w;th,these principles may well be the ultimats preservation of our
society and its way of life.

Another industrial leader, who in many ways adheres also the the senti-
ments of Hr. Preeman, is Mr. Clarensce B, Randall, Fresldent of Inland Steel Co.
Partioularly with regsard to the oivie, governmental and socialogiaal obliga~-
tions of business, and the need for dusiness to develop exeoutives along lines
to meet those demands, doss he parallel Mrs Freeman's thinking.

More recently, in the May~Juns, 1956 issue of the Harvard Business Review,
?réderick JePamp Jr. preosents & brief for the generalist In an article entitled
"Iiberal Arts as Training For Business," He states that thore have been enough
changes Just since World War II to make the job of business manegement grow
alarmingly, and that these changes have been largely responsible for the
fovarish activity in the ares of industriszl mancgement develapment.5

The eorporation exesutive today muet be the captzain of a spooth-working

team of people who oan docide whether the time has come to build a new

polymerization plant, what the answsr is to the unsatisfastory employee
relations in & given unit of the business, how to eope with a new governe
mant regulation, how to zohieve a mutually respectful wnderstanding with
union representatives, and what position to take on price licreases in

order to maintain ths good will of the public. In short, he is con-
fronted with so many questions waich re-uira «xnowledge, Intelloctual

4; Clarence B. Randall, A.Creed For pree Enterprise,(Boston, 1852

5e¢ Frederick J, Famp Jr., "Iiberal Arts Ae Training Por Business"
Harv. Bus, Re¥,, (lay-June 1955).
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subtlety, politiocsl insight and human flexibility that he desperately

needs a %ental squipment of the sort that the old~time tycoon could do
without,

The author here presents a little bit different approsch. He develops the
thesis that wuch that has normally been the function of exeountive judgement' ls
being and will be replaced by the expanding use of electronic somputers which
0an ",..take readings of the whols spectrum of data at any time desired, give
the relevant figures their proper weights, and come up with production sched-
nles, orders for materials, and financial bdudgets to ensurs maximum efficlency
of cperation."?

This does not mean technologloal wmemployment for the exeoutive, but 1t
doas obviate the neceesity for extending the quantitative aspects of sxecutive
ability, l.9., soocounting, enginesring, industry, et cetera, and requires a
ro-asgessment of necessary qualitative aspects of exascutive function. These
qualitative fsotors have besn called, "sseing business as a whole in conseptual
synthasis."a

¥r. Pamp olaims that all authorities have sgrsed that narrow speclalization
in not enough to enable a person t0 grasp these broad goncepis, that this |
specialization is responsidle for most of the middle mansgement executive's
inability to be considered as promotable to the top jobse This la resul ting in
a demand for the liberal arts graduate from the oampuses., "EBduocators, «..m8y

be forgiven a certain bewilderment if, after bending every effort- and many

6. "What Have Ve Got Here?", life, (January 19563}, p. 60.

7e Pm' Pe 42.

8. Peter ¥, Drucker, The Practice of Management, (New York, 1934)

Dy 1054
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curricula=~ to answer insistent demands from business for more and more speciale
ty and vocational gourses on all levels, they are now zbused for turning out
gradustes unprspered for the full seope of executive action in managaemwent for
today, mch less for tomorrow.”

The educators reply to this is that the recruiters still come to the
colleges with domands for many more techniclans than liberal arts graduztes.
The answer to this of courss, lies in closer ooopefation betwean Industry md
the university. INuch has beon acoomplished toward these ends in several recent
conferonces, such as the College inglish Associstion at Amherst in 1952, the
Corning Glass Center in 1953, at Michigan State Umiversity, and the Kellog
Center in 3ast lansing in 1964.

The essence of the new management function is judgment. The mere accre-
tion of faots is not enough. Management today cannot solve its probloms
through finding a formula to a quantitative acoumulation of data. It must be
able to gensrate ideas, to synthesige harmony out of what the academic world
might refor to as "dissimilar disciplines.” This the author fesls is to be
found in the liboral arts educ:tion and oites many notable industrial leaders
who'expreas themselves a8 in accord with thise “The essence of the humanities
esss is meanings and vulue Judgments on all levsls.”... and, "a new respect is
developing on the part of businassmen for the standards whiche.. the liberal

10
arts colleges have been defending for many yearss"

9. FPamp, pe 43.

10, Fomp, pe 49.
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These are examples of rathor broad vislonary approachss to ths problem of
eiecutiva davelopment. Much more of that which 1s written on this subject is
dovoted to the specifios of the problem. This'in a praotical way is ths "how
to do it” apcroach. These advocates of a particular method have omtridbuted
thelr thoughts and experiences in this field, umuslly with the idea of provid-
ing a practical msthod of érainin@ exeoutives or of stimulating thought along
related linss,

An example of this type of artiole is a publicatlon of the Small Business
Administration of the United States Governmsnt.llﬁaaantially this oconstitutes
something of governmental recognition of the problem. This booklet discusses
the need for developing executives in industry, and points out some of the.
obvious reasons for the need, moet of which have been embodied in Chapter I of
this stndy; Howaver, in contradistinetion to the concepts of Freeman and
Randall, the goals, &8 established in this braohnre for the small business
sonoern, are mich more immediste, and offer s more tangible return to the com-
pany for 1ts training investment. Thus, aomé of the goals are specifically
defined as follows:

To encoursge improvement in the skills of handling other peovle.
To improve commnications.

To improve job performance.

70 oreate gompetent replacement material.

To £it training to real Jjob problems.

1l. Bgegutive Development In Small Business, (Wash., D.C., 1954).
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While it s true that all approashes to exesutive development are promul-
gated with the 1dea that certain direct bensfits are axpected to accrue even-
tually to the company in return for its investment in time and monay, it would
scem that ths pragmatic delinestions of ths how to do it approach and 1ts more
proximate expectations, would oreate intrinsic differences within the struc-
tural framework of a tralning program so formmlated, as opposed to ths broder
éonnepts and mors distant expectatioms to be found in the approach of Freoman,
et cetera. The balance of the Small Business Administration booklet consists
of methods and means of aiding a business to install such & Programs
Although the alms of this typs of an approach to the consept of executiw
development sesm to be more clearly defined than the philosophleal approaches,
a oareful analysis renders this definition more apparent than resl, Actuslly
thsse seemingly more practiocal goals are quite ss nobulous as some of the
sociologieal or philosophiocal expsstations of executive training discussed
eariler. Certainly, the exnressad\idaa, "to oraate competent replacemant
material” although it &t first seems to convey to the average business man a
reasonably oommon understanding of the purposes involved, tands to breax down
upon analysis and leaves much to be desired in the way of hard and fast defie
nition; more so in some ways than the broad, long range generalist aoncepts.

In another example of relatei liierature, ¥. R. sndrews in én article
entitled Exegutive ggaigigg By The Case Method, pressents a rather elaborate
approach to a conforence method of unrestriocted discuﬁsion of szlected oazges as
& means %o genarats graster onthuslasm and i:prove the potantial effactiveness

of trainings The general poals presented here are quite vague, as reflected
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by “s.ewhat 18 involved in building and leading an efficient team". Heverthe-
less, author feels that additional efforts and further investigation of ihis
method are indiocated upon the basis of interect that hasg been ereated.m

Anothsr approach to exeoutive training, and one that 1s frequently quoted
in the literature is Zalesnik's, mm&&ww-m
This is in effeot a omse study presentation of the problems and experlences of
a training program administrator. In olosing, the author here asks & guestion
aimilar_in part to the question posed by this study, 1.e. "Is training realls~
tic from the supervisors point of view and in relation to his problams at
work?“m ¥r. Zaleznik recommends the only way to obtaln the answer to this
qupstlonﬁié to sctually obsorve what is happening at the work level.
ﬁlthough thase preceding i1llustrations differ substantially from the
methodology of this research they do serve to point up examples of current
thinring, as well as some of the other probleme and approaches to the field of
exacutive development.

Another aspect of ths problem of the generalist versus the specialist as
the desiradle candidate for tomorrow's executive positions in industry is of
sourse, the type of tralning received by young men in the oolleges and univere
sitles prior to their entering the business world. The presentation up to this

point has been primarily concerned with the type of training given to young mon

12. Y¥enneth B, Andrews, "Executive ?raining By The Case Hethod,"
Har. Bus. Rev. (September 1951).

13. 4. Zalesnik, Foremsn Training In A Growing Sntorprise,

(Boston, 194l).

14, Ibid., p. 232,
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in sxecutive development programs by their employer. It was noted that the
training program in industry presupposes a philesophy, which seems to be either
gonerallst or speoialist oriented. This in turn appears to have a logloal
extension which conoceivably might be roflected by the intake program of the
mansgomant development programs of the various companies,

Although the concepts of Freeman and Randall are strongly supported by
many businessmen such &s Gulf 01l's President Sidney Swensrud and Sears,
Roobuck's Jamss Worthy, the ploturs on the college campus as drawn by the re-
eruiter from industry certainly favors the specislist and leaves the gencralisg
type of educated man with his liberal arts degree relatively unwanted. The
following data reflecots in part, the extont to which & specialist sducation
takas precedence In the rocruiting sctivities of industrial personnel recrultersy
on the nations eollege and unlvsrsity campuses.

Yale is a casge In point. In 1950, of the sixty-six manufacturing cowpanieJ

that resarved interviewing space, only sighteen mentioned possibilities

for liberazl arte graduates. In 1951, only fitfteen of ninaty-one companies
gven alluded to B. A. graduates in their presentations. Slightly more
hope was given liberal arts studsnts by eloven banks, twenty-one insurance
corpanies, and sixteen dapartment stores.

In other colleges the story is muck the szamee. Of the first 200 rascrulters

to visit John Hopkins...(sioc} in 1953, 145 were actively seeking engincers,

thirty-nine wanted othor kinds of speolalists. Only sixteen wers will

to have a look at liberal arts majors. At the University of 3South

Carolina, Registrar, Henry O. Strohesker reports that the placement bureaun

cannot possibly moet the demands in the flelds of specialisation. It's
the rare occasion when oorpanles seek Just liboral-arts graduates.

15, "Should A Businessman Be iducated®, Portune, (April 1953)
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This trend has resulted in a decided diminuition of enrollment in an
"impractical” liberal-arts curriculum. In 1952 of the 227,029 men who received
dograes from 1,308 colleges and universitios,”...less than ons third toox
coursas that by any streteh of the definition made them products of 3 gensral
eduaation.“ls

It is not the purvese of this study $o evaluste the merits of the state~
ment by James Wworthy of Sears, Roebuok, "The propsr function of the schools of
businsss should be conceived as developing the future memwbers of the Koy~
porhaps tha key-- leadership groups of modern American soeisety. This will re-
quirs a program which will be far more educational and mueh less vocation-
al..."l7 Howevar, the nagessity for and the importance of the coniribution of
the spaclalist to Industrial growth and progreas cannot be denled. That indusw
try will ocontimue $o reguire the servioes of speclalists, especlially englnsers,
choemiste, and other highly trained teochnologists is qulte probable. But,
whather or not the type of speolalized gralning that these sveclalisis rsgeive
renders tham more or less suitcble than the generslist for top msnagoment
rositions will, for the woment, have to remain a topis for debate. Whaether or
not the training given to the potential managerial candidate by industry should
be of 8 specialist or goneralist nature 1s alsc beyond the scops and purpose of
this study. Thore is a possibility that the results may indicate a general
direction that 1s desireable for the training of tomorrow's industrial leaders

as measured by ths degree of satisfaction obtained from current approscies to

16.  Ibid.
17.  Ibid.
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the problem.

Although it would seem safe to assume that there is some rrobability that
the answer to this polemic may untimately be found throuch & combinatim of
the better featurss of both approaghss to the problem, end it would sesm like-
ly that some efforts nawe been msds in this direetion, no indication of an
endeavor of this typse has been found in the literature oxamined im the eocurse
of the present study.

l@he remainder of this chapter will generally be davoted te & drief ox-
amination of those publications the writer has been sble to discovar whioh are
simllar to the present objectives and methods of this study.

In an article entitled Resistence to PTrsining, the author opens with the
quastion, "Doss training train?"ls This once mors calls attention to & ques-
tion of vital importance related to ths fisld of executivs developmsnt. This
question is being asked more and more frequantly in light of the sxtonsive
training extivity in industry, and strangely enough no one seems t0 have the
Snswer.

In this instanoce the suthor concorns himself predominantly with the traine
ing of foremen, but 1t is intaresting %0 note that this article is one of the
relatively few t0 be found in the litorature that employs @& direct method of
ssoking an answer to the effectiveness of training programs. The author's
approach is in sassence a direct interview method which employs an atmosphers of

vermissive rolationships that are necessary in ordor to obtain fundamentsl,

18. J. R. Surfaoce, "Hesistance to Training®, oo XXXIL
{2, 1954), 73.
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valid opinions bearing upon the effectiveness of training, and that are helpful
toward improving training,

A very recent publication by Josoph V. Triaxstt,lg Is in mgmy respocts
highly similar in employed methodology to that of this study. Utilizing a
direct mail tsohnigue, combined with s dirsct interview, this study was de-
signed to obtain certain ficts and opinions racarding the activity of American
business in the fisld of management edusation, the techniques and methods usad,
and the relative opinlions of these gompanies as to the sffectiveness of their
efforts. Thié sarvey conducted as an Amgriean lansgement Assoolatlon sctivity,
while much more gomprehensive in scops and sampla, is sufficlently similar to
the methods and objeotives of this study to be utilized effectively for comparas
tive data In the amalysis and surmary of the findings of this projecte.

Germane to esarlier remarks in this chapter regarding the lmportance of the
company attitudes toward exeoutive training, it is worth noting that in
Irickett's study he states, "... management development 1s primarily a state of
mind, & philosophy of management, & way of business lifew- pot a systom of
forms and prooedures."gc

Another related and even more recent article besaring upon this topic is

reovorted in Iersomnne}l for January, 1955.al

18,  Joseph M. Trickett, "A Survey of Management Development™,
Amor. jigmb. Assp., (1954).

20. Ibid., 23.

2l. Paul C. Buchanan, "A System For Hvaluating Supervisory
Development Programs", Personnel, XXXI (4, 1955), 335-346,
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The purpose of this study is to gnalygze the problem of determining the
evTectivoness of surorvisory devel:pmont programs, rathsr than analyzing the
effooctiveness of ths progranms themselwes, and (o propose a method for evalu-
ating training programs. 48 eoncigely stated by thev author, "A psrennizl
probler faoing any organigation which undsrtaekes a program for devsloping
supervisors or munagars is that of determining the effectivensss of the pro-
gram."zz

Again, Buchsnan in quoting a British psychologist, emphasizes the need for
reseurch in the field of determining the effectiveness of training programs.
“Gagtlo, s s «eWho reported in 1952 that...in spite of an exhaustive search of the
literature (a bibliograprhy of 467 items has boen compiled...), no case has baen
found of any systematic attempt {0 measure supervisory performspge before and
after training...“.% |
| At the present time a thorough study of the prodblem of evaluating train-
ing programs is cm-rsntly being undertaien by the Detroit Edlson Co. in con~
Junetion with the Survey Hésearch ‘cemter of the University of Hichigan.

Phus, haviag given sozée attention to the thought devoted téth.a general
concaept of executive development, the purpose of the remaining ehapters will
be to examine a method which, In the light of current needs and activities it

is hopad will in some mesasurs be helrful in determining the effectiveness of

exeoutive development programs.

22. Ibid., 337.
23,  Ibid.




CHAPTER IIX
THE PROCEDURE P LOYED

Inasmuch as the preponderance of literature dealing with this sudbject is
an expression of industrial leaders in terms of their own or their company's
relatively isolated experiences, thers i1s 1ittle in the way of a methodology
for detsrmining the effectlivensss of exeocutive development programs to inter-
polate in the present study, even in a semi acientific manner.l As a eonse~
quence of this it was decided that in order to seck an answer to the problem
of measuring executive development programs, a method would have to be devised.
An analysis of the literature, plus direct investigation of business
people and executive tralnees, seemed to reflect some doubts as to the effect-
iveness of many training programs as established in generzl, OCertsinly there
ﬁaa evidence of a tromendous activity in this area of exeoutive development
ith a provailing uncertainty as to the results.

The problem of acoumulating data was considered next. Carter's smitrol

l. The AMA study by Joseph Trickett oited previously will be
ound highly similar in methods Due to the faet that this study was published
ubsaquent to the asctual oconduction of this experiment, the text in this
instance has not boen materially altered, except for comparative purposes in
the study of the results.
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group method for differential svaluation was ruled out as imprasctical, and
probably unweleome in most business concerns where the normal functions of a
competitive industrial enterprise nececssarily receive a priority of manageri-
al attention, and in most oazses would preclude & laboratory type approach such
as this.z

The direct interview method was also removed from consideration for simi-
lar reasons. 4lso, it was folt that the possibility of anonymity bveing avail-
able to the reoiplent of the questiomnaire offered a greatsr opportunity for
frank, uninhiblited expression.

For these reasons, the method finally decided upon was 8 mailed gquestion-
naire that would assess the opinioms of those concerned with executive develop=
ment in various industries, both from the management end tralnee perspsctives,
insofar a5 posgible,

Having thus adopted a maethod, the questiommaire wus so constructed as to
elicit opinions in certain general arees that were considered to be strateglc.
These genersl areas were arrivoed at by polling Industriai executives, and
industrial trainees involved in training, or in a position t¢ cbserve ihe
progress of a tralning program in operation.

The pollad results indicated certain genernl dissatisfactions on the part
of mansgement with regard to "the inpracticality of contributions and ldeas of
the trainees in many Instances.” A4Alsc frequemtly brought out were comments

regarding the lmpationce of the tralnee concerning his finsncial advancement,

2« Paul Ce. Buchanan, "4 System for Hvaluating Supsrvisory
Daveleopment Frograms", Personps] XXXI (4, 1958).




and the delegation of a function with respensibility and authority.

From the tralnee cams complaints thet management fziled %o take advantage
of tha mowleadgs and abilitles that he possessed; that all too often he had no
eoncert of what he might sxpect in terms of salary progression or job funetion,
This he atiributed to 2 lack of definition and clarification of his coﬁpany'a
training prograr. The following letter from the Chicago Dally Tribune conveys
in large measure, the attitude found among many trainees:

How many more neive young men looking for jobs with large ocompanies will
be taken in by that anchantiog word "tralnee"?

%hils attending a party the other evening with a sizable group of men in

their thirties and forties we made an amasing discovery. ve're all on

the same sinking ship, %e're part of that huge army of so-called future

axeoutives who are being underpaid and overworked, and who are, for the

convenlence of their employars, bYeing labeled as "trainees”.

After 10 or 20 years of exhaustive preparation with still no evidence or

finaneial reward, we've begun tn question our employere motives. Could

we young men be viotims of good old fashioned exploitation, which has

beon cleverly masked end renamedf 3

An analysis of all these data revealed certain polnts that seemed dbasic to
the divergont attitudes of monagement and the trainees. The trainess, in
general, complained that management falled to recognize their capabilities and
their contridbutions. On the part of monagement, the contributions ware oon-
coived as academie, theoretioal or impractical. The complaint that the traine
o008 were frequently too lmpatient from & managomsnt psrspective, had its
counterpart in the trainees complalint regarding uncertainty as to his present
and future status.

Construction of the questiomnaire was predicated upon these divergencies

and bullt around these strategic areas resulting from the poll.

3. "Voloce of the People", Chicsgo Daily Iribune, Nov. 2, 1953.
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Por the form to survey managsment opinioms, the questionnaire was designed

to emrbracs three gonerzl srsas:
l. The type of program, 1ts duration, structure and goals.
2. Fanagement expariasnce regarding the practical appliocation
of knowledge and adjustmont to the prograw on the part
of the trainee,
3. 4n sxpression of satisfaction or dissatisfaption in terms
of genaral attitude and turnover of helpe.
(A copy of the questionnaire is included in Appendix I1).

For ths trainee, the questlommaire was more aimply designed to examine the
trainees' reaction to the practicality of his scademio training in an Industrie
al situation, hils vreactions to the structure of the tralning program in wuioh
he was ongaged, and his general attitude. {4 copy of the questionnaire is
inoluded in Appendix V).

Having thus arrived st the general content of the guestlompaires, 1% wase
decided that the format should be simpls and direct, and that the questiomnaire
should oonsume as little time as possible on the part of the reolpieng, in crdeﬁ
to alicit a maxiwum amount of cooperation and redurn from the parties surveyed,
Thorafore, in order t9 minimizo the time element on the part of the reciplents
in answering questions, the questionnaire forms were structured around a defin~
i1tive slternate responss aprroach. 7PThis format was ussd not only to sneoursage
a maximum response, but was more susceptible than any other to statistical
analysis. 3Some open end guestions weore included in the gusstionnalres to

leave room for the expaznsion of data in some aress, and s0 as not t0 prsclude

donslderation of pertinent information bearing on cther possible aspecis of

this probleme
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4 very essentisl part of any mailed survey is of course, the sccompanying
letter of explanation and solieitation. The letter is this instance was strue-
tured in a memner as to further elicit the support and cooperation of tha
poople to whom the survey was sents (& Gopy 0f the acoorpanying letter is
included in Appendix I).

The next problem was that of sampline. The main objsct‘here was to obtaln
data relating to the effectiveness of executive development programs from the
experionces of those cormpanies having had such programs in operation. 4 random
sample of industrial firms would not have materially contributed to this objsc-
tive, since the populaticn as conceived was not industry as sueh, but those
|compeanies known to have training programs in the Chicago and surroanding area.
4 primary source was the 1951-1952 menmbership roster of the 1llincis Training
Direotors Assoelatlon. Thls roster provided a sample of sixty-one companias.
In order to increase the size of this amall, but possibly adequate, sample,
further data on similar firms were obtained from other sources, including the
Illincls State Chambsr of (ormerces. 4lso, firms widely known $0 have parti-
cipated in training programs wore inoluded to augment the other soarces. The
total companies in tho samplo ultimately consisted of one hundwed and thirty-
saven companies,

The strategle problem then was to determine the reciplents of the guestion=
naire forms. The perspective of goneral line exeoutivas'conoaivably would
probably be too limited, thersfore the training director was solected as
panagements reprosentative for in spite of the possible interjection of bias
from this source, the tralnirng director would seem to be in ths bast position

to svaluate the results of tralning efforts and would be the person closest to
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the overall training process,

The posaibllity is recognized thet responses from operating department
heads might be quit: different from those of training directors or peésonnsl”
managers, but in this instance cannot be considered as part of this study
although 1% certainly might havo value warranting investigstion as a separate
project.

Further, it was decided to contrast these two points of view, as obtained
from management through the training dirsctor, and from the trainee himself.

In order to obtaln op;nions of young men currently engaged in training .
in industrial training programs, and to contrast these opinions with the opine
ions obtained from managemont persomnel, it was decided that the sample could
best be obtained from the same companies included in the survey sent to traine
ing directors. The source of this ;nmple then would be provided dy the train-
ing directors responding to the initial questionnaire, and names of trainees .
would be provided from the training rosters of as many of the responding come
panies as possible. The questiommaire form t0 be sent %o ths trainees, althmugﬁ
more simply struaturnd. would follow areas ofiinwaltigation similar to those

established in the first part as designed to obtain management's perspsctive.




CHAPTER IV

RESULTS
Part 1

Hanagements Viewpoint

The questionnalre forms wer:z sent to ona hundred and thirty seven compan.
ies selected in the manner outlined in the previous chapter. Of these 35.8
percent or 48 companies replied.

4 pamber of authorities agree that the number of replies to a mailed
guestionnaire usually vary scoording to a number of variables, i.e. the nature
of the questionnaire, the typo of letter written, the number of questions asked,]
et ocetera, but that a response in exsess of thirty percent is unmusually high in
any case,

In a personal commnication, Mr. Hartenfeld, ciroulation manager of swh
advertising publications as Advertising Age, reporis that 18 percent would be
considered a good response, and that 30 percent would be unusual to‘tha point
of belng phenomonal. The direator of research for the advertising fimm of
Batten, Bartom, Durstine and Osborm, also in a personal commnioation, esti-
mated 10 to 15 percent as a good respomse. Another authority states that, "In

jgeneral a 10 to 20 percent return from maillings is considered sxcellent.”

1. Ce He Sandage, Advertiﬂl% ‘P.heo;:g m é!:%t;gﬁ, Por., Zd.

(Chicago, 1939), 262.

30
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In the American Management Assosiation Survey by Tr-iakett.z 32 peroent of
the oompanies surveyed rerlied. The bulk of these replies however were made
by AMA member companies. Thus, the response for member companles was 47 per=
cent, in contrast to only 17 percent for non member companies. Liember compan-
i1es in this instanos obviously interject a speoial variabls contributing to an
exosptionally high ﬁercentage of rosponsce.

Even thoush Triockett had the prestige of the Amerioan Hanagement Associs-
tion behind him in condusting his survey, our return of 35,8 percent was sub=-
stantially betters In line with the introduction to this study and the
indications of interest in this topile apparent In the literature, 1t might be
sonjesturad that this large response is, Ain pért, dua to the current interest
in exsoutive davelopment programs.

Of the forty elght comranles responding to the questiomnairs in the
prasomt study, twenty sevan or 56.25 percént were found to hava executilve
development programs ourrently in opsration, Of these companiss replying who
have no program, at the moment, four corpaniss stated that they were seriously
considering the installation of supervisory or management development programs
in the near futura.

0f the twenty seven companies reporting to have programs for management
development establishad, four companlies reguested personal exchangs of infor-
mation regarding their programs, rather than f£1ill out the guestiomnaira form.

As yat thies porsonal communication has not been acoomplished, and the enalysis

2. Trickett, p. 10.
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of the rosults of this survey deals only with those responses providing speci-
fic data. In certain instances replying firms omitted epecific answers to
soms gquestions. Consequently the data recorded in the various tables in this

chapter will not always be numerically constant.

- - -

Insert Table 1 about here

- - . 100 Y- 1o W0 S 0 U 05 W - o

The figures in Table 1 reflest the relatively recent growth of managsment
devalopment programs during the latter part of, and imwediately following %World
War I1. The findings of the present study rovsal that only five companies or
22.7 percent have had programs oporating for more than ten yeurs. In support
of this the American Management Survey resulte indicate only 19.5 percent of
surveysd companias have had plans in oporation for more than ten years. This
’figure includes the reﬁliea of 648 companies and embraces replies from both
mall and fleld survays,.

The intake procedures for these programs are not &s restricted to college
graduates as might have been expected. Only nine, or 38 percent, of the re-
sponding companies resirict thelr programs to college graduates, whereas 62
percent do not.s If as might be expeoted, the true proportion is 50 perosnt,
differences this large would be found less than 1 percent of the time. The
obtained proportion is therafore very significant, and we may conclude defi~

nitely that fazcetors othor than chance are influencing tha results.
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Table 1
Comparative Data of the Relative

Age of Managemont Development Programs

Age of all

plans in survey

Peroentage of responding

companies

Present survey AMA survey4

10
15
20

to
to
to
to
to
te
to
to

to

6 months - 12,
12 months - 11.5
3 years 18.2 23.

b years 273 18.5
10 years 31.9 15.5
15 yoars | 445 19.5*
20 years 9.1 -
25 years 4.5 -
30 years 4.5 -

4 Triokett, Ps 26,

»

Over 10 yeoars.

~/
WNIVERS (Y

LigrarY
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% z\i =
X |

«80 x 38 - .

\I T S - «0091

«0091 x 2465 = 024

Thus, under the hypothesis that the true proportion 1is «B80, the standard error
of fh@ Obtained proportion is +009. Assuming that the true proportion is .50,
there is a disorepancy between this and the obtalned proportion (,38) of .12.
A discrepancy this large would oegur less than .1 percent of the time by
chanoe alone,

X - 8/e, = I 2.65

o‘: 24 rj'%&o—— 500<3.75” or olxl

In spite of these figures, and the significance of the fast that 62 per-
cent of the responding companies do not restrict their programs to college
graduataes, itvmay still bs sufely eostimatsd that college trained men constitute
a majority among management trainees. This assumption is made on the basis
that 38 percent of the responding companies do restrict thelr programg %0
|oollege trained men, and 1f it is assumed that of the 62 percent who do not
restrict their programs, half of the trainee population of this group is come

prised of college men, then it might be safely estimatei that 69 percent of the

(Boston, New York,

le 2o Fo Lindquist, 4 U
194:2)’ P 127, .
This formula will be followed in the determination of the significance of
obtained proportions in the interpretation and application of subsequent
data,.
The Plsher-Yates table of Critical Ratios showing minimum values of signi-
ficance ratlos required for significance at various levels may be found in

any standard statistiocs text.
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trainee group in all companies would be comprised of college trained men. This
proportion is further supportsd by the findings of the pilot survey in this
study and 1s indicatod in the literaturs,

In no case is thers any report of management development programs, Once
estublished, being discontinusd as unsatisfactory. 7Two companies reported
discontinuing their programs as being no longer necessarye

%ith regard to the formulation or definition of the longth of the train-
ing period, and the structurc of the program within the various companies, the
following tables provide some insight into the differences to be found smong

reporting companiess

o PG A A A YD N VOB 0

Insort Table 2 about hare

L s

Thus, in these instances, i1f the true proportion of the number of conmpanies
that have olearly defimed programs is assumed to be 50 percent, the standard
error of the obtalned proportions in eash category in Table 2 is found not to
be significant bYeyond the 20 percent confidemce level. These discrepancies
could therefore be readlly attributed to ochance and the 50 percent assumed pro=

portion oannot be rejocted with any high degree of confidence.

- -

Insert Tabla 3 about here

.- A o

From Tables 2 and 3 it is apparent that there is some lack of uniformity

betweon varlous corpanles regarding the structurs of exscutive training pro-
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Tabls 2
Analysis of Corpanioes

With Formalised Training Frograms

Specifio aims Companies responding
of formaliged
programs Rumber | Percent Qp
Training ObjectiveSeieessescas 11 45.8 #01
Rate of traines
ProgrosSSecssssnssessssse 13 B4.2 «01

Rate of salary

advancement......n.un 11 : 4548 «01




Table 3

Distribution of Ismgth of Training

Yeriods Among Responding Companies

A1l responding

Tralning Teriod sompanles

Humbor fercont

6 to 12 months 5 2l.7
12 to 18 months 7 30.4
18 to 24 months 1 4¢3
24 to 30 months 4 17.4
30 to 36 months 1 4.3
Indefinite B 21.7
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langth of & training period, or it is possibly due to the needs snd conditions
of training within the individusl companless

As 11lustrated in Table 2, opinlon is revealed to be somowhat evenly di-
vided for and against the establishment of specific goals for salary progres-
sion, advancement, and end results.

This lack of uniformity is seen again in Table 3. Fifty two peroent of
the companies reported tra&ﬁing periods ranging from six to eighteen months,
whereas 22 percent reported indefinite periods for training within thelr com~
panies. Thoss organizations that reported indefinite periods for training are
without exception, the sams companies that raported that they d1id not feel that
having a program of specific goals established for the traines was desirable.
These sompanios obviously prefer a very loosely structured training activity.
Oonversély. as might be expectad, there ls an apparsnt high sorrslation be=-
tweon those companies reporting formelized training programs as being desirable
in their opinion, and those companies having ralatively well formalized opera-
tions. Hoﬁevsr, in sowe Instances the most formaliiéd programs were roported
to be sufficiently flexible to allow for variations in individual abilities
and company needs.

4is regards the formallzed versus the indefinite or informal approach, it
does not seem probable that both approsches oan be best, or even equal. It is
quite likely that in some instanses an indefinite, informal approach would be
suitable, whereas a formaliged spproash would not, or sonverssly. Howaver,
with opinion so evenly divided, it would seem that further study on this matter
would indioate ons approach as being generally better than the other in most

situstions. This should bring about an improvement in training prooedures and
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producs more affactive rasults.

In spite of these many variztions in structure between these programs in
the diffsront companies, as was mentioned earlier, in no case d1d any company
discontinue its program due to dissatisfaction. There was no indication of
any difference betwesn companies having formaliszed programs snd those who do
nots Thus, it would saem thut, in the maln, the satisfuction derived from
thess activities more than outwolghs any dissatisfaction. In the study by
Triokett,5 he reports that 47 peroent of interviewed companies having sone
type of management development plan were generally satisfied, 8 percent were
strongly dissatlisfied and the balance would not corment sither way. Breaking
this down further, he raports that 38 parcent of companies with no organized
approach expressed strong dissatisfaction with their results or abllity to de~
velop sompetent managers. Suwming up the entire fleld survey as a whole, he
reporta that about one third felt general satisfaotion, 10 peraent were strong-
ly dissatisfied and the balanoe were non commital or reported that it was too
Jearly to Judge results.

A careful analysis of the replies to a questiens regarding the basic goals
pof the indivldual trsining programs reveals that, almost without exception,
these corpanies ars making an investment in the future, Their goals are to
develor promising young men of unusual abllities in order to insure adequate

frossrves of executive material, genurally indostrinated as to the podicies and

B Prickatt, p. 38.

6s Question I, 7, Appendix II.
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procedurss of thelr respoctive firms, in ordsr to provide for the mnagedrial
nesds of tomorrow. Variations in philosophy are apparent in two replies,
wherein goals ars defined in terms that seom less ecompany oriented than most,
such, "to provide satisfying carsers in managsmont,” and, "to speed rapld
self development." These concepts, when conxrasfed with & goal that is, "to
provide a reserve of trained and promotable menagement manpower", my upom
further analysis be found to be relatively simllar in torms of ultimate ends.
However, it would seem that the emphasis of the former expressions are mors ox~
tornaily focused upon the needs of the individual and his abllities, and they
could create an atmosphere entirely different from the latter camcept, with a
concomi ttant variation in the obtained results,

VWith regard to the effective adjustment of the trainee to tho industrial
program, a proliminary investigation indicated some dissatisfuction with the
academic, and sometimes impractical, approach of the trafnee to certain regular
aspects of industrial activity. Inquiry into this area revesls that there
seems to bo some basis in fast for this dissatisfuction as shown by the data

in Pable 4.

- - LY Y

Insertwrabia 4 about here

e

In table 4 the porcent of companies raoporting in the affirmative feel that
college traineses do have & practical appreciation of industrial problems such
as cost, produoction, et getera. The percent replying in the negative feel that
college tralnees are lacking in a practical approach to problems of thi§ nature.)

The qualified answers consist of romarks such as "usually, if proper selection
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Table 4
Comparison of Management Opinions
Regerding Qualification of
College Trainoes in Areas

of Businoss Activity

Management opinions of

college trainee qualificutions

Area of
Affirmative FRegative GQualified
business activity

Fercent Parcent  Percent
Goat....................;...c 23. 45.5 31.5
Productionssesecsssconcecsces 31.5 41, 275
AdministrationNiceesccccococne 27.5 41, 3l.B
Getting along
with Otherssssescensscesese ' 3645 2746 36.
Suporvisionessscscncssensoces 28. 484 24.

Totolescssssasesssanssssnsnsns 304 404 30,
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is made", "sometimes”, "very little", et ceters. Ome respondent reports that
in the two areas of interest and willingmess to learn, and in ability to get
along with others, ths trainees sesam to caora batter esulpped than in any othar,
Applying the formuls previously used, the standard serror between the ex-
trome ranges of the proportions of mansgemonts affirmative replys is found to
be +15. Thus, the degree of varlation, between the responses regarding tralnee
qualifiocations in the categories of Cost (.23) and Getting Along With Others
{«36) is not significantly different. This applies also to the lesser propor-
tions between managament's affirmative responses in Table 4. lansgement's
feeling in general them, is that trainecs ams not particularly well quallified
in these areas. Later in this cghapter these data will be comtrasted with the
trainee opinions on this same subjeot.

It is worth noting that only 30 percent of the replies are in the affirms-

tive, 40 percent are negative and the remainder are qualified in some way.

A - - e W -

Insert Table B abomt hers

Again, although the predominance of replies zs shown in Table 5, indicate
Ino svecisl problems from the trainees in these arsas, thare iz a sufficient
arcentags of negative replies, as to indicate a decided lack of uniformity
[;mng company appraisals of the factors of trainee progression and adjustmont .
In conjunction with this datza 1848 percent of replying companies feel that
turnover among their trainees is unduly high, and that the reasons for this are
invariably attributable to impatlence upon the part of the iralnce.

Assuming the true proportion here to be nearer to 60 percent than 19 per-
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Pable B
Percontage of Replies Reflacting

Traines Attitude Toward rIrogress

Companies reporting Companies reporting
Area of tralnse’'s
traince impatisnce traines satisfaction

progress
Porcent Poroant
Salaryececsccrcsnsen 2846 Tle4
RecognitioNeesseonsne 318 6842

Resyonsfbilityo..... 47.8 52.2
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oeant, the standard orror of the proportion of companies oxpressing some dis-
satisfaction in this matter, is 008, Obtained differences this size would
be found less than .1 percent of the time. It is quite significant there fore
that the obsained difference 1s due to other than chance fastors.

In the area of general compatibility however, 87 percent of the responding
companies found that the tralnes’s attituds wss usually compatible with thelr
reepactive programs. On the basis of information obtalned in formulating the
hypothasis it would bo expacted that the true proportion in this instancs would
be nsarer 50 percent. Thus, there 1s a difference of 37 percent between the
obtained proportion and the hypothetical true proportion. The standard error
of the difforence betwoen thess proportions is found %0 be «0l4. 4pplying the
formula to determine the signifiocanse of this standard error, it 1s found to be
significant well beyond the «1 percent lovel of confidence. Therefore s dif-
ferance this large ocannot be attributed to chance factors. '

In spite of the fact that 87 percent of the responding companies find the
trainee attitude compatidble with their programs, and only 18.8 percent of the
responding oompanies feel that turnover among this group is unduly high, 100
percent of the companies replying in tiis survay, feel that closer soopaeration
batweon industry and the universities is dasirsble, and would help to datter

adapt the young college graduate to the industrial situation. 7This is as was

indicated in the pilot study.

Part 2

Zhe Trainee Viswpoiat

3ix companies responded with a total i1ist of fifty four names of young men
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undergoing training in these six organizations. Of s total of fifty four
questionnalres mailed to these young men, thirty two replles were recelived.
This conatituted a percentage return of B%.26 percent. Inasmch as replies in
this oategory also occasionally omitted the answar to one or @ora of %the speciw
fic questions, the parcentage of reply indicated in each instance is somputed
upon the basis of the total number of replles to that question only, as was
the procedurs in the first part of this ohapter. In general, however, repliss
from the trainse group wers more complete, spesific and uniform than were those
from the training direstors.

Regarding the trainse's ovaluation of thelr college training, insofar as
1t enabled them to meet certain industrial prodblems in a pracilical, effective
way, the following repliecs were broken down according to spesifio Industrial

astivitias as indiesated in Tabls 6,

Insert Table & about hers

-——- -

In determining the significancs of the differsnce betwesn the proportions among
the different categoriss of the affirmative responses, the standard srror of
the difference betwesn the proportions, "Getting Along With Others", (64.4),
and "Supervision”, (89.4) is found to be ,030. This is significant beyond the
1 percent level of confildence and would indiomste that the tralnee's affimatiwve
feelings regarding their abllity to get along well with others are significant-
ly stronger than in the other satogories. Differences between the other cate-
gories here are not found to be signiflcant.

In general, the trainee indicates that he usually feels well qualified to

make a practical, effective contribdution in these areas of industrlal activity.
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Table 8
Analysis of :rainee Responses Regarding
Practical “ffictiveness of College
fducation in Specifio

Industrial Activitias

Trainse opinions regarding

Area of business effectlvoness of education
activity Affirmative Kegative
Fercent Fercent
COBRessvvescncscravsnsasns 87.7 32.3
Froduotionieseeccscrcoces 613 3847
Administrationcesesecsces 75 25
Gotting along
with OthorsSesscccsccnses 84.4 15.6
BupervisioNeiessscesesccns 53.4 4046

TOtBlevsssscnononsnonanss 69.5 30,5
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This 18 somewhat in conflict with the opinions of the training directors on
this same matter. The average of the proportions of the trainsss who feel
qualified in these areas is 69.5 percent as opposed to only 30 percent of
training directors who feel that trainees are so qualified. The standard error
of this proportion if .003, This is significant beyond the .1 percent level

of confidence, and the difference between the proyportion reflecting the train-
@e's opinion of his qualifications, corparsd to the opinions of the training
dirsgtor, cannot be attributed to chance.

The following table reflects the differences between the opinions of
Jpanagoment and the trainee regarding the qualifications of the trainse to make

a practical contribution in the speeific aresas of dusiness activity.

Insert Table 7 about here

The differences between the opinlons of manasgement and the srainee are
readily apparent and are stotistically significant well beyond the .1 percent
lavel of confidenve, These differences therefors cmnnot be attridbuted to shance,

The formuls used hers to determine the significance of the difference be~

twean proportions is as followsxv

7. He. Arkin and R. Colton, An Outline of Statistical Methods,

4th 2d. (New York 1939}, 122,
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Table 7
Comparison Between Manasgement and Trainee
Opinions Regarding Qualifications of

Trainees in Speecific Industrial

Activitias

Farecantage of responsesn
Area of businaess

reporting trainees as

activity

beling qualifiad

Hanagemant Traince
CoBbasvvssunevssansas B ‘ 877
Productionescscescone 31.5 8le3
Administrationecesens 2Teb 754
Getting along
with Otharsisssssnee 366 ‘ 84.4
SupervisioNiesscserves 28, 59.4

Tottlesesrsnrscvonncns 30, 6045
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Gap \I—PQ, (-}i +¢T

¥roduction Categary

Nos Affirm. fergent Affirm. Total Gr
Trainces 19 +61 38
Management — —3 .
26 47 55

@ =\ 4ress (g ;- = L0136

o8l = W32 ® L29 .*, L0136 r”:ﬁéé%‘ 21.5> +1% level of confidence
The apparent lask of agreement bstween the opinions of management am the
trainees as shown in Table 7, was pointed up in the original pilot survey, as
a oritiocal 'araa of dissatisfaction generally found in executive development
situations. Whether or not this disagresment is sufficlent to effect the
satisfuctory accomplishment of the tralning effort can only be oonjectursd at
this time. In torms of managsment's rarorted general satisfactlion with their
respsctive training programs, this would not seem to be the oase. There nay,
on the other hand, bs a lack of awarensss of these dissatisfactions, particue
‘ larly of the traineo dissatisfactions, or thers may be & tendsncy to minimize
these oonfliets in opinion. Certainly, however, it is an area that should
[rarrent olose examination, for it seems obvious thut some improvement can, and
should be made in this relationship that would omtribute basically toward
'mohieving a greater effectiveness from industirisl exeoutive development pro-
fgrams,
In conjunction with the guestion seeking to ascertaln the tralnee's opin-
pon as to the effeotiveness of his academie training in his present industrial

pituation, Table 8, reflects his opinions as to the extent to whioh industry
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makes use of the kmowledge he has acquired 1in college, during this perlod of

industrial training.

F WA o ot St i WO S WP 08 WS U Y U ORI 4 W S e - - -

Insart Table 8 about here

-~ - -

It is worth noting at this point, that hers agaln, there is some iack of
uniformity dotween the trainee's evaluation of hls skills and knowledge, and
the extent to whioh he fesls that industry uses thst skill and imowledge.

Sixty eight and soven tenths percent of the tralnees reported that they
feol the length of an industrial training program should be clearly defined.
Sixty ons and three tonths percent of trainees are employed in companies that
have clesrly defined tralning programs.

Assuming the true proportion to be 75 percent in this instance, the ob-
tained standard srror of .002 would set the limits for the 1 percent confidence
interval at 7439 to 7561, (75 = »0023 x 2,65}« It i8 therefore olear that
the disorapancy between the obtalmed proportion and the hypothetioal trume pro~
portion 1n ons that would oocour less than 1 percent of the time by chance alone.

Table 9 shows the lengith of training programs in which the varlous tralaces
have been engaged and the consensus ac to what ghould be the optimum length of

these programs according to the trainees.

Ingert Table 9 about here

Analysis of this data indicatss that 93 nercent of the fralness prefer'a
program of not more than two yesrs. Of this group 24.1 percent are engaged in

training programs involving more than two years.




Table 8

Trainee Opinions Regarding the Sxtemt to Whioh

Industry Utllises College Asquired

Enowledge During the Industrial

Training Period

51

Ffraquency Parcentage of
raplies
AlWBYBesesoressses el
Frequentlyseccecss 48.5
HOvOresssnsnusnsse 333
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Table 9
Comparison Batween Actual and Recommended

Tralning Feriods of Trainees Engaged

in Training
Peraentage of response
Astual Recommended
Langth of
training training
training period
period period
6 to 12 months 1%.8 41 .4
13 to 18 months 62.1 {
(Bl.6*
19 to 24 months 69 {
24 to 60 months . 0. ; 3.5

Irdafinite 17.2 3.5
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The obtained standard error 1s .017. This is found not to be significant
even at the § percent level of confidence. Thus, the disoropancy between the
hypothetical true proportion, and the obtained proportion could readily be
attributed to chance fastors, and the variation is of no real significance.
deventy five percent of the reporting trainees indicate a preference for
& program of olearly defined wage progression in conjunetion with their traine
ing. XNinety eix percent of trainees reporting in this survey indicate that
their companies have such a program. However, it 18 t0 be remembered that only
six eompanies provided a roster of names for the trainee survey., Assuming that
the true proportion of trainses preferring s defined program of wagé progression
is 75 percent, the obtsined prorcrtion and the hypathétical true proportion
?cincide exactly. The standard error as computed is 013, and it may be reli-
bly assumed that the true proportion lias between .726 and .774 as determined
[; the limits of the 1 percent confidence interval,
In sonmparison t0 the 100 percent agreement found among management replies
megard;ng the expressed desireability of closer cooperation between industry
jpnd the university, only 84.4 percent of the trainaes responding feel that such

bloser cooperation is necessary. Assuming that the true proportion here is 100

ercent rather than 84.4, ths obtained standard error is .017. 7This discrap~
¥ is significant at the 1 percent confidence level, and must therefore, be
nfluenced by other than chance factors. Neverthelesn, it 1s clear that of all
persons resronding to the survey, the opinion is overwhelmingly in favor of
ploser éooperation betwaen‘industry and the university. An examination of She
titerature discussed earlier in this study reveals that a clossr relationship

etwoen industry and the university is also a goal of many universities. In
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view of the efforts that have been made and are being made, both on the part
of industry and the schools, plus the strong interest on the psrt of all con-
cerned, 1t seems likely that although a need is still felt, that rmoh progress
will undoubtedly be made in this area.

In other aspects, the opinions found among industrial training people are
not in suwh agreement. Also, similar disagrasments are noted bstween the opin-
fons of the trainees themselves, and between the reported opinions of trainees
and managemsnt.

Although many observations, fregquently qualiflied, have boen made in con-
Junction with the presentaticn. of speeific information, the areas of disagrea-
ment are of sueh a nature as to prevent the drawing of brosd goneral sonclu-
sions from nush of these data, However, further consideration will be given

to some general comlusions in the lasscehapter.




CHAPPER V
SUMMARY AND CONCLUSIONS

The original intent of this study was to seok an answer to the question,
"Are industrial exscutive development programs acocomplishing their purpose?™
Specifically, are the programs as generally established, satisfying the needs
of industrial mapagememt and the trainse? |

The necessity for developing exeoutive material for tomorrow's busineas
meeds has become inoreasingly apparent sinee Vorld ¥ar Il, and company after
company has pluuged fnto tho fleld with a program, theoresiesally designed, to
train and develop young Qan into business executives, Many dusiness and sca~
|[demic leadars havs beon showing inereasing concern regarding the development
of a procedure that will evaluate the results of these 30 called executive
training programs,.

A study of the history, and the present concsern, regarding this phase of
industrial persomnel asctivity pointed toward certain facts, which seamsd to in-
Jilocate that although hugs sums of monsy and considersble time and effort hed
been, and were currently being devoted toward the supposed developmant of
tomorrow's industrial exeoutives, vary little, if anything, was aotuazlly known
Jas to the effectiveness of these various tralning efforts.

The insonsisteonsies apparent in the wide variety of apyrosshes to this

65
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astivity, reflact upon the failure {0 develop 2 standardized means of avaluae-
ting resultis. Although most programs are designed along preconceived individ-
ual notions of training methods and education, anl they tend to adopt reasonw
ably sound theories of tralining, ths lack of & good yardstiox to measure
results leaves a great desl to be desired. Apparently no ome has attempted
t0 employ & control group method on any sosle, or to detormine the difference
botween, "before and after tralnings” Perhaps these methods would not be
sultable, but for the moment the answer to that muet de left to be determined
by further investigation.

Many attempis are being made today to obtain a satisfactory yardstick.
This study, in part, has been one suoh an attempt In a gemeral way. Upon the
basis of data acquired in an informal pilot survey, the problem was approached
with some preconcelved notions that in certain areas, management tralning
programs were not achieving their aims as gatisfactorily as might be desired.

The inability of most all companies to moasure the results of their exeo~-
utive training efforts was again polinted up in ths study previously cited by
Prickett, “"Considerably more than half of all companies which try to measure
the results of thelr management development sctivitles have no adequate yard-
stiok for swh measurements. By actual analysis, slightly fewer than ons-half
of the companies which observed results, related these results or bensfits in
any way to the objeotives or purposes which they gave for managerent develop-

ment."

In order to determine the effectiveness of any effort, something must

1. Trickett, p. 38
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first be known of the obJjectives toward which these efforts are directed. This

study as did Trieckett's, "...s0ught a statement of the purposes of the training
agtivities even though such goals wers not formally defined.“z As reported in
ths previous chapter, these aims were invariably reportad in terms of develop-
inz a resarve of compatent young men to meet the managerial demands of industry
in the future, and to inoreass the ef?eativeness of prosent managerial staffs,
Prickett's findings are agsin substantially in accord with thess findings. The
vagu: genorality of the aims as expressed by industry for their training pro-
grams is revealed 1n zoms of the following statements:
1. "Develop leadership, cowpany knowledgse."
2« "To prepare young men for future top managoment jobs."
Ss Do provide a reserve of trained and promotable
management manpower, and to enhance Job performance.®
4. "Traln future "potential" axecutives.”
5. "To develop a pool of high caliber, trained young men,
with growth potential who will be available for future
placement in the company and for replacement."
Obviously, the very generality of these &ims in large measure renders it ox-~
tremely diffioult, if not impossibls, to apply a2 measuring device with any
degrae of rafinement or validity.

A few of tho reporting companies have somewhat more clesrly stipulated

2. Ibid. pe 39.
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goals, such as the company that repérted its alms as follows:
"Through systematic training, to give students a broader
understanding of:

l. Organization and opurations at Coa

manufacturing works.

2. Hanagerial problems, techniques and procedures.

3« Basic company wide policles."
This type of formalization, slthough still broad and gonersl, would seem o
lend itself batter to an analysis of results, than would ons that is to,
"develop leadership”, even though 1t may be assumed that eaoh of these spoci-
fic aims are implisit in the omoept of leadership.
Consequently, although there is & wide range of diversity among tha types
of programs, the majority of training directors reporting in this survey, appesr
to be more satisfied than dissatisfied with the results of their training of=-
[forts,
To accept this prima facie as indicating that all these programs are
?uccessful sgoms difficult, espociaily in view of the fallure to have well
formulsated, clearly defined goals in a largs mojority of cases. Certainly,
fthis tonds to detraet from any objactive valldity, for, in the absence of ade-

puate measuring methods, these are predominantly expressions of opinions of

hose men largely responsible for the development of training mothois. While
[t rust be argued that these persons are in the best position to evaluate the
pfirectiveness of these tralailng programs in thelir respective companies, their
responslhility for this training necessarily interjects & note of saution in

pecepting thelr opinions, because their proximity to, and responsibillty for
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training is, in many cases, likely to preclude a sufficiently detached per-
spectlve that ls essential t0 an objective assessment of the results of that
training. It is therefore quite possible, that a survey of Other managoment
officials in thess companies might produce entirely different results regard-
ing the effectiveness of exsoutive training activities in these same companies.
The possiblilities of a similar opinion survey directed to management officisls
in these corpanies, other than training dirsctors, producing differeni results
is so strong as to warrant serious oonsideration as & lixely project for fur=
ther investigations It 1s quite probable that euch & project would contribute
substantially to a more complote analysis and understanding of the problem.

It has been sald that, "Hanagement development has become &n omnibus
phrase which 1s appliod to any activity or group of activities that involves
tha provisions or improvement of managerial peraonnel."3 It has also been
stated that, "In some quarters it is felt that mansgerial development hag been
overdone during thes past few years--after too long a period of doing too little
or nathing."4 "Parhaps the key to this misgiving is the fast that sinee World
War II, there has been an umusual amount of conceniration on ths methodology,
the procedural facets, 0f managerial development, rather than on the subject

E§£~£ﬂs”5
The oconclusions to be drawn from the present study would seem to

8. Current Praotice in Ihe Development of Menagoment rersonnel,
Ressarch Report Ko. 26, Amor. Mgmt. Assn., (195B).

4, Ibid., p. 33.
5. Ihid.
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corroborate most of these statements, and would agree almost in its entirety,
i1f the suthor here in reffering to "the subject per se", is raeferring to the
establishment and rofinement of ailms or ends of such training, and subsequeﬁt—
ly, the means to affectively evaluate results.
The conclusions to be drawn from this study would not, howsver, be compat-
ible with ths idea that "menagsrial development has been overdons during the
pagt feow yosars.” Rathar, it would seem to be indicated, that many offoris
toward managsment development have baen, in & large number of instances, some-
what hastily and not thoroughly thought out before belng enacteds TFeverthelessy
the sxtent of activity, and the agreement on the part of management people in
general, favoring the continuation and expension of this sctivity, would point
toward its being here to stay. Trickett alsoc came to this conoluslon. ‘“iianages
ment development ig no fad-~it is the survival of private enterprise manage-
ment."5 Certainly, beyond the expressed opinions of industrial peqyle. the
demands of inersased industrisl aotivities, in terms of a greatlﬁrgngnifiad
sociel and economic oomplex of internationasl proportionn. wllinplaoo burdens
and obligntions upon futurs industriasl leaders of suffioient impor$, as to
necesnitate & spsoial, comprehensive preparation for future business leadars,
if our eoenomic way of 1life is to survive.,

1t would seem avpropriste then, to draw the following speoific conslusions

from this study:

1. Industrial executive training programe sre of fairly

8. Triokett, p. 50.




61
recent origin and have had thelr greatest impetus since
%orld War Il.

2¢ Industry is very mach interested In the concspts amd
probloms of management develonment.

3s A large percentege of companies are engaged in executive
development activities,

4» This is a continually progressive task.

B+ In general, management is rsasonably satisfi2d with the
results of thelr respective truining sotivities, but there
is room for improvement,

6+ There is & definite need for sn adequate mezns t0 evaluats
the results and effestiveness of trainming programs or
astivitios,

It may well be that training may resolve itself to attitudes or philosoc-
phies rathar than a system of procedures., However, it is likely that attitudes
will be ahared in terms of end results, and a more cormon agraeement as to the
ends will probably result in a greater uniformwity of mesns. The present wide
variaty of methods as reported in this study would seem to be of questionable
desirability. This is further reflected in that there is a suffieient dis~
parity among the replies regarding satisfzetion of tralning as to indicate
sonslderable room for improvement.

Although many universitles are developing closer ties with industry for
the purpose of training exsoutives, and in many cases offering studles desigmed
especially for the exeoutive trainee, which many industrial organizations use

as part of thelr exeoutive $raining program, there would seem t0 be a decided
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need for even oloser cooperation and understanding between the universi ty and
industry. It would bs expected that closer relationships between industry and
the universities would enhance the suitablility of the ocollege graduate for
aventusl industrial leadership, and perhaps further aid industry with their
-executive deielopment programge Both industrial training p@cpla and ths
tralnees are strongly agreed on thi.s point.

The training programs as currently astablished are apparently not satise
fying entirely, the needs of the traines, The discrepancy between industry's
evaluation of the trainee's oollege asquired skills and the trainee's ovalu-
ation of industrial utilization of those skills during the training period,
would indieate an araa where examhmtiozi, with subsaquent understanding of the
problems, could contridute to the improvemsont of the t.raining process, It
would appear that this phase could also be further lmproved by closer univer-
8l ty~indus ﬁry cooparation.

‘The elge of the sample, and in some instances, the generality of the
questionnaire, in large measure precludes the drawing of absolute cmeclusions. 7
However, on t\'.ha basls of these rosulis and observations, the srea of executive
development within industry ecertainly seems %0 ba a provocative and controver-
sial one« Ome that is of vital Interest to industry, and to this nation's
demooratic way of life‘ in a system of froe economic enterprise. The area of
exooutive development in industry certalinly requires, and should warrant fure

ther study and investigation,.
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PCRADIX I

Dear 3ir:

We have had exesutive development programs in existense in our organization in
past years. The results of these efforts have been rather varied - from very
successful in soms Instances to unsuocessful in others. Before we deoide to
readtivate any program of this type we would llke to know something of the
prastices and results of such programs in yours, and other organizations.

The attashed questionnaire has been prep:red so 2s 0 require only a fow
moments of your time. Your sb-operation will help to validate our study and
if you wish, we shall be happy to provide you with a report of our findings.
All replies will of sourse be held in sonfidence.

An early reply will be helpful and your assistance greatly appreciated.

Sinocerely yours,

Fe Is lauth
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APPERDIX 11
AN CRINIOK SURVEY

Do you have an executive trainine program in effect in your
company? Yes { } o { )

How long has this program been in operation ?

If no longer in operation wzs this program diseontinued because

8. It was unsatisfaotory

bs It was satisfactory but no longer nocessary

¢e Other

1s this program restrioted to college graduates? Yes ( ) No ( )

Is this program clearly defined for the trainee? Yes { ) Ko { )
a. 48 to specific goals Yes { ) Fo { )
b. As to rate of progress Yes { } No | )
¢. In regard to salary progression Yos ( ) Ho ( )

For what period of time is the man normally olassified as a

"{r3inse™?

What are the basic goals of this program in your compsny?

Do you think a formalized program for trainees is desirable?

Yes ( )} XNo ( )

68
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AFFREDIX 1I

II. 1, Do yom find the college traineo has & prastioal appreciation of
suoh problems aB:

a. QCost

be Production

ce Administration

d. Getting Along with others

o, Supervision

f. Other

2+ Have you foumd your trainses to be impatient regarding advancemont
with referenee to

a. Salary

bs. Recognition

Ce PResponsidility

3+ Do yau find the attitude of ths college graduate compatible with
your program?

s usually  b. Seldom

4. Do you find the executives trainees arc resented by tho older
mewbers of your organlization?

a. Usually, be 3Seldom

III. 1« Do you find that your rate of turnover among this category of halp is
unduly high? Yoas ( ) Ho ( )




2,

Se

4.

B
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APYREDIX II

If yes, what are the maiﬁ reasons you attribute to this rate of

turnover?

Do you think eloser cooperation betwssn Industry and the
Universities would help to bettor adapt young collegs graduates

to the industriazl situation? Yes ( ) ¥o ( )

If you have trainees ourrantly in training in your organization
would you like to have their opinions regarding executive trainig
programg included in a auriay? Yes { ) "o ( )

May wo address them in care of your organisation?

(1f so, pleasse provids their names.)

Would you like us to send you a copy of the completed results of
this survey? Yes ( ) No ( )

Remarks:

Company




Address

APPENDIX II
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Kama of Person

Title

All replies will be held in confidence




APPERDIX 111

July 30, 1954

Thank you very mumoh for your prompt reply to our inquiry of July 9th

regarding exeoutive training programs in your companys

Your assistence 1s very much appreciated and we shall be happy to provide

you with a report of our findings as soon as the survey has been comploted.

Sincerely yours,

Py Pe lauth
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APFERDIY IV

LEPTSR SENT 70 PRAINESS IN INDUSTRIAL TRAIRING

FROGRAMD, SOLICITIRG THEIR COOPIRATION.

Dear:

Your name has been sent to us by the training director of your company

as & psrson who is currently being trained in an exedutive development program.
We are oondueting a survey in order to try and determine the effectiveness
of industrial tralning programs and your cooperation will be of omsiderable
help to us, and very mmoh appreciated.

The attached questionnaire has bsen prepared so as to require only a few
jmoments of your times All replies will he treatod with utmost om fidence.

An early reply will be appreaiated.‘

Sincerely yours,
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3.

4.
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APPENDIX V

£

. OPINLC VE

Do you fael that your cbllege training hes prepared you to meet in a
practical way, the industrial prodlems of:

Produetion Yes  { ) F®o ( ) Administration Yes ( ) No ( )
Cost Yes ( )} ¥o ( )} Supsrvision Yoz ( ) No ( )
Getting along with peoplas Yeg ( ) ¥ ( )

Do yom feal that industry makes specific use of the xnowlaedge you acquirad
in oollege during your training pariod:

Alwaye? Froquently? Seldon? Never?

“hat 1s the leongth of the training program in which you are or have been

engaged?

Do you feel the length of an industrial executive $raining program should
be clearly defined? Yes ( )} ¥ ( ) -
Do you think the optimum length of such a program should be:

1 year 2 yoars 5 years longer

A—————

Jyears

Does your company have & clearly defined program of wage prograssion

for traineces? Yese ( ) ®o ( )

Do you prefer a program of oclearly definéd phésas of wage progression?
Yes ( )} ¥ ( )

74
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APPENDIX V
8« Do you prefor a progréun of specifically defined phases of training?®
Yos ( ) Bo { )
9« Does your company have sush a program? Yes ( ) Ho { )
10, Do you think closer cooperation between the Univorsities and Industry
with regard toward preparing young men for indusiry is needed?
Yoa ( ) Fo ( )
Signed
Company
University attended Major field basrae
Remarkst

All replies will be held in co fidence
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