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CHAPTER 1
INTRODUCTION

The Problem and Its Importance

This study is concemed with the general problem of
how regular employees react to junlor executive training
programs.

In this modern day it is extremely important for plant
exocutives to keep abreast of the flood of new products,
manufacturing techniques, and sclentific advances that are
appearing with machine~gun rapidity. Because of the delay
of the impact of wartime and postwar developments, machines
and methods are becoming cbsolete overnight. To meet this
problem more and more companies are making it easier for
their key persomnel to keep up with the times by bullding
improved technieal training sources to expose their people
to what is new in the businessts sphere of aativﬁ;ﬁy.l

The war also helped to create a shortage for Unlted
States Industry which is still a long way from concludede~
a shortage of trained executives. In fact, so extreme is
the problem today that it was the subject of many papers
and }mh dizscussion at one of the meetings in New York of

l”Kea n
ping Cobwebs off Management Knowhow Modern
Industry, IXX (March 15, 1950), 46-49. !



the American Society of Mechanical Engineers. The majority
of the talks centered around ways to meet the problem. The
logical step was to build an execut ive training program end
to mold 1t to £it the needs of the company for the future.
Being a good executive today, the engineers agreed, is a
far more complicated job than it used to be. In most United
States industry the average compay has become 50 complex
that succesaful execubives must have a background in every-
thing from business management to psychology. Such near
oonigeience is extremely dif ficult to locate in this era of
specialization; thus, any executive training program must
teach the students as much as possidle about the board of
mmuma.z

Kot all of the work being done in this area of business
training is of equal value. A promising characteristic of
the present situation in the executive training fleld is
the wide experimentation that iz going on. Executive de~
velopment is still very new and not all the best methods
have been found. The plans now in vogue probably will be
discarded as new and better approaches are discovered, It
is very possible that in ten yeers a great deal more about
executive development will be known than is known today.
By this time executive training programs undoubtedly will
be accepted as normal and essential activities in a ma jority
of companies.

2n7he ’fala%t 3earch to Beat Executive Shortage,"
Business Week (Yecember 10, 1949), pp. 30-33.



Turning now more specifically to the problem considered '
in this paper, the executive training programs which are
set up In the future must have more regard for the regular
personnel employed. In setting up these training prograns
for this much needed indlvidual, the older employee must
not be forgotten. One of the major reasons for the fallure
of any plan of action within a company is for the plan to
be resented in any way by the older employee. Many of the
Junior executive training programs which have been set up
fail Vo realize the effect they have upon smp}.éyee morale.
if the amﬂ;ea fail %0 realize this, they will surely
fall short of complete success.

Purpose of the Study

This paper has as its primary purpose that of deter-
mining what, if any, resentment toward junior executive
programs may exlst among regular or "old" employees of a
seleoted group of petroleum companies in the Port Arthur,
Beaumont, and Port Neches area of Texas. At the same time,
measures taken in these companies to cope with the problem
will be studied and appraised.

Since a great number of college graduates are being
given speclal preparation for executive positions, it is
entirely possiBie that an extremely large amount of resistance
by the older employee may arise out of such a situation.
At times management tries to evade the problems thst result



from the functioning of an executive training program by
calling it something else. They try to hide the ldentity
of the program. The older employes could resent the fact
that the young cdlege graduate comes into his plant and
is given the special advantages of executive training.

Seope of the Study

This study is practicelly an original problem in the
regsearch fleld since related studles in this particular
field of personnel mamgement, as far as the writer could
determine, are quite limited. There is a "new light" dawne
ing on this particular phase of personnel menagement which,
when it breaks through, may influence the present and future
Junior executive training programs to a very great extent.

No attempt was made to study the effects of all the
many types of executive tralning progrems upon regular pepe
sonnel because of the time which would be required to do so.
This study sonsiders the effects that four slightly varying
Junlor executive programs have upon thelr regular personnel

Methods of regearch and sources of data.--Extensive
research in the library of Horth Texas State College was
carried out in regard to Junior executive programs now in
use in leading firms througheut the nation. This research
served as a basis for the preparation of questionnaires for

use in interviews with persommel in each of the four companies.



Interviews were then conducted at four petroleum come
panies, losated im the Port Arthur-Beaumont-Port Neches
area of Texas. Persomnel interviewed in each case included
representatives of top management, depariment heads, snd
operative employees. The questiomnaires prepared for gulde
ance during the interviews were designed so as to get re-
actions of the three separate groups to the same apecifiec
guestionaz, They were constructed and used in such a way
as not to do violence to the sentiment of persons to be
censulted. Much tact was required in getting the informa~
~ tion desired.

The case study method of research thus was the one
primarily depended upon 1n this study, followed by 2 com-
parative analysls of results obtained in each of the four
companies.

Terms Used in This Study

Junior executive training program.--In this study, the
term will be used to mean the trainling of young eollege
gradustes for exeoutive positions within a company.

Regular personnsl.--This term will be used to mean those
employees vho have been working with the company for three
years or longer.

Top management.~-In most instances, "top management"
is interpreted to include all executives in the top echelon.
In this study, "top management" will be represented by the



peraonnel manager and the chief executive or a top line
executive of each company.

Department head.~-Thls term will include only those
department heads under which the junior executive trainee
spent some of his training period.

Operative employee.--The operative employee in this
study will mean the person who is below the execubive level
of the company, and who 1s fully or largely ocoupled with

performance of operative tasks.

Order of Presentation of Study

The first chapter of this study is composed of the
introduction. In this introduction it seemed advisable to
give the definition and the over~-all importance of the
problem, the purpose and scope of the study, and the terms
used in the study.

In the gecond chapter various types of junlor execu-
tive tralning programs In operation at the present are
conzidered, with the special problem of the paper kept in
mind. Certain questions regarding the central problem of
this study are brought out for thought in the concluding
portion of the chapter,

Chapter III will show the results of the personal
interviews with top management, the department heads, and
the operative employees of the four companies surveyed.

In this chapter the reactiong of the regular personnel



mentioned toward the junior executlve tralning program in
effect will be considered,

Chapter IV of the paper will present certain conclu-
sions and recommendations that are justifiable from the

findings of the entire study.



CHAPTER I

PRESENT JURIOR EXECUTIVE TRAINING PROGRAMS
IR OPERATION

A careful look at some of the junior executive traine
ing programs now in operation all over the country should
provide a sound basis for design of questionnaires which
may be used in studying the problem of regular employee
reaction to such programs in the four petroleum companies
cooperating in the study.

In this chapter, the principal features of a fairly
large number of such programs will be considered. Features
vhich might seem to have some direct bearing on the problem
of regular employee reaction to junior executive training
will be given particular attention. Specific questions of
importance in this regard will be formulated in the con~
cluding section of the chapter, based on characteristics of
the programs described.

Moat of the chapter will be devoted to summary deserip-
tions of individual programs now in operation. Available
surveys of prevalling practice also will be considered.
Objectives of junior executive training programs as stated
by authorities will be presented to give some sort of a yard-
stick for evaluating exlsting and proposed programs.

8



Various Company Junlor Executive
Training Programs

Humble 01l & Refining Company.--The Humble 01l & Refining
Company's training progrem at Baytown, Texas, is a formalized

plan which has bem bringing advansed scientific training to
technical personnsl for four years. Two forms of classroom
training are included in its jJunior executive training--the
Technical Service Practice School and the Humble Lectures
in Science.

The practice school extends over a period of thirteen
weeks of which the first three are spent in orientation to
the company. The remaining ten weeks are devotsd to lessons
in chemical engineering, with stress on petroleum refining.
A class 1s usually composed of fifteen to twenty young
college graduates in chemical engineering, and maybe two
or three older chemical engineers who have been with the
company. The course is taught by two chemical engineers
from the technical service division., The program consistas
of classroom legtures by the instructor, reading sassigmments,
problem work, the study of plant unitas, and plant test work.
Quizzes are given at intervala, and a complete examination -
is given at the end of the course. Every student 1s given
& grade, and this 1s put on his personnel file, The costs
of the program gseem to be more than justified by the

results.
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The practice school is not original with Humble because
a number of oil companies provide training technical men
along this general line; tut the Huwble Lectures in Sclence
are original. Thlis program has brought two dozen of the top
chemisnts, physicists, and chemical engineers of the nation
to present intenslve courses of study covering their
specialties. A course usually lasts two weeks, and 1t 1is
the equivalent of one semegter of a university graduate
course. The students themselves plan a large part of the
selectlon of courses to be offered in the training course.
From a questionnaire given to those concerned, the five
mast popular courses llsted are tentatively selected for
the program the following year. The classes are kept small
to create an atmosphere of infomality--classes sverage
thirteen students. The courses consist of lectures, as-
signed reading, problems, and conferences with the instruc-
tor. A comprehensive final exemination 1s given on cam-
pletion of the course, and the grades are put on the
student's persomel record.

The over-all cost varies from $25,000 to $35,000 per
year. In return far this expense, the company and employees
reap a number of worthwhile bemafwa.l

1":::6.&3%19' Pleased with Technical Classrocms,"
(May, 1951), pp. 77-83.
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Johnson & Johnson.-~-Carefully planned and crganized
Junior executive training aetivities are used by the Johnson

& Johnson organizetion to supplement the development re«
sulting from day~to~day contacts among executives., The
campany has an organizational policy of physical and ad~
ministrative decentralization, and their executive training
is in line with this policy. Each affilisted company 1s
encouraged to undertake whatever development activities it
chooses. The administrative heads in the home office oc~
casionally suggest or initiate a development activity in
which the affiliated compsnies participate, 1f they so
deslre. In this company, Junior executive training is not
thought of as something to be achleved by a packaged program
or a particular course. Therefore, Johnson & Johnson
relies on no single activity but has a series of activities
to provide for full and continuous development. These
activities have the dual purpose of developing the indi-
viduals directly and of so improving their daily function~
ing as to create a climate of close executive relationships.
At the present time ths company's program 1s mede up of
many speclflc activities. They are as follows: executive
dinner meetings, multiple management, review of economic
¢onditions, role playing, case studles, specielized cone
ferences, Harvard advanced menagement course, Wharton School
of Pinance courses, conference leadership, public speaking,

in-plant conferences, out-of-plant conferences, short
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courses, seminars, school and college programs, job rota-
tion, executive development seminar, and an executive in-
ventory. After considering these numerous activities which
are embodled in their treining program, it 1s eaay to see
how this program has the range and scope to meet company
end individual needs.> |

, al Blectric Company.-~Just as leadership 1s a
personal art, training for leadership can best be glven on a

personal basis. This is the primary concept in General
Eleotric's highly successful Manufacturing Leadership FPro=-
gram, whereby management junior executive trainees are ap-
prenticed to experienced manufacturing executives in a
succeassion of increasingly responsible assignments, sup~
ported by clasaroom work, periodic counseling, and other
alids to thelr development. This program recognizes the
wide variety of "styles" smong executives, and 1t is
tailored to fit the individuel needs of trainees. Standardi-
zation of the various assignments is carefully avolded, and
the trainees participate directly in the formulation of
thelr training schedule end assignments. The program is
organized so that the trainee can have the greatest oppor-
tunity for individual development,

‘The number of men to be chosen for participation in
the program is determined by a "persomel audit." The

2gari a. Planty, "Case Studies in Executive Develop-
m ;;; rerasc gies l’ XXVII (Jﬂly’ 1950)3 25"’3 -
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audit is set up to analysze the requirements of the company
as to management posts created by retirements, promotions
and expausion over a period of the next few years.

Gradua tes of enginecering colleges; graduates of the
company's Business Traluning Course; libersl arts college
graduates; competent, young shop employees; apprentice
greduates; and any others who have good potentials are
eligible for the program.

As was mentioned previocusly the training and assign-
ments are made to fit the trainees'! background., The actual
Job of training these mamagement apprentices is carried on
by the line organization, Experience has shown that it is
through the face to face contact of immedimte supervigor
and trainee that best development of leadership can teke
place, The staff does assist the line organization in the
process.

With the rotation among a serles of functions, the
trainee obtains a knowkdge of the related nature of all
manufacturing actlvities, Specialization iz avolded during
the training periocd because the vision of the whole manu-
facturing problem 1s s0 vital to men who are being trained
for managerial roles. In essence, the Management Apprentice~

ship Program 1s ocne of education rather than that of voca=
tional tmiﬁing"a

34, W. Tullock, "Manag " Pergonnel
» We gement Apprenticeships ()
XXVI (September, 1949), 77-8l. ’ *
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Rhoem Mgnufscturing Company.--The president of the Rheem
Manufacturing Company gave the personnel department the as-
signment of developing an executive training program to meet
the need for executives in the rapidly expanding company.
To hire personnel for key Jjobs from other sources waes one
possibility. The first step was to take an inventory of
the department heads and todetermine the training needs.
The inventory revealed the fact that most of the executives
were too speciamlized and were lacking in knowledge of some
of the component parts of thelr over-all jobs. One of the
leading universities in the city revealed that it had a
management training program deslgned to meet this neced for
better brained executives. The company accepted this unle
versity course and sgreed to pay most of the training costs
for the first year, This ssemed to be the sort of training
program the ompany desired.

A further exsmination of training needs showed the
company was hiring primarily to meet present rather than
future needs. 3o the first plant visited agreed to take
junlior execubtive trainses in each dspartment and give each
of them training in every phase of his work. This would
enable a better asj;pply of young men who could qualify for
executlve vacanecies.

The training of jJjunlor executlives supplements the pro-
gram for senlor executives; that is, it results in the place-

ment of a number of college graduates, carefully selected,
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in training jobs and in specific openinga. The first step
of the program involves one yeart!s experience in svery phase
of plant operations including procurement, costs, persomnel,
engineering, and production. The employes then goes to the
section that he heas been chosgen for a8 a tmimml"

rmick & Gompeny.--The Multiple Manag
installed by Charles P. MeCormick, president of McCormick

& Company, Baltimore, put to work a scheme to give young
executives a crack at the really big company problems. He
felt that this would better ready them for top-level posts
and also keep a sharp edge on the thinking of these young
executives.

The program was first put into effect near the top of
the ladder--at the jJjunior executive level., Their function
was to meet regularly, hash out company problems, send up
recomendations Lo the senior board of directors for ap-
proval=-or veto. All decislons of the Junior board had to
be unanimous before the recommendation could be presented
for consideration. To give the junior executives further
training and insight into managemsnt problems, the junior
board met with the senior board about once a month with the
Jm&or board chairmen presiding. With this sort of program
in action MeCormick harvested new ideas as well as training

li'ﬁam»y 0. Golightly, "Rheem Executives Go Back to
School," Peprsonnel Journal, XXVII (January, 1949), 298-301.




16

young executives., Sixtesn of the twenty members of the
senior board are ex-members of the company's junior execu-

5

tive board.
Mutual Life Insurance Compeny.--The NMutual Life In-
surance Company of New York selects ten or fifteen employees
each year for twelve months of formal courses, seminars,
special work assigrments, and on the Job training to educate
thelr junior executives. After they have done this they
are promotable. Junior officers get a two-year course,
including service on a Junior council. They attend meet-
ings of top management, and are rotated through departments.
For those who are senlor officers, the top executive runs
a training course of his own to broaden their knowledge of

the company operations. 6

Proctor & Gamble Company.--Proctor & Gamble Company
findas 1ts men through a definite program for hiring, train-
ing, and promoting future potential executives. This com-
pany gives the same kind of attention to developing manage~
ment men as it does to developing & new product or the market
through which the product is to be distributed. The executive
erop of Proctor & Gemble 1s recrulted right out of colleges
with the aild of scientific teating methods. The human factor

is made due allowance for when giving these tests.

" Smyuts b ‘ ibed, "
ple Management: Top-Executive Seedbed,” Business
Wegg (Jm 11, 19]&4.9), PP 82"’8&4-

6
Bringing up Tomorrow's Brass Hats,"” Businegs Week
{(November 3, 1951), pp. 86-9k.
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Each department in Proctor & Gamble does its own re-
erulting of college~trained persomnel to allow for a much
wider cholce. Mest colleges and universitiesz are covered
by using this method of recruiting. Usually the manager
for each district does the recrulting.

About the same technigque is used by all Proctar & Gamble
representatives who viaslt college campuses on recruiting
assignments. The applicant first fills out a standard com~
pany application blank. The personal interview 1s then
given to the applicant. If at thias point the applicant
seems to be a likely prospect, he 1s given some testge~
mental alertness test and a specialized test to see how
much the applicant knows about hig own field. Proctor &
Gamble glves full recognition that tests are not infallible.

As soon as the man 1is hired as a mansgement trainee,
he starts on a training program that is scheduled and timed
to fit the individual. As an example, take the case of a
man being trained for fectory management. The trainees'
supervisor or department head and the factory training
engineer set up his traininé program. The progrsm uaaally
lasts about six months. The new employee usually tries all
the Jobs in the dmpartman§>ha has been ass;gnod to. He isg
then shunted to all of the related departments so that he
will understand wharg«his department fits into the over-all

production scheme,
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The new trainee then spends about a month in the staffl
departments of the factory. This gives him an opportunity
to get familisr with the services avallable and just how
he can best use them when hs becomes an executive. The last
few weeks of the training program, the trainee works directly
with his foreman and assumes responsibilities until he 1is
qualified to take over the foremen's job.

Almost the same general idea of training prevails in
the non~production departments. He (the trainee) goes
through the same thorough grounding in all phages of the
operation for whioch he was saleeted.7

International Harvester Company.--The International
Harvester Company has a very thorough training program for
all levels of its personnel. Harveater's training program
is in a sense a Joint program, initiated and carried on by
the company but with the counsel provided throughout by the
University of Chicago. The program has worked out to the
satisfaction of both parties, Counsel from thes university
congists mainly of alding the company's Education and Traine~
ing staff to arrive at the proper educational approach to
industrial treining problems.

One of the courses mén is gilven considerable emphasis
is the Cooperative Engineering course. Cooperative students

71!‘ ; "
Shirt-3leeve Training for P&G Bosses," Business Week,
(me"bﬁr L}., 195@ ]!, PPe 31"’31{-. :
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commence thelr relationship after about one or two semesters
of residence at a university. After that they alternate
semesters, spending half of their time in school, half in
the company. While the étu&enta are with the company, they
follow programs similar to those of other students, progress-
ing from one steff or operating department to another with
several hours a week of classroom instruction in the train-
ing department. Harvester has a coopserative arrangement
with five universities. The objective positions in the
company are ataff jobs, usually-~-though not always or nec~-
egsarily~-~in ongimering.a

g~Chalmers Menufacturing Company.~-The Jjunior
executive training program at Allis~Chalmers Manufacturing

Company, West Allis, Wisconsin, ia primarily on~the~ job
training, and 1s a two-year program. The students are
placed in different departments where they can actually deo
or obgerve the regular work of the deparitment, The trainees
work mostly in the shops the first eight or nine monthg-—~
mostly on tests and assembly jobs. They are moved from one
job to another on the average of every two months or leas.
The job rotation plan is usually worked at the requests of
the trainees as to locations This company stresses the

voluntary aspect of training.

8charles L. Walder, Jr., "Education and Training at

International Harvester,"” Harvard Business Review, XXVII
{september, 1949}, 542-558,
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After elght or nine months in the shopa of the company,
the trainee iz brought to the offices where, agaln, he is
moved from one deparitment to another. In addition to usual
engineering jobs in the company, some Jobs are found for
students interested in health and safety, wage snalysis,
employment, training, advertising, technical writing,
purchasing, commercial research, and other odds and ends
of the company's operation whieh might not at first seem to
be suitable positions for engineers.

While training in the offices, the students are given
& number of lecture courses to give them a fast over-all
ploture. In some of the lecture courses the students par-
ticipate a great deal, and in some they particlpate a very
little. To provide additional theorstical material, Aliig~
Chalmers has worked out with the Illinols Institute of
Technology a program of night school work which will allow
& Bachelor of Sclence student to obtein a masterts degres
in elght years of one night a week work or four years of two
nights a week work. There have been quite a variety of
courses offered In this program of graduate atudy.g

Canadian General Electric Company.--The Canadlen General
Electric Company, Toronto, Ontario, Canadas, believes that
lwarniagwbywdning and the personal apprenticeship method are
the most deslrable methods for tralning executives. The

. D, McKinney, "Postgraduste Training of Engineers in

gmgg?:” Mochanical Engineering (November, 1951), pp.



21

company'!s Test Engincering Progrem is one in which graduates
in engineering enter the company and learn by doing. The
purpose of the program is to provide a& transitional period
between the university and absorption into a permanent aa~
sigmment, to allow the student tobecome acquainted flrsthand
wlth industrial equipment and the adaptation of his theoreti-
cal knowledge to the practical.

The trainees are usually given four or six varied as-
signments each of about three months' duration. In this
way the student becomes intimately acquainted with a number
of the company's operations and, by means of conferences,
plant visits, and personal interviews, will come to know
meny of the others. After these assignments, the trainse
will be in & better position to select, with the help of
company officials the type of wok in which they are the most

interested, and for which they may be best suitad.lﬂ

College Sponaored Junior Executive Programs
| University of Pittsburg.--In a great number of caases
colleges are performing valuable services for industry in
many citles. For example, the University of Pittsburg has
arranged with local companles like Westinghouse, Carnegie~-
Illinolis Steel, Gullf 0il1l, and Koppers to add to its faaulty’
qualified company instructors of graduate~level plant

101p1d.s pp. 903-909.
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classes. The personnel from the various plents obtain im=
mensely practical courses and gradnaté eredit. In exchange,
the various participating companies enroll students from
Plttst full-time graduate school and a few from other come
panies in their courses. How much colleges can do in train-
ing the executives more specifically for their jobs is efteﬁ
limited by the location of the plant, the vlewpoint of the
various plant managements toward a program of industry-college
cooperation in training programs, and numerous other factors.
The oublook for industry-college cooperation in training
programs looks good in certain areas of the oountry.ll

- Dartmouth Gollege.~-~The baining of college students or
future prospective executives in the techniques of manage=
ment and production is handled in a very unique way at
Dartmouth College. The students "learn by doing"--become
full=-fledged business executives during the achool year.
The aim of this management and production course is to
bridge the gap between business administration and educa=-
tion. The objective of this course is to make the student
aware of the problems and headaches faced by todayts busi-
nessman., The students form hard-cash enterprises; and
where they turn in a profit, there is also an "A" term mark.

Phis type of training has been extremely successful,l2

11"Keeping Cobweba off Manmgement Knowhow," Hodern
Industry, Ixxn%March 15, 1950), 49. '

l2npxecutives in Embryo," Modern Industry (June 15,
1951), Pp- m}*aﬂ.
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Objectives of Junior Executive Training Progrems
General obljectives.--In general, most execntive training
programs attempt to provide the executlive with three assets:

1. Ef%gg&gt%on: Needed information aboubt the com~
panyts philosophlies, policles, procedurses, practices,
and objectives. nndoal

2e %e%%g;cgl ;g%%gggéz Needed technlecal or pro-
fessiona ow=how~-the "tools™ of successful menage=
ment.

3. %Etiggﬁagz Needed attitudes toward leadership,

their work, relations with others, and the value of
self ~development.i3

More specific objectiveg.-~1. Alding the graduate
bridge the gap between theory and practice for the benefit
of both man and company.

2. Recognizing an obligation to the technical graduate,
who has invested large amounts of time and money to aid his
professional development.

3. Obligation to the company itself to use thls valu~
able tool effectively.

j. Orientation of graduate more quickly and accurstely.

S« Providing chance for both employee end employer
to appraise potentiaslities for the greatest over-all use
to the company.

6. Continuing some intellsctual sctivity during the
inﬁarim period of transition from the university lavel to
the industrial level.

13Malvin Ee Salveson, "Developing Executives for
ggginmsa Leadership," Persomnel, XXV (Januery, 1949), 250-
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7. Facilitating the personal adjustment of the trainee
to his new enviromment.

8. Reducing turn-over by a more accurate placement.

9. Developing & succession of sultable executive and
officer material as replacements become nseded.

In short, a good junior executive training program sims
to help the young graduate become a producer sooner and
better than if this desirable process were left to almma.u*

Surveys Made Concerning Executive
Training Programs

Survey of the characteristics of Junior executive train-
ing programs in nine industries.~-A survey of current company
practices with the regard to the training of college graduates
with the cooperation of NOMA, was made by Bernard J. Koehler.
Replies wers obtained from 12l companies in nine different
fields of industry. Approximately 70 per cent of the com~
panles in the survey were engaged in some type of manufac-
turing, with the majority falling within the large-size
classification. Of the total replying, 47 per cent (58)
are now condueting training progrems for the college gradue
ate, whereas 53 per cent provide no organized training for
the college graduate.

Here are the highlights of the survey findings:

m"ﬁavalaping the Technical Graduate on the Job,"
sioa) and Engineering News (April, 1951), pp. 1513-1516,
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1. Most of the programs are conducted in the areas of
sales, production, supervisory, and office training.

2. The training programs are a permansnt activity of
management.,

3. The major aim of the company is to trailn graduates
for future positions of responsibility rather than an im-
mediate Job.

4e The training function i1s assigned to a centralized
training department which carries out the program for the
whole company. This function 1s under the direction of the
personnel department.

5. Very few persomel examinations, if any, are given
as an ald in selection. Sometimes general mental ability
and personality tests are gilven,

6. Procedure of training graduatest 80 to 90 per cent
on-the-job; 10 to 20 per cent in organized classes.

T+ All training is given by the company concerned, and
trainees are not sent to any institution for supplementary
training.

8. Seope of the training varies widely for esach program.

9. Average length of training program: 1l months.

10, The college graduate is employed for a ljO-hour week
as a trainee.
1l. Average of five hours per week iz spent in organized

class work and 1a conducted during regular working hours.
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12. Salary of the traines is $200 a month upon employ-
ment and $250 by the caspletion of training.

13. Salary increases are based upon the relative merits
of each individual, and over-all training budgets are maln~
tained with an average program costing $3,300 per trainee.

Uy, The number selected for training is based upon com-
pany needs for the future, and no "extras” are insluded.

15. The average size of the class is twelve students,
and average turnover is 10 to 15 per cent upon completion;
20 per cent during period less than three years after com=
pletion; and 25 to 30 per cent after three years.

16. Tfwenty=seven per cent of the tralnees may be non~
gradustes.

17. Sourges of candidates, in order of impmrtance, are
colleges and university placement bureaus, applications,
recommendation of company employee, new employees, private
employment agencles, other sources, and United States Emw
ployment Service.

18. A permanent position with the company comcerned is
guaranteed upon completion of the tralning.

19, Follow-up interviews are given every six months for

ons to two years after completion of the brainzng.xg

15”Gamga Practices in Training College Graduates,"
Management Review, XXXVIII (March, 1949), 150-152.
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gompanies, ~-During 198 a survey was made by the University
of Texas, under the auspices of the Comittee on Training in
Refining of the American Petroleum Ingtitute, This survey
was a detailed analysis of the training activitiea at 1)
out of the 188 United 3tates petrolsum refineries having a
nominal daily through put of 5,000 barrels a day or more.
Meetings were held all over the country to securs the data.
Elghty~one per cent of the plants were covered. The re-
fineries were grouped into three sizes according to their
dalily output. Class "A" refineries produced over 50,000
berrels & day. Class "B" refineries produced 21,000 to
50,000 barrels & day. Clasa "C" refineries produced only
5,000 to 20,000 barrels a day. The total persomel csovered
in this industrisl survey was 131,000,

Looking more specifically at the training program proe
vided the technical persommel: This group was composed of
the englineers, chemists, and other techniecslly trained pere-
somel., A definite need for executive training would be
predicated on the concept that the 1mluatry‘ needs to provide
& transition between academic education and the practices of
& particular plant.

In the plants which have & capacity of more than 50,000
barrels per day, four types of acitlvity receive considerabls

attentions
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1., Advanced study seminars

2. Staff lestures

3. Outelde lectures

L» Planned job rotation

The types vary as to amount of uge smong the different
size companies as can be seen cloarly in PFigure 1.

Hh f &

Clags Class Clags
4] ﬁu Byt ﬂgﬂ

Type of astivity

B
Advanced study seminars 37 5% o%
Stafl lectures 50 30 10
Outsider lsctures 30 2 10
Plarmed job rotation 63 25 0

(for new men)

Pig. l,=~~Technioal training in 102 "affiliated" re-
finerles.

As can be geen in Figure 1, 063 per cent of the larger
planta used job rotation in thelr training programs. This
insures the rounded breaking in of a new employee. In 37
per cent of the larger refineries provision is made for
advanced study-~often as a ccoperative program with college
or university ald. Iectwres of various types by stalf o
outelide personnel are common for the purpose of training.

The smaller plants give very little attention to the
area of executive treining as can be seen in Figure 2.
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Class Humber of
employees

at plants
85,800
28,700

11,000

6,000

Fig. 2.-~Refineries conducting some type of organized
training.
In the Class "B" and "O" refineries, about 30 per cent

was the highest participation in any form of technical train-

ing.lé

Queations Arising Out of Material Presented

As stated in Chapter I, the purposze of this study is
that of detemining what, 1f any, resentment toward junior
executive training programs may exist among regular or "old"
employees of the selected group of petroleum companies men~
tioned. At the same time, measures taken in these companies
to cope with the problem will be studied and appraised.
Most of the executive training programs mentioned in the
initial phases of this chapter are plammed largely for
college graduates. These training programs represent speclal

" —
rry D+ Kolb, "Refinery Training Practices,"” 0il and
Gas Journal (April 28, 1949), pp. 98-102. ’
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treatment and privileges for these psople~-therefore, it can
be seen how the regular employees might easily resent them.

Here are & few of the guestions which seem likely to

arise in connection with the junior executive training pro-

grams mentloned:

1. Do the regular persomel feel that the junior exe-
cutive tralnee iz as well qualified for such a program as
the older employee?

2. Are the companles turning solely to college gradustes
for fubture executives?

3+ Do the regular personnel feel that the trainees who
complete the program are able to excel other junior sxecu~
tives who did not have the benefit of the training program?

L. What contributions do the regular persommel feel
have been made to the company by the Jjunlor executive traine
ing program?

S5« Do the regular persommel feel that the trainee has
a8 superior attitude and finds 1t difficult tomix well with
the other employees?

6. Do the regular personnel feel that the trainees
have a capacity to advance higher than the older employee?

7. How do the regular personnel feel as to the im~
portance of a college degree for executive positions?

8. Do the regular employees feel that the trainee is

as consclentious s worker as the older employee?
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9. Do the regular personnel fecl that the new trainee
is as capable of a brosd underatanding of company policles
ags the older employee?

10, Has there been any noticeable effect upon turnover,
redustion in productivity, or any other evidence of resent-
ment on the part of the older employee?

1l. If the trainee is giver regular work assignments
that are no different from those performed by the older
employes, how does the older worker feel about 1t?

12. How do the older employees accept the over-all
training program within a company?

13, Do the regular personnel feel that they could make
some suggestions to improve the situation which exists in
the training program?

;. How do the regular personnel feel as to the length
of time given for the training program? toward the training
procedure used? as to the trainees' promotional possibilities
upon completion of the program;?

15. How are the trainees received into the individual
departwents upon completion of training?

16. Do the regular persomnel feel that the training
program has interfered with their welfare in any way?

17+« Do any of the companies make any follow-up studies
to determine how well the training program is being received?
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18. Is the advancement for trainees made too automatic
or certain?

19, Should the trainee have to prove himself more be=
fore belng promoted in most situations?

20+ Do the regular psersommel know the status of the
Junlor executive trainee in all cases?

These questlons and more will be considered in far#har’
detail in the following chapters. They will be incorporated
into a questionnaire which will serve as a basis for a case
study of each of four selected petroleum companies. A com-
parison of reaponses from the four companies will then be .

‘ made,



CHAPTER III

REGULAR EMPLOYEE REACTION TO JUNIOR
EXECUTIVE TRAINING PROGRAMS

As wap stated in the previous chapter, the four com=-
panies studied wlll be analyzed by the case-sbtudy approach.
The program of training will be explained in sach case and
the reactions of three groups (top management, department
heads, and the operative employees) to these slightly vary-
ing programs will be considered. Companies were chosen
with slightly varying training arrengements so as to give
& more comprehensive study in considering the reaction of
regular personnel to these programs.

The four petroleum companies' functions are very simi-
lar in that they all break the crude oil down into itas many
component parts and then prepare these many parts for use.
Their products are then distributed to all corners of the
globe., Ths extent to which each of these four companies
goes Into various speclal types of refining asctivities de~
pends a great deal upon iis size. The sctivities and sizes
of these four petroleum companies are similar %o those
characterizing most of the pestroleum companies in operation

today go that most of the problems which arise in connection

33
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with the junior executive training programs in these com=~ |
panies should be typical of those of other companies.
Personal interviews were held with two top management
men, two department heads, and four coperative employees
from each of the four companies studied. Questionnalres
were prepared for guldance during these Interviews; coples
are included in the Appendix. In presenting the answers of
these three groups to the questiomnaires, the genersl con-
sensus of opinion iIn each case 1s presented rather than
going into great detall and giving each individual answer.
In a number of the questions the answers given may vary a
little in degree but the general consensus of opinioen 1s
presented in every case to simplify the interpretation.
The latter part of this chapter wlll be devoted to & com=
parigson of the training programs of the four companies.

Company "A"

Iraining progrem setup.-~The management of this com-
pany has seen fit to call their junior executive training
program a technical tralning program. They feel that call-
ing the program a jJjunior "executive™ training program will
very definitely cause resentment on the part of the older
employees., This company has a very formalized training
program set for the young college greduate which is ad-~
ministered by the chief assistant chemist, the personnel

manager, and the superintendent of construction and repalrs.
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The technical training progrem consists of three di-
visions of potential executive personnsel: (1) chemical
engineers, (2) econstruction and maintenance engineers, and
{3) Industrial Relations Department. There arve thirty
trainees at present in these three divisions., The total
employment for the company is 5,000. The company hes a very
thorough selection procedure for thelr personnel.

College graduates are the only persons eligible for the
tralning program, and they are recrulted from various cole-
leges specifioally for that purpose. In thiz company the
assistant chief chemist makes an annusl tour of the college
campuses in Texas and neighboring states to meke a selection
of graduates for the training program. The company tries
to apread thelr selection among the colleges so as to not
depend solely on any one college.

The training program runs over a two-year period for
the chemical engineers. During thia period they are given
various work asslgnments. For the first six months they
work in one of the lsboratorieas in the company. The next
Year they are given a taste of shift work in the Pilot
Plant, For the final six months they are sssigned to
various technical service departments, The trainees fill
trainee jobs only and do not perform tasks assigned to the
old employee.

The training program for the construction and mainte-
nance engineers and the Industrisl Relations Department
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personnel runs over a four-year perliod. During this period
of time these trainees spend two-month periods in just about
every productive department in the plant. The treineces are
sent back into certain departments upon completion of traine
ing, and the prime considerstion in placement is the need
of the company at that time and the qualifications of the
person to fill this need. The company feels that this is an
invaluable experience for their trainees. It helps the
Young colleye graduate tie together the various funciions of
the company az a whole, The c'cmpany has a continuous
follow-up on the program.

In both training program setups 1t is about half pro-
ductive work and half training. The tralnees receive a two-
hour lecture every week on some phase of the petroleum

industry. The trainses seem to approve the over-all traine

ing program.
Reactlons of the regmlar personnel to specific guestions

on the training program.=-l. Do the regulsr persannel feel
that the junior executive trainee is as well qualified for

such a program as the older employee?

Top management feels that the young college graduate is
well qualified for such a program becsuse of his technieal
training., The department heads feel gbout the same as top
management. The operative employees feel that the graduate
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is qualified, but also feel that in many ceses the old em~
ployee is as well qualified for sueh & training program.

2. Are the companies turning solely to college graduates
for future executives?

Top management in this company bellieves that the trend
is very definitely in that direction. The department heads
and the operative employees support management in regard to
this question.

3. Do the regular persomnel fesl that the trainees who
complete the program are able to excel other junior execu=
tivea who did not have the benefit of the tralning program?

Top management is of the oplnion that the trainee who
had such a training program hes a broader understanding of
company policy; better over~all attitudes toward leadership,
their work, and thelr elations with others; and better tech~
nical treining; and that turnover will be reduced by more
accurate placement. The department heads and the operative
employees fall right in line with menagement in this phil~-
osophy.

i« Do regular persomnel feel that the trainee has a
superior attitude and find 1t difficult to mix well with
the other employees?

Top management in this company expresses its bellefl
that in most casss the trainees are betier mixers than the
older employee because the company tries to screen the
undesirables in the hiring procedure. The department heads
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and the operative employees feel that the trainees are about
the same 1in ability to mix with other employees.

5. Do the regular persormel feel that the trainees
have a capacity to advance higher than ths older employee?

All three groups agree that in some cages the trainees
have the capacity to advance higher than the older employse
but not always.

6. How do the regular persomel feel as to the importance
of a college degree for exscutive positions?

The three groups are again in agreement on this gques~
tion. They feel that in some cases the college degree 1is
of extrems Ilmportance and in others not so important. They
also feel that basie intelligence is very important in this
regpect.

7. Do the regular employees feel that the new tralnee
is as conscientious & worker as the older employee?

Top management and the department heads feel that the
trainee is more conscientious in his work. The operative
employees feel that the trainee has about the same degree
of conaclentiousness es the clder employes,

8. Has there been any noticeable effect upon turnover,
reduction in productivity, or any other evidence of resent-
ment on the part of the older employee?

Top management has geen no evidence of vioclent resent-
ment toward the program, but admits that there is some small
evidence seen in attitudes of older employees. The department
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hesds and the operative employees agree that there is evi~
dence of some resentment in the attitudes of the older em~
ployee toward the young trainee,

9« How do the older employees accept the over-all
training program within the company?

The three groups feel that the older employees accept
the training program in most cases, but all groups agree
that there is some small resentment found In sttitudes of
older employees toward young trainees.

10, How do the regular persomnel feel as to the length
of time given for the training program?

The three groups feel that the time given the chemical
engineer trainee is sufficlent, but that time given the
construction end maintenance englneer and industrial re~
lations trainee 1z too long.

«~toward the itraining procedure used?

The three groups agree that the rotational scheme is
good,

11, How are the trainees received into the individual
departments upon completion of training?

The three groups feel that the older employees accept
the trainee if his attitude 1s right.

12+ Do the hregulax' personnel feel that the training
‘zamgram has interfered with their welfare in any way?
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Top menagement, the department heuads, and the operative
employess all agree that the program has not interfered
seriously with the welfare of anyone.

13. Is the advancement for the trainees made too autow
matic or certain?

The three groups agree that it i1s sbout like it should
be, although they also agree that the trainee should have
to prove himself before being advanced.

s Do the regular personnel know the status of the
trainee in gsll cases?

Top management makes no formal step to tell the older
employee who the trainee 1s, but the three groups agree that
the status of the tralnees is known by all.

15. Do the regular personnel feel that most of the
trainees are as well qualified for promotion upon completion
of tralning as the old employee who hes been with the come
pany longer?

Top management feels that the trainee is not, in answer
to this guestion. Management thinks that the trainee should
have to work five years or more before any sizeable promotion
should come to him. The department heads and the operative
employees are in direct accord with management on this view.

16. Do the regular perscnnel feel that any improvements
might be made to the present junior executive training
setup?
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Top mansgement feels that no changes would be economical
or otherwise desirable at present. The department heads and
the operative amployaes» feel that the time given for training
in the case of the construction and maintenance engineers
and the industrial relations trainees should be cut down.

17. Do the regular persomnel feel that the junior execu~
tive training program might be handled in a way which would
result in a friendlier feellng of the regular employees
toward the program?

Top management believes that the trainee should bs
schooled more in the importance of attitude in friendly
relations with the older employee, The deparitment heads
and the operative employees of this company also stress the
importance of attitude on the part of the young college
graduate in securing a friendlier feeling on the part of the

older employee.

Company "B"
Iraining program setup.~-The junler executive training

program in this company is called a technical training pro-
gram as was the one in Company "A". All new technical peo~
ple who have been recruited from college campuses and some
of the older employess from within the plant who bhave not
had a college education are eligible for the training pro-
gram. At present the company employment is 5,680, and the
number of teehnical trainees is twenty~five,



L2

The first three months of the training program is
spent as an indoctrination period and is non-productive in
nature. The tralneea are then rotated through alxty de~
partments within the plant in a six-month perlod, They
may remain in one department for one day and another for
sixty days. The rotational time schedule is very flexible
and is not followed as closely as 1s the one in Company "A".
The men have £o keep up very thorough notebooks on thelr
tour through the various departments., This sort of thing
gives management a check on the treinees as to how well
they are understendiing the functions of the individual de~
partments. This rotational scheme also allows the trainee
to get acquainted with all levels of supervislion. Thla
sixemonth period is considered semi~productive because the
trainses do some work.

The trainees upon completion of the tralining program
are usually sent back into the departments in whieh they
are needed. The trainees usually are placed in these de~
partments as foremen on a permanent baslis.

The Supervisor of Training and Employee Suggestions
and the various head foremen of the departments conserned
are responsible for the tralning program. The followeup
program used to determine the effectliveness of the program
a8 a whole 1s an informal plan which 13 conducted on a

continuous basiz,.
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Reactions of regular personnel to gpecific gquestions
on the W program.~~1l., Do the regular persommel feel
that the junior executive tralnee i1s as well qualiflied for
such a program &8 the older employee?

Top management, the department heads, and the operative
employees feel that the trainee 1z as well qualified for
such a program.

2. Are the campanies turning solely to college graduates
for future executives?

The three groups agree that in the future most of the
executives will be college graduates. The department heads
seem to feel that some execubtives will gtill come up from
the ranks.

3. Do the regular personnel feel that the trainees
who complete the program are able to excel other junlor
executives who did not have the benefit of the training
program?

The three groups of regular persomnnel agree that the
tralnee who completed such a program would have a broader
understanding of company policles; better technical
training; bvetter over-all attlitudes toward leadership,
their work, and thelr relations with others; and that
turnover would be reduced by more accurate placement.

L+ Do regular persomnel feel that the trainee has a
superior attitude and find it difficult to mix well with the

other employses?
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The three groups feel that the trainee 1s about as
good a mixer as the older employee.

5. Do the older employees feel that the trainees have
a capacity to advance higher than the older employee?

The three groups feel that in some cases the trainee
does have the capacity but Just having the degree does not
assure it.

6. How do the regular personnel feel as to the impore
tance of a college degree for executive positions?

Top management, the department heads, and the opera-
tive employees feel that in some instances the college
degree 1s essential. They also feel that basic intelligence
and a good personality are very important as executive
qualities.

7. Do the regular employess feel that the new trainee
is as conscientlous a worker as the older employee?

Top management feels that the new trainee is more con~
sclentious in his work than the older employee. The de~=
partment heads in thls company are in agreement with manage-~
ment, The operative employees feel that the trainee works
with about the same degree of consclientiousness.

8. Has there been any noticeable effect upon turnover,
reduction in productivity, or any other evidence of re-
sentment on the part of the older employee?

All three of the groups of psrsomnel feel that in some

cases there are evidences of resentment to soms degree.



L5

Top management feels that most of the resentment comes from
those people of supervigsory levels, They feel that these
supervisory people are the most jJealous for promotion, and
think in some cases that the trainee is golng to hurt their
chances in some way.

9. How do the regular persomnel accept the over-all
training program within the campany?

The three groups of regular persomel agree that most
of the older employees accept the training program, but that
there are some small evidences of resentment.

10. How do the regular persomnel feel as to the length
of time glven for the training program?

All three groups of persomnel believe the time to be
much too short to enable the trainee to get the under-~
standing necessary. Top menagement feels that in some
future period the treining period will be lengthened to a full
year instead of the six-month peried.

««toward the training procedure used?

The three groups give whole~hearted approval to the
thoroughnesa of the rotational scheme used.

11. How are the trainees recsived lnto the individual
departments upon completion of training?

In most cages the three groups of personnel fsel that
the trainee 1s accepted where he does not have the wrong
attitude.
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12. Do the regular persomnel feel that the training
program has interfered with the welfare of anyone?

The regular persomel agree that it is possible thatb
the program has inbterfered with some, but for the majority
of people 1t has not.

13, Is the advancement for the trainee made too cer~
tain or automatic?

Top menagement feels that it is suitable for most
trainees, but for the exceptional trainee it is not certaln
enough because nothing 1s guaranteed the trainee upon com~
pletion of the training. The department heads and the
operative employees feel that 4t is about like 1t should be,
The three groups agree that the trainee ghould have to prove
himaself before receiving any kind of advancement. The de~
partment heads suggest that a "trial essignment"” should be
given the tralnee uwpon completion of training for a short
pericd of time.

1. Do the regular persomnel know the .status of the
trainee at all times?

The three groups of persomel feel that the atatus of
the trainee is ¥nown by all.

15. Do the regular persomsl feel that most of the
traineces are as well qualified for promotion upon completion
of training as the old employee?

Top management feels that this depends upon the in-
dividual trainee, but‘in.mast cases only about 25 per cent
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are qualified for promotion. All three groups of persommel
generally agree that the tralnes needs more work experience.

16. Do the regular persomel feel that any improve~
ments might be made to the present jJjunior executive training
satup?

Top mansgement feels that a little more time should bhe
allowed for training, and that more selectivity in the use
of that time among the various departments should be used.
The department heads and the operative employees also feel
that the time allowed for training should be extended.

17. Do the regular personnel feel that the jumior
executive tralning program might be handled in a way which
would result in a friendlier feeling of the regular em-
ployees toward the program?

Top management feels that the oclder employees them-
selves should be better infomed as to the workings of the
trainee program. They also stress the importance of in-
structing the trainees more in the proper sttitude among
the older workers.

The department heads suggest more emphasis bs placed
on training by the operative employee rather than the fore-
man, They think that the trainee should put on dirty clothes
and asctually get down along side the operative employee and
do the work under the supervision of the operative employee.
They point out that, of course, the traines could not be
made to actually cut out another operative employse from
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work because of union-mansgement contract and the violent
resentment which would arise out of such a situation.
They belleve alsoc in stressing the proper attitude on the
part of the trainee toward everyone.

The operative employees also suggest the possibility
of allowing the older worker the chance of instruecting the
trainee in the functions of the particular Jjob concerned.
They point out the fact that the foreman sommetimes misses
very important things that have Just become matter of fact
to them. The operative employees also stress the impore
tance of attitude on the part of the trainee.

Company "O"

Irsining program getup.--The junlor executive training
program in this company is primarily en~the~job training,
and 1s approximately a two-year program. The time schedule
for rotation ls not always closely followed., The trainees
are placed in various departments where they can observe
the work of the department. For the first eight or nine
months the trainees are rotated in the factory proper. They
cover only the jobs whieh the company and the particular
trainee feel will help them most. The company stresses the
"voluntary" aspect of the training. After the trainee has
completed his factory training, he is brought to the offices.
Beaides the mmiar rotational tralning, the trainees are
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given a number of talks to give them a better over-all pic-
ture of the petroleum industry.

The college gradumte is the only person eligible for
the present jJjunior executive training program in this come
pany. The present program has forty-five trainees in it.

The total company employment at this time is 6,000. The
chief engineer is responsible for the training program.

Upon completion of the training perioed, the company
places the trainee where he is needed the most. The tralnees
seem to like Ihe program beceusse the continucus follow~up
syatem used by the company has revealed no dlscontent on
their part.

Reactions of the regular g
tions on the program.--l. Do the regular persomnel feel that
the Junlor executive trainee is as well gqualified for such a

progrem s the older employee?

Top management , the department heads, and the operative
employees feel that the trainee is as well qualified for the
trailning as the older employee,

2¢ Are the companies tuming solely to college graduates
for futurs executives?

The three groups of regular personnel agree that the
trend is very definitely that way.
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3. Do the regular persomnel feel that the trainsces
who complete such a program are able to excel other junior
executives who dld not have the benefit of the training
program?

All three groups of persomnel agree that in most cases
the trainee would have a broader understanding of company
policlies; better technliecal treining; better over-all atti-
tudes toward leadershlp, thelir work, and thelr relationa
with others; and turnover would be reduced by more accurate
placement.

be Do the regular persomnel feel that the trainse
has a superior attitude and find it difficult to mix weel
with the other employees?

Top management and the department heads believe that
the trainee is as good 8 mixer aa the older employee, The
operative employees feel that in some cases the tralnee
does have a "know-it-all” attitude, but in the majority he
is about the same as the older employee.

5« Do the older employees feel tha;t; the trainses have
a capacity to advance higher than the older employee?

The three groups of personnel agree that in some cases
the tralnee doss have the capacity to advence higher than
the older employee. A lot depends upon the individual
traines, in determining whether he has the capacity to ad-
vance higher than the older employee.
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6. How do the regular personnel feel as to the impor-
tance of a college degroe for executive positions?

Top menagement feels that it wll be egsential in all
cases for fubure executive positions within this company.
The other two groups of regular personnel feel that in some
instances the e¢ollege degree may be necessary and in others
it is not. They feel that basic intelligence and a good
personality are equally as important in qualifying a person
for an executive position.

7+ Do the regular personnel feel that the new trainee
1z as consclentious a worker as the older employee?

The three groups of personnel agree that the trainee
shows about the same degree of consclentiousness in hils work.

8. Has there been any noticeable effect upon turnover,
reduction in productivlty, or any other evidence of resente
ment on the part of the older employee?

Top management, the department heada, and the opera-~
tive employses all agree that for a short period there 1s
possibly resentment, but 1f the trainece is really con-
scientious this will disappear.

9« How do the regular persomel accept the over-all
training program within the company?

The three groups of regular personnel accept tho pro=
gram without any serious complaints. They do admit that
there 1s some slight discontent among the older employees.



10, How do the regular persomnel feel as to the length
of time given for the training program?

The three groups of personnel feel that the time glven
for the training is adequate.

=wtoward the training procedure used?

They also approve the "voluntary" rotational scheme
used.

1l. How are the tralnees received into the individual
departments upon completion to tralning?

The three groups of persomnel agree that the older
employces aacept them,

12. Do the regular persommel feel that the training
program has interfered with the welfare of anyone?

All three again agree in that they do not feel that
the welfare of any one person has been harmed seriously by
the training program.

13+ Is the advancement for the trainee made too certain
or automatice?

The three groups of persomel feel that it is about
like 1t should be.

1. Do the regular persomnel know the status of the
trainee at all times?

Top management makes no formal step to let the employees
know, but the three groups of perscnnel agree that the workers
know the status of the trainee.
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15. Do the regular personnel feel that most of the
trainees are as well qualified for promotion upon completion
of training as the older employee?

The three groups of regular personnel agree that it
depends upon the individual, but in most cases the trainee
needs more work experience.

16. Do the regular persomnel feel that any improvements
might be made to the present junlor executive training
setup?

Top management feels that a little more selsctivity
should be used in placement of the trainee in the rotational
schems. The department heads and the operative employses
have no suggestions for lmprovements.

17. Do the regular personnel feel that the junior
executive training program might be handled in a way which
would result in a friendlier feeling of the regular em=
ployees toward the program?

The three groups of regular personnel agree that
management should stress upon the trainee the importance
of the right attitude among the older employees. The
operative employees feel that the tralnee should have to
work & while before completion of his tralning.

Company "D"
Iraining program setup.--The training setup in this

company is qulte different fram the three companies already
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mentioned. The young college graduvate is placed only in the
department for which he is to work. The mansgement of the
company feels that it is too small to warrant a rotational
system. The company tekes an inventory of its needs every
yoar, and then goss to the college campuses with this in
mind,

The tralnee 1a given a two~week indoctrination class
in which he becomes acquainted with company policies, proe
cedures, et cetera. He is then placed in the department
for which he ls to work permanently. The first threse months
in the department 1s used as the training period. The de=-
partment head and the older employees show and explain to
the trainee the various work assignments in the department.,
These first three months are non-productive in nature,

The company empleyment is 500, and the number of
trainees at present is eight. The assistant persomel
manager and training head is responsible for the training
progrem. Only the college graduate is eligible for the
training program, When the trainees complete the brier
training period they go to work in the department in which
they have bsen training.

eact of reguler personnel to specific questions
on the training prog «==1l, Do the regular persomel fesl
that the Junlor executive trainee is as well qualified for

sych & program as the older employee?
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Top management, the department heads, and the opera~
tive employees feel that the trainse iz as well qualified
as the older employee.

2. Are the companies turning solely to college gradu-
ates for future executives?

At the present the three groups of persommel feel that
this has not been the case in this particulsr company, bubt
they do feel that the company will start turning that way.

3. Do the regular persommel feel that the trainees
who complete such & program are able to excel other junior
executives who did not have the beneflt of the training
program?

Becsuse of the limited scope of the training program,
the three groups of personnel agree that the tralnees do
not excel the other junlor executives to any marked degres
in any one thing.

e Do the regular personnel feel that the trainee has
a superior attitude and find it diffieult to mix well with
the other employees?

Top menagement feels that the tralnee is as good a
mixer as the older employee. The depariment heads and the
operative employees feel that in some cases the trainees
do come into the department with the wrong attitude.

Se Do the older employees feel that the trainees have
& capacity to advance higher than the older employee?
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The three groups of persomnel agree that in some cases
the trainee does have the capaclity, but by no means in all
CRses.

6. How do the regular personnel feel as to the im-
portance of a aollegé degree for executive positioms?

Top menagement feels that it will soon be essential
in this company. The department heads and the operative
employees do not feel that it is so sssential, All three
groups agree that basic intelligence and a good personality
are very important as qualifications for executives.

7« Do the regular persomel feel that the new tralnee
ia as conscientious & worker as the older employee?

The three groups of regular personnel feel that the
tralnee tackles the job with about the same degree of
conseientiousness.,

8. Has there been any noticeable effect upon turnover,
redustion in productivity, or any other evidence of re-
sentment on the part of the older employee?

The three groups of persomnel agree that in some ine
stances where s tralnee with the wrong attitude got into a
department, regsentment was very evident.

Qs How do the regular persormel accept the over-all
training program within the company?

All three groups express the belief that the regular
persomnel accepts the program, but that in some cases where
trainees had the wrong attitude some slight resentment did
exist on the part of the regular persomel.
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10+« How do the regular personnel feel as to the length
of time given for the itraining prozranm?

The three groups of persomnel feel that the time period
for training is much too short.

=wboward the tralning procedure used?

Because of the slze of the company, the three groups
feal that the tralning procedure 13 adequate.

11. How are the tralnees recelved inbto the individual
departments upon completion of training?

The three groups of regular personnel sgree that in
mogt cases the employees accept them an a permanent bhasis,
Thare 1s same Jealousy on the department head level., It
seems that the older department head feels that the young
college graduate may take over a position that he should
be occupying.

12, Do the regular personnel {eel that the tralning
program has interfered with the welfare of snyone?

In the majority of cases all three groups of regular
personnel agree that no one's welfare has been Injured
seriously.

13. Is the advancament for the tralnee made too cer-
tain or automatlic?

Top management feels in this setup that it is not
certain enocugh, The truinee has no guarantee of any ad-

vancement in the near future after completion of training.
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The department heads and the operative employees feel that
the advancement la about like it should be.

1. Do the regular persomel know the status of the
tralnee at all times?

Top management introduces the itrainee when he is
brought into a department, so they all know what his
status is,

15. Do the regular persomnsl feel that most of the
trainees are as well qualified for promotion upon comple~
tion of training as the older employees?

In most cases the three groups have the opinion that
the trainee 1s not as well qualified and needs more season~
ing.

16. Do the regular psrsonnsl feel that any improve=
ments might be made to the present junior executive train-
ing setup? _

Top management feels that until the company grows
larger the present type of trailning progrem is sufficlent.
When the company grows they suggest that some type of ro-
tational scheme be set up among the various departments.
The depariment heads and the operative employees are in
agreement with management on the question.

17. Do the regular personnel feel that the junior
executive tralning program might be handled in & way which
would result in a friendlier feeling of the regular em-
ployee towsrd the program?
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The three groups agree that more stress need be
placed on proper attitude on the part of the young tralnee
in working along side the older employee. The trainee
should be made Yo feel that even the janitor could teach
him something if he is willing to listen.

Comparison of the Four Companles'
Training Programs

Gompany "A".e-Company "A" has a very formalized train-
ing program. The time periods for rotation, et cetera, are
very closely followed. The company very definitely shys
away from calling thelr training program anything that in-
dicates in any way that their training program for the
young college graduate is an "executive" training program.
They feel that they cut down on resentment a great deal by
calling their training program a "technical” training
progrem,

The resentment that 1s evident on the part of the
regular perasonnel is not violent, but it is there.

y "B".~~In this canpany the training program 1s

not gquite as fomal and strict as in Company "A", but it is
more so than Company "C" or Company "D". The rotation time
in the departments in this plant is much more flexible than
in Company "A". Thls company also calls 1ts traeining program
a "technical® treining program.

The resentment that is evident in Company "A" exists
in about the same degree in this company.



Company "C".~~The training setup in this company for
the junior executive 1= a little less formmlized than the
two mentioned above., The trailning peried is very flexible
and the departments through which the treinee are rotated
are chosen by the trainee with the ald of top management.
This company stresses the "voluntary" aspect of training.

As wes found in connection with the two companies
described above, the resentment on the part of the regular
personnel in this company 1s very real.

Company "D".~~This cmpany has the least formal train-
ing péegram.satup of the four companies studied. Probably
the reason for thls is because of the couparatively small
size of this company with the others mentiomed. The trainee
is not on any rotational plan in this ecompany. His train-
ing is in the department for which he 1s hired, and he
remains there on a permanent basis. 4

The reason the status of the trainee is made known
in this company seems to be the relatively small size and
the abaence of any rotational acheme in the training proe
gram., No formal step is tsken in the larger companies to
make known the status of the trainee to ths older employse.

The resentment on the part of the regular personnel
in thls company toward the junior executive training pro-
gram seems to exist in about the same degree as in the
larger companies. In.ﬂemé of the four campanies is resent~

ment violent, but in each case it is there.
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Summary.--The answers to0 the questions among the four
companies were very similar 1#&11 cases., The only 4if-
ferences in answers among the companies were in slight
degrees. Top management, the depaptment heads, and the
operative employees, likewise, were rather highly consistent
in thelir answers in all four ¢ompanies.



CHAPTER IV
CONCLUSIONS AND RECOMMENDATIONS

Conclusions

From the findings of the preceding chapters, certain
general conclusions may be made. First, junior executive
training programs were in effect at the four companles
studled but in two of the campanies the use of the ward
"executive" was omitted from the title of the training
program. This indicates that top management does realize
to a certaln extent the influence that such a training
progrem may have upon the feelings of the older employees
and tries tohide its true identity in some caazes.

The answers toquestion number 8 on the questiomnaire
indicate that some measure of resentment does exlat in each
case~-both at the operative level and at the supervisory
level.

The regular personnel also agree in most cases that
the trainee's promotion should not be made too antomatic
upon completion of tralning. All three groups feel that
the trainee should have to work longer and prove himself
before receiving sny type of promotion.

62
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There is also s wide-spread feeling among the operative
employees that the training program should be open Lo regu-
lar employeses, and that a college degree should not be an
abgolute prerequisite even though it is generally expected.
The regular personnel feel that the companies are turning
mostly to the college graduates for their future executives.

The regular persomel feel that in most cases the
trainee will be accepted withoul any resentment on the part
of the older employees if his attitude ls right., The regu~
lar personnel recognize the fact that the trainee is quali~
fied for such & training program; it 1z the individual
trainee who comes into the program with the wrong attitude
which they resent.

In general the three groups of regular personnel agree
that the trainees have the capacity to advame higher than
the older employee in some instences but not always. They
also feel that in most cases the trainee who has completed
the training progrem 1s better then the jJjunior exscutive
who did not have the benefit of such a program in that he
hag a broader understanding of campany policy; bhetter over-
all attitudes toward leadsrship, his work, and his relations
with others; and better technical training; and that turne
over will be reduced by more accurate job placement.

The characteristics of the Junior executive training
programs in these four petroleum companies studied fall
right in line with the survey made by Bernard J. Koehler
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on petrpleum compsnies which was described briefly in the
second chapter of this paper,

In considering the three general objectives of the
junior executive training program--orientation, technical
training, and attitude~-the companies studlied all seem to
fall short of complete success mainly in the "attitude”
objective. Top management feels that in most cases it 1s
this factor which causes resentment on the part of the
older employees, but has done very little to meet ths probe
lems The department head and ths operative employee also
feel that it is in this %Yattitude" factor that most of the
resentment which exists toward the junior executive train~
ing program by the regular pergommel is csused. All three
groups agree that the trainee should be schooled more in the
proper attitude to have among the older employees.

Resentment on the part of the regular persomnel toward
the junior executive training programs existed in about the
same degree in all of the four training setups studled.

. This indicates that it is not the type of junlor executive
training program that causes the resentment in moat cases but
is the trainees themselves who cause the bad feeling.

On the basls of these findings the following recom=
mendations seem to be Justified.
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Recommendations

Because of the importance of training junior execubives
for future leadership positions within s company, top manage-
ment should give much more attention to seeing that every
phase of the training program functions like 1t should.

If the training programs are going to function with a high
degree of success, consideration for the feelings of the
regular persomsel must be reflected.

To further the success of the finioar executive train-
ing programs in the companlies studled, the followling recom=-
mendations are offered!

1. Top management should place more stress on the
importance of the pmpér attitude on the part of the young
trainoes toward his work relationships with the other regu~
lar personnel, Where possible, films and talks might be
used to show what can happen when the tralnes does not
approach the training program with the right asttltude among
the older employees. The trainee should be made to feel
that the worker in the lowest echelon of work has a contri-
bution to make to the company.

2. More emphasis need be placed by management on
training by the operative employee rather than relylng so
heavily on the foreman or people on the supervisory level.
The tralnee should be allowed to work along side the opera-
tive employee. If he did so, and Af he displayed the proper
attitude, this would go a long way toward cutting dowm on
the resentment offered the training progrems.



3. Where possible the companies should explain the
workings of the junior executive training program to all of
their employees. In a great number of cases resentment
probably could be reduced if the employees thoroughly under-
stood how the training program functioned in its entirety.
When the trainee is sent into a new department he should be
introduced to all of the persomel of that department.

ljo Whenever possible the tralnee should work instead
of standing around taking notes and merely observing. The
work assigmments given him should be such as not to displace
any of the regular persommel from their joba.

S. One way of attacking the problem of better regular
personnel reaction tothe jJunlor executive tralning programs
might be at the supervisory level--through more careful
training, et cetera, conferring in regard to the need for
the program and techniques to be followed. The resentment
at this level is very real and could be done away with to
a2 certain extent by properly educating the supervisory
personnel.

6. The junior executive tralning programs should be
opened to all regular personnel 1f they have the abllity to
advance to the higher echelons of the company. This would
eut down on some of the resentment i1f the employses were
mede to feel that they all had some chance at executive
training if they merited it.
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7. The universities and colleges themaelves should
gshoulder more responsibility for the "attitude" factor of
future executlve trainees. These institutions could use
varions means t0 be sure graduates have their "feet on the
ground," and expect no favors. Sane of the colleges and
universities are gtarting to do this thing and are doing
industry an invaluable service.

8. Other studles of this type should be made in other
fields of industry, and resgults compared for any significant
differences. Other studies might very well deal with other
methods of measuring regular employee reaction to training
programs in specific companies,

The junior executive training prgrams are comparatively
mew and certain shortcomings are expected. With the con-
stant effort toward the fMuture solution of some of their
pregsent difficulties by acientific management, all of the
junior executive training pmgrwis studied could prove to
be increasingly beneficlal in the improvement of management~

labor relations.
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APPENDIX

Management Questiommaire
Do you have a Jjunlior executive training program? Xes
or Ho. If so, who 1s elligible for it and how are they

chosen? (Comment)

How many junior executive trainees do you have in your

company at the pregent? No.

What 1s the size of your totsal company employment at
the present? No.

Have you made any follow-up studles with reference to
the effoctiveness of the program as a whole? Yesg or
¥o. If so, what were the results? (Comment also on
the findings of emplpyee morale in regard to the
atudy, )

Do the other employees know the gtatus of the junior
executlve trainees? Yes or No

Does your training program include systematic rotation
among different types of work? Yes or No. If so, what
is the approximate time breakdown and the scope of the

various work sssignments? (Comment)

68
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Are the tralnees gilven regular work agsigmnments that
are no different from those performed by the old em~
ployee? Yes or No

If the trainees are given special work assipnments where
training values are themjor consideration, what ave the
gpscific types? (Comment)

To what types of employees have you extended jJjunior
executlve training? (Comment) (Example: szales, faectory,
office)

How do the older employees feel as to the length of the
training program?
as. too long
— De sufflelent
— &+ not nearly long enough to qualify & person for
a job
d. indifferent
»=50 the type of training glven?
a. not adequate
——— Ds good in some instances
Ce VOry good

-=-40 the promotional aspects of the program upon come
pletion?

(Do they feel that their own chances for promotion have
been hurt any or that the trainee 13 asz qualified for
the promotion as they are?) (Cament)
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1l. Who is responsible for the training program? (Coment)

12. How do the junlor executive tralnees feel as to the
length of the training program?

as. adsquate

be too long

ce not nearly long enough to qualify & person for
a job

=40 the rotational scheme uged?

— Bs not adequate
—— b+ suffielent
¢. good scheme

»=t0 the placement procedure used upon completion of
their training?

o Be feel it 1s inasdequate
. bs accept 1t
—. C« abrong approval

-=Loward the training program as a whole?
as approve it

be sufficient
ce+ disapprove it

N —
———

B

13. Has there been any noticeable effect of the training
program in turnover, reduction in productivity, or
any other evidence of any resentment on the part of the
old employeea? Yes or No. If so, what was 1t? {Comment)

1. Rank according to your judgment the following quelifica-

tions for executive positions in order of impartance:
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a. college degree

be extended experience on the job
¢+ basic intelligence

d. well balanced viewpoints

@. agraeeabls personality

How would you rate college background for most executive
positions in this orgenization?
2. eagential in sll casges
bs essential in some instances
ce. dealrable but not essential
de of little real value
Do you feel that the trainees work as conscientiously
88 the regular employees when they are assigned to
various departments?

a. more camsclentious than regular employee

b. about the same degree of consclentiousness

¢s loss consclentious
Do you feel that the trainees have a superior attitude
and are not as good mixers as the older employees?

a. better mixers

be &bout the game
c, not a8 good

Do you fesl that the new trainee from ocutside is as
capable of e broad understanding of ¢company policles
as the old employse?

— B¢ more capable

. bs about the asame

e G+ less capable

Do you feel that advencement for the trainee is made
too automatic or too certain?

. 8s not certain enough

be about like it should be
¢« bt0O certain
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23,
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23,

T2

~-and do you feel that they should have to prove theme
sslves more before belng promoted? Yes or No
In which, if any, of the following resgpects do you feel
that the tralnees who complete the program are able to
excel other Junlor executives who did not have the
beneflt of the training program?
a. broader understanding of company policles, etc.
— 0 more tact in dealing with other executives and
employees
ce better over-all stbitudes toward leadership,
thelr work, and their relations with others

de technical training
e. reduced turnover by accurate placement

Sov—

Lo

Iz the company turning mostly to college graduates for

future executives? Yes or No

Are the trainees sent back into any certaln departments
upon completion of thelr tralning? g3es or no. If so,

what is thelr status upon completion? (Comment)

~=how do the old employees receive the new employes
{trainee) on & permanent basis?
a2, resent him
be accept him
———e Ceo Indifferent
Do you feel that most of the trainees are as qualified
for promotion upon completion of training as the old

employee who has been with the company longer?
Zes or No
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2. Can you suggest any improvements which might be made
to the present juwnior executive training program?

{Corment )

25, Give any suggestions to waya which you think the
Junior executive training program might be handled
which would result in s friendlier feeling of the
regular employees toward the program. {Cament)

Department Head Questionnaire
1. Do you feel that most of these people are as well
qualified for promotion at the end of treining period
as the older employee. Yes or No
2. How long do the trainees remain in your department? ___
3. How do you feel as to the length of time given the
trainee in your department?
ae. too long
be sufficient
‘ ¢+ not nearly long enough to qualify a person for
the Jjob
--toward the training procedure used?
8. good in some instances
e be not adequate
, ¢. very good procedure
~-a8 to his promotional possibilities upon completion

of the training?
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—— 8¢ well qualified for promotion
e De Posalble in some cases
—— C+ very seldom qualified
. How long have you been employed with this company?
No. of years ____
S5e¢ Are you & college graduete? Yes or No
6. Do you feel that the company is turning solely to
college gradustes for thelr future executives? Yes or No
7« Do any of the trainees come back into this department
te work upon completlion of thelr training? Yes or Ho

~=i{ 80, what 18 thed astatus at this time? (Comment)

-~how do the older employees receive the new employee
{trainee) on a permansnt basis?

a. regent him
wenee Ds Bgcept him
ce indifferent
8. Did you teke the same type of training offered the
Junior executive? Yes or Ho
Q. How do the trainees seem to feel about the over-all
training program?
a. approve it
— Be indifference
¢+ dlasapprove it

~~how to you feel? (Camnent)

10, Do you fesel that the training program has interfered
with you personally in any way--promotion, ete.?
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13

15.

7%

a, very little if at all
be to a amall degree
c. & great deal

Are the trainees glven regular work assigmments that
are no different from those perfomed by the old em~
ployeo? XYes or No--if so, how do you feel about it?

{Comment )

Are the trainees given any speciasl work assignments?
Yog or Ne. If so, how de you feel about this? (Coaument)

Rank according to your judgment the following qualie
fications for executive positiens in order of impor-
tance!

a. college degree

— D 8xtended experience on the job
——— Ce basic intelligence

— G+ Woll balaneced viewpolnts
agreeable personslity

B

S
How would you rate college background for most executive
positions in this organization?

a. essential in all cases

e Do sasentlal in some instances

¢. desirable but not actually eassential
of 1little real value

R d

S———

d.
Do you feel that most of the tralnees who are asslgned
to thls department work as conscientiocusly as regular

smployees?
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&, more consclentious than regular employee
b. about the same degree of conscientiousness
¢+ leas conscientious
16. Do you think the trainees have capacity to advance
higher than the old employee?
a¢ in some cases
be very seldom
¢+ almost always
17+ Do you feel that the trainees have a supsrior attitude
and find it diffieult to mix well with other employees?
8. better mixers
be about the same
ce not as god 2 mixer as the older employvee
18, Do you feel that the advancement for the trainee i3 too
automatic or toocertain?
a. not certain enough
be about like it should be
¢+ too certain
~=and do you feel that they should have to prove them-
selves more before being promoted? Yes or No
19. Has there been any noticeable sffect of the program in
turnover, veduction in productivity, or any other
evldence of any resentment on the part of the old

employees? Yes or Ho. If so, what was it? (Comment)

20. In which, if any, of the following respects do you feel
that trainees who complete the program are able to excel
other junipr executives who did not have the benefit
of the tralning program?
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2+ broader understanding of company policiles,
p?ilasaphies, procedures, practices, and objec~
tives

be more tact in dealing with other executives and

- employees

¢+ betier over-all attitudes toward leadership,
thelr work, and relations with others

e @+ technleal training

e. reduced turnover by accurate placement

——

Give any suggestions to ways which you think the junior
execubtlive training program might be handled which would
result in & friendlier feeling of the regular employees

toward the program. (Comment)

Operative Employee Questionnaire
How long have you been employed by the company? No. of

years

Upon eompletion of the training do any of the trainees
come back into your department to work? XYes or He.
If so, what is their status at this time? (Comment)

Do you feel that most of those people are as qualified
for promotion at the end of the training period as the
older employee who has been with the company longer?
Yes or Ho

Does the training given the Junlor executives differ
frau the {raining given you? Xes or Ho. If so, in
what ways? (Cament)
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5. How do you feel about the length of time given in
training the junior executives?
a. too long
b. sufficient
—.. s not nearly long enough to qualify a person for
the job
-~the rotational schume uged?
—— B¢ not adequate
b. good
¢c. sufficilent
~=the type of training givent?
&« not adequate
bs good Insome cases
— Ce very good
6. Do you feel that the management is hiring strictly
college people to fill their future executive ranks?
Yes or Mo
7. How do the trainees seem to feel about the over=-all
training program?
a. approve it

be sufficlent
¢c. disapprove it

8. Do the trainees perform the same type of work that
you do? Xes or No. If so, how do they usually do?

{Comment )

9. Are the trainees givan any speclal work assignments?
Yes or No. If so, how do you feel about this? (Comment)




10.

1l.

13.

.

15,

16.

19

Do you know which employees are junlor executlive train-
ces? Yesz or Ho

Rank according to your judgment the following guali-
fications for executive positions in ordbér of importance:
ae. collage degree

b. extended experience on the job

ce. baslec intelligoence

d. well balanced viewpolnts
e. agreesble persmallty

How would you rate college background for most executive
positiona in this organization?

—— 8 sasential in sll cases

o Ds essentlalin some instances
¢s desirable but not essential
of little real value

TR

d,.
Do you feel that most of the trainees who are assigned to
this department work as conscisntiously as regular
employeea?

a. more cmsclentious than regular employee

b. about the smme degree of :consclentiocusness

¢, leas consclentlous
Do you think the trainees bave capaclty to advance
higher than the o0ld employes?

8+ in same cases

b. very seldom

¢. almost always
Do you feel that the tralness have a superior attitude
and find it difficult tomix well with other employees?

8+ botter mlxers
b. about the same

A——

¢e Not az good a mixer as the older employee
Do you feel that the advancement for the trainee is

too autonmatic or toocertain?
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a. not certain encugh
wwee Do about like 1t should be
ces tooc certalin

-=gnid do you feel that they should have to prove themw
selves more before belng promoted? Yeg or Ho
1, Has there been sny noticeable effect of the program
in turnover, reduction in productivity, or any other
evidence of any resentment on the part of the old

employees? Xeg or No. If so, what was 1t? (Comment)

18, Has the present junlor executive training program inter-
fered with you personally in any way-~pramotion, etc.?

— 8o very little 1f at all
be to some degree
C. & great deal

A——

19. In which, if any, of the following respects do you
fesl that trainees who complete the program are able
to excel other Junior executives who did not have the
benefit of the treining program?

wee 8. broader undsragtanding of ean:pan{ pelieias,
philesophles, prodedures, practices, and

objectives

b. more tack in their dealing with other executives
and employees

¢« better over-all attitudes toward lesadership,
their work, and relations with others

de. technical training

es reduced turnover by acourate placement

11

20, Give any suggestions to ways which you think the junlor
exeoutlve training program might be handled which would
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result in a friendlier feeling of the regular employses

toward the progrem, (Comment)
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