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REPORT 

ON THE ANNUAL CONFERENCE OF THE SOCIETY FOR PERSONNEL ADMINISTRATION 

June 3, 1958 

at Statler Hotel, Washington D.C. 

June 3 (see Program enclosed) 

At 9:1&5 

Registration. (We picked up the dinner ticket, badge, program, 
and some cbc1.Dllents about the Conference.) 

The "Presidential R om" was crowded and the General Chattman, 
James c. O'Brien, opened the conference, introduced the members 
of the SPA conference and some of the foreigners who attended 
t he conference. 

10:00-10:30 Distribution of the sheet "SPA 1958 conference opinion survey" 
to everybody who came and listened to the conference (see Annex 
No. la). Everybody checked the right answers and gave back the 
sheet to Mr. Joseph Colmen who was in charge of the "Attitude 
Survey" study. (Thi s sheet will be used to study the attitude 
survey.) 

10:30-11:45 "Evaluation: A step to the future of Personnel Administration" 
by Charles A. :rtrers, Professor of Industrial Relations . 
He talked about the future of the problem "Personnel Administration" 
in a democratic society. He underlined the Human relation problem, 
insisted on the art of "making people happy by themselves". 

M8.Izy" topics such as Selection Procedure, Wage, Responsibility 
of Management, Abeenteesm, Turnover, American Commission Operating 
Abroad, U.S. Technical Assistance Program, etc. 

1:30-2:30 "The Federal Civil Service- 75 years of Service to America" 
The Chairman Harris Ellsworth presented the Commissiods Diamond 
Anniversary Award plaque to the Society for Personnel 
Administration. 

A backward glance: He told about the creation of the s.c. 
Commission by Congress in 1883, and its evolution. Many questions, 
such as: competitive examination; effective administration; the 
need for a strong new promotion system; flexibility in defining 
standards; need for a long range top management, career executive; 
increase of prestige of the high level career service; improvement 
in recruitment, creation of new position; merit system; raise of 
salary (equal pay for equal work); need of better techniques of 
selection; new classification system, etc . 

He ooneluded in reminding ~hat the s .c. Commission has done 
and examines the actual needs and some inspirations for the future. 
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REPORT

ON THE ANNUAL CONFERENCE OF THE SOCIETY FOR PERSONNEL ADMINISTRATION

June 3, 1958

at Statler Hotel, Washington D.C.

June 3 (see Program enclosed)

Registration. (We picked up the dinner ticket, badge, program,9-9:45
and some do cuments about the Conference.)

At 9:45 The "Presidential Room" was crowded and the General Chairman,
James C. O'Brien, opened the conference, introduced the members
of the SPA conference and some of the foreigners who attended
the conference.

10:00-10:30 Distribution of the sheet "SPA 1958 conference opinion survey"
to everybody who came and listened to the conference (see Annex
No. la). Everybody checked the right answers and gave back the
sheet to Mr. Joseph Colmen who was in charge of the "Attitude
Survey" study. (This sheet will be used to study the attitude
survey.)

10:30-11:45 "Evaluation: A step to the future of Personnel Administration"
by Charles A. Myers, Professor of Industrial Relations.
He talked about the future of the problem "Personnel Administration"
in a democratic society. He underlined the Human relation problem,
insisted on the art of "making people happy by themselves",

Many topics such as Selection Procedure, Wage, Responsibility
of Management, Absenteesm, Turnover, American Commission Operating
Abroad, U.S. Technical Assistance Program, etc.

"The Federal Civil Service- 75 years of Service to America"1:30-2:30
The Chairman Harris Ellsworth presented the Commissions Diamond
Anniversary Award plaque to the Society for Personnel
Administration.

A backward glance: He told about the creation of the S.C.
Commission by Congress in 1883, and its evolution. Many questions,
such as: competitive examination; effective administration; the
need for a strong new promotion system; flexibility in defining
standards; need for a long range top management, career executive;
increase of prestige of the high level career service; improvement
in recruitment, creation of new position; merit system; raise of

salary (equal pay for equal work); need of better techniques of
selection; new classification system, etc.

He concluded in reminding what the S.C. Commission has done
and examines the actual needs and some inspirations for the future.



2 

2:45-4:30 "Career Planning and Positive Promotion Policy" 
The Chairman Alexander, Assistant Director, Bureau of Prisons, 
Department of Justice, talks about the Recruitment and under­
lined some points : 

1) What have you done to increase human relation? 
2) What have you done to help employees to earn promotion 

(Promotional program; development or promotion, etc.)? 
M:r. Latham examined the problems of Personnel development; 

career development, and executive development. What, Hew, Why"? 
He said that "employees have faith in the top management. 

He presented the improvement of the morale of the organization. 
Some cases of examples were enumerated. 

Campbell's address dealt with "Human relations,tt career plan; 
promotion syetem based on merit and free from arbitrary 
selection; promotion based on seniority. He prescribed the 
general training courses; transfers (mobilities in an organization); 
job classification system. He insisted on the necessi. ty to have 
a strong central Agency c.s. Commission, to eliminate practices 
not up-to-date, etc. 

Maj. Gen. J.L. Richardson presented the problems of 
1- Military concept about promotion policy 
2- Training and developing 

a) Recruitment (Military and Civilian) 
b) Promotion ( " " n ) 

He enumerated four steps in army career planning: 
1) first 7 years: Assignment with troops; 
2) 7 to 15 years: Specialization (school, training, etc.); 
3) 15 to 25 years: Command positions; 
4) 25 to 30 years: High staff and command positions on 

more responsible assignments (Atomic 
energy, special studies, reseraches 
nuclear, etc.) 

He revie1led qiickly the selection and promotion procedure and 
concluded that "most effective method or getting job done and 
constant studies, constant improvements in both civilian and 
military' career remain tha main objective". 

4:00-4:30 Discussion, Questions, Answers, etc. 

4:45-5 :30 .Exhibits of many documents. leaflets, and books dealing with 
Personnel Administration, Management, or SPA. 

6:30-10:00 Dinner and address by Rocco Siciliano, Speci al Assistant to the 
President for Personnel Management. 

June 4 

He examined the whole problem of Personnel Administration 
from every viewpoint. 

9:00-10:00 "Ethics in the Public Service" dealt with high morale; problem 
of ethic in public life, etc. 

Mr. William O'Brien cited William Penn: "Government depends 
upon men, men depend upon goverrnnent" etc., talked about ethic 
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2:45-4:30 "Career Planning and Positive Promotion Policy"
The Chairman Alexander, Assistant Director, Bureau of Prisons,
Department of Justice, talks about the Recruitment and under-
lined some points:

1) What have you done to increase human relation?
2) What have you done to help employees to earn promotion

(Promotional program; development of promotion, etc.)?
Mr. Latham examined the problems of Personnel development;

career development, and executive development. What, How, Why?
He said that "employees have faith in the top management.
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He enumerated four steps in army career planning:
1) first 7 years: Assignment with troops;
2) 7 to 15 years: Specialization (school, training, etc.);
3) 15 to 25 years: Command positions;
4) 25 to 30 years: High staff and command positions on

more responsible assignments (Atomic
energy, special studies, reseraches
nuclear, etc.)

He reviewed quickly the selection and promotion procedure and
concluded that "most effective method of getting job done and
constant studies, constant improvements in both civilian and
military career remain the main objective".

4:00-4:30 Discussion, Questions, Answers, etc.

4:45-5:30 Exhibits of many documents. leaflets, and books dealing with
Personnel Administration, Management, or SPA.

6:30-10:00 Dinner and address by Rocco Siciliano, Special Assistant to the
President for Personnel Management.

He examined the whole problem of Personnel Administration
from every viewpoint.
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9:00-10:00 "Ethics in the Public Service" dealt with high morale; problem
of ethic in public life, etc.

Mr. William O'Brien cited William Penn: "Government depends
upon men, men depend upon government" etc., talked about ethic
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standard in PUblic AdmLdstration, and made the distinction 
between "principle" and "policy" . 

10:00-10:15 Discussion. 

10:30-11:45 "Measuring the Effectiveness of Scientists and Engineers " 
What criteria can be used to gauge the potential and per­
formance of scientists and engineers? 

Robert M. Page, Director of Research, Naval Research 
Laboratory, explained three criteria wltlch can be used: 

l· Comparison of patent and publication activity (graphical 
comparison) 
a) Scientific productivity and Laboratory research; 
b) Human capability; 
c) Process of preparation of a document who describes 

the job, etc. 
2- Salary distribution since 1923 for scientists in 

government relative to entrance level for B.S. graduate 
(from 1922 to 1958--Graphical study} 

3- Difference between scientis ts and industrial wor}Cers. 
Salary difference between government and industry 
(Graphical comparison bet ween the "percentage of life 
time earnings of machine tradesman" and ~ears after 
graduation from high school"). He proposed a special 

range of salary not based on classification-position. 
Discussion, Questions, Answers, etc. 

2:00-4:00 "The Personnel Managers Look at Personnel Management" 
Chairman: John W. Macy. 
Review and comments on the results of the A'ITITUDE SURVEY 
(see annex No.lb). 
They prescrib:ld the development of ea.ch employee potential 
(perf'Dl"m&nce) and increase of the prestige of personnel. 

(I left the conference r1JOm at 4:00 p in order to arrive at the 
Washington airport in time) • 

* ** if* 

Through the conference and the Exhibits I know "The Society for 
Personnel Administration," its organization and its aims. This conference 
is a very interesting one. 

Pham Van Ngu 

3

standard in Public Administration, and made the distinction
between "principle" and "policy".

10:00-10:15 Discussion.

10:30-11:45 "Measuring the Effectiveness of Scientists and Engineers"
What criteria can be used to gauge the potential and per-
formance of scientists and engineers?

Robert M. Page, Director of Research, Naval Research
Laboratory, explained three criteria which can be used:

1- Comparison of patent and publication activity (graphical
comparison)
a) Scientific productivity and Laboratory research;
b) Human capability;
c) Process of preparation of a document who describes

the job, etc.
2- Salary distribution since 1923 for scientists in

government relative to entrance level for B.S. graduate
(from 1922 to 1958--Graphical study)

3- Difference between scientists and industrial workers.
Salary difference between government and industry
(Graphical comparison between the "percentage of life
time earnings of machine tradesman" and "years after
graduation from high school"). He proposed a special

range of salary not based on classification-position.
Discussion, Questions, Answers, etc.

2:00-4:00 "The Personnel Managers Look at Personnel Management"
Chairman: John W. Macy.
Review and comments on the results of the ATTITUDE SURVEY
(see annex No.1b).
They prescribed the development of each employee potential
(performance) and increase of the prestige of personnel.

(I left the conference room at 4:00 pm in order to arrive at the

Washington airport in time). .

*
**

Through the conference and the Exhibits I know "The Society for
Personnel Administration," its organization and its aims. This conference
is a very interesting one.

Pham Van Ngu
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Pham Van 3 an
hour

Report
on

The ANNUAL CONFERENCE
of

the

SOCIETY FOR PERSONNEL ADMINISTRATION

June
3 54, 1958,

at Stather Hobel

Washington P.C.

June
3 (see Program enclosed)

9-9:
4.5

Registration (we
picked up

the dimner ticket, badge,

program,
and some documents about the

Confe-

since)

At 9:45 the " residential Room" was crowded and the
general

Chairman -
James

e. o'Brien -
opened

the

conference,
introduced the members

of
the

SPA conference and tome
of

the
foreigners

who attented

the
conference.

:00 - 10:30 Distribution
of

the sheet SPA
1958 conference

10

opinion survey
to

everybody
who came and

listened to the
conference

(see Armex n: la).

Every body
checked the night antwers and

gave
back

the sheet to M.
Joseph

Colmen who was in change

of the "Attitude
survey "study.

(This sheet will be

used to
study

the altitude
servey).

10:30 11.45 "Evaluation: A
step

to the
future of

Polagtion"

by charles A.
Myers, Professor of

Industrial Rela-

tions.

He talked about the
future of

the
problem

Person-

ml Administration in a democratic
society

He underlined the Human relation
problem,

insisted on the art
of "making people happy

by
themstelves."

14-2
Many topics

such as Selection
procedure,

Wage, Responsibility of management, Absenteesm

Turnover,tegli
American Committion

operating in abroad,
vs. Assistantl

program
etc etc
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June
3

1:30 - 2:30 "The Federal civil Service 75 years of
Service

to America,

The chairman Hanis Elloworth presented
the

Commission is Diamond
Annivelsary

Award

plaque
to the

Society for
Personal Administration

A backward glance
He told about the creation

of
the S.C. cion

by congress
in 1883

and its

evolution
Many questions,

such as: compe-
titive examination ;

effective
administration;

the need
for

a
strong

new
promotion

system,

flexibility
in

defining
standards; need for

a
long range told management,

cancer execu-

tive; increase
of justige of

the high level

career
service; improvement

in recruitment,
creation of new

positions,
merit

system;
raite

of salary (equal pay for equal work),
need

of better techniques of section; new

clastification system,
etc etc

He concluded in reminding
what the s.c.ciahao

done and examine the actual needs and some

inspirations
for

the
future

2:45 4:30 "Career
planning

and
positive promotion policy

The chairman Alexander, Astistant Director,

Bureau of Prizons, Department of justice,
talk

about the Recruitment and underlined some
points:

1) what have
you

Done to increase human

relation?

2)
What have

you
done to

help employees
to

earn
promotion Promotional program, develop

ment
of promotion,

etc )

ME Latham examined the
problems of

Pel develop

ment career
development,

and executive develop

ment what, How, why?He said that
"employees

have
faith

in the
top

management.
He

prescribed
the

improvement of
the morale of the

organization.
Some cased

of

examples were enumerated.
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Campbell's
address dealt with Human ulations", career

plan; promotion system based on ment and
free from

arbihary selection;
promotion

based on
semiority.

He
prescribed

the
general training courses; haus

fors ( mobilities in an
organization); job elastification

system
He insisted on the necessity to have a

strong
central

Agency
C.S.

cion,
to eliminate

practices
not

upoto
date, etc

Maj. gen
J.L. Richardson presented

the
problem of

1- Military
concept

about
promotion policy

2-
Training

and
developing

a) Recruitment
{

Military
and civilian

b) Promotion
{

11

He enumerated 4
steps

in
army career

planning;
1)

first 7 years :
Assigment

with
troops

2)- 7
to 15

years: Specialization (school, training eten

3)-15 to 25
year

: Command
positions

4). 25 to 30
years: High sdaff

and command positions
or more

responsible assignments
Atomic energy, special studies,

researches nuclear etc )

He reviewed quickly
the Selection

and
promotion

procedure
etc and concluded that" most

effective
method

of getting job
done and constant

studies,
constant

improvements
in both civilian and multitary

cancer

reulain the main
objective."

4:00 4:30 Discuttion, Questions, Answers ebe

4:45 5:30 Exhibits of many
documents,

leaflets,
and books

dealing
with pet Action,

management,
or SPA.

Dinner and address
by

Rocco Siciliano, special6:30 - 10:00

Assistant to the President for Personal management.
He examined the whole

problem of
Personnel

Administration from every view point
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June
H

9:00 -10:00 "Ethical in the Public Service" dealt with high

moral problem of
ethic in

public life
etc

Mr William O'Brien cited William Penn:

"Government depends upon
men, men

depend

upon government
"etc , talked about ethic

standard in Public Administration and made

the distinction between
"principle"

and
"policy"

10:00-10:15 Discussion

10:30-11:45
"Measuring

the
effectiveness of

scientists

and
engineers

"

What criteria can be used to
gauge

the

potential
and

performance
of scientists and in

jineers
?

Robert M.
Page,

Director of
Research Naval

Research
Laboratory, explained

3 criteria

which can be used:

1-
Comparison of patent

and
publication

activity graphical comparison)
a)

Scientific productivity
and

laboratory

research
by Human

capability
c) Process of preparation of

a document

who describe the
job,

etc

2-
Salary

ristribution since
1923 for

scientists in
government

relative to

entrance level
for

B.S.
graduate(from

1922
to

1958
-

graphical
study)

3-
Difference

between scientists and

houstrial workers -
Salary difference

between
government

and
industry

(graphical comfarison
between the

"percentage of life
time

earnings of

machine tradesman" and "years after

graduation from high school")
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He proposed
a

special range of salary
not

based on
classification position

Discussion Question, Answers etein

June H (cont.)

2:00 - 4:00 . "The
personnel managers look at personal

management
Chairman John

w Macy

Review and comments on the results
of

the

ATTITUDESURVEY (see amex 1 6)

They prescribed
the

development of
each

employee potential performance)
and increase

of
the

protige of personal

()
left

the
conference

room at 4:00 p.m.
in over

to arrive at the
washington airport

on
time).

x*x
X

Through
the

Conference
and the Exhibits ) Know "The

Society for Personnel Administration", its organization and

its aims This

conference

is a
very interesting

one
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Assistant To The President . For 
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• 
ADDRESSES THE 

ANNUAL SPA DINNER 
June 3 - 6:30 P. M. 
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June 3 - 6:30 P.M.

Statler Hotel

Washington, D. C.

MAKE YOUR RESERVATION AT THE REGISTRATION DESK
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Program /or 19 58 SP _A. eon/erence 
Tuesday, ·June 3 

MORNING SESSIONS 

9:00- 9:45 REGISTRATION 

9:45-10:00 OPENING OF THE CONFERENCE-Presidential Room 

10:00-10:30 ATTITUDE SURVEY-Presidential Room 
You are asked to look at yourself, your job, your programs 

JOSEPH G. COLMEN, Chief, Personnel Research Branch, 
Directorate of Civilian Personnel, U. S. Air Force 

10:30-11:45 ,......EVALUATION: A STEP TO THE FUTURE OF PER-
1 ') 0 SONNEL ADMINISTRATION - Keynote Address­

Presidential Room 
Find out what needs to be done-and do it 

CHARLES A. MYERS, Professor of Industrial Relations, 
Massachusetts Institute of Technology 

AFTERNOON SESSIONS 

1:30- 2:30 THE FEDERAL CIVIL SERVICE-75 YEARS OF SERV­
ICE TO AMERICA-Address-Presidential Room 

A backward glance provides inspiration for the future 

HON. HARRIS ELLSWORTH, Chairman, U.S. Civil Serv­
ice Commission 

2: 4 5 - 4: 3 0 Three Concurrent Sessions 

!. JOB EVALUATION: WHOSE RESPONSIBILITY?­
Presidential Room 

A panel seeks to identfy the proper role of all concerned 
management, personnel technicians, supervisors 

CHAIRMAN: JAMES L. HA YES, Professor of Business 
Administration, St. Bonaventure Uni­
versity 

PANEL: JOHN A. WATTS, Director of Civilian 
Personnel, Department of the Air 
Force 

A. E. WEATHERBEE, Deputy Assistant 
Postmaster 

VAUX OWEN, President, National Fed­
eration of Federal Employees 

Program for 1958 SPA Conference

Tuesday, June 3
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9:00- 9:45 REGISTRATION

9:45-10:00 OPENING OF THE CONFERENCE-Presidential Room
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You are asked to look at yourself, your job, your programs

JOSEPH G. COLMEN, Chief, Personnel Research Branch,
Directorate of Civilian Personnel, U. S. Air Force

10:30-11:45 EVALUATION: A STEP TO THE FUTURE OF PER-
SONNEL ADMINISTRATION - Keynote Address-
Presidential Room

Find out what needs to be done-and do it

CHARLES A. MYERS, Professor of Industrial Relations,

Massachusetts Institute of Technology

AFTERNOON SESSIONS

1:30- 2:30 THE FEDERAL CIVIL SERVICE-75 YEARS OF SERV-
ICE TO AMERICA-Address-Presidential Room

A backward glance provides inspiration for the future

HON. HARRIS ELLSWORTH, Chairman, U. S. Civil Serv-

ice Commission

2:45- 4:30 Three Concurrent Sessions

1. JOB EVALUATION: WHOSE RESPONSIBILITY?-
Presidential Room

A panel seeks to identfy the proper role of all concerned

management, personnel technicians, supervisors

CHAIRMAN: JAMES L. HAYES, Professor of Business

Administration, St. Bonaventure Uni-

versity

JOHN A. WATTS, Director of CivilianPANEL:
Personnel, Department of the Air

Force

A. E. WEATHERBEE, Deputy Assistant

Postmaster

VAUX OWEN, President, National Fed-
eration of Federal Employees
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Tuesday, June 3 (Cont.) 

2. WHY A CAREER EXECUTIVE PROGRAM?-South 
American Room 

A panel explores the role of the Career Executive and the 
future of the Career Executive Program 

CHAIRMAN : FREDERICK J. LAWTON, Commis­
sioner, U. S. Civil Service Commission 

PANEL: CATHERYN SECKLER - HUDSON, 
Dean, School of Government and Pub­
lic Administration, The American Uni­
versity 

EUGENE ZUCKERT, Management 
Consultant, Former Commissioner, 
Atomic Energy Commission, and For­
mer Assistant Secretary of the Air 
Force 

FORDYCE W . LUIKART, Director, 
Federal Aviation Organization Study 

3. CAREER PLANNING AND POSITIVE PROMOTION 
POLICIES-Congressional Room 

A panel considers ways, means and justification for in­
tegrating career planning and promotion policies 

/ CHAIRMAN: MYRL E. ALEXANDER, Asst. Direc­
tor, Bureau of Prisons, Department of 
Justice 

PANEL: AMOS LATHAM, Director, Personnel 
Division, Internal Revenue Service, 
Treasury Department 

JAMES CAMPBELL, President, Amer­
ican Federation of Government Em­
ployees 

MAJ. GEN. J. L. RICHARDSON, Dep­
uty Assistant Chief of Staff for Per­
sonnel, U . S. Army 

4 :45- 5:30 Chapters Meeting-South American Room 
EXHIBITS-Federal Room and Foyers 

5:30- 6:00 Social Hour-Presidential Room 

6:30- 9:00 ANNUAL SPA CONFERENCE DINNER-Presidential 
Room 

Address by ROCCO SICILIANO, Special Assistant to the 
President for Personnel Management 

Tuesday, June 3 (Cont.)

2. WHY A CAREER EXECUTIVE PROGRAM?-South
American Room

A panel explores the role of the Career Executive and the

future of the Career Executive Program
CHAIRMAN: FREDERICK J. LAWTON, Commis-

sioner, U. S. Civil Service Commission

CATHERYN SECKLER -HUDSON,PANEL:
Dean, School of Government and Pub-
lic Administration, The American Uni-

versity

EUGENE ZUCKERT, Management
Consultant, Former Commissioner,
Atomic Energy Commission, and For-
mer Assistant Secretary of the Air

Force

FORDYCE W. LUIKART, Director,
Federal Aviation Organization Study

3. CAREER PLANNING AND POSITIVE PROMOTION
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A panel considers ways, means and justification for in-

tegrating career planning and promotion policies

CHAIRMAN: MYRL E. ALEXANDER, Asst. Direc-

tor, Bureau of Prisons, Department of

Justice

PANEL: AMOS LATHAM, Director, Personnel
Division, Internal Revenue Service,

Treasury Department

JAMES CAMPBELL, President, Amer-
ican Federation of Government Em-
ployees

MAJ. GEN. J. L. RICHARDSON, Dep-
uty Assistant Chief of Staff for Per-

sonnel, U. S. Army
4:45- 5:30 Chapters Meeting-South American Room

EXHIBITS-Federal Room and Foyers

5:30- 6:00 Social Hour-Presidential Room

6:30- 9:00 ANNUAL SPA CONFERENCE DINNER - Presidential

Room
Address by ROCCO SICILIANO, Special Assistant to the

President for Personnel Management
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Wednesday, June 4 

MORNING SESSIONS 

9:00-10: 15 ETHICS IN THE PUBLIC SERVICE-Presidential Room 

A panel examines the proposition that public services requires 
ethical standards different from those observed by the 
public served 

CHAIRMAN: ROBERT D. CALKINS, President, Brook­
ings Institution 

PANEL: NORMAN H. MAR TIN, Research Associ­
ate of the Industria'l Relations Center, 
University of Chicago 

0. GLENN ST AHL, Director, Bureau of 
Program and Standards, U. S. Civil Serv­
ice Commission 

F. WILLIAM O'BRIEN, S.J., Author, "Jus­
tice Reed and the First Amendment"; 
Faculty, Georgetown University 

10: 3 0-11:45 Three Concurrent Sessions 

1. NON-VERBAL COMMUNICATION-South Ameri~_an 
Room 

The eye can be quicker than the ear in revealing the mean­
ings hidden behind spoken words 

JAMES ENNEIS, Supervisory Psychodramatist, St. Eliz­
abeths Hos pi ta! 

/ 2. MEASURING THE EFFECTIVENESS OF SCIENTISTS 
AND ENGINEERS-Congressional Room 

What criteria can be used to gauge the potential and per­
formance of scientists and engineers 

ROBERT M. PAGE, Director of Research, Naval Re­
search Laboratory 

3. EXPERIMENT AL RESULTS FROM RECENT STUD­
IES IN MOTIVATION-Presidential Room 

What we have learned about the motivational problem 
which will help us to utilize workers effectively 

DONALD W. TAYLOR, Professor of Personnel Admin­
istration and Psychology, Yale University 

Wednesday, June 4
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Wednesday, June 4, (Cont.) 

AFTERNOON SESSIONS 

2:00- 4:00 THE PERSONNEL MANAGERS LOOK AT PERSONNEL 
MANAGEMENT-Presidential Room 

The former Executive Director of the Civil Service Commis­
sion reviews and comments on the results of the ATTI­
TUDE SURVEY 

CHAIRMAN: JOHN W. MACY, JR., Executive Vice 
President, Wesleyan University 

PANEL: ROBERT H. WILLEY, Director of Civilian 
Personnel, Department of the Army 

WILLIAM W. PARSONS, Administrative 
Asst. Secretary of the Treasury 

RALPH S. ROBER TS, Administrative Asst. 
Secretary of Agriculture 

RUFUS E. MILES, JR., Director, Office of 
Admin., Dept. of Health, Education and 
Welfare 

4: 15- 4: 30 Closing Conference-Presidential Room 

Wednesday, June 4, (Cont.)
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Secretary of Agriculture

RUFUS E. MILES, JR., Director, Office of
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Welfare

4:15- 4:30 Closing Conference-Presidential Room

Conference Notes

Visit the exhibits in the Federal Room and foyers



Publications from Prentice-Hall . 

Supervision of Personnel: 
Human Relations in the Manage­
ment of Men, 2nd Ed. 

by JOHN M. PFIFFNER, University of 
Southern California 

Personnel Management and 
Industrial Relations, 4th Ed. 

by DALE YODER, Director of the Industrial 
Relations Center, University of Minnesota 

Personnel Principles and 
Policies: 
Modern Manpower Management 

by DALE YODER, Director of the Industrial 
Relations Center, University of Minnesota 

PRENTICE-HALL, 

Up-to-date and authoritative, this 
new text provides a thorough analysis 
of a problem upper-most in the minds 
of management today-effective su­
pervision . The text combines the or­
thodox structural approach with new 
social science concepts as revealed by 
recent research . 
1958 480 pp. 6"x9" Text list $6.50 

Contents include: Basic Concepts. 
The Supervisor and Human Nature. 
Organization and Management. Or­
ganization as a Supervisory Activity. 
The Economics of Supervision. The 
Supervisor and the Union . Human 
Aspects of Internal Checks. 

Designed to meet changing situa­
tions in manpower management, this 
new 4th Edition gives the student a 
clear and complete survey of person­
nel practices as they occur today. 
1956 928 pp. 6"x9" Text list $7.50 

Contents include: Industrial Rela­
tions and Manpower Management. 
Point of View in Industrial Relations. 
Policies, Programs, and Practice. Job 
Analysis. Organization Planning. Staff­
ing: Sources and Recruitment. Staff­
ing: Selection . Interviewing, Testing, 
and 1 nduction. Training in Employ­
ment. Supervisory Training and Man­
agement Development. Labor Rela­
tions. Public Policy on Labor Rela­
tions. Contract Negotiation and Ad­
ministration. 

This is a simplified treatment of the 
principles, policies, and '):iroblems of 
modern manpower management. Yo­
der analyzes questions and problems 
of policy and minimizes mere tech­
niques. Such an objective approach 
encourages a sound understanding of 
the philosophy of manpower man­
agement. 

Among the outstanding topics cov­
ered: Full chapter on Organizational 
Planning; special attention given Com­
munications and Motivation; early in­
tegration of Collective Bargaining as 
a part of manpower management; 
special chapter on Supervision and 
Leadership; and 30 Case Problems 
(one for each chapter). 
1952 602 pp. 6"x9" illus. 

Text list $6.50 

INC. 
Englewood Cliffs, New Jersey 
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SOCIETY F'OR PERSONNEL ADMINISTRATION 
1958 CONFERENCE OPINION SURVEY 

Please DRAW A CIRCIE around the number of the answer you choose to each question, 
unless otheti.Tise directed. Your answers will be kept anonymous. DO NOT sign your name. 

1. Who is your employer? (Circle one) 

2. 

Federal Government {Field) 
Federal Government (Departmental) 
State or local Govermnent 
Private Industry 
College or University 
I am a full-time student. 
Other (Specify ) 

In which type of personnel work are you 
primarily engaged? 

1 I am not in personnel work 
Staff or personnel policy formulation 8--1 Line or opera ting personnel work 

4 Mixed 
5 Other 

J. Your age: 

1 Under 20 
2 2~29 

/ ,J_,_ 30-39 
rJ..v (£> 40-49 
v/ 5 50-59 

'{- 6 60 or 

4. Your sex: 

73 1 Ma.le 
® Female 

5. How many years of experience have you 
had in personnel work? 

1 Never in personnel work 
2 less than one year 
3 1-5 years 
4 5-9 years 

l,~ ~ i~=~ ~=:~: ~ Y-3 
~ 20 years or more 

6. Which of the following degrees have 
you received? Circle all that apply. 

1 Doctor's degree (Major~~~~~) 
2 Masters degree (Major ) 

(I5 Bachelors degree {l-hjor ) 
4 Associate or Junior College degree 
5 Have not received a degree 
6 Other (Specify --------

7. Which of the following best 
describes your career in personnel 
work? (Exclude part-time or 
temporary work such as summer jobs) I ~ 

0~ C..!)I started in personnel work and 
~ have been in it since. 

2 I started in some other field 
and then moved into personnel 
work. 

3 I started in personnel work, 
moved out and have come back 
into it again. 

4 I was in personnel work but am 
not in it now. 

5 I have never been in personnel 
work. 

8. If you a.re in the Federal civil 
service, what is your GS grade? 

1 I am not in the Federal civil 
service. 

2 Below GS-5 or equivalent 
3 GS-5 through GS-8 or equivalent 

GS-9 through GS-11 or equivalent 
GS-12 or GS-13 or equivalent · 
GS-14 or above or equiv!:i.lent /q 

9. Are you a member of the Society for 
Personnel Administration? 

1 Yes 
CI) No 

10. Were you required to use annual or 
vacation leave to attend this 
meeting? 

11. If you traveled from outside of the 
Washington area to attend this 
meeting, did your employer pay 
your travel costs? 

3 

Did 
Yes 
No 

not have 

'. :?~0 
)0 1-v 

to travel 

lb

SOCIETY FOR PERSONNEL ADMINISTRATION
1958 CONFERENCE OPINION SURVEY

Please DRAW A CIRCLE around the number of the answer you choose to each question,
unless otherwise directed. Your answers will be kept anonymous. DO NOT sign your name.

1. Who is your employer? (Circle one) 7. Which of the following best
describes your career in personnel

bo 1 Federal Government (Field) work? (Exclude part-time or
Federal Government (Departmental) temporary work such as summer jobs)2

30 State or local Government3
1 I started in personnel work and4 Private Industry 2>5 College or University have been in it since.

6 I am a full-time student. 2 I started in some other field
63

)7 Other (Specify and then moved into personnel
work.

2. In which type of personnel work are you 3 I started in personnel work,
primarily engaged? moved out and have come back

into it again.
4 I was in personnel work but am1 I am not in personnel work

Staff or personnel policy formulation2 not in it now.

29
3 Line or operating personnel work 5 I have never been in personnel

work.4 Mixed
5 Other

8. If you are in the Federal civil
service, what is your GS grade?3. Your age:

1 I am not in the Federal civil1 Under 20
service.2 20-29

2 Below GS-5 or equivalent3 30-39

45
3 GS-5 through GS-8 or equivalent4 40-49

63 4 GS-9 through GS-11 or equivalent5 50-59

80if
6 60 or over GS-12 or GS-13 or equivalent5

6 GS-14 or above or equivalent 19
4. Your sex:

9. Are you a member of the Society for

73
Personnel Administration?1 Male

2 Female
1 Yes

5. How many years of experience have you 2 No
had in personnel work?

10. Were you required to use annual or
vacation leave to attend this1 Never in personnel work
meeting?2 Less than one year

3 1-5 years
1 Yes4 5-9 years
2 No 93

love
4310-14 years5

6 15-19 years
11. If you traveled from outside of the7 20 years or more

Washington area to attend this
6. Which of the following degrees have meeting, did your employer pay

you received? Circle all that apply. your travel costs?

)1 Doctor's degree (Major 1 Did not have to travel
)2 Masters degree (Major Yes2

1370)3 Bachelors degree (Major 3 No
10704 Associate or Junior College degree

5 Have not received a degree
6 Other (Specify )



2 

How satisfied are you vi.th your present job on each of the following points? Place 
one check ~ in the appropriate box for each item. If you are not in personnel work, 
go on to question 22. 

I 

B 12. Chance you get to show what you 
can do 

13. Degree of support and cooperation 
from top management 

~~ 
14. Degree of support and cooperation \/"' you receive from operating 

officials with whom you deal 

-t 15. Opportunities for getting ahead 'V 

,...,,., 16. The prestige personnel work enjoys 

~ 
17. Extent to which you participate with 

your supervisor in decisions v affecting you or your work 

18. Professional satisfaction your job / gives you 

~::!; 19. Space and physical facilities of 
/ your off ice 

~yo· Congeniality of people you work with u/ most from day-to-day 

2

How satisfied are you with your present job on each of the following points? Place
one check mark in the appropriate box for each item. If you are not in personnel work,
go on to question 22.

SECURITY

SECURITY

12. Chance you get to show what you
can do

13. Degree of support and cooperation
from top management

14. Degree of support and cooperation
you receive from operating
officials with whom you deal

15. Opportunities for getting ahead

16. The prestige personnel work enjoys

17. Extent to which you participate with
your supervisor in decisions

affecting you or your work

18. Professional satisfaction your job
gives you

19. Space and physical facilities of
your office

20. Congeniality of people you work with
most from day-to-day

gree
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21. How do you feel about the amount of work your organizational unit is required 
to perform? 

There is too much work for the staff we have. 
There is about the right balance betl#een staff and workload. 
There is too little work to keep the staff fully occupied. 

22. What do you think of the calibre of people coming into the personnel field 
these days? / 

t•s getting better. 
I {1..1 

It's getting worse. 
It •s about the same. ~ 
My- organization has not hired new personnel staff for some time. 

23. Are you bothered by criticism of government employees ma.de by the press, Congress, 
2!: other groups or individuals? 

I am not aware of any criticism. 
;yes (What type of criticism?--------------------­
No 

24. Do you believe that this criticism is justified? 

1 
2 

QJ 
I am not aware of any criticism. 
Most of it is. 
Some of it is. 
None of it is. 

25. Do you want to stay in personnel work until you retire? 

I am not in personnel work. 
iYes -1 l"!"' 
No p 

3

21. How do you feel about the amount of work your organizational unit is required
to perform?

1 There is too much work for the staff we have.
2 There is about the right balance between staff and workload.

There is too little work to keep the staff fully occupied.3

22. What do you think of the calibre of people coming into the personnel field
these days?

45It's getting better.1
2 It's getting worse.
3 It's about the same. 29
4 My organization has not hired new personnel staff for some time.

23. Are you bothered by criticism of government employees made by the press, Congress,
or other groups or individuals?

1 I am not aware of any criticism.
)2 Yes (What type of criticism?

3 No

24. Do you believe that this criticism is justified?

1 I am not aware of any criticism.
2 Most of it is.
3 Some of it is.

None of it is.4

25. Do you want to stay in personnel work until you retire?

1 I am not in personnel work.
2 Yes

753 No
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Below are listed some of the things you may have heard at one time or another about 
personnel people or programs. To what extent do you agree or disagree with these state­
ments? Check in the appropriate column for ~ item. 

I think that: 

26. Supervisors outside the personnel 
office view the personnel program I\ 
as a nuisance, not as an aid. \ 

27. 

28. 

29. 

30. 

31. 

32. 

33. 

34. 

Most personnel people keep up with • 
recent developments in their field. 

Personnel people have provided the 
vigorous positive leadership needed 
to support merit principles in such 
actions as selection and promotion. 

Personnel people stick together too L 
much; they speak their own special I{ 
language and remain aloof from those 
in programs outside their field. 

Personnel people usually know more about 
the operating programs they service than 
line officials give them credit for 
knowing. 

Few personnel people actually practice 
in managing their own staffs what the~ 
preach to operating officials. 

Most personnel people are prone to hide 
behind rules and regulations as an 
excuse for a lack of positive action. 

Most personnel programs have the L> 
respect and confidence of employees in 
the organizations they serve. 

The primary responsibility of the 
~ personnel office is to management 

rather than to employees. 
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Below are listed some of the things you may have heard at one time or another about
personnel people or programs. To what extent do you agree or disagree with these state-
ments? Check in the appropriate column for each item.

I think that:

26. Supervisors outside the personnel

40
office view the personnel program
as a nuisance, not as an aid.

27. Most personnel people keep up with

5970
3recent developments in their field.

28. Personnel people have provided the

40%

vigorous positive leadership needed
to support merit principles in such
actions as selection and promotion.

29. Personnel people stick together too

55
much; they speak their own special
language and remain aloof from those
in programs outside their field.

30. Personnel people usually know more about
the operating programs they service than
line officials give them credit for
knowing.

31. Few personnel people actually practice
in managing their own staffs what they

2preach to operating officials.

32. Most personnel people are prone to hide
behind rules and regulations as an
excuse for a lack of positive action.

33. Most personnel programs have the
respect and confidence of employees in
the organizations they serve.

34. The primary responsibility of the
personnel office is to management
rather than to employees.
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Following is a list of some of the more important activities of a personnel pro­
gram. In the program of any organization some of these are accomplished more succer.s- · 
fully than others. 

FIRST - draw a line through the number opposite all of the programs you 
feel you canr..ot evaluate. 

SECOND - circle all those remaining that represent your agency's or comt:any's 
more successful programs. 

~ Getting the best possible i:eople into the organization 

@ Determining proper grade level or pay for jobs .1-\ l S l 0 

~ Evaluating employee performance 

.>:3&: Evaluating personnel program effectiveness 

~ Developing and training employees 

~ Utilizing employees at their maximum potential 

C3J Promoting employees on the basis of merit 

~ Separating unprodu~tive employees 

~ Consul ting with employee groups on personnel policies and programs t/-3 
Getting employees interested in improving operations through the 
incentive awards and suggestion programs 

~ Communicating information downward to employees 

~ Communicating information upward from employees 

~ Resolving differences between employees and supervisors SI 1D 
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Following is a list of some of the more important activities of a personnel pro-
gram. In the program of any organization some of these are accomplished more success-
fully than others.

FIRST - draw a line through the number opposite all of the programs you
feel you cannot evaluate.

SECOND - circle all those remaining that represent your agency's or company's
more successful programs.

Getting the best possible people into the organization35

Determining proper grade level pay for jobs +175%
36 or

37. Evaluating employee performance

38. Evaluating personnel program effectiveness

39 Developing and training employees

Utilizing employees at their maximum potential40.

5070Promoting employees on the basis of merit41

-3 (42. Separating unproductive employees

Consulting with employee groups on personnel policies and programs 43

Getting employees interested in improving operations through the44
incentive awards and suggestion programs

10%
Communicating information downward to employees45.

Communicating information upward from employees46.

47. Resolving differences between employees and supervisors 51%
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48. In your position, which of the following represent your major areas of responsi­
bility? 

FIRST - circle as many as apply. 

SECOND - go back and underline the ONE that represents your primary 
area of responsibility • 

.& Minagement control of two or more major phases of the personnel program. 

2 Position classification or wage and salary administration 

3 Administrative processing of personnel actions, records and reports 

4 Recruitment, selection, and placement 

5 Employee services and benefits - (newsletters, safety, communication, 
recreation, housing and transportation, credit unions, counseling, 
insurance) 

6 Employee and labor relations {grievances, disciplinary measures, incentives 
and awards, negotiations with labor organizations, performance evaluation) 

7 Training and career development 

8 Research 

9 Development and interpretation of regulations 

10 Other (Please specify) 

IMPORTANT: Now please go back and check to see if you have underlined the ~ which 
represents your primary area of responsibility. 

49. What is one change you feel would lead to the greatest improvement in your major 
area of responsibility? 

50. What do you like IEAST about your job? 

.~d-i ~cl- UJi;l &1-u~ ~ 
51. What do you like MOST about your job? 
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SOCIETY FOR PERSONNEL ADMINISTRATION 
1958 CONFERENCE OPINION SURVEY 

II (.\, 

Please DRAW A CIRCIE around the number of the answer you choose to each question, 
unless otheNise directed. Your answers will be kept anonymous. DO NOT sign your name. 

1. Who is your employer? (Circle one) 

1 Federal Government (Field) 
2 Federal Government {Departmental) 
3 State or local Government 
4 Private Industry 
5 College or University 
6 I am a full-time student. 
7 Other (Specify ) 

2. In which type of personnel work are you 
primarily engaged? 

1 I am not in personnel work 
2 Staff or personnel policy formulation 
3 Line or opera ting personnel work 
4 Mixed 
5 Other 

3. Your age: 

1 Under 20 
2 20-29 
3 .30-39 
4 40-49 
5 50-59 
6 60 or over 

4. Your sex: 

1 Male 
2 Female 

5. How many years of experience have you 
had in personnel work? 

1 Never in personnel work 
2 less than one year 
3 1-5 years 
4 5-9 years 
5 10-14 years 
6 15-19 years 
7 20 years or more 

6. Which of the following degrees have 
you received: Circle all that apply. 

1 Doctor's degree (Major ) 
2 Masters degree (M:ijor ) 
3 Bachelors degree (:t-Rjor ) 
4 Associate or Junior College degree 
5 Have not received a degree 
6 Other (Specify ) 

7. Which of the following best 
describes your career in personnel 
work? (Exclude part-time or 
temporary work such as summer jobs) 

1 I started in personnel work and 
have been in it since. 

2 I started in some other field 
and then moved into personnel 
work. 

3 I started in personnel work, 
moved out and have come back 
into it again. 

4 I was in personnel work but am 
not in it now. 

5 I have never been in personnel 
work. 

8. If you are in the Federal civil 
service, what is your GS grade? 

1 I am not in the Federal civil 
service. 

2 Below GS-5 or equivalent 
3 GS-5 through GS-8 or equivalent 
4 GS-9 through GS-11 or equivalent 
5 GS-12 or GS-13 or equivalent 
6 GS-14 or above or equivalent 

9. Are you a member of the Society for 
Personnel Administration? 

1 Yes 
2 No 

10. Were you required to use annual or 
vacation leave to attend this 
meeting? 

1 Yes 
2 No 

11. If you traveled from outside of the 
Washington area to attend this 
meeting, did your employer pay 
your travel costs? 

1 Did not have to travel 
2 Yes 
3 No 

SOCIETY FOR PERSONNEL ADMINISTRATION
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How satisfied are you vith your present job on each of the following points? Place 
one check mark in the appropriate box for each item. If you are not in personnel work, 
go on to question 22. 

12. Chance you get to show what you 
can do 

13. Degree of support and cooperation 
from top management 

14. Degree of support and cooperation 
you receive from operating 
officials with whom you deal 

15. Opportunities for getting ahead 

16. The prestige personnel work enjoys 

17. Extent to which you particirate with 
your supervisor in decisions 
affecting you or your work 

18. Professional satisfaction your job 
gives you 

19. Space and physical facilities of 
your office 

20. Congeniality of people you work with 
most from day-to-day 

2

How satisfied are you with your present job on each of the following points? Place
one check mark in the appropriate box for each item. If you are not in personnel work,
go on to question 22.

SECURITY

12. Chance you get to show what you
can do

13. Degree of support and cooperation
from top management

14. Degree of support and cooperation
you receive from operating
officials with whom you deal

15. Opportunities for getting ahead

The prestige personnel work enjoys16.

17. Extent to which you participate with
your supervisor in decisions
affecting you or your work

18. Professional satisfaction your job
gives you

19. Space and physical facilities of
your office

20. Congeniality of people you work with
most from day-to-day



3 

21. How do you feel about the amount of work your organizational unit is required 
to perform? 

1 There is too much work for the staff we have. 
2 There is about the right balance between staff and workload. 
3 There is too little work to keep the staff fully occupied. 

22. What do you think of the calibre of people coming into the personnel field 
these days? 

1 It's getting better. 
2 It's getting worse. 
3 It's about the same. 
4 ~ organization ha.s not hired new personnel staff for some time. 

23. Are you bothered by criticism of government employees made by the press, Congress, 
Q!: ot her groups or individuals? 

1 I am not aware of any criticism. 
2 Yes (What type of criticism?---------------------) 
3 No 

24. Do you believe that this criticism is justified? 

1 I am not aware of any criticism. 
2 M'ost of it is. 
3 Some of it is. 
4 None of it is. 

25. Do you want to stay in personnel work until you retire? 

1 I am not in personnel work. 
2 Yes 
3 No 
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21. How do you feel about the amount of work your organizational unit is required
to perform?

1 There is too much work for the staff we have.
2 There is about the right balance between staff and workload.
3 There is too little work to keep the staff fully occupied.

22. What do you think of the calibre of people coming into the personnel field
these days?

1 It's getting better.
2 It's getting worse.
3 It's about the same.

My organization has not hired new personnel staff for some time.4

Are you bothered by criticism of government employees made by the press, Congress,23.
or other groups or individuals?

1 I am not aware of any criticism.
)2 Yes (What type of criticism?

3 No

24. Do you believe that this criticism is justified?

1 I am not aware of any criticism.
2 Most of it is.
3 Some of it is.

4 None of it is.

25. Do you want to stay in personnel work until you retire?

1 I am not in personnel work.
2 Yes
3 No
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Below are listed some of the things you may have heard at one time or another about 
personnel people or programs. To what extent do you agree or disagree with these state­
ments? Check in the appropriate column for each item. 
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I think that: 
26. Supervisors outside the personnel 

off ice view the personnel program 
as a nuisance, not as an aid. 

27. Most personnel people keep up with 
recent developments in their field. 

28. Personnel people have provided the 
vigorous positive leadership needed 
to support merit principles in such 
actions as selection and promotion. 

29. Personnel people stick together too 
much; they speak their own special 
language and remain aloof from those 
in programs outside their field • 

.30. Personnel people usually know more about 
the operating programs they service than 
line officials give them credit for 
knowing • 

.31. Few personnel people actually practice 
in managing their own staffs what they 
preach to operating officials • 

.32. Most personnel people are prone to hide 
behind rules and regulations as an 
excuse for a lack of positive action • 

.3.3. Most personnel programs have the 
respect and confidence of employees in 
the organizations they serve. 

34. The primary responsibility of the 
personnel office is to management 
rather than to employees. 
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Below are listed some of the things you may have heard at one time or another about
personnel people or programs. To what extent do you agree or disagree with these state-
ments? Check in the appropriate column for each item.

I think that:

26. Supervisors outside the personnel
office view the personnel program
as a nuisance, not as an aid.

27. Most personnel people keep up with
recent developments in their field.

28. Personnel people have provided the
vigorous positive leadership needed
to support merit principles in such
actions as selection and promotion.

29. Personnel people stick together too
much; they speak their own special
language and remain aloof from those
in programs outside their field.

30. Personnel people usually know more about
the operating programs they service than
line officials give them credit for
knowing.

31. Few personnel people actually practice
in managing their own staffs what they
preach to operating officials.

32. Most personnel people are prone to hide
behind rules and regulations as an
excuse for a lack of positive action.

33. Most personnel programs have the
respect and confidence of employees in
the organizations they serve.

34. The primary responsibility of the
personnel office is to management
rather than to employees.
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Following is a list of some of the more important activities of a personnel pro­
gram. In the program of any organization some of these are accomplished more succer.s- · 
fully than others. 

FIRST - draw a line through the number opposite all of the programs you 
feel you cannot evaluate. 

SECOND - circle all those remaining that represent your agency's or company's 
more successful programs. 

35. Getting the best possible people into the organization 

36. Determining proper grade level or pay for jobs 

37. Evaluating employee performance 

38. Evalua.ting personnel program effectiveness 

39. Developing and training employees 

40. Utilizing employees at their maximum potential 

41. Promoting employees on the basis of merit 

42. Separating unproductive employees 

43. Consulting with employee groups on personnel policies and programs 

44. Getting employees interested in improving operations through the 
incentive awards and suggestion programs 

45. Communicating information do"1?1ward to employees 

46. Communicating information upward from employees 

47. Resolving differences between employees and supervisors 
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Following is a list of some of the more important activities of a personnel pro-
gram. In the program of any organization some of these are accomplished more success-
fully than others.

FIRST - draw a line through the number opposite all of the programs you
feel you cannot evaluate.

SECOND - circle all those remaining that represent your agency's or company's
more successful programs.

35. Getting the best possible people into the organization

36. Determining proper grade level or pay for jobs

37. Evaluating employee performance

38. Evaluating personnel program effectiveness

39. Developing and training employees

40. Utilizing employees at their maximum potential

41. Promoting employees on the basis of merit

42. Separating unproductive employees

43. Consulting with employee groups on personnel policies and programs

44. Getting employees interested in improving operations through the
incentive awards and suggestion programs

45. Communicating information downward to employees

46. Communicating information upward from employees

47. Resolving differences between employees and supervisors
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48. In your position, which of the following represent your major areas of responsi­
bility? 

FIRST - circle as many as apply. 

SECOND - go back and underline the ONE that represents your primary 
area of responsibility. 

1 1-hnagem.ent control of two or more major phases of the personnel program 

2 Position classification or "Wage and salary administration 

J Administrative processing of personnel actions, records and reports 

4 Recruitment, selection, and placement 

5 Employee services and benefits - (newsletters, safety, communication, 
recreation, housing and transportation, credit unions, counseling, 
insurance) 

6 Employee and labor relations (grievances, disciplinary measures, incentives 
and awards, negotiations with labor organizations, performance evaluation) 

7 Training and career development 

8 Research 

9 Development and interpretation of regulations 

10 Other (Please specify) 

IMPORTANT: Now please go back and check to see if you have underlined the ~ which 
represents your primary area of responsibility. 

49. What is one change you feel would lead to the greatest improvement in your major 
area of responsibility? 

50. What do you like IEAST about your job? 

51. What do you like MOST about your job? 
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1 Management control of two or more major phases of the personnel program

2 Position classification or wage and salary administration
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NCYI'E TO EDITORS: 

PUBLIC T-TFORMA'.:'ION OFFICE 
Uo S. CIVIL SERVICE COMMISSION 

June 2, 1958 

There may be a picture poss ibi:ity for you in t he presentation by Civil 

Service Commission Chairman Harris Ellsworth of the Commission's Diamo~d 

Ann.tversary Award plaque to the Society for Personnel Administration at the 

group's annual convention at the Statler Hotel on Tuesday, June 3. The plaque 

is expected to be presented about 1:30 p.m. to SPA President Robert H. Willey, 

just before Chairman Ellsworth addresses the meeting. Following is the text 

of a letter to Vir. Willey, which will be presented to him with the plaque: 

Dear Mr. Willey: 

As part of the nationwide observance of the 75th anniversary 
of the Civil Service Act, the u. s. Civil Service Commission has 
established a Diamond Anniversary Award to give public recogni­
tion to national organizations which have given outstanding 
support to the Federal merit system over the years. 

It is my pleasure to infonn you that The Society for 
Personnel Administration has been selected as one of the few 
organizations to receive this award., 

Since its founding in 1937, the Society has afforded a 
common meeting ground for the interchange of ideas, for 
clarj.i'ication of the personnel function~ for research into 
new methods and techniques, and for fostering management 
:improvement. It is therefore my honor to present, on be­
half of the Civil Service Commission, the Diamond Annr1ersary 
Award to the Society for Personnel Administrationo 

Si..~cerely yours, 

/s/ Harris Ellsworth 
Chairman 
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THE SOCIETY FOR PERSONNEL 
ADMINISTRATION IS ••• 

an organization of individuals interested in 
improving all phases of personnel management. 
SPA was organized in 1937 by a group which 
felt a need for an organization which would aid 
in the development of an improved science of 
personnel administration and in the interchange 
and dissemination of important professional in­
formation in that field. Today it is a growing 
and dynamic organization whose work is carried 
on by a large volunteer organization of demo­
cratically elected officers, committees, and indi­
vidual participants. 

SPA AIMS ARE ... 

* To provide a forum for the interchange of 
thought and a medium for the collection, pub­
lication, and distribution of professional in­
formation relating to personnel research and 
administration. * To add to knowledge of more efficient, effective, 
and economical methods of handling people to 
accomplish management's mission. * To foster and develop interest in establiahing 
and maintaining comprehensive programs of 
personnel administration for the purpose of 
bettering the conditions and relations of em­
ployees in their occupations, increasing the 
effectiveness of administration, and obtaining 
greater productivity. * To encourage the study, development and use 
of improved methods and higher standards in 
personnel research and administration and to 
promote fundamental and systematic training 
for persons engaged in these activities. 

SPA MEMBERSHIP PROVIDES • * SUBSCRIPTION TO JOURNAL: 
Personnel Administration . . . 
The Journal of the Society presents in six issues 
each year contemporary contributions by leaders 
in the field to the development of personnel 
management-thoughtful discussions, ideas, re­
search, reviews, and news. 
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* SPA NEWSLETI'ER ... 
Presenting brief, timely news and announce· 
ments, the SPA Newsletter is received by all 
members once each month. It keeps you in· 
formed of SPA activities with a minimum of 
reading time. 

*PERSONAL CONTACTS •.• 
Various meetings and conferences of the Society 
offer you an excellent opportunity to broaden 
your personal contacts in the personnel man­
agement field-to meet leaders and co-workers 
in the field-you get to know them and they 
get to know you. 

* PROFESSIONAL GROWTH •.. 
Opportunity is provided to read, hear and dis­
cuss current topics. You will also have a pro­
fessional outlet for expression of your ideas. 

*MEETINGS ... 
Throughout the year dinner and group meetings 
are held in Washington, D. C., and in other 
citieli where chapters are located, to discuss 
current and important subjects. 

* ANNUAL CONFERENCE ..• 
Each year SPA sponsors an annual conference 
on personnel management problems. Programs 
at conferences feature speeches and discussion 
by outstanding authorities-informal sessions 
-social get-togethers. You return to your job 
stimulated with new ideas and a fresh outlook 
on present problems. 

· * CHAPTER ACTIVITIES ••. 
A minimum of fifteen members may JOID to­
gether and request a charter. A formal group 
of members. is thereby created to work in fur­
thering the Society's objectives. Chapters con­
duct their own affairs, elect their own officers, 

· and plan their own programs. Their scope of 
activity and participatiOn in Society affairs is 
limited only by the initiative and efforts exerted 
by the collective membership. 

* PUBLICATIONS 
OF GENERAL INTEREST ... 
Pamphlets and reports of particular significance 
to those interested in working with people are 
published by the Society and sold at a nominal 
charge. Selected publications are distributed 
free of charge to members. 

See Reverse for List of Titles 
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* WORK GROUPS ... 
Work Groups are an important aspect of the 
Society's program for developing the profession. 
In these Groups, members have the opportunity 
to make intensive studies of difficult personnel 
problems and exchange views with colleagues 
working in specialized fields. 

Work groups are organized through the Society, 
but each Group is free to direct its activities in 
accordance with its particular interests. 

Among the fields in which Work Groups have 
been active are: Supervisory Development; 
Communications; Compensation; Job Evalua­
tion; Case Study Method; Executive Develop­
ment; Personnel Program Evaluation; Man­
power Planning and Staffing; Human Relations; 
Performance Evaluation; College Recruiting, 
and Central Office · Field Office Relationships. 

* TRAINING INSTITUTES 
Institutes are a featured element in advancing 
the technical proficiency of personnel specialists. 
A number of institutes are held each year to 
provide intensive training in new developments 
in various personnel specialties such as Execu­
tive and Supervisory Development, Case Study 
Methods, and Creative Thinking. Institute plan­
ning and execution is carried out by specially 
qualified members and other professionally rec­
ognized persons under the direction of the 
Institute Program Chairman. 

YOU HAVE AN INTEREST IN 
PERSONNEL MANAGEMENT • 

Regardless of your occupation, sound pereonnel 
management is important to the employer, man­
ager and supervisor in making the most effective 
use of human resources. Interest in personnel 
management can best be expressed by member­
ship and active participation in a professional 
personnel organization. The SPA invites appli· 
cations for membership from personnel and ad­
ministrative official11 and their staffs, manage­
ment consultants, personnel research workers, 
program planning specialists, organization and 
methods examiners, operating supervisors, em­
ployee union representatives, educators, students, 
and others having a special interest in personnel 
management. · 
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To: 

REQUEST FOR PARTICIPATION 

Society for Personnel Administration 
5506 Connecticut Avenue, N.W. 
Washington 15, D. C. 

Membership 

D I hereby apply for membership in the Society 
for Personnel Administration. I understand that 
the dues are five dollars a year, which includes sub­
scriptions to Personnel Administration and the 
SPA Newsletter. 

Pamphlets 

Please send me the 
the quantity indicated: 

Quantity 

pamphlets listed below in 

Title Cost 

I l ______________________________________________________________________________ :: _____ _ 
l D Send me all new ones as issued. 
1.---------------------------------------------------------------------------------------

Journal 

I would like to receive the journal Personnel 
Administration as indicated below: 

D Single Copy ( $1.00) ----------------------------------­
(Date of Issue) 

D Subscription ( $5.00) 

In All Cases Fill Out Below 

D Bill me 

D Check or money order payable to Society for 
Personnel Administration enclosed 

(Name) 

(Street Address) 

(City) (Zone) (State) 
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CU R·R ENT PUBLICATIONS OF THE SPA 
LEAFLETS: This "how to do it" series provides 
a way for organizations to give to each supervisor 
information on how to solve his everyday problems. 

YOU ARE A BETTER SPEAKER THAN YOU THINK 
By William Oncken, Jr. Leaflet No. 4. Price: 
20 cents. 

DON'T DO IT YOURSELF! 
New ideas on delegation as a trammg tool. By 
Julius E. Eitington. Leaflet No. 3. Price: 10 cents. 

THE PROBLEM EMPLOYEE­
An Answer for Management 
By Albert Kransdorf. Leaflet No. 2. Price: 20 cents. 

SO-YOU'.RE THINKING ABOUT 
FIRING SOMEBODY! 
By R. G. Beers. Leaflet No. 1. Price: 10 cents. 

PAMPHLETS: These pamphlets discuss various 
aspects of personnel management selected for their 
interest not only to personnel people but to super­
visory and management personnel as well. 

THE CASE METHOD-
A Technique of Management Development 
Pamphlet No. 14. Price: 75 cents; Member price: 
50 cents. 

PROFESSIONAL STANDARDS FOR 
PERSONNEL· WORK 
Pamphlet No. 13. Price: 50 cents; Member price: 
25 cents. 

A GUIDE . TO COLLEGE RECRUITMENT 
P~~phle.t No. 12. Price: 50 cents; Member price: 
25 cents. 

HOW TO ORGANIZE AND ADMINISTER 
AN EMPLOYEE TRAINING PROGRAM 
By Homer T. Rosenberger. Pamphlet No. 11. 
Price: $1.00; Member price: 50 cents. 

,.. 

POSITION - EVALUATION TECHNlQUES­
A Discussion and Appraisal 
Pamphlet No. 10. Price: 50 cents; Member price: 
25 cents. 

EXECUTIVE DEVELOPMENT IN ACTION­
Patterns and Techniques 
By Raymond L. Randall. Pamphlet No .. 9. Price: 
$1.00; Member price: 50 cent!. 

FEDERAL CAREER SERVICE­
A Look Ahead 
Pamphlet No. 8. Price: $1.50; Member price: 75 
cents. 

SUPERVISION AND SUPERVISORY TRAINING 
Pamphlet No. 7. Price: $1.00; Member price: 50 
cents. 

WAYS TO SPEED UP REMOVAL 
OF UNSATISFACTORY EMPLOYEES 
Pamphlet No. 6. Price 50 cents; Member price: 
25 cents. 

PROPOSALS FOR A FEDERAL 
ADMINISTRATIVE STAFF COLLEGE 
Pamphlet No. 5. Price: $1.00; Member price: 25 
cents. 

TRAINING YOUR EMPLOYEES­
Suggestions to Executives and Supervisors 
By Milton Hall. Pamphlet No. 3. Price: . 50 cents; 
5 to 9 copies: 35 cents; 10 or more copies: 25 cents; 
Member price: 25 cents. · 

Quantity prices for pamphlets and leaflets (except for 
Pamphlet No. 3) 1 to 9 copies: full price; 10 to 24 
copies: 20% off; 25 to 99 copies: 30% . off,; 100 or 
more copies: 40% off. 

e JOURNAL: 
Personnel Administration 

Bi.Monthly journal of the Society for Personnel 
Administration. Single copy price: $1.00; yearly 
subscription: $5.00. Free to members. 
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SPA Conference Suggestion Program 

-In the foyer you will find a suggestion box 

-- Your ·ideas for improving SPA programs 
and activities are invited. 

- A committee will review all suggestions 

Those whose suggestions are 
adopted will receive appropriate 

recognition!!!!! 

--On the reverse is a s~gestion form. 

- Won't you jot down your suggestion now 
and drop it in the suggestion box? 
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SPA Conference Suggestion Program

-In the foyer you will find a suggestion box

Your ideas for improving SPA programs
and activities are invited.

- A committee will review all suggestions

Those whose suggestions are
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recognition
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To: SPA Conference Sug ge sti on Commit tee 

My suggesti on for improving SPA programs and activities is:. 
/ 

Signed: 

Address: 

To: SPA Conference Suggestion Committee

My suggestion for improving SPA programs and activities is :

Signed:

Address
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SCOPE OF SUBJECTS COVERED 
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Cases in Personnel Management. 

Standard subject headings and 
cross-references. 

Economy in reading time for 
personnel officials and executives. 

Relationships with major publishers. 

Reports, special studies abstracted. 

- More than 400 important abstracts in typical year. 

Marginal notes area. ..Format for card-size filing of abstracts. 
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Sample: PAGE OF ABSTRACTS PERIODICALS 
TRAINING 

(see also - EXECUTIVES: •••••••• DEVELOPMENT 
SUPERVISORS: ....... DEVELOPMENT) 

TURNING OPERATORS INTO MECHANICS. (STAFF). 
Factory Management and Maintenance. December, 1955. Pages 106-1 07. 

Portland Copper and Tank Works, (Portland, Me.}, reverses the trend toward special­
ization, enlarges the job of its welders and finds production up, rejects down, and 
turnover curtailed. "No quits or fires" among welders in 27 months of this program. 
Up until 195 3 jobs were specialized and morale was low because of boredom and the 
unchallenging work. Turnover was high, Vlith the emphasis on "craftsmen• each 
welder now has his own shop and handles a variety of jobs with a variety of tools, 
Inspection booths are adjacent to the shops, thus saving time, A rrainer teaching two 
men at a time effected the gradual diversification. The "training time ran about two 
months per man or four months for all 15 men.• Visual aids were used and repeated as 
often as requested. 

This project has top management backing with the vice president tapping the attitudes 
of the emrloyees, and each suggestion or criticism was acted upon. The plant, con­
sisting o 350 men, had union acceptance, for they saw in this program sound job 
security. The company paid no higher salary for this changeover for these workers 
were already paid premium rates. These former •operators" now designated as 
•mechanics" turn out a better quality job and practically eliminate the "scrap pile". 
A significant experiment in manpower utilization is found here. 

(37-56) 

UNION-MANAGEMENT REACTION TO HUMAN RELATIONS TRAINING. 
B. J. SPEROFF. 

Personnel Journal. January, 1956. Pages 292-294. 

One of the major criticisms of human relations training programs is the lack of ob­
jectivi[y. This is a report of a training program of a large eastern company and its 
attempt to measure objectively the effects of its human relations program which was 
directed at "lower• and "middle" management as well as •union stewards". The 
program had three objectives: (1) To provide a co~rehensive knowledge of the es­
sentials of understanding people's behavior, includmg the influence of attitudes, 
frustration, motivation, and individual differences. (2) To provide a practical famil­
iarity with the skills and methods employed in gaining such an understanding of the 
behavior of others, e.g., by means of fact-finding, role-playing, the application of the 
MEIR formula, buzz groups, etc, (3) To provide the proper climate for attitude forma­
tion and change in keeping with: (a) subscribing to and abidin~ by human relations 
principles, and (b) gaining insight and understanding of the acuons of others as well 
as oneself.• 

Attendance was voluntary and results were assessed by questionnaires. Specific 
questions and percentage breakdowns are given in the article, The evidence of real 
learning and value is illustrated only by application of principles as applied to the 
daily job. Changes in behavior in the individuals and fellow employees evidently 
developed in this program. 

(38-56) 

TRAINING PERSONNEL IN ELECTRONICS FOR BUSINESS APPLICATION. 
ARVID JACOBSON. 

Management Methods. December, 1955. Pages 11-'15, 

The problems involved in the coming conversion of industrial and office operations to 
mechanization by automation are explored in this article by Dr. Jacobson. As 
Director of Wayne University's Computation Laboratory, he discusses the shortage of 
qualified manpower from the viewpoint of the educator. He stresses that much greater 
effort in every direction will have to be put forth by indusrry and government to train 
specialized personnel at all levels in the new electronic systems. 

Results of surveys in this field indicate that training is the responsibility of manage­
ment making the decision to mechanize. The widespread need for training, from the 
highly technical skills required by programmers and analysts to the more ~eneral 
understanding necessary to management and office staffs, calls for an alhed attack 
on the problem by a variety of training sources. For example, the author visualizes 
universities, high schools, businesses and automation engineers all participating in 
a society-wide effort to educate Americans in varying degrees of familiarity with the 
new processes. Lectures, workshops, seminars, cooferences, and special summer 
courses have, been offered by Wayne University, devoted lart:ely to business applica­
tion of automation. He visualizes unprecedented advances 10 technology forcing 
similar strides in the world of educauon and training. 

(39-56) 
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TURNING OPERATORS INTO MECHANICS. (STAFF).
Factory Management and Maintenance. December, 1955. Pages 106-107.

Portland Copper and Tank Works, (Portland, Me.), reverses the trend toward special-
ization, enlarges the job of its welders and finds production up, rejects down, and
turnover curtailed. "No quits or fires" among welders in 27 months of this program.
Up until 1953 jobs were specialized and morale was low because of boredom and the
unchallenging work. Turnover was high. With the emphasis on "craftsmen" each
welder now has his own shop and handles a variety of jobs with a variety of tools.
Inspection booths are adjacent to the shops, thus saving time. A trainer teaching two
men at a time effected the gradual diversification. The "training time ran about two
months per man or four months for all 15 men." Visual aids were used and repeated as
often as requested.

This project has top management backing with the vice president tapping the attitudes
of the employees, and each suggestion or criticism was acted upon. The plant, con-
sisting of 350 men, had union acceptance, for they saw in this program sound job
security. The company paid no higher salary for this changeover for these workers
were already paid premium rates. These former "operators" now designated as
"mechanics" turn out a better quality job and practically eliminate the "scrap pile".
A significant experiment in manpower utilization is found here.

(37-56)

UNION-MANAGEMENT REACTION TO HUMAN RELATIONS TRAINING.
B. J. SPEROFF.

Personnel Journal. Pages 292-294.January, 1956.

One of the major criticisms of human relations training programs is the lack of ob-

jectivity. This is a report of a training program of a large eastern company and its

attempt to measure objectively the effects of its human relations program which was
directed at "lower" and "middle" management as well as "union stewards". The
program had three objectives: (1) To provide a comprehensive knowledge of the es-
sentials of understanding people's behavior, including the influence of attitudes,

frustration, motivation, and individual differences. (2) To provide a practical famil-
iarity with the skills and methods employed in gaining such an understanding of the
behavior of others, e.g., by means of fact-finding, role-playing, the application of the
MEIR formula, buzz groups, etc. (3) To provide the proper climate for attitude forma-
tion and change in keeping with: (a) subscribing to and abiding by human relations
principles, and (b) gaining insight and understanding of the actions of others as well
as oneself."

Attendance was voluntary and results were assessed by questionnaires. Specific
questions and percentage breakdowns are given in the article. The evidence of real
learning and value is illustrated only by application of principles as applied to the
daily job. Changes in behavior in the individuals and fellow employees evidently
developed in this program.

(38-56)

TRAINING PERSONNEL IN ELECTRONICS FOR BUSINESS APPLICATION.
ARVID JACOBSON.

Pages 11-15.December, 1955.Management Methods.

The problems involved in the coming conversion of industrial and office operations to
mechanization by automation are explored in this article by Dr. Jacobson. As
Director of Wayne University's Computation Laboratory, he discusses the shortage of
qualified manpower from the viewpoint of the educator. He stresses that much greater
effort in every direction will have to be put forth by industry and government to train

specialized personnel at all levels in the new electronic systems.

Results of surveys in this field indicate that training is the responsibility of manage-
ment making the decision to mechanize. The widespread need for training, from the

highly technical skills required by programmers and analysts to the more general
understanding necessary to management and office staffs, calls for an allied attack
on the problem by a variety of training sources. For example, the author visualizes

universities, high schools, businesses and automation engineers all participating in

a society-wide effort to educate Americans in varying degrees of familiarity with the
new processes. Lectures, workshops, seminars, conferences, and special summer
courses have been offered by Wayne University, devoted largely to business applica-
tion of automation. He visualizes unprecedented advances in technology forcing
similar strides in the world of education and training.

(39-56)
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HUMAN RELATIONS, MOTIVATION, AND MORALE 
(including, SUPERVISION) 

THE AGE FACTOR IN EMPLOYEES' JOB PROBLEMS. C. E. BLOCK ER. 
Personnel. January, 1956. Pages 353·356. 

In 1954 a large midwescern life insurance company sec up a scandardized incerview 
form for use by supervisors in discussion wich cheir employees, in an effort co decer· 
mine whac specific types oJ problems were likely co occur in different work groups. 
This article reports on 353 interviews by 15 supervisors wich 182 female clerical em· 
ployees, the data being classified under che following five categories: salary, actend· 
ance, .cransfer, job performance, and miscellaneous (tardiness, wasting cime, excessive 
talking, etc.). 

There was a heavy concentration of employees in the 17·25 age group, and it was 
determined that this same age group made up the most unstable segmenc of che work· 
force. Many were preoccupied with personal problems and considered work as an 
inrerlude before marriage. Salary was found co be' of major importance in che 17·25 
age group, and for groups jusc reachiq: 30 and 40 years of age. There was an unusual 
amount of discussion in the 36·45 age group about transfers. The author scates chat 
this group is made up of well-seasoned employees who are ready for greacer responsi· 
bility, and that they should be given careful consideration for promocional opportuni· 
ties to the extent possible. In this scudy practically no employees were promoted 
after age 46, and this group also had less interviews with their supervisors. 

(73-56) 

COMPARISON OF THREE MORALE MEASURES: A SURVEY, POOLED GROUP 
JUDGMENTS, AND SELF EVALUATIONS. W. B. WEBB AND E. P. HOLLANDER. 

Journal of Applied Psychology. February, 1956. Pages 17-20. 

Although there is not always general agreement as co what conscicuces "morale,• 
most investigations have been concent to use only one measuring instrument and term 
the results an indication of low or high morale. The inscrument used most frequently 
is che attitude survey, and although ic has many obvious uses for management it is 
seldom validated against some objeccive measure of on the job behavior. 

This study was conducced on 210 graduaces of a naval air program, eight groups with 
approximately 25 men each. Morale was defined simply as "an interest in and enthu· 
siasm for the naval air program," and a criterion used was whecher or not the graduac· 
ing cadec remained in che program or voluncarily lefc. Three measuring instrumencs 
were used : a 20-icem questionnaire, a nominacing technique whereby each scudenc 
raced the three highest and three lowest men whom he thoughc showed interest in che 
school, and a self·racing by each scudenc in comparison wich che ocher members of his 
class. 

Tables of correlacion, incercorrelacions, and resulcs of che "voluntarily wichdrawn" 
candidaces are given, cogecher wich discussion as co che meaning of chese resulcs. 
The auchors conclude chac peer nominations and direct self-descriptions may have 
greacer ucilicy in refleccing personal involvement in a craining program chan does che 
tradicional auicude survey. 

(74-56) 

ERi - YARDSTICK FOR EMPLOYEE RELATIONS. 
R. A. KATZELL. 

W. V. MERRIHUE AND 

Harvard Business Review. November-December, 1955. Pages 91-99. 

This article is noced by che auchors as a reporc of some of che results of a research 
program performed in che General Electric Company, wich che collaboracion of che 
consulcing firm of Richardson, Bellows, Henry and Company. To answer cite ques· 
tion, "How well are we doing in our handling of employee relacions? ," chere was 
developed over a chree·year period the ERI (Employee Relacions Index) which has 
been used in many and varied planes of che company. The authors describe the in· 
dicacors selected, how the index was devised, testing ics validity, and specific uses. 
They covered as che principal indicators absenteeism, turnover, on·che-job dispensary 
visits, suggestions sul:mitted, disciplinary actions, grievances, work stoppages, and 
parcicipacion in insurance plan. 

Results co dace have been encouraging in terms of acceptance by local management, 
discovering relationships between the ERI and measures of work performance, filling 
a gap in needed personnel informacion, and various specific uses in operating sicua· 
cions. Some of the •hitches" are also presented ac this stage. Its principal applica· 
cions could be: (l) co inform managers on the current status of employee relations; 
(2) to trace trends; (3) to make interunit comparisons; (4) to control personnel costs; 
and, (5) to improve the management process. 

(75-56) 
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NOTES NOTES
THE AGE FACTOR IN EMPLOYEES' JOB PROBLEMS. C. E. BLOCKER.

Personnel. January, 1956. Pages 353-356.

In 1954 a large midwestern life insurance company set up a standardized interview
form for use by supervisors in discussion with their employees, in an effort to deter-
mine what specific types of problems were likely to occur in different work groups.
This article reports on 353 interviews by 15 supervisors with 182 female clerical em-

ployees, the data being classified under the following five categories: salary, attend-

ance, transfer, job performance, and miscellaneous (tardiness, wasting time, excessive
talking, etc.).

There was a heavy concentration of employees in the 17-25 age group, and it was
determined that this same age group made up the most unstable segment of the work-
force. Many were preoc cupied with personal problems and considered work as an
interlude before marriage. Salary was found to be of major importance in the 17-25
age group, and for groups just reaching 30 and 40 years of age. There was an unusual
amount of discussion in the 36-45 age group about transfers. The author states that

this group is made up of well-seasoned employees who are ready for greater responsi-
bility, and that they should be given careful consideration for promotional opportuni-
ties to the extent possible. In this study practically no employees were promoted
after age 46, and this group also had less interviews with their supervisors.

(73-56)

COMPARISON OF THREE MORALE MEASURES: A SURVEY, POOLED GROUP
JUDGMENTS, AND SELF EVALUATIONS. W. B. WEBB AND E. P. HOLLANDER.

Journal of Applied Psychology. February, 1956. Pages 17-20.

Although there is not always general agreement as to what constitutes "morale,"
most investigations have been content to use only one measuring instrument and term

the results an indication of low or high morale. The instrument used most frequently
is the attitude survey, and although it has many obvious uses for management it is

seldom validated against some objective measure of on the job behavior.

This study was conducted on 210 graduates of a naval air program, eight groups with

approximately 25 men each. Morale was defined simply as "an interest in and enthu-
siasm for the naval air program," and a criterion used was whether or not the graduat-
ing cadet remained in the program or voluntarily left. Three measuring instruments
were used: a 20-item questionnaire, a nominating technique whereby each student
rated the three highest and three lowest men whom he thought showed interest in the

school, and a self-rating by each student in comparison with the other members of his
class.

Tables of correlation, intercorrelations, and results of the "voluntarily withdrawn"
candidates are given, together with discussion as to the meaning of these results.

The authors conclude that peer nominations and direct self-descriptions may have
greater utility in reflecting personal involvement in a training program than does the
traditional attitude survey.

(74-56)

W. V. MERRIHUE ANDERI - YARDSTICK FOR EMPLOYEE RELATIONS.
R. A. KATZELL.

Pages 91-99.November-December, 1955.Harvard Business Review.

This article is noted by the authors as a report of some of the results of a research
program performed in the General Electric Company, with the collaboration of the
consulting firm of Richardson, Bellows, Henry and Company. To answer the ques-
tion, "How well are we doing in our handling of employee relations?," there was
developed over a three-year period the ERI (Employee Relations Index) which has
been used in many and varied plants of the company. The authors describe the in-
dicators selected, how the index was devised, testing its validity, and specific uses.

They covered as the principal indicators absenteeism, turnover, on-the-job dispensary
visits, suggestions submitted, disciplinary actions, grievances, work stoppages, and
participation in insurance plan.

Results to date have been encouraging in terms of acceptance by local management,
discovering relationships between the ERI and measures of work performance, filling

a gap in needed personnel information, and various specific uses in operating situa-

tions. Some of the "hitches" are also presented at this stage. Its principal applica-
tions could be: (1) to inform managers on the current status of employee relations;
(2) to trace trends; (3) to make interunit comparisons; (4) to control personnel costs;
and, (5) to improve the management process.

(75-56)
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MANAGEMENT TRAINING: CASES AND PRINCIPLES. (REVISED EDITION). 
W. J. McLARNEY. 

Richard D. Irwin, Inc., 1955. 371 pages. 15.50. 

With the addition of some twenty (20) new cases, the replacement of sixty (60) other 
cases, and improvements in the chapters on human relations, methods improvement, 
and communication, this revised edition now serves the needs of a larger and more 
diversified audience in business, industrial, professional, and governmental settings. 
Mr. McLarney's experiences (Associate Professor of Engineering, Lecturer at 
Stanford University, formerly Consultant to the Department of the Army, and extensive 
experience in leading conferences and role-playing cases) provides a special Foreword 
of sound guidelines for the Training Director and for the Conferees using this volume. 

Here are 264 cases spanning the full dimension of major management problems, with 
the cases selected "as workable ones on which conferees can show how principles 
should be applied or modified to fit the situation and how comp?ny policies need to 
be interpreted or modified in terms of basic principles." The number of cases range 
from 13 to 20 for each of the major areas - organization, policy-making, communica­
tion, planning, methods improvement, work performance, employee appraisal, human 
relations, induction and training, transfers and promotions, supervision, grievances, 
morale, and other management areas. Each chapter carries as a pattern a series of 
cases (and key questions) followed by a presentation of related principles and 
objectives. A very unusual and valuable index links the reader to quick location of 
cases by the area or subject involved. 

(B-55-94) 

THE STAFF ROLE IN MANAGEMENT: ITS CREATIVE USES. R. C. SAMPSON. 
Harper & Brothers, 1955. 226 pages. 14.00. 

Staff work is a perennial target of criticism - and for many and va(ied reasons. But 
by a deeper understanding of its role and by putting this role to valid and creative 
use many of the reasons for criticism could be eliminated. Mr. Sampson, formerly 
Director of Staff Services for the Chesapeake and Ohio Railway Company and now a 
member of A.T. Kearney & Company, Management Consultants, has probed this problem 
of the staff role for a period of many years. He digs deeply in presenting the five 
main staff conflicts: Staff man versus Machine; Staff man versus Organization; Staff 
man versus Man; Staff man versus Himself; and, Staff man versus Line. These are 
meaningfully analyzed. ln his discussion of the nature of staff work, the author treats 
some of the myths, kinds of staff work, limitations, and staff goals. 

The staff role in management development programs, organizational planning, and 
administrative planning is presented as one of counseling of a high order to promote 
a greater degree of cooperation and harmonious work relationships among line officials. 
As •the staff generalist" the staff man must develop and practice these basic personal 
tools to be effective: listening; observing; questioning; informing; · encouraging; 
integrating. With these he can better size up situations, present convincing\viewpoints, 
resolve difficulties, and gain acceptance. This volume is a verL welcome blend of 
philosophical and practical aspects of a major management prob em. 

(B-55-95) 

PSYCHOLOGY OF INDUSTRIAL BEHAVIOR. HENRY CLAY SMITH. 
McGraw-Hill, 1955. 477 pages. 16.00. 

The work situation in modem industry is not just a series of jobs and men; it is a 
social structure. To comprehend this social structure and the psychological problems 
of the group and the individual and to get to the core of the motivating forces which 
influence men at work - this is a growing responsibility of supervisors and personnel 
officials. The author, Associate Professor of Psycholo,ii:Y: at Michigan State 
University, provides in this book the kind of cc:ntent which moves toward such under­
standing of the •critical human problems of modern industry.• Dr. Smith draws upon 
a large fund of psychological research and investigation, as well as upon practical 
experiences in business and industry, and presents a volume of wlue to personnel 
managers, training officers, supervisors, and foremen. Moreover, for university 
students planning careers in industrial engineering, business, and psychology, this 
volume will serve as a sound basic text. 

The five major sections of the book follow in this order: Work Motivation; The Man 
and His Job; Human Relations; Psychological Methods; and, Conclusions: Problems 
and Solutions. The presentations on job satisfactions and obstacles to job satisfac­
tions, as well as eq>loyee adjustment and human engineering, are extensively done. 
Group dynamics, supervision, the nature of organization, union-management relations, 
testing, training, and behaviorial research are also effectively treated. A skillful 
sum!Dlry' chapter brings into clear focus the major problems of industrial behavior 
and counsel as to their effective solution. 

(B-55-96) 
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MANAGEMENT TRAINING: CASES AND PRINCIPLES. (REVISED EDITION).
W. J. McL ARNEY.

Richard D. Irwin, Inc., 1955. 371 pages. $5.50.

With the addition of some twenty (20) new cases, the replacement of sixty (60) other
cases, and improvements in the chapters on human relations, methods improvement,
and communication, this revised edition now serves the needs of a larger and more
diversified audience in business, industrial, professional, and governmental settings.
Mr. McLarney's experiences (Associate Professor of Engineering, Lecturer at
Stanford University, formerly Consultant to the Department of the Army, and extensive
experience in leading conferences and role-playing cases) provides a special Foreword
of sound guidelines for the Training Director and for the Conferees using this volume.

Here are 264 cases spanning the full dimension of major management problems, with
the cases selected "as workable ones on which conferees can show how principles
should be applied or modified to fit the situation and how company policies need to
be interpreted or modified in terms of basic principles." The number of cases range
from 13 to 20 for each of the major areas - organization, policy-making, communica-
tion, planning, methods improvement, work performance, employee appraisal, human
relations, induction and training, transfers and promotions, supervision, grievances,
morale, and other management areas. Each chapter carries as a pattern a series of
cases (and key questions) followed by a presentation of related principles and
objectives. A very unusual and valuable index links the reader to quick location of
cases by the area or subject involved.

(B-55-94)

THE STAFF ROLE IN MANAGEMENT: ITS CREATIVE USES. R. C. SAMPSON.
Harper & Brothers, 1955. $4.00.226 pages.

Staff work is a perennial target of criticism - and for many and varied reasons. But
by a deeper understanding of its role and by putting this role to valid and creative
use many of the reasons for criticism could be eliminated. Mr. Sampson, formerly
Director of Staff Services for the Chesapeake and Ohio Railway Company and now a
member of A.T. Kearney & Company, Management Consultants, has probed this problem
of the staff role for a period of many years. He digs deeply in presenting the five
main staff conflicts: Staff man versus Machine; Staff man versus Organization; Staff

man versus Man; Staff man versus Himself; and, Staff man versus Line. These are
meaningfully analyzed. In his discussion of the nature of staff work, the author treats
some of the myths, kinds of staff work, limitations, and staff goals.

The staff role in management development programs, organizational planning, and
administrative planning is presented as one of counseling of a high order to promote
a greater degree of cooperation and harmonious work relationships among line officials.
As "the staff generalist" the staff man must develop and practice these basic personal
tools to be effective: listening; observing; questioning; informing; encouraging;
integrating. With these he can better size up situations, present convincingviewpoints,
resolve difficulties, and gain acceptance. This volume is a very welcome blend of

philosophical and practical aspects of a major management problem.

(B-55-95)

PSYCHOLOGY OF INDUSTRIAL BEHAVIOR. HENRY CLAY SMITH.
McGraw-Hill, 1955. $6.00.477 pages.

The work situation in modern industry is not just a series of jobs and men; it is a
social structure. To comprehend this social structure and the psychological problems
of the group and the individual and to get to the core of the motivating forces which
influence men at work - this is a growing responsibility of supervisors and personnel
officials. The author, Associate Professor of Psychology at Michigan State
University, provides in this book the kind of content which moves toward such under-
standing of the "critical human problems of modern industry." Dr. Smith draws upon
a large fund of psychological research and investigation, as well as upon practical
experiences in business and industry, and presents a volume of value to personnel
managers, training officers, supervisors, and foremen. Moreover, for university
students planning careers in industrial engineering, business, and psychology, this
volume will serve as a sound basic text.

The five major sections of the book follow in this order: Work Motivation; The Man
and His Job; Human Relations; Psychological Methods; and, Conclusions: Problems
and Solutions. The presentations on job satisfactions and obstacles to job satisfac-
tions, as well as employee adjustment and human engineering, are extensively done.
Group dynamics, supervision, the nature of organization, union-management relations,

testing, training, and behaviorial research are also effectively treated. A skillful

summary chapter brings into clear focus the major problems of industrial behavior
and counsel as to their effective solution.

(B-55-96)
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From Big Piles He 
Makes little Piles 

DAac.WORKI 

Tom Shaw is a tall, mild-mannered man. He walks and sits al­
ways slightly !lunched over, talks softly and without emphasis, 
stares at the world with vague blue eyes. He displays a courtly 
courtesy to visitors, but his own people dread the violent outbursts 
with which he invariably responds to any problem. 

Tom spends his days behind a desk covered with towering piles 
of work awaiting his attention. There are more piles on his window 
ledges, on every chair in his office, even on the floor next to him. 
The only area that seems free of papers is his "out" box. Although 
Tom works assiduously, very few papers find their way into the 
"out" box. Rather, they seem to go from one pile to another pile, 
from desk to window ledge, to chair, and back to desk. Tom looks 
at one matter, decides it requires more t~ than he has at the mo­
ment, puts it on pile No. 2. He picks up another matter, finds it 
needs consultation with someone who is out that day, puts it on 
pile No. 3. The next matter presents a thorny problem---it goes on 
the window ledge to be struggled with later. And so it goes all day. 
In effect, Tom moves papers from one pile to another, never com­
ing to a decision, never handling a matter until the fourth or fifth 
time he has it under consideration. 

Tom's department is consistently behind schedule. His people 
are tense and rushed. Even his large, easygoing assistant, who is 
ten times as knowledgeable and able as Tom, finds it impossible to 
put any order or system into his work. He is constantly being sum­
moned into Tom's office to listen to a tirade on how incompetently 
this matter was handled, or that matter was handled, and why must 
Tom do everything himself or it doesn't get done right? 

Tom's assistant has, in effect, shrugged his big shoulders and 
stopped struggling. He acts as a buffer between Tom and the ~e­
partment, pouring oil on troubled waters in both directions, getting 
the work done almost when no one's looking. He tends more and 
more to take action on his own wherever possible, accepting 
philosophically the ensuing storm when Tom reviews the matter. 

Rt!f>rinted by permission from EXECUTIVES:MAKING THEM CLICK by Joseph Dean Edwards, published 1956, by University 
Boolt.s Inc., New Yorlt. 16, N. Y. (These cases may not be reproduced without the written permission of University Boolt.s, Inc.) 
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From Big Piles He
Makes Little Piles

Tom Shaw is a tall, mild-mannered man. He walks and sits al-

ways slightly hunched over, talks softly and without emphasis,
stares at the world with vague blue eyes. He displays a courtly

courtesy to visitors, but his own people dread the violent outbursts

with which he invariably responds to any problem.
Tom spends his days behind a desk covered with towering piles

of work awaiting his attention. There are more piles on his window
ledges, on every chair in his office, even on the floor next to him.

The only area that seems free of papers is his "out" box. Although
Tom works assiduously, very few papers find their way into the

"out" box. Rather, they seem to go from one pile to another pile,

from desk to window ledge, to chair, and back to desk. Tom looks

at one matter, decides it requires more time than he has at the mo-
ment, puts it on pile No. 2. He picks up another matter, finds it

needs consultation with someone who is out that day, puts it on
pile No. 3. The next matter presents a thorny problem-it goes on
the window ledge to be struggled with later. And so it goes all day.
In effect, Tom moves papers from one pile to another, never com-
ing to a decision, never handling a matter until the fourth or fifth

time he has it under consideration.

Tom's department is consistently behind schedule. His people
are tense and rushed. Even his large, easygoing assistant, who is

ten times as knowledgeable and able as Tom, finds it impossible to

put any order or system into his work. He is constantly being sum-
moned into Tom's office to listen to a tirade on how incompetently
this matter was handled, or that matter was handled, and why must
Tom do everything himself or it doesn't get done right?

Tom's assistant has, in effect, shrugged his big shoulders and

stopped struggling. He acts as a buffer between Tom and the de-

partment, pouring oil on troubled waters in both directions, getting
the work done almost when no one's looking. He tends more and
more to take action on his own wherever possible, accepting

philosophically the ensuing storm when Tom reviews the matter.
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The department has a fantastic absentee rate ("if in doubt, stay 
out" seems to be the motto) and, except for a few old-timers, an 
equally fantastic turnover rate. Tom complains constantly about 
the inability to get work done with such low-quality personnel who 
have no interest in anything but their pay checks. And, always, the 
traffic jam in Tom's office flourishes. 

There is at least one Tom in every office--a man who knows his 
job, knows what should be done, but can't make up his mind to do 
it~r, in fact, to do anything. So the matters referred to him for 
decision go from one pile to another pile, are considered and recon­
sidered. Whenever possible, they are sent on to someone else--for 
further investigation; for review and recommendations; for correc­
tion of minor errors-for anything in fact which will delay the time 
when Tom must act on them. His shilly-shallying delays the work 
until the last possible minute--thus requiring superhuman efforts 
from his subordinates to keep the department on anything remotely 
resembling a schedule. Everything becomes "rush" because of 
Tom's indecisiveness. 

Can Tom be improved? Probably not-he is in his early fifties, 
has been in his present position for the past ten years, is obviously 
not going any further. If he were a younger man, Tom's superior 

might be able to build up Tom's confidence in himself, help Tom 
to develop the courage to act on his decisions even though he might 
make mistakes occasionally. He might be able to teach Tom that 
his advancement in the company depends not on how well he man­
ages to avoid making mistakes, but on the quality of his positive 
performance in getting work done. In other words, Tom needs to 
realize that success depends not on "playing it safe"-but on 
"sticking his neck out." 

Well, what should the company do about Tom? He is far from 
retirement age, a twenty-year man, a man who really does know 
his job. If the company decides to keep him on, it can do this: re­
organize the functioning of the department so that Tom is no longer 
responsible for making decisions on how matters are to be handled. 
Instead, put that decision-makin~ function in a job right below 
Tom. Thus, Tom would remain as Department Manager, for ex­
ample--and function as a consultant or adviser. His present as­
sistant should be moved up to a position right under him, with a 
title of perhaps Executive Department Manager-and function as 
the decision maker. In actual operation, the assistant would make 
the decisions and be responsible for them; Tom would be avail­
able for. technical advice, to tell him the advantages and disad­
vantages of various available courses of action. Tom would see only 
those matters, therefore, in which his assistant wants Tom's opinion 
before deciding what to.do. 

In effect, by this method, Tom is being "walled off" from the 
actual operation of the department-but the company retains the 
benefit of his knowledge and experience. 

The department has a fantastic absentee rate ("if in doubt, stay
out" seems to be the motto) and, except for a few old-timers, an

equally fantastic turnover rate. Tom complains constantly about

the inability to get work done with such low-quality personnel who
have no interest in anything but their pay checks. And, always, the

traffic jam in Tom's office flourishes.

There is at least one Tom in every office-a man who knows his
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might be able to build up Tom's confidence in himself, help Tom
to develop the courage to act on his decisions even though he might
make mistakes occasionally. He might be able to teach Tom that

his advancement in the company depends not on how well he man-
ages to avoid making mistakes, but on the quality of his positive

performance in getting work done. In other words, Tom needs to

realize that success depends not on "playing it safe"-but on
"sticking his neck out."

Well, what should the company do about Tom? He is far from

retirement age, a twenty-year man, a man who really does know
his job. If the company decides to keep him on, it can do this: re-

organize the functioning of the department so that Tom is no longer

responsible for making decisions on how matters are to be handled.

Instead, put that decision-making function in a job right below

Tom. Thus, Tom would remain as Department Manager, for ex-

ample-and function as a consultant or adviser. His present as-

sistant should be moved up to a position right under him, with a

title of perhaps Executive Department Manager-and function as

the decision maker. In actual operation, the assistant would make
the decisions and be responsible for them; Tom would be avail-

able for. technical advice, to tell him the advantages and disad-

vantages of various available courses of action. Tom would see only

those matters, therefore, in which his assistant wants Tom's opinion

before deciding what to do.
In effect, by this method, Tom is being "walled off" from the

actual operation of the department-but the company retains the

benefit of his knowledge and experience.
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"PMA" is a valuable tool for 

business and industry · · · · · · · · · 

universities· · · 

government agencies · · · · · · · · · · 

FOR INI::USTRJAL RELATIONS DIRECTORS, PERSONNEL OFFICERS, AND LINE ADMINISTRATORS ANr 
SUPERVISORS WHO NEED TO KEEP ABREAST OF THE LATEST IN PERSONNEL MANAGEMENT. 

FOR REFERENCE LIBRARIANS IN COLLEGE, UNIVERSITY, PUBLIC, CORPORATION, AND OTHER 
LIBRARIES IN ORDER TO EXPEDITE THE SEARCH FOR CONTENT IN PERSONNEL MANAGEMENT. 

FOR PROFESSORS, RESEARCH SPECIALISTS, AND GRADUATE STUDENTS IN SCHOOLS OF BUSINESS 
AI;MINl3TRATION AND INDUSTRIAL RELATIONS, FOR QUICK REVIEW OF THE LITERATURE AND 
FOR LEAPS N3 TO WHO IS DOING WHAT IN THE FIELDS RELATED TO PERSONNEL MANAGEMENT. 

FOR PERSONNEL OFFICIALS AND LINE ACMlNISTRATORS IN HEADQUARTERS AND IN THE MANY 
FIEU> STATIONS, IN ORDER TO APPLY TO THE CIVIL SERVICE ADAPTABLE IDEAS WHICH HAVE 
BEEN TESTED IN OTHER QUARTERS IN THE FIEIL OF PERSONNEL MANAGEMENT, 

--------------------------~------------

PERSONNEL MANAGEMENT ABSTRACTS 
P. 0. Box 71, Ben Franklin Station 

Washington 4, D. C. 
We are interested in a subscription to PERSONNEL MANAGEMENT ABSTRACTS for 19.57 
at the rate of ten ($10) dollars a year, and wish to enter thi<s order form. 

( ) please forward invoice to us for this subscription; 

( ) o. formal purch~e order will follovr in the near future for a. subscription. 
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DATE: ------
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CODE OF ETHICS FOR 
PERSONNEL ADMINISTRATION 

Personnel administration is the art of acquiring, developing, and maintaining a competent workforce in such 
a manner as to accomplish with maximum efficiency and economy the functions and objectives of the organiza· 
ti on. 

Those in personnel administration are pledged: 

To be ever mindful of human dignity in all relationships and personnel decisions; 

To be guided in all actions by integrity and a conscious regard for the common interest; 

To accomplish the responsibilities and authorities of office without thought or appearance of personal 
gain; 

To conduct the personnel function so as to recognize merit without favor to individuals or groups, and in 
such .a manner that will secure employee cont idence and management support; 

To recognize fully the relationships of the work situation, the human being, and society; 

To encourage programs which will stimulate the workforce in improving efficiency; 
! 

To assist both management and employees in the development of each employee's potential and as­
signment to tasks for which he is best suited; 

To improve employee knowledge of the purposes, policies, and programs of the organization and to 
provide effective means for employee contribution to the operations of the organization; 

To be candid and forthright with management concerning its responsibilities to employees and with em­
ployees concerning their performance and services to the organization; 

To seek objective solutions to employee and management problems having personnel implications; 

To treat as cont idential. information received in trust. 
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PERSONNEL ADMINISTRATION

Personnel administration is the art of acquiring, developing, and maintaining a competent workforce in such

a manner as to accomplish with maximum efficiency and economy the functions and objectives of the organiza-
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To be guided in all actions by integrity and a conscious regard for the common interest;
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signment to tasks for which he is best suited;

To improve employee knowledge of the purposes, policies, and programs of the organization and to

provide effective means for employee contribution to the operations of the organization;
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ployees concerning their performance and services to the organization;

To seek objective solutions to employee and management problems having personnel implications;

To treat as confidential, information received in trust.
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The Warner W. E_t_g~.kbe.r~J:.. Achiove.p~nt_ Awiird 
In Personn~1._Administra.!:12!1 

The Societyvs top award is named in honor of Dr. Warner w. Stockberger, who 
was a pioneer and leader in Federal personnel administration and was unanimously 
elected charter president when SPA was orgariized in 1937. After serving two terms 
as president of the Society, Dr. Stockberger was unanimously elected president 
emeritus in recognition of his ;'distinguished service and inspiring leadership." 
For many years in personnel circles in Washington, Dr. Stockberger was often 
referred to as ;;the dean of personnel administration.;; 
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The Societyvs award program was inaugurated in 1948 to give special recognition 
annually to the person selected by a committee of personnel administrators as having 
made a significant contribution to the advancement of either public or private 
personnel administration; to review and appraise annually unusual accomplishments 
in this field; and to bring to the attention of the public and to those engaged in 
management and personnel administration significant accomplishments in this field. 

The award is not necessarily based on the record made during the current year 
by the nominee, but may be judged on his cumulative service of more than one year's 
duration. The first award was made to Dr. Arthur s. Flemming. For 1957 it was 
presented to Mr. John w. Macy, Jr. The other distinguished winners have been the 
Honorable James P. Mitchell '56, Dr. Harold W. Dodds '55, Dr. Leonard D. White '54, 
Mr. T. Roy Reid '53, Mr. Robert Ramspeck '52, Dr. Gordon R. Clapp '51, Dr. Frederick 
M. Davenport '50, and Mr. Ismar Baruch '49. 

The following standards are illustrative of those used by the Award Committee 
as a general guide in considering persons for the Stockberger Award: 

(1) Encouraging acceptance of personnel administration 
principles as an aid to better management; 

(2) Skillful application of personnel administration 
principles to any group of employees; 

(3) Demonstration of leadership in favor of sound 
personnel principles by sponsoring progressive 
personnel legislation; 

(4) Distinguished research; and 

(5) Distinguished authorship. 

Each year the president of SPA appoints a Stockberger Award Committee. This 
Committee makes its choice and the choice becomes official upon the approval of 
the SPA Executive Committee. In order to assure that a full range of prospects 
will be brought into consideration, the Stockberger Award Committee usually 
solicits nominations by letter from all SPA members and from a mailing list of 
outstanding personages from all parts of the country. Usually 30 to 50 nominations 
are .received, many of which are accompanied by detailed explanations or descrip­
tions of accomplishments by those nominated. No particular justification or format 
is required, however, to make a nomination acceptable to the Committee. 

The Warner W. Stockberger Achievement Award
In Personnel Administration

The Society's top award is named in honor of Dr. Warner W. Stockberger, who
was a pioneer and leader in Federal personnel administration and was unanimously
elected charter president when SPA was organized in 1937. After serving two terms
as president of the Society, Dr. Stockberger was unanimously elected president
emeritus in recognition of his "distinguished service and inspiring leadership.
For many years in personnel circles in Washington, Dr. Stockberger was often
referred to as "the dean of personnel administration.i

The Society's award program was inaugurated in 1948 to give special recognition
annually to the person selected by a committee of personnel administrators as having
made a significant contribution to the advancement of either public or private
personnel administration; to review and appraise annually unusual accomplishments
in this field; and to bring to the attention of the public and to those engaged in
management and personnel administration significant accomplishments in this field.

The award is not necessarily based on the record made during the current year
by the nominee, but may be judged on his cumulative service of more than one year's
duration. The first award was made to Dr. Arthur S. Flemming. For 1957 it was

presented to Mr. John W. Macy, Jr. The other distinguished winners have been the
Honorable James P. Mitchell 856, Dr. Harold W. Dodds $55, Dr. Leonard D. White 854,
Mr. T. Roy Reid 53, Mr. Robert Ramspeck 152, Dr. Gordon R. Clapp 151, Dr. Frederick
M. Davenport $50, and Mr. Ismar Baruch 149.

The following standards are illustrative of those used by the Award Committee
as a general guide in considering persons for the Stockberger Award:

(1) Encouraging acceptance of personnel administration
principles as an aid to better management;

(2) Skillful application of personnel administration
principles to any group of employees;

(3) Demonstration of leadership in favor of sound

personnel principles by sponsoring progressive
personnel legislation;

(4) Distinguished research; and

(5) Distinguished authorship.

Each year the president of SPA appoints a Stockberger Award Committee. This
Committee makes its choice and the choice becomes official upon the approval of
the SPA Executive Committee, In order to assure that a full range of prospects
will be brought into consideration, the Stockberger Award Committee usually
solicits nominations by letter from all SPA members and from a mailing list of

outstanding personages from all parts of the country. Usually 30 to 50 nominations
are received, many of which are accompanied by detailed explanations or descrip-
tions of accomplishments by those nominated. No particular justification or format

is required, however, to make a nomination acceptable to the Committee.
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