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Grumman Aerospace
Program Will Benefit
7 Long Island Firms

Hazeltine Corporation; Cordion Electronic Unit, Gen-
eral Signal Corporation; PMI Motors Division, Koll Mor-
gen Corporation; Peerless Electronics Research Corpora-
tion; Omni Electronics; Mult Wire Division, Koll Morgen
Corporation; and Kenilworth Systems Corporation (al
Long Island, N.Y. based firms) have formally contracted
for electronictechnicians now in training at the Grumman
Aerospace Training Center.

All of the trainees contracted for are participants in a
unique program formulated by Grumman Aerospace
Training Center and sponsored by The Private Industry
Council of Nassau County.

Interfacing Offers Solution to Recruitment and Train-
ing Problems — Thisis a prime example of just how the
Council servesto interface individual Long Island indus-
tries to solve the common problems faced by local
industry as a whole in the recruitment and training of
qualified personnel.

Working through the Nassau County Office of Employ-
ment and Training, the Council recruited and screened
applicantsfor the program and contracted with the seven
firms previously mentioned for the employment o the
applicants finaly selected on the completion o their
training.

While this interfacing of Long Island industries is not
new to the Grumman Aerospace Training Center, an es-
tablished training base for technical skills since 1971, the
current program does reflect a significant breakthrough
in terms of the Council's specific effortsin behalf of both
Long Island industry and the economically disadvantaged
residents of North Hempstead, Oyster Bay and the City
of Glen Cove, al in New York.

A Uniquely Practical Training Center — Gus Landso,
who is both Director of Career Education and Develop-
ment for Grumman Aerospace and Director of its
Training Center, underlines the importance o practical
skill training as the overall policy of the Training Center.
"The objective of the Center," he noted, "was, from its
very inception, to provide training that was specifically
job-oriented, so that people, when they finished the
course, could go right into ajob function."
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Carroll Owings (right), Spartanburg Tech Machine
Tool Technology Instructor, learns procedures for a
jig-bore machine at Springfield Tool and Die, Inc.
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To date, eight instructors, representing six technolo-
gies, have been in 13 different business or industrial
settings. Plans are to afford many other Spartanburg
Tech faculty an opportunity to participate in the pro-
gram.

The benefitsof the return to industry program are evi-
dent from the reports of those instructors who have in
fact returned to industry. The first and foremost benefit
has been that instructors have gained a wealth dof infor-
mation on technological advances. This new knowledge
has now been woven into a more up-to-date curriculum
for students. For example, Barbara Cobb, secretarial
Science Department head, visited in al departments of a
large industry over a one-month period. As a result o
that experience, Ms. Cobb reportsthat she is now able to
teach more modern secretarial practices.

Carroll Owings, instructor in the Machine Tool Tech-
nology Department, states that, "New skills were
learned that | could not otherwise have learned without
the hands-on experience gained in return to industry.
Similarly, the three automotive mechanic instructors
who participated in the program feel that classroom pro-
jects have become morerealistic and reflective of current
trends.

In order to demonstrate Spartanburg Tech's gratitude
to participating companies and to assess the companies'
perceptions of the project, the College hosted areturn to
industry appreciation luncheon in the fall of 1979. Re-
sponses from business and industry were highly favor-
able. Howard Gombert, Gombert Volkswagen Mazda,
echoed the sentiments of &l in attendance when he advo-
cated that al technical instructors have a once-a-year
experience in business or industry. Benny Waldrop,
Waldrop Air Conditioning and Refrigeration, added that
each company reaped financial benefit from having an
instructor-as-worker.

The return to industry program at Spartanburg Tech-
nical College is a positive answer to the dilemma for pro-
viding for technological update for the technical teacher.
As changes in technology become more frequent, a
"return to the salt mines" will become more necessary in
order to keep technical education responsive to an ever-
changing technological society.

For more information, please contact Ms. Jane Reece,
Director, Staff and Program Development, Spartanburg

Technical College, Drawer 4386, Spartanburg, SC,

Following her return-to-industry experience Barbara
Cobb (center), Secretarial Science Department
Head, shares innovations and secretarial practices
with Spartanburg Tech students.
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Management Questions

If asfew as 15 of the questions answered in anew book-
let deal with problems your organization faces, chances
are you can significantly improve your organization's
effectiveness.

That's the considered opinion of Dr. George Odiorne,
management consultant, Professor of Management at the
University of Massachusetts, and author of 12 books and
hundreds of articles on management problems.

Dr. Odiorne has deliberately sought vexing questions
facingfront-linemanagers in private and public organiza-
tions and answered them in
his monthly newsletter,

"The George Odiorne Let-
ter." Now, from the publish-
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he has selected 100 ques-
tions and answers that re-
flect major management
concerns at the start of the
'80s and has made them
available in booklet form.

"There is no doubt these
are the questions troubling
managers everywhere as we
enter the new decade," Dr.

Odiorne observes. "Now,

with answers forthcoming, managers are better prepared
to solve the problems reflected in the questions and to
make important contributions to the effectiveness of
their particular organizations."

Among the questions asked and answered in Dr.
Odiorne's booklet are:

How strongly should we be emphasizing college
degrees in hiring people for the future?

The key criteria is whether or not the person being
considered for a position knows something and can use
that knowledge to the benefit of the employer in both the
immediate and long-run future.

If a person has some practical experience inside your
organization which indicates that such a possibility
exists, don't hold the lack of a college degree against him
or her. But if the person's work history doesn't include
these indicators, don't promote or hire that person, no
matter what pieces of paper or sheepskin hang on the
wall.

== Thetest isthe job, not the degree. It is true that many

non-college grads will make great employees and man-
agers. It is also true that people who attend college often
learn something useful to an employer, like engineering,
accounting, or food technology. The important variable is
what the person knows and can do, not the locale at which
the knowledge and skills were acquired.

Isn't awell thought-out budget a substitute for a long-
range plan and MBO?

No. A budget is a natural outflow from long-range
planning and sound operational objectives; it isn't a sub-
stitute for them.

Budgets should project the financial dimensions o
what management desires and hopes for. The budget is
not the hope; it is an extension of what is sought, stated
in fiscal terms.

An important limitation on budgets and profit plans is
that these are not self-executing. They require that re-
sponsible people make commitments to take real human
action — like making and selling things, inventing new
products, solving sticky problems, and dealing with in-
tractable people. Thisis what makes abudget come aive,




keeping it from being just another pipe dream.

Sure, we need budgets. But the budget is merely a
simplistic expression of what we really need in order to
make things happen. Judgment, wisdom, determination
and motivation are what make things happen. If they are
present, the budget looks great. If they are absent, the
budget is a collection of trifling rubbish.

Does managerial planning really pay off? 1t seems that
many firmsthat get into long-range planning get pretty
far afield from reality. How can one predict the future
when things are changing so fast?

Nobody can really predict the future, but that's not the
purpose of long-range planning anyway. You could spend
a great deal o time writing out predictions and not do
yourself or your organization any good.

The purpose o planning is not to predict the future,
but to create it.

We spend heavily for training, and | wonder how we
can tell whether it ispaying off. Do you have any sugges-
tions?

Training should change behavior. (Behavior is activity
you can see or measure.) If you cannot see or measure any
behavior change, your training has not been effective.

In training you start by defining the present behavior
and by describing the behavior you would like to see.
Then ask your trainers to tell you their objectives, what
their plan isfor producing the desired behavior, and what
it will cost to produce.

Trainers should submit training objectives in behavior
changeterms at the start of each year. Beyond this, they
should file an annual edition of a five-year human re-
sources development plan. Get this before you approve
the training budget. Don't let them foist off programs on
you just because somebody else — or some other organi-
zation isdoingit. It may work in the other firm, but
not be relevant to your needs.

Start with your real problems. If the problem is caused
by a system that produces the wrong behavior, modify
the system. If people don't know or cannot do something
that is needed, training may be indicated.

At the end of each year have areview o results against
the training objectives, and let the trainers know what
they have accomplished.

We are committed to strategic planning in our organi-
zation, but we seem to have gotten ourselves buried in
paper in the process. What do you suggest?

Don't require or even accept wordy or lengthy plan-
ning documents. Instruct people to give you abstracts of
facts, strengths, weaknesses, threats, risks and oppor-
tunities in each business area. Save the full documenta-
tion for your own filesto be produced upon demand, but
make your reports to the planning committee short and
to the point.

One planning department that I'm familiar with rejects
any report that istoo long. It gives instructions that the
report be resubmitted in summary form.

Isthere some packaged personal development program
J can use for training my subordinate managers?

If there was, | wouldn't advisethat it be adopted. Each
personal development program for managers should be
individually shaped to start with wherethe personis, and
to proceed upward from there.

You can pick up ideasfrom packaged programs, but the
major emphasis has to be on individual differences,
persona cooperation between boss and subordinate, and
personal follow-up. The top man or woman cannot do it
<or the whole managerial workforce, but can insist that
individua managers do it for those who report directly
and immediately to them. Then the boss sets an example
by working with his or her own immediate lieutenants.

What do you think will be the best educational back-
ground for top management executives in the future?
V\/Hgtj)t be engineering, accounting, liberal arts, law, or
what?

Present evidence is inconclusive. There are no signifi-
cant differencestoday in the numbers of top managers
from liberal arts, engineering, accounting, sales, manu-
facturing, science, law, or just high schoal plus the school
of hard knocks. (Because of the bias against it, however,
the number of executives with only a high school educa-
tion seems to be declining.)

The most important thing isn't what the person studied
m school, but what the individual did later when he or she
went to work. It istrue that people who succeed in school
tend to retain the same habits of work and personality.
Though personality doesn't change, behavior can.

Gerry Morse, the Honeywell vice president who built
that firms human resources policies during its years of
greatest growth, always insisted on a diversity o back-
grounds for executives just in case something new came
up that required somebody with different talents, skills
and traits.

A bias in hiring can be a self-fulfilling prophecy. For
instance, the firm that always hires engineers for man-
agement training positions can expect to find after 25
years that al of its successful managers were once en-
gineers. This doesn't mean that people trained in other
disciplines could not have been winners, but that only
engineers got in the race.

Though job performance is the determining factor for
promoting managers to senior executive positions, it's
the people who are assumed to have the traits of success
who are most likely to succeed. It's astonishing how many
companies make a bundle of money with people on the
staff who would be considered unqualified in other firms.

As an educator, | think the youngsters in business
schools today are getting a worthy education, but | don't
try to tout them simply because they have a piece of
paper certifying that they studied management or ac-
counting. | tell them to learn something while in college,
and | tell prospective employers to hire them for what
they can do for you now and in the future. If they don't
work out after some training, unload them. After all, a
factory or office isn't a fraternity where socially
acceptable people cluster, it's a place where performance
counts.

The 47-page booklet, "100 Toughest Management
Questions," is available at $4.50 per copy prepaid from
MBO, Inc., Dept. P-4, Box 10, Westfield, Mass. 01086.

An Addendum:
" Algorithmization — A
Shortcut to Learning"

In our June '80 issue, we presented Part 2 of "Al-
gorithmization — A Shortcut to Learning,"
forcusing on an application of Dr. Lev Landas
algorithmic learning theory to the HRD profession.

In citing the Morgan Guaranty Trust Co. case
study, we failed to mention that Kathy Pflumm,
training specialist at Morgan Guaranty Trust Co.,
was instrumental in the development of the de-
scribed self-instructional, algorithmic manual for
training investigators in the decision-making pro-
cess without the necessity of direct involvement of
experienced correspondents. — Editor
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NMI Calls for Education,
Training to Ease Impact
of Recession on Jobless

Workers who lose their jobs during a recession should
be given the opportunity to enroll in special education or
training programs, according to a policy report issued by
the National Manpower Institute. The report, "The Next
Step in Managing Recessions: Countercyclical Education
and Training" by Paul Barton, NMI vice-president and
former officia in the Department of Labor and Office of
Management and Budget, proposes an approach to reces-
sions that makes better use o the period of unemploy-
ment and provides an alternative to layoffs. The report
suggests three separate options for out-of-work individ-
uals: (1) learning while continuing to draw unemployment
insurance, (2) education and training instead of layoffs,
and (3) education for jobless inner-city youth who
complete job training.

LEARNING AND INSURANCE

Barton believes that the Employment Service and
CETA offices should make an individual determination as
to which jobless claimants are least likely to achieve
employment during a recession. These individuals should
then be permitted to attend secondary or post-secondary
institutions without losing their unemployment benefits,
which would provide a portion of the funds needed for
living expenses and tuition.

Once workers are enrolled in courses, they should be
allowed to completethem, Barton suggests, and a degree
of flexibility should be maintained in scheduling so that
work can aso be accommodated.

ALTERNATIVE TO LAYOFFS

Rather than allowing laid-off workers to be idle during
arecession, the report suggests the creation of atraining
and education alternative. During the period of reduced
operations, employers would identify specific skill needs
or areas in which an employee could upgrade existing
skills. Then, workers would be offered education or train-
ing as a layoff alternative. The worker would receive a
salary, a portion of which would be paid by the employer
and aportion by the government. Although this program
would require additional federal expenditures, there
would be a reduction in government outlays for unem-
ployment insurance. Additional benefits for management
would include: the maintenance of an experienced work
force, enlargement of the productive capabilities of the
work force, and the increased loyalty of employees who
would recognize the employer's effort to avoid layoffs.

EDUCATION FOR INNER-CITY YOUTH

During a recession inner-city youth would find jobs
even harder to obtain. The credibility of CETA's youth
program is affected, and the unemployment problem
among disadvantaged youth continues to grow. The
report suggests that an educational program to improve
the basic skills of unemployed youth "could be a bridge
from CETA programs to private-sector jobs after the re-
cession is over. . . . One such vehicle in arranging
education would be the Private Industry Council. How-
ever, the full range of a community's education institu-
tions also could be used.

"During arecession, the question becomes: Is the pro-
vision of education and training . . . better than the
alternative of unemployment itself for the individual and
for the economic and social system," says Barton. "It is
not so much a matter of financial outlays because the
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money would be spent anyway on a variety of income-
maintenance programs. The question is rather one of ex-
penditure for what purpose, and with what result." —
Reprinted with permission from World of Work Report,
May 1980. ©Work in America Institute, Inc.

Transcultural
Communication

True communication is seldom achieved. But aware-
ness of the factorsthat distort communication, teaching
and learning — with corrective measures — can improve
reception and
learning. The fol-
lowingisalist of 15
suggestions that
can adaptly apply
to any cross-cultur-
al teaching assign-
ment, as well as to
any facilitator who
wantsto be more in
tune with thelearn-
er . . .who wants to make the learning experience more
meaningful.

1. Speak slowly and clearly.

2. Use simple words to express meanings.

3. Keep the vocabulary to learn in any subject minimal
and simple.

4. Translate the words that have confusing or ambigu-
ous meanings into the language used by the people you
are training.

5. Use relevant examples, illustrations, diagrams, etc.
to clarify ideas and meanings.

6. Let the learners stop you, often in your presenta-
tions, for an open discussion among themselves in their
own language. Then, they will tell you what they heard
you say and you will tell them if that is what you meant.

7. Summarize your lectures in writing and reproduce
your prepared flip charts (in English and the appropriate
language) so the learners can pay more attention, not
take up their time trying to write or take notes.

8. Use appropriate names in prepared materials, es
pecially case studies so that leaners can have greater,
personal identification.

9. Make sure dl situations in their studies pertain to
their lifeherein their home country — their personal and
business life.

10. Know their cultural differencesfrom yours as well
as the ways in which you think alike. (An important way
to avoid misunderstandings and unconscious assump-
tions.)

11. Tell them, exactly, what to do in short steps and
only one step at atime.

12. Tell them, at the beginning of a course, exactly
what you expect from them, how you will run the course
and how they will be graded and evaluated.

13. Understand their level of education: what they do
and do not know.

14. Understand their comprehension level of English
and their ability to read and write.

15. Understand, as best you can, the teachings in your
learners' religion.
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Excerpts from an article by Tom Kuby, American
Embassy, Manama, Bahrain, FPO, New York, NY 09526.



